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Resource Summary
($ in thousands)

Appropriations FY 2012 FY 2013 | FY 2014 |Increase/Decrease

Actual CRY | Request | From FY2012
Positions - Enduring 1,192 1,192 1,192
Enduring Funds 221,292 219,238 217,431 (3,861)

Total program activity level for Training Services within State Operations is $221,014,000.

(1) The FY 2013 CR is based on the annualized continuing resolution calculation for FY 2013 (P.L. 112-175).
Program Description

The Foreign Service Institute (FSI) is the Department of State’s training bureau and the Federal
Government’s primary training institution for the U.S. foreign affairs community. FSI’s mission is to
ensure that State and interagency personnel develop the skills necessary to advance U.S. foreign policy
agenda. In a declining resource environment, it becomes even more important that State’s personnel —
hard-working Civil Service, Foreign Service, and Locally Employed Staff — have the training and tools
they need to tackle the challenges ahead. As a result of the Department’s Diplomacy 3.0 initiative, the
Department increased the bench strength of the Foreign Service and the Civil Service; higher hiring levels
also allowed the Department of State to rebuild a “training float” providing a cadre who can benefit from
intensive, long-term training (such as in priority languages like Arabic and Chinese) with fewer staffing
gaps. FSI needs to build on this momentum going forward.

FSI training continues to grow. Over the last five complete fiscal years (FY 2008 through FY 2012) the
number of enrollments in FSI’s classroom and distance learning (DL) course completions increased 109
percent. Hours of training has increased 37 percent. FSI does not see this trend lessening, and projects a
five percent annual growth at least through FY 2014.

Regardless of the projected continued rise in training delivered by FSI, the Bureau is not seeking a base
funding increase for FY 2014. The Department funded FSI to keep pace with Diplomacy 3.0 hiring goals,
and with the Human Resource (HR) bureau forecasting lower hiring levels, FSI has already been shifting
resources from orientation programs to tradecraft training that employees require throughout their careers.
FSI expects that student enrollments in tradecraft, language, and leadership training will continue to rise.
FSI will continue to ensure that its Stability Operations training evolves to meet the changing situations in
the most challenging posts, especially Irag and Afghanistan, and meet the needs of the new Bureau of
Conflict and Stabilization Operations (CSO).

Implementation of the Quadrennial Diplomacy and Development Review (QDDR) will necessitate related
training, including training on interagency collaboration such as that provided by FSI’s National Security
Executive Leadership Seminar (NSELS) and the distance learning course Development in Diplomacy now
used by both the Department and the U.S. Agency for International Development. In addition, FSI will
continue to deliver training to support emerging policy priorities such as Economic Statecraft,
Counterterrorism, Countering Violent Extremism, Combating Genocides/Mass Atrocities, Countering
Trafficking in Persons, and Gender Integration, in partnership with policy bureaus at State. FSI will also
continue a robust social media training program, with courses offered domestically and in the regions
overseas; the bureau plans to launch a Social Media Distance Learning course this calendar year.
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Priority Training

FSI’s first priority is to provide training that supports the Department’s leading goals and initiatives.

With QDDR as a roadmap, FSI foresees a number of new skill sets and substantive knowledge areas that
increasingly must be a part of FSI’s training agenda. The formal establishment of the new CSO Bureau
mirrors the institutionalization of FSI’s evolving Stability Operations training curriculum. FSI manages
the mandatory Interagency Integrated Civilian-Military Field Training Exercise for personnel from all
civilian agencies assigned to consulates, regional platforms and other field positions in Afghanistan. As
the United States transitions in Afghanistan, FSI will seek to adapt this training to ensure continued
preparation for interagency and military personnel to train together to prevent and respond to conflict
situations. FSI has also added intensive training for U.S. civilians assigned to Pakistan. FSI will continue
to expand and enhance language/area training to build the Department’s capacity in advanced proficiency
levels in priority languages such as Arabic, Pashto, Dari, and Chinese. Personnel will be able to engage
in focused, targeted in-language media training, and FSI will seek to develop innovative classroom and
technology based approaches that can maximize learning potential, including broadening regional training
opportunities in the Middle East and Asia.

Distance Learning

Over the last several years, FSI has strategically invested resources in distance learning technologies and
products as a means to broaden its training reach in a cost and time effective manner. This allowed FSI to
reach the huge overseas audience of Locally Employed (LE) Staff who traditionally had few opportunities
to access FSl training. It also allowed FSI to provide new training options to Foreign Service (FS)
personnel and their eligible family members (EFM) around the globe. From FY 2008 to FY 2012, FSI
had more than 230 percent increase in completed course enrollments in FSI produced distance learning
and the 1,800 commercial Fastrac distance learning courses. In connection with the FY 2012 Mission
Strategic and Resource Planning cycle, FSI conducted a training needs assessment survey, which showed
a clearly expressed need for more training for LE Staff. To meet this demand, FSI needs to do even more
in the future to support eTraining as well as bolster other regional training opportunities — both of which
represent very cost-efficient means of reaching the Department’s widespread employee population.

Efficient and Effective Management

As a provider of end user computer security training, FSI provides services to almost a dozen agencies on
a reimbursable basis. FSI will continue as the eTraining service provider to the Department of Homeland
Security in support of the computer security training and virtual training environment under the
Comprehensive National Cybersecurity Initiative (CNCI) federal initiative.

FSI has strong partnerships with regional centers in Frankfurt, Ft. Lauderdale, Charleston, Manila, and
Bangkok in order to expand, in a cost effective and efficient way, training opportunities under FSI
auspices to the Department’s worldwide workforce. By developing qualified additional Adjunct Faculty
(hired from LE Staff and EFM corps locally), and expanding and strengthening the corporate training
management platforms, FSI will be building upon and increasing successes in its regional training
initiatives and administration and reporting of training.

Expand and Institutionalize Core Training
To strengthen investments already made, and institutionalize core business activities (and associated
training) for both the larger workforce hired under Diplomacy 3.0 and the interagency U.S. foreign affairs

community at large, FSI must continually provide essential core training. FSI’s strategies include
maintaining base level training in tradecraft, foreign languages, and leadership and management that is in
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line with Foreign Service precepts, Civil Service competencies, and Department hiring plans. Core
tradecraft requirements include continued support for shifting consular workload, and changes in consular
systems applications and other technology; increased Contracting Officer Representative (COR) training
in support of the new federal mandate imposing 40 hours of training every two years for all CORs;
providing training in latest information technologies to FSI’s systems administrators to operate and
maintain IT infrastructures worldwide, and to end-users to enhance their productivity; and continued
development and support of FSI’s curriculum for employees and family members assigned to high stress,
unaccompanied assignments.

Performance

FSI tracks performance of its language training program (Critical Needs Languages Only) by measuring
the percentage of students who meet the intended proficiency level required by their Language
Designated Position (LDP) when they are enrolled for at least the recommended length of training.

Strategic Goal 7: Build a 21st century workforce; and achieve U.S. government operational and consular

efficiency and effectiveness, transparency and accountability; and a secure U.S. government presence

internationally

Strategic Priority

Human Resources

Active Performance

Foreign Service Institute language training success rate as measured by the percentage

Indicator of State students in critical needs languages who attain skill objective.
Prior Year Results and Ratings FY 2012 Planned Targets
FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 Target Result FY 2013 | FY 2014
and
Rating
87% 89% 80% 88% 96% 80% 86% 80% 80%
A A <> A A A
Above Above On Target Above Above Above
Target Target Target Target Target
Result percentage based on number of students in critical need languages who successfully
Reason for

Exceeding Target

reach target proficiency score when tested after training for the recommended length of time.
Percentage is averaged from all tests in the identified languages.

Impact

Indicator results show success of the agency's investment in training which helps meet
proficiency requirements for Language Designated Positions and other job performance
factors.

Methodology

FSI calculates the percentage of students who attain the intended proficiency level (as
determined by LDP proficiency level) when they are enrolled for at least the recommended
length of training. "Critical needs languages" refers to the languages (20 currently) that HR/
Office of Recruitment, Examination and Evaluation can give ranking incentive points for in
the FS hiring assessment process.

Data Source and

Quality

Test results are from the FSI’s corporate training database, the Student Training Management
System and are highly reliable. The Data Quality Assessment revealed no significant data
limitations.
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Justification of Request

In FY 2014, FSI will continue building on its investments ensuring resources support program activities
that are tied directly to the Department’s goals and objectives. FSI’s FY 2014 Request of $217.4 million
is $3.8 million below the FY 2012 Actual level. The FY 2014 Request includes an increase of $3.1
million for American pay increase, LE wages, and domestic and overseas price inflation. The request
also includes a $5 million reduction to adjust for prior requirements related to the Department’s hiring
surge.

Resource Summary

T s | R s mtowsg

| Aweman [ [ pos | oureau [American] Funas |
_ FS Dom |Overseas| FSN Total [Managed| Salaries | Total

FY 2012 Actual 667 518 7 5 1,197| 76,155| 145,137| 221,292
FY 2013 Estimate 667 518 7 5 1,197 74,101| 145,137| 219,238
FY 2014 Built-in Changes

American COLA 0 0 0 0 0 17 1,460 1,477

Domestic Inflation 0 0 0 0 0 1,148 0 1,148

Locally Engaged Staff

Wage Increases 0 0 0 0 0 279 0 279

Locally-Engaged Staff Step

Increases 0 0 0 0 196 0 196

Overseas Price Inflation 0 0 0 0 93 0 93
Total Built-in Changes 0 0 0 0 1,733 1,460 3,193
FY 2014 Current Services 667 518 7 5 1,197 75,834| 146,597| 222,431
FY 2014 Program Changes

Rebase FSI 0 0 0 0 0| (5,000) 0| (5,000)
Total Program Changes 0 0 0 0 o[ (5,000) 0 (5,000)
FY 2014 Request 667 518 7 5 1,197 70,834 146,597| 217,431

88



FOREIGN SERVICE INSTITUTE

Staff and Funds by Domestic Organization Units
($ in thousands)

Foreign Service Institute FY 2012 FY 2013 FY 2014 Increase/Decrease

(1) Actual CR Request From FY2012
Am FSN| Funds Am FSN Funds Am FSN Funds | Am FSN Funds

Office of the Director 0 1,553 0 1,532 0 1599 0 O 46
Office of the Executive Director 127 0 25,849 127 0 21,291 129 0 21,6031 2 0Of (4,246)
School of Applied Info Tech 53] O 13568 53 0 13,785 53 0 13,922l 0O O 354
School of Language Studies 822 0/108,591 822 0]109,712 819 0]111,464] (3) 0O 2,873
School of Leadership and

Management 44 0 7,870 44 0 8,116 44 0 8091 0O O 221
School of Professional and Area

Studies 114/ 0] 38,017 114 O 38,974 114 0] 35,663 0O 0] (2,354)
The Transition Center 18 0 3,008 18 0O 3336 19 0O 3366 1 O 358
Total 1,185  0]198,456[1,185 0[196,746/1,185 0]195,708 0O 0O (2,748)

Staff and Funds by Post

($ in thousands)

Foreign Service Institute FY 2012 \ FY 2013 FY 2014 Increase/Decrease
(FSI) Actual \ CR Request From FY2012
Am FSN| Funds Am FSN Funds Am FSN| Funds Am FSN Funds
Egypt, Cairo 1 0 24720 1) 0O 4068 1 0 43221 0 0 1,850
Seoul Regional Language School,
Korea o0 O 959 0 O 951 0 O 96 0 O 7
Taipei American Institute In Taiwan| 4/ 0 13595 4/ 0 13,333 4 0] 12,6200 O Of (975)
Tunis Regional Language School,
Tunisia 1 5 1614 1 5 0f 1 5 0f O 0 (1,614)
'Yokohama Regional Language
School, Japan 1 0 4296 1 0 4,240 1f 0 3,815 0 0 (381)
Total 7 5 22,836 7| 5 22,492 7| 5 21,7231 0 0 (1,113)
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Funds by Object Class

($ in thousands)

Foreign Service Institute FY 2012 FY 2013 FY 2014 |Increase/Decrease

(1)) Actual CR Request From FY2012
1100 Personnel Compensation 106,660 104,917 106,245 (415)
1200 Personnel Benefits 42,907, 44,651 45,394 2,487
2100 Travel & Trans of Persons 2,240 2,179 1,336 (904)
2200 Transportation of Things 1 1 2 1
2300 Rents, Comm & Utilities 1,650 1,605 1,466 (184)
2400 Printing & Reproduction 2,211 2,152 819 (1,392)
2500 Other Services 60,204 58,461 57,281 (2,923)
2600 Supplies and Materials 4,009 3,900 2,914 (1,095)
3100 Personal Property 1,410 1,372 1,974 564
Total 221,292 219,238 217,431 (3,861)
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Resource Summary
($ in thousands)

Appropriations FY 2012 FY 2013 | FY 2014 |Increase/Decrease

Actual CR™ | Request | From FY2012
Positions - Enduring 540 540 540 0
Enduring Funds 162,094 161,219 163,558 1,464

(1) The FY 2013 CR is based on the annualized continuing resolution calculation for FY 2013 (P.L. 112-175).

Program Description

The mission of the Bureau of Human Resources (HR) spans the full course of employees’ service with the
Department. HR is responsible for recruiting and hiring new employees; providing benefits,
compensation, and support for those employees and their families; handling assignments and transfers of
Foreign Service (FS) employees; evaluating, developing, identifying, and facilitating appropriate training
for personnel throughout their careers at the Department; and maintaining contact with employees after
retirement. HR embraces the critical task of aligning the diverse skills and capabilities of American and
foreign national employees with positions domestically and worldwide to effectively carry out the
Department’s goals and priorities.

HR’s principal task is ensuring that the Department has the right people in the right place at the right time
with the right skills. Maintaining the highest standards of operational readiness is a challenging
undertaking as service at the most difficult and dangerous posts continues, and the Department faces the
potential loss of expertise and experience through impending Civil Service (CS) and Foreign Service (FS)
retirements. To address these needs, the Department continues to build civilian capacity and strengthen
diplomacy through the Diplomacy 3.0 (D3.0) initiative that is having a significant impact on the three
essential pillars of U.S. foreign policy: diplomacy, development, and defense. The increase to civilian
capacity is specifically requested in the East Asian and Pacific Affairs region (EAP) and the Secretary’s
Office of the Coordinator for Cyber Issues.

The Department’s goal is to staff posts with highly qualified people possessing the needed skills including
language. This has been affirmed by Benghazi’s Accountability Review Board’s (ARB) report that
highlighted the need to enhance the hard language capacity of the Department. The Department’s foreign
policy objectives have led to strategic growth of language-designated positions. Proficiency in languages
such as Arabic and Chinese is required to conduct outreach to foreign audiences, negotiate and consult
with other governments, and effectively assist American citizens at embassies and consulates around the
world. Personnel are serving in more remote, more dangerous, and more isolated locations —and HR
must ensure that they receive the support and training they need to succeed in those posts, as well as when
they move on to their next assignment or return home.

In meeting the Department’s personnel needs, the goal is to work smart, reward innovation, increase
transparency, and gain customer satisfaction. These goals are achieved through the following:

- Adapt recruiting, hiring, and assignments processes in line with policy priorities, as well as increase
support to employees and families experiencing unaccompanied tours.

- Support the dedicated Locally Employed staff who play a critical role in supporting overseas
missions, sometimes at great personal risk.
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- Maintain a strong and positive relationship with Foreign Service retirees after their careers have
ended.

- Continue efforts to improve the way personnel actions are initiated and processed by replacing paper
forms with online applications.

- Deliver HR services more effectively and efficiently throughout the Department including the
implementation of a “tiered-services” concept that is already well underway.

- Consolidate human resource functions across bureaus and introduce a customer service call center.

Performance

Foreign language proficiency is a key component of our ability to conduct outreach to foreign audiences,
negotiate and consult with other governments, and effectively assist American citizens at United States'
embassies and consulates around the world — in other words, to fulfill the Department’s mission. This
indicator measures the Department's progress in filling Language Designated Positions (LDPSs) with
employees who meet or exceed the language requirements of that position.

Strategic Goal 7: Build a 21st century workforce; and achieve U.S. government operational and consular

efficiency and effectiveness, transparency and accountability; and a secure U.S. government presence
internationally

Strategic Priority Human Resources
Active Performance Percent of language designated positions filled by employees who meet or exceed the
Indicator language requirements (New Methodology)
Prior Year Results and Ratings FY 2012 Planned Targets
FY 2007 | FY 2008 | FY 2009 FY 2010 | FY 2011 Target Result FY 2013 | FY 2014
and
Rating
68.1% 68% 72% 76% 74% 80% 83%
[Baseline]
v A v
N/A N/A Below Above Below
New Target Target Target
Indicator,
No Rating

Original targets were set in FY 2009. Subsequent budget restraints have prevented the
Department from building the training complement necessary to meet these targets.

Steps to Improve Inasmuch as the target was not met, the Department shows progress in filling language
designated positions. It is anticipated to amend targets in the FY 2015 Functional Bureau
Strategy.

Language skills are critical to successful interactions with host country nationals at our

Impact .S
P missions abroad.

The LDP fill rate is the percentage of incumbents who meet or exceeds the language
Methodology requirements for that position. The languages that are designated Priority Languages will be
evaluated annually.
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Global Employment Management System (GEMS) is the data source for both LDPs and the
language qualifications of employees. The Data Quality Assessment revealed no significant
limitations.

Data Source and
Quality

The goals of Diplomacy 3.0 have been to mitigate extended vacancies caused by increased commitments
at priority posts such as Afghanistan, Iraq, and Pakistan (AIP); eliminate the mid-level staffing deficit;
build in a training component; and strengthen the service with the right mix of entry-level, mid-level, and
senior employees. Current AIP fill rates for the 2013 summer (third quarter) assignment cycle, which the
Department began tracking in the third quarter of 2012, are on par with previous assignment cycles. Using
a variety of recruitment strategies, which includes robust incentives packages, the Department has
consistently met staffing requirements in those posts with volunteers, bypassing the need for direct
assignments. The Department will continue to review long-term and short-term requirements at the three
embassies and constituent posts, which will inform future recruitment strategies and policies.

Strategic Goal 7: Build a 21st century workforce; and achieve U.S. government operational and consular

efficiency and effectiveness, transparency and accountability; and a secure U.S. government presence
internationally

Strategic Priority Human Resources
Active Performance Staff Top Priority Posts: Afghanistan, Iraq, Pakistan (AIP)
Indicator
Prior Year Results and Ratings FY 2012 Planned Targets
FY 2007 FY 2008 FY 2009 FY 2010 FY 2011 Target Result FY 2013 | FY 2014
and
Rating
97.4 96 percent | 95% for | 100% for 95% for | 100% for | 100% for
percent AIP AIP AIP AIP AIP
v
N/A New v Below v v
Indicator, Below Target Below Below
No Target Target Target
Rating

Staffing these posts is challenging as the situation is dynamic and fluid. The result is the
Steps to Improve number of positions filled for Summer 2012. This number fluctuates as people are paneled
or curtailed from positions.

Our goal is to fully staff our missions in support of critical foreign policy objectives. Our
Impact highest staffing priorities, as defined by the President and the Secretary, are Afghanistan,
Iraq, and Pakistan (AIP).

Results are based on the number of positions filled for the summer of the given fiscal year.

Methodology Percentages include all handshakes as of May 31 of that year.

Data Source and Collected staffing numbers from AIP Regional Bureau EX offices. No significant data
Quality limitations.
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Justification of Request

The FY 2014 Request of $163.6 million for the HR bureau is a net increase of $1.5 million over the FY
2012 Actual level. Although the rate of hiring has slowed due to the current budget environment,
Diplomacy 3.0 will continue to have a wide-ranging impact over the next several years. By the end of FY
2012, the Foreign Service workforce increased by 19.7 percent and the civil service workforce increased
by 7 percent since the end of FY 2008.

As the Department’s workload requirements and demand for services increase, additional funds are
critical to support the increase in employees hired under Diplomacy 3.0 and the expansion of the Limited
Non-Career Appointment (LNA) program. The growth of the Department requires HR to sustain
effective and efficient delivery of mandatory services such as assignments, transfer orders, and tenure and
promotion work. The Department will manage change largely from within existing funding levels by
shifting resources, generating administrative efficiency savings, and reducing management support
services contract costs.

The $1 million request for funding the management and oversight of the Alternative Retirement Program
(ARP) is critical to the establishment of a Department-wide retirement plan for all overseas Locally-
Employed Staff (LES). The main objective of the ARP will be to provide LES an alternative employee
retirement compensation package in the form of a lump sum payment upon separation as part of their
local compensation plan (LCP). The Department will use the ARP to replace in whole or in part the
various components of end of service benefit provisions in specific LCPs by authorizing changes to the
LCP. This program will be managed in coordination with the Bureau of Budget and Planning and the
Bureau of the Comptroller and Global Financial Services.
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Resource Summary

T s | R s mtowsag

T Awenan T Pos | bureau [american] Funas_
_ FS Dom |Overseas| FSN Total [Managed| Salaries | Total

FY 2012 Actual 442 98 0 0 540( 98,883 63,211| 162,094
FY 2013 Estimate 442 98 0 0 540( 98,008 63,211| 161,219
FY 2014 Built-in Changes

Absorption of Domestic

Inflation 0 0 0 0 0 (229) 0 (229)

American COLA 0 0 0 0 0 739 600 1,339

Domestic Inflation 0 0 0 0 0 229 0 229
Total Built-in Changes 0 0 0 0 0 739 600 1,339
FY 2014 Current Services 442 98 0 0 540 98,747 63,811 162,558
FY 2014 Program Changes

Oversight, Tracking, and

Review - LES Retirement

Liabilities 0 0 0 0 0 1,000 0 1,000
Total Program Changes 0 0 0 0 0 1,000 0 1,000
FY 2014 Request 442 98 0 0 540( 99,747 63,811| 163,558
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Staff and Funds by Domestic Organization Units
($ in thousands)

 Bureau of Human Resources | FY 2012 FY 2013 FY 2014 Increase/Decrease

(HR) Actual Request From FY2012
Am FSN| Funds Am FSN 'Am|FSN Funds 'Am FSN| Funds Am FSN Funds

Career Development & Assignments 0| 16,136 0 16,136/ 87| O 16295 0 O 159
Civil Service Human Resource

Management 351 O 4810 35 0 4810 35 0O 4863 0 O 53
Director General of the Foreign

Service 220 0 1633 22| 0O 1633 221 0 1653 0O O 20
Employee Relations 34 0 195700 34 0 195700 34 0 19886 0 O 316
Executive Office 99 0 59,878 99| 0 58,166 99 0 59,1231 0 0 (755)
Family Liaison Office 220 O 3,121 221 O 3,121 221 0O 3,15 0 O 35
Grievance Staff 100 0 1,478 100 0 1,478 100 0 1,495 O O 17
Human Resource Services Provider 260 0O 3,134 26| 0O 3,134 26 0 3165 0 O 31
Human Resources Shared Services 400 0O 6,072) 400 0O 6,0720 400 O 6,1420 0O O 70
Office of Casualty Assistance 3 O 341 3 0 341 3 O 344 0 O 3
Office of Policy Coordination 60 O 686 6 O 686 6 O 692 O O 6
Overseas Employment 34 0 5118 34 O 5,118 34 0O 5177, 0O O 59
Performance Evaluation 16 0 3,153 16| 0 3,153 16 0 3,194 0 O 4]
Recruitment, Examination and

Employment 51 0| 22,4314 51 0 22,431 51 0 22,781 0O O 350
Resource Mgmt and Organization

Analysis 290 0O 4,173 290 0 4,173 290 0 42200 0 O 47,
Retirement 260 0O 3383 26/ 0O 3383 26 0 3419 0 O 36
\Workers Compensation O O 6977 O O 7814 0 O 793 0 O 976
Total 540 0[162,094] 540, 0[161,219| 540, 0[163,558] 0 0O 1,464

Funds by Object Class

($ in thousands)

Bureau of Human Resources | FY2012 FY 2013 FY 2014 |Increase/Decrease
GI) | Actual CR Request | From FY2012

1100 Personnel Compensation 55,707 55,707 56,317
1200 Personnel Benefits 37,719 37,719 38,246 527
1300 Benefits Former Personnel 1,327 1,327 1,351 24
2100 Travel & Trans of Persons 2,770 2,770 2,819 49
2300 Rents, Comm & Utilities 2,917, 2,917 2,969 52
2400 Printing & Reproduction 1,044 1,044 1,063 19
2500 Other Services 45,891 45,016 45,812 (79)
2600 Supplies and Materials 1,666 1,666 1,696 30,
3100 Personal Property 5,619 5,619 5,719 100
4100 Grants, Subsidies & Contributions 7,375 7,375 7,506 131
4200 Insurance Claims & Indemnities 59 59 60 1
Total 162,094 161,219 163,558 1,464
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Resource Summary
($ in thousands)

Appropriations FY 2012 FY 2013 | FY 2014 |Increase/Decrease

Actual CRY | Request | From FY2012
Positions - Enduring 842 842 842 0
Enduring Funds 119,957 118,848 122,037 2,080

(1) The FY 2013 CR is based on the annualized continuing resolution calculation for FY 2013 (P.L. 112-175).

Program Description

The Bureau of Human Resources administers a special complement of positions as part of its overall
management of human resources. This special complement is for initial orientation, training of new
recruits, and career development assignments for Civil Service and Foreign Service personnel.
Employees spend a limited amount of time in these positions either before assignments or on special
assignments, and then return to their regular positions within the Department.

The special complement includes the following types of positions:

Entry-Level Officer Training

Positions that are used for intake of entry level officers and specialists while in initial domestic orientation
training. Entry level officers typically spend three to four months (considered short-term) in orientation
and basic training prior to being assigned to an overseas position. There are currently 561 positions
established for Entry-Level Officer training.

Faculty Advisors

Positions at various military facilities that have quotas for enrollment of Department of State personnel.
These advisors typically teach courses, provide guidance and counseling for Department students, serve
as the Department’s liaisons with the institutions, and serve as senior advisors to the
commandants/presidents of the institutions. There are currently 30 positions established as Faculty
Advisors.

Assignments to Non-Governmental Organizations (NGOs)

Positions used to assign or detail employees to non-governmental organizations such as the Carnegie
Foundation and the Council on Foreign Relations, as well as the Diplomats-in-Residence program. There
are currently 30 positions dedicated to NGO assignments.

Non-Reimbursable Details
Positions used to detail employees to other executive departments on a non-reimbursable basis. There are
currently 40 positions serving non-reimbursable details.

Other Human Resources Special Complement
Positions used for appropriate education, training, and professional development and exchanges. There
are currently 111 positions dedicated to this program.

Presidential Management Fellow Program

Positions for the Government-wide program to recruit graduate students upon completion of their degree
for an initial two-year appointment. There are currently 50 positions supporting this program.
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Special Domestic Assignment Program (SDAP)
Positions established to allow the assignment or detail of employees to the Congress and state/local
government agencies. There are currently 18 positions supporting this program.

Una Chapman Cox Sabbatical Leave Program

Allows a twelve-month sabbatical for Foreign Service employees with exceptional performance and
potential to pursue a project mutually beneficial to the employee and the Department. The Department
continues to pay the employee’s salary and benefits. The Una Chapman Cox Foundation funds all other
expenses of the project. There are currently two positions dedicated to the program.

The Expanded Professional Associates Program (EPAP) has several objectives: 1) addressing a key
morale issue by providing new career opportunities for Foreign Service spouses; 2) increasing overall
overseas staffing levels; and 3) filling critical positions with well-qualified personnel. Appointment
Eligible Family Members (AEFMs) vetted through the application process can be assigned to entry-level
and mid-level positions overseas using bureau managed funding. There are currently 139 authorized
EPAP assignments. They are not considered as positions, but rather as part-time intermittents. These
assignments are made to existing regular Foreign Service positions.

Justification of Request

The Department’s FY 2014 Request of $122 million is $2.1 million above the FY 2012 Actual level. The
request includes $2 million for the EPAP program which supports 139 eligible family members (EFMs) at
an average cost of $85,000 per assignment.

Resource Summary

T e T Funds . thousany
[ v [ Por | Buren [mercan] Fams |

_ FS Dom |Overseas| FSN Total |[Managed| Salaries | Total

FY 2012 Actual 84 727 31 0 842 10,232 109,725 119,957
FY 2013 Estimate 84 727 31 0 842 9,123| 109,725| 118,848
FY 2014 Built-in Changes

American COLA 0 0 0 0 0 39 1,150 1,189
Total Built-in Changes 0 0 0 0 0 39 1,150 1,189
FY 2014 Current Services 84 727 31 0 842 9,162 110,875| 120,037
FY 2014 Program Changes

EPAP 0 0 0 0 0 2,000 0 2,000
Total Program Changes 0 0 0 0 0 2,000 0 2,000
FY 2014 Request 84 727 31 0 842 11,162 110,875| 122,037
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Staff and Funds by Domestic Organization Units
($ in thousands)

Human Resources Special
Complement

FY 2012 FY 2013 FY 2014 Increase/Decrease

(HRCOMP) Actual \ CR Request From FY2012
Am FSN| Funds | Am FSN Funds Am FSN| Funds Am FSN Funds

Entry-Level Officer Training 561 0] 70,135 561] 0 70,135 561 O 70,869 O O 734
Faculty Advisors 300 0 4439 300 0 4439 30 0 4486 0O O 47
Non-Governmental Organizations 300 O 4439 300 O 4,439 300 O 4,486 0 O 47,
Non-Reimbursable Details 400 0 6,619 40, 0 6,619 40 0 6,688 0 O 69
Other Human Resources-Special

Complement 111y 0 25,302 111] 0 24,193 111f 0] 26,390, 0 0 1,088
Presidential Management Fellows 500 O 6,241 50 O 6,241 500 O 6,306f O O 65
Special Domestic Assignment

Program (SDAP) 180 0 25320 18 0 25320 18 O 2559 0 O 27
Una Chapman Cox Sabbatical Leave

Fellowship Program 2 0 2500 2 O 2500 2 O 253 O O 3
Total 842 0]119,957] 842 0]118,848 842 0/122,037] 0 0 2,080

Funds by Object Class

($ in thousands)

Human Resources Special Complement FY 2012 FY 2013 FY 2014 |Increase/Decrease

(HRCOMP) Actual CR Request From FY2012
1100 Personnel Compensation 83,970 83,193 85,425 1,455
1200 Personnel Benefits 35,987, 35,655 36,612 625
Total 119,957 118,848 122,037 2,080
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Resource Summary
($ in thousands)

Appropriations FY 2012 FY 2013 | FY 2014 |Increase/Decrease

Actual CR® | Request| From FY2012
I/American Positions 0 0 0 0
Funds 0 0 91,891 91,891

(1) The FY 2013 CR is based on the annualized continuing resolution calculation for FY 2013 (P.L. 112-175).
Program Description

The Department’s FY 2014 Request includes the annualization of FY 2013 staffing requirements and the
implementation of the final phase of Overseas Comparability Pay (OCP). In the aftermath of the
Benghazi terrorist attack, the Department is ramping up efforts in FY 2013 to increase and strengthen its
management and security staffing profile at High Threat Posts (HTP). This will result in FY 2014
annualized costs. OCP Phase 3 will ensure that the Department remains competitive in the global
marketplace and serve as one of many important tools to keep attrition low in the Foreign Service.

Justification of Request

Annualization of FY 2013: $10,529,000

As a result of the Accountability Review Board’s (ARB) January 2013 report on Benghazi and the
Interagency Security Advisory Teams (ISAT) work at High Threat Posts (HTP), the Department is
implementing recommendations that will require annualized staffing costs in FY 2014. The requirements
include additional key policy, program, and security personnel at HTP with relevant hard language
capabilities. With increased and more complex diplomatic activities in the Middle East, ARB
recommended that the Department “enhance its ongoing efforts to significantly upgrade its language
capacity, especially Arabic, among American employees.”

Overseas Comparability Pay (Phase 3): $81,362,000

Overseas Comparability Pay (OCP) is critical for the Department’s Foreign Service competitiveness in
the workplace. The Department’s intention is to fully restore the basic pay equity between Washington,
D.C. and overseas assignments for entry and mid-level Foreign Service employees that existed prior to
the government-wide implementation of locality pay. The FY 2014 Request supports funding for OCP
Phase 111, which would raise comparability to the full D.C. rate, including the increase to American
Salaries for Foreign Service personnel posted overseas, along with the Department’s corresponding
increases in salary-based benefit contributions and post allowances.

The Federal Employees Pay Comparability Act of 1990 (FEPCA) established locality pay as a basic
salary component for most civilian Federal employees in the United States. It is not a cost of living
allowance. Varying rates of locality pay reflect the varying cost of labor in different localities and
metropolitan areas throughout the United States. The locality pay provision in the FEPCA (5 U.S.C.
5304), however, excludes positions outside the United States.
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On June 24, 2009, President Obama signed the Supplemental Appropriation Act, 2009 (P.L. 111-32)
that authorized the Secretary of State to begin implementing OCP adjustments under Section 1113.
Members of the Foreign Service are eligible for locality-based comparability payments (stated as a
percentage) up to the amount of the locality-based comparability percentage payable to such a member
under section 5304 of Title 5, U.S.C. if such a member’s official duty station were in the District of
Columbia. This section also gave the Secretary administrative flexibility in determining the phase-in
schedule, although subsequent provisions of law have limited implementation to just the first two
phases.

Before the introduction of OCP in August 2009, an entry-level or mid-level Foreign Service employee
transferring overseas experienced a significant cut in basic pay as a result of the exclusion of Foreign
Service (Overseas) positions from locality pay. Up until August 2009, the reduction was a loss of
locality pay in the amount of 23.10 percent of base salary. Since August 2009, the gap has been closed
between applicable rates of basic pay in Washington, D.C. and abroad by nearly 70 percent. Today,
entry and mid-level Foreign Service employees serving in Washington, like most other federal
employees working in Washington, earn their base salary plus 24.22 percent locality pay. Their
counterparts overseas currently earn base salary plus 16.52 percent comparability pay due to the
implementation of OCP Phases | and Il. The Department has worked to close this remaining gap. The
third and final phase that had been scheduled to be implemented in August 2011 would have increased
comparability pay to the full Washington, DC locality pay rate.

The Department expects that attrition rates will rise, particularly at the critical mid-level positions, if
overseas OCP Phase Il is not implemented. In June 2012, the Department administered the Retention
and Succession Planning Survey, in which approximately two-thirds of mid-level officers stated they
would seriously consider leaving the Foreign Service if OCP is eliminated. Such a large percentage
would have a substantial and direct negative impact on diplomatic readiness and delay the Department’s
efforts to close the mid-level staffing gap. It will negatively impact the Department’s ability to attract
and retain desirable candidates.

The pay disparity has long-lasting effects on an employee’s compensation and benefits which compound
over the course of an employee’s career. For example, the Department’s mandated contributions to
employee Federal Thrift Savings Plans (TSP) are based on an employee’s basic pay inclusive of locality
pay. Because Foreign Service employees spend large portions of their careers representing, promoting,
and defending their country’s interests abroad, these employees receive smaller employer contributions
than their Foreign Service colleagues who remain in Washington, D.C.
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Resource Summary

T s | R s mtowsag
T Awnen [ o | ureau [Amerien] Funss |

_ FS Dom |Overseas| FSN Total [Managed| Salaries | Total
0

FY 2012 Actual 0 0 0 0 0 0 0
FY 2013 Estimate 0 0 0 0 0 0 0
FY 2014 Current Services 0 0 0 0 0 0 0
FY 2014 Program Changes
Annualization of FY 2013 0 0 0 0 0 10,529 0 10,529
Overseas Comparability
Pay - Phase 3 0 0 0 0 0| 29,189 52,173 81,362
Total Program Changes 0 0 0 0 0 39,718 52,173] 91,891
FY 2014 Request 0 0 0 0 0| 39,718 52,173 91,891

Funds by Object Class

($ in thousands)

Human Resources Initiative FY 2012 FY 2013 FY 2014 |Increase/Decrease
(HRI) Actual CR Request From FY2012
1100 Personnel Compensation 0 0
1200 Personnel Benefits 0 0 41,146 41,146
2500 Other Services 0 0 5,798 5,798
Total 0 0 91,891 91,891
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