November 15, 2004

SUBJECT:
Alignment of Mission Area Performance Plans to



Organizational Goals



Agency Head Certification Due:  December 9, 2004

TO: 
Susan E. Offutt

Administrator, ERS

     FROM:
Karen M. Brownell /s/



Director, HRD

This memo is intended to provide you with instructions for meeting Departmental requirements to communicate organizational goals to agency employees, and for 

developing employee performance plans that are strategically aligned and contain specific goals.  This is one of the items on the Department’s scorecard under the President’s Management Agenda.

Certification

Agency Administrators must provide certification to the Department, by 

December 9, 2004, that organizational goals will be communicated to employees by January 1, 2005.  Organizational goals (strategic plan goals, unit goals, and/or individual goals) may be communicated through staff meetings or other informal meetings, e-mail, bulletin boards, or other communication method normally used within the organization to keep employees informed.  We are using this method to align performance plans since agency appraisal cycles do not correspond with OPM/OMB reporting requirements.  

Strategically aligned performance plans for all ratable employees must go into effect:

	NASS
	Upon implementation of the new NASS multi-level performance appraisal program on or about March 1, 2005

	ERS
	Upon signing new rating cycle (January 1, 2005) plans  

	CSREES
	Upon signing new rating cycle (January 1, 2005) plans 

	ARS
	· Upon signing new rating cycle (January 1, 2005) plans for two-grade interval employees 

· Upon signing new rating cycle (April 1, 2005) plans for     one-grade interval employees


Even though the Department’s Human Capital Plan requires only 60% of performance plans be aligned by January 1, 2005, my best advice is to aim for 100% compliance.  

Susan E. Offutt 
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Development of Strategically Aligned Performance Plans 

Attachment 1 is provided as a method for cascading organizational goals to individual performance.  This table outlines the basic components of the logic model provided by The Performance Institute during the October 27-28, 2004 training attended by designated REE employees.  

A statement must be added to each performance plan that identifies the specific agency and/or unit strategic plan goal(s), national program goals, or any other business or work plan goals under which the employee performs.  This statement should be inserted in the mission results, program delivery or major technical element of a performance plan.  Sample statements are provided in Attachment 2.  

In addition to the statement, agencies are encouraged to add specific goals to performance plans, where relevant.  A section titled “Specific Goals” should be placed under the “Fully Successful” standards in relevant elements.  There, specific tasks, projects, improvements, initiatives, efficiencies, or results that need to be completed or made during the rating cycle, with reasonable deadlines for doing so, should be outlined.  These goals don’t necessarily need to be added to each element.  The mission results, program delivery or major technical element would be the optimum place for specific goals.  Specific goals would also be relevant in other elements where performance improvement is necessary or where specific projects or initiatives must be completed.
OPM and the Department are emphasizing development of performance plans that are results focused or that measure expectations in terms of expected results.  Attachment 3 provides more information on this topic. 

Reporting Requirements

Once again, each Agency is required to submit to OPM one set (chain of command) of performance plans consisting of an SES employee and direct line employees by 

December 9, 2004.  My staff will work with you to identify and provide the Department with the required samples.  We suggest using the samples previously submitted to the Department for the GS-14/15 alignment initiative, completed in June 2004, and adding performance plans which cascade from those.

On or about December 1, 2004, HRD will provide you with a draft certification letter for use in reporting to the Department. 

If you have any questions, please contact Theresa Bailey on 301-504-1452, Helene Saylor on 301-504-1432, or Kit Hoyle on 301-504-1438.

Attachment 1 – Components of Logic Model

“Tells the story of a program…Provides the logical chain of events…Blueprint for mission achievement”  

	Step 1
	Identify End Outcomes
	Represents the bottom line, the program’s value, benefit or ultimate result, i.e. long term goals, such as an agency’s strategic plan goals and/or objectives.  


↓

	Step 2 
	Identify Intermediate Outcomes
	Represents the strategies or those things that must be changed or influenced to reach the end outcome, i.e. targets in the agency’s strategic plan, goals in a subordinate unit’s strategic or business plan, or national program plans. 


↓

	Step 3
	Identify Activities and Outputs
	Represents the specific things the agency can do to cause the change to happen or to influence the target to change; the products or services that can be provided, i.e. targets in a subordinate unit’s strategic or business plan, or individual program plans.  


↓

	Step 4
	Identify the Organizational Functions Involved
	Represents the organizations within the agency that perform the activities and provide the output.  


↓

	Step 5
	Identify the Functional Role
	Represents the role of each function.  


↓

	Step 6
	Identify the Assigned Personnel
	Represents the person responsible for doing the work.  


↓

	Step 7
	Identify Individual Input
	Represents the work to be done by the responsible person.  


Attachment 2 - Sample Statements

The following are sample statements, and are not all inclusive.  More than one or all Agency strategic plan goals may apply to a particular position.  In addition to Agency strategic plan goals, unit strategic plan goals, national program goals, or any other business or work plan goals under which the employee performs may be included.

Economist

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of ERS Strategic Plan Goal #2 (The Food Production

System is Safe) as this position is responsible for providing economic data and

analysis on the costs of food borne illnesses.  The performance elements and

standards in this performance plan reflect the specific results, outcomes, and/or

accomplishments expected.

Statistician

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of NASS Strategic Plan Goal #3 (Enhance Protection and Safety

of the Nation’s Agriculture and Food Supply) as this position is responsible for conducting surveys on the quantities of chemicals applied to agricultural commodities.  The performance elements and standards in this performance plan reflect the specific results, outcomes, and/or accomplishments expected.

National Program Leader

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of (CSREES or ARS) Strategic Plan Goal # 1 (Enhance

Economic Opportunities for Agriculture Producers) as this position is responsible

for administering, managing and evaluating the Agency’s bio-based products

programs.  The performance elements and standards in this performance plan

reflect the specific results, outcomes, and/or accomplishments expected.

Grants and Agreements Specialist

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of CSREES Strategic Plan Goal #1 (Enhance

Economic Opportunities for Agriculture Producers) as this position develops, executes, and administers cooperative agreements and grants related to the packaging and storage technologies for food products that maintain nutrition and increase shelf life.  The performance elements and standards in this performance plan reflect the specific results, outcomes, and/or accomplishments expected.

Research Scientist

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of ARS Strategic Plan Goal # 4 (Improve the Nation’s

Nutrition and Health) as this position is responsible for investigating and

conducting research on food consumption patterns of Americans.  The

performance elements and standards in this performance plan reflect the specific

results, outcomes, and/or accomplishments expected.
Research Support

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of ARS Strategic Plan Goal # 3 (Enhance Protection and

Safety of the Nation’s Agriculture and Food Supply) as this support position

performs research experiments and provides research data pertaining to pathogens

and chemical residues in foods.  The performance elements and standards in this

performance plan reflect the specific results, outcomes, and/or accomplishments

expected.
Supervisor

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of ARS Strategic Plan Goal # 6, (Provide Mechanisms to Ensure

the Relevance, Quality, and Performance of the ARS Research Program) and

(Improve Human Capital Management) as this supervisory position oversees the 

daily operation of the Peer Review System of research programs and manages the 

human capital within the unit.  The performance elements and standards in this

performance plan reflect the specific results, outcomes, and/or accomplishments

expected.
Wage Grade

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of ARS Strategic Plan Goal # 6 (Provide Adequate Federal

Facilities Required to Support the Research Mission of ARS) as this position is

responsible for the efficient operation and maintenance of the heating, air

conditioning and plumbing systems within the facility.  The performance

elements and standards in this performance plan reflect the specific results,

outcomes, and/or accomplishments expected.
Information Technology

Alignment to Strategic Plan:  This position contributes to the accomplishment of

the overall Strategic Plan as this position provides systems design support to various organizations within the Agency.  The performance elements and standards in this performance plan reflect the specific results, outcomes, and/or accomplishments expected.

Budget Specialist

Alignment to Strategic Plan:  This position contributes to the accomplishment of

“Management Goals” in the CSREES Strategic Plan as this position provides

budget and fiscal advice and guidance, and account management services for

various organizations within the Agency.  The performance elements and

standards in this performance plan reflect the specific results, outcomes, and/or

accomplishments expected.

Administrative Officer 

Alignment to Strategic Plan:  This position directly contributes to the

accomplishment of ERS Strategic Plan Goal # 6 (ERS Effectively Marshals its

Diverse Capabilities and Resources in Support of Mission Area and Agency Program Goals) as this position is responsible for providing optimum delivery of administrative management support and service within the Division.  The performance elements and standards in this performance plan reflect the specific results, outcomes, and/or accomplishments expected.

Administrative Support 

Alignment to Strategic Plan:  This position contributes to the accomplishment of

the overall NASS Strategic Plan as this position provides administrative support

to the Deputy Administrator for Field Operations and whose liaison and support

affects the administrative operations within Field Operations.  The performance

elements and standards in this performance plan reflect the specific results,

outcomes, and/or accomplishments expected.

Attachment 3 – Focus on Results

OPM and the Department are emphasizing results oriented/focused performance plans.  The idea is to select performance measures that contribute to the success of organizational or mission goals, or the end outcomes as described in the logic model.  During the REE training, The Performance Institute discussed the challenges of performance measurement.  Agencies typically have too many measures, use the wrong kinds of measures (i.e. few measures of end outcomes, no measures of strategy, and use of measures that are too process or activity oriented), and measure only the things that can be counted rather than things that are strategically important.  

Supervisors have already learned that they should write performance plans that measure work in terms of quality, quantity, timeliness, and/or cost-effectiveness.  It is even more important that they identify measures in performance plans that focus on the accomplishment of aligned goals.

To learn more about writing performance plans that are results focused and that align with organizational goals, refer to OPM’s Performance Management website at    MACROBUTTON HtmlResAnchor www.opm.gov/perform/
, and specifically OPM’s “A Handbook for Measuring Employee Performance: Aligning Employee Performance Plans with Organizational Goals”, at 

   MACROBUTTON HtmlResAnchor www.opm.gov/perform/wppdf/2002/handbook.pdf
.



























