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Management System (EPMS) 
Briefing 

Presenter
Presentation Notes
Good Morning, it’s a real pleasure to be with you all. I’m sure by now you all know through one way or another that a new performance management system is coming to the Department’s SES community.  My purpose today is to brief you all about our plans for implementing that system, OPM’s new basic SES Performance Appraisal system here at DOC, what we are calling the EPMS (Executive Performance Management System).  



Background 
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The Office of Personnel Management (OPM) created an  

interagency-designed basic SES performance management appraisal system 
that would be: 
  

Uniform 

Transferable Across Agencies  

Based on Executive Core Qualifications(ECQs)  
 

 

Life 
Cycle 
Approach 

Strategic 
leadership 
and results 

Flexibility 
for 
agencies 
specific 
metrics  

Equity and 
mobility 
across 
agencies  

Presenter
Presentation Notes
As a community one of the basic questions we are going to confront is “why are we doing this?” 
This new system was created at the recommendations of the President’s Management Council and includes best practices from the public and private sectors.  As we’ll see as we go through this presentation, by basing itself around the ECQs, the new system really does have a stronger leadership focus and orientation, which facilitates a lifecycle approach by rating executives along the same lines as we hire them.



Purpose: New SES Appraisal System 
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Guiding Principles Foundational Benefits to SES 

Consistency Common language and consistent evaluations across agencies 

Integrity Government-wide collaboration and agreement 

Fairness Equitable evaluation across Government 

Leadership-Focused Accountability focused using the Executive Core Qualifications 
(ECQs) 

Clarity Clearer path to full certification 

Flexibility Agency customized metrics while maintaining overall 
consistency 

Best Demonstrated 
Practice 

Informed by best practices 

Presenter
Presentation Notes
This next slide presents the benefits of establishing the new system which I hope will help you explain this question of “why” to your SES back home. At a minimum, the new system will support greater consistency, clarity, and transferability of performance processes, standards, feedback, and ratings across all agencies of the Government. At OER, we are looking forward to the clearer path to certification that OPM has promised by adopting their system.  Given that certification directly affects how much we can pay folks, that should be important to everybody.




Comparison  
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Previous DOC System Key Features of the EPMS 
1. Minimum of three critical elements: 
Leadership/Management, 
Customer/Client Responsiveness, 
Business Results 

Five critical elements based on the five ECQs, with 
Government-wide  performance requirements + agency 
and/or bureau performance requirements 

2. Business Results (maximum 60%) 
linked to specific organizational goals and 
objectives  

Results Driven ECQ (minimum 20%, no other critical 
element weighted higher) linked to specific organizational 
goals and objectives 

3. One critical element focused on 
leadership competencies (25%) and 
customer service (15%) 

Minimum weighting of 5% for all ECQ) based critical 
elements (except Results Driven), ensuring 
accountability for full spectrum of executive 
competencies 

4. 80% of business results outcome 
measures are “measurable results” 
 

All (100%) performance requirements for Results Driven 
Critical Element are measurable results 

5. Relatively few executives rated “Fully 
Successful”  

Clear rating score ranges that establish mid-level ratings 
as the norm and top-level ratings as truly exceptional 

Presenter
Presentation Notes
This is a brief overview of a few of the primary features of the new system compared to the outgoing model. We are not going to go into this particular slide today because, as I’ll mention in a few minutes, we have in depth training planned for you were we will discuss these items at length and we’ll discuss how the system works in some detail. So take this slide home to ruminate on, and consider this and the next few slides just an appetizer for the main course which is to come.  
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Critical Element Weights- ECQ Based  
 

 
 

 

Leading 
Change  
at least           

5% 

Leading 
People                                                 
at least               

5% 

Results 
Driven   
at least      
20% 

Business 
Acumen  
at least 

5% 

Building 
Coalitions 

at least 
5% 

100% 

Presenter
Presentation Notes
So let me breifly touch on some of the key challenges we’ll face implementing the new system.  The first one is that the ECQ-based critical elements you see here are the buckets that we’ll need to fit everything into.  We cannot add or subtract critical elements, so this is the house we are all going to live in.  The second is that defining measurable results will continue to be supremely important: 100% of the performance requirements (what used to be called “outcome measures”) in the Results Driven Critical Element must be measurable results.  And while on this slide you can see there is flexibility in defining the critical element weights, nothing can be weighted more than Results Driven.



Rating Levels 
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Five rating levels (1-5), defined by government-wide performance 
standards that are applied to each of the critical elements 
 

To determine overall summary rating: multiply each critical element 
score by the weight of that element and then add all element scores 
together to determine summary score:  
 

475 – 500 = Level 5 (Outstanding) 
400 – 474 = Level 4 (Exceeds Fully Successful) 
300 – 399 = Level 3 (Fully Successful) 
200 – 299 = Level 2 (Minimally Satisfactory) 
    0 – 199 = Level 1 (Unsatisfactory) 

 
Note:  Any Critical Element rated Level 1 = overall performance of 
Level 1 
 

Presenter
Presentation Notes
Looking at the Rating Levels under the new system, the other thing I would point out is that the point ranges for levels 4 and 5 are narrower than our current system for a reason: Outstanding is supposed to represent a transcendent level of performance. In other words, 4 will be the new 5 and so on. 




EPMS Form 
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Presenter
Presentation Notes
Attached with your packages is the new form.  Its not final yet because there may be Department-mandated performance requirements that we’ll insert into some of the critical elements.  But this is largely it.  This too will be a key part of our upcoming training, so just a couple quick points.  First is that the form is currently in a Word format and we will do our best to keep it that way so that it remains easy to work with.  Right now, its about 50 times easier to deal with than our current form.  And that’s the next point.  Our current CD-518 will remain the correct form for ST/SL employees; their performance management system is not changing.    



Key Stakeholders: Implementation 
Roles and Responsibilities 

Commerce Leadership 
 

Office of Executive Resources 
 

Executive Resources Counterparts 
 

EPMS Executive “Champions” 
 

Bureau HR Liaisons 
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Presenter
Presentation Notes
Here we have a list of the main stakeholders involved in the implementation effort.  Commerce leadership will be helping us to push this out, while OER’s main role is to train, provide resources and coordinate the rollout.  EPMS champions are at least one SES from each bureau that can help coach other SESrs on a peer to peer level. But you all have probably the most critical role, which is to help, in cooperation with bureau HR Liaisons, the SES employees themselves to write their plans. 



Training Plan 
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Phase 1: Train the Trainers – Instructor Led  
• Bureau SES Champions 
• Executive Resources Counterparts 
• HR Liaisons 

Phase 2: Train Commerce SES Cadre – 
Instructor  Led  or Web-based CLC training 
• Required attendance, 100% of Commerce 

SES  

Phase 3:  Consultation and Feedback –  
Performance Plan clinics and one-on-one 
consultation 
• Available to all SES executives  

Presenter
Presentation Notes
We’ve broken our Training plan into three distinct phases.  The first is a Train the Trainers phase where we all come back together and discuss, in depth, how EPMS will work at Commerce and prepare you, the SES champions and the HR Liaisons for your role in phase III; more on that in a moment.  Phase II entails OER providing a basic 1.5 to 2 hour training to all Commerce SES on how the new system works.   This will satisfy OPM’s basic requirement that 100% of Commerce SES be trained on the new system.  In phase III, we will require that you, armed with the knowledge gained in the Train the Trainers session and the SES training, conduct/facilitate clinics where you will actually help them to write their plans.  Any questions on the three phases?



Communications 
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Presenter
Presentation Notes
In addition to training, putting out useful and timely communications will be an important part of what we do. The first element of meeting with Leadership is going on right now; We are on Ellen Herbst’s calendar for April 2nd, we have the PHRM meeting coming up and we’ll also be briefing the DERB.  Through our website and upcoming intranet blog, we’ll be making available to you all of the resources we can, many of which OPM has provided but only those of us with ESCS access can currently get to.  The other piece are the memos and correspondence we need to formally communicate with our SES corps, including a memo from DR. Blank to all SES regarding the requirement that they take the required training and follow-up invite emails from Ellen Herbst to get SESrs to RSVP for the sessions.  



Implementation Milestones 
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Date Key Milestones 

March and April 2013 •Meet with Counterparts 
•Complete training slide development 

May 2013 •Meet with Departmental Management Council and 
Departmental Executive Resources Board to receive 
input and approval for final implementation plans 
•Web pages and blog launched to provide 
information 

June 2013 •Deliver “Train the Trainer”  trainings  
•Letter to all SES from Deputy Secretary regarding 
new system and upcoming trainings 
•Launch SES Training in CLC and open for registration 

July and August 2013 •Conduct up to 5 trainings for SES + CLC course 

September 2013 •Clinics and consultation provided for SES by HR 
counterparts 

October 2013 •New SES plans in place 

Presenter
Presentation Notes
Here are the major milestones for the project. We’ll be emailing you all out updates as different communication resources and training dates come on line.  You can also see that September 2013 is when you all kick into high gear by helping executives write their plans and getting them in place by October in time for the new fiscal year.



For More Information 

Contacts: 
Denise A. Yaag   Terri Lucente 
(202) 482-3600   (202) 482-1630 
dyaag@doc.gov                         tlucente1@doc.gov 

   
Jordan Andrews                            Rhea Donfor                  
(202) 482-5815                            (202) 482-1671 
jandrews@doc.gov                       rdonfor@doc.gov  

 

Presenter
Presentation Notes
If any of you have any questions at all, here is how you find us.  Anything else for now? 
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