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In a different vein, the District established a team of technical an d 

professional persons to develop the computer system necessary to monitor 

on a daily basis the credentials of bus operators and mechanics who drive 

buses. Solving the problem was a unique experience since it involved 

working directly with the Department of Motor Vehicles personnel, working 

with two entirely different computer systeos with different hardware 

configurations, and involved a large number of records maintained b y the 

Department of Motor Vehicles. 

The results of the effort are that the District today has in place a 

computer based system for monitoring on a daily basis the exact status of 

driver's licenses of all District employees. The s y stem is updated daily so 

that the District has an e x tremely current set of data. These are two of 

the examples of internal initiatives that were successfully implemented as 

part of the Performance Action Plan. 

A second set of initiatives emerged from the budgetin g process for Fiscal 

Year 1988 . Du ring the budget reviews, and in discu ssions with variou s 

heads and managers, it became clear tha t the Plan was being 

used as a tool b y mid and u ppe r man a gement to evaluate perfor man ce and 

to oversee their individual areas of Plan respon Jbi lity. It was equally 

clear, however, that the Plan did not span a broad range of addit ional 

activities that the District has ongoing in order to operate and maintain 

the transit s ystem i n the Los Angeles urbanized area • 
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As a result, the District management elected to move forward with 

individual departmental performance plans in Fiscal Year 1988 in order to 

improve performance and productivity within each District department. 

The preparation of the performance plans began in August and 

implementation will start in September 1987. The scope of the performance 

plans goes well beyond those objectives contained in the six-month 

Performance Action Plan. By institutionalizing the Plan concept, it is 

quite likely that individual managers will be able to focus and manage 

against performance and in achieving the fundamental objectives of their 

departments. In turn, it is hoped that all employees from operators on 

the street to mechanics servicing buses, to service attendants cleaning 

buses, to supervisors and managers will strive for improved performance 

on a daily, weekly , monthly and yearly basis. 

As a final initiative, the Plan resulted in new and improved reporting to 

the Board. public officials, and the public at large . With the 

implementation of the performance plans for Fiscal Year 1988, the entire 

reporting system of the District will be consolidated . Instead of numerous 

reports on individual subject areas occurring on di fferent schedules and at 

different intervals, the consolidated reporting sy stem will a llow monthly 

and quarterly reports to the Board of Directors which offer a real 

opportunity to measure overal1 performance of the District within each 

reporting period. 
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5. 0 CONCLUSION 

The Performance Action Plan was a unique experien ce. It emerged amid 

criticism and adversity. It represented in its initial stages an aggressive 

action program to improve performance and public confidence in the 

District and its ability to deliver effective public transportation service. 

It is in that context that four important conclusions can be drawn from the 

six month experience . 

As a first major conclusion it is clear that implementation of the Plan was 

worth the effort. More than $2,100,000 was saved. The costs were less 

than $800,000, and all of the dollars were contained within the existing 

RTD budget. With a return on investment durin g the six month period of 

more than 176%, the cost effectiveness of the Plan implement ation is well 

demonstrated. 

As a second major conclusion it is important to n ote that the Di strict 

achieve d a large nul":1ber of the objectives contained within t h e Plan. This 

s hould b e interpreted to mean that the RTD addressed successfu lly those 

concerns as identified in the Plan. It is equally important to acknowledge 

that the District failed to meet its objectives in some of the Plan elements. 

In those case~ continuing attention must be devoted to overcoming t he 

problems and achieving the objectives in the Plan. 
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In the context of the overall Plan a third conclusion is that the District is 

moving in the right direction, even though not all objectives were attained 

within the six month period. In several of the areas there were 

substantial risks involved in that the objectives in the Plan were driven by 

events and persons over which the District has limited or no control. For 

example, at ]east two out of three on street accidents occur as a result of 

another v ehicle striking a bus which happens through no fault of the 

operator, Similarly, a reduction in absenteeism requires a combination of 

efforts, some of which are not entirely within the control of District 

management. Thus, any realistic assessment of the Performance Action 

Plan as approved by the Board in February 1987 leads one to the 

conclusion that no one could have reasonably expected the District to 

achieve within six months all of the objectives identified in the Plan, The 

fact that as many objectives were achieved as is the case is due primarily 

to the plain hard wor k of District employees. 

A fourth major corclusion is that the reaction and response of District 

employees to the p,, ~- :,""l rmance Action Plan MUSt be characterized as 

excellent. }.lanv 0;.'• ::::.tors and staff person s wor k ed in off hours with 

their coJleagues to :~ prove individual perforMan ce. In addit ion, there 

were many staff p n · · ·r s and managers who spent long hours dealing with 

issues, resolving p rc · · !err.s, and striving to improve the performance of 

their individual dt' r : .-:ments. ~loreover, the response and assistance 
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provided by the union leadership was excellent. By any standa.r·d . the 

.cooperation and commitment of the employees an:d staff of 't'he IUistrict was, 

excellent. It went a• long way towards the Di'Stri·ct achievhtg the obje.c.tive·s 

contained in the ? Tan. 

As a final observation, it is clear t hat additionall cost savings can be 

attained by contin'Ui>r.rg attenti•on to .the issues identi:fie·dl i•n the P•lan. 

Moreover, performan'Ce cern b e improved ov er and above that shown in .the 

six ·month period :by :continuin g attention to the objectives by .em.pk>~ees, 

staff~ and manag ement. 1n terms of the fuhtre, it is tdear that b y 

formal'izin.g an·d institutionalizing the performance p lan concept and! 

broadening i'ts fo,cu•s to indude additional areas, the performance of the 

Di:s tri'ct should cot:ltintre to improve across a broad range of ac.hvity. This 

is !presently bein.g implemented b y the District t !trou,gh the preparation oi 

the performance plans for Fis:cal Year 1988 . 

Toda)' , t here perhaps is no greater issue in Los An.gebes than t hat of 

improving mobili t y on our s urface s treet s and our freewa ys. The t ran s i t 

s y stem has a majo r r o le to p Ja y in improving access and r'1ob ili t y of 

persons. o ... ·er the la.st six months t ·h e Distri c t h as r.1 ade numerou s st r i:des 

in orgat:lizing, dep!ovi.li'\g , and operatll<~ g the surfa ce transportation s v st.em 

in a fashion that impro'Ves prodU<ctivit y and .performance.. The work is no.t 

completed. Signifkca nt pTogress !ha s been made, and it wi1Jt cont inue in the 

future weeks and months. 


