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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 different schedules and at
different intervals, the consolidated reporting system will allow monthly
and quarterly reports to the Board of Directors which offer a real
opportunity to measure overall performance of the District within each

reporting period.
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5.0 CONCLUSION

The Performance Action Plan was a unique experience. 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 during the six month period of
more than 176%, the cost effectiveness of the Plan implementation is well

demonstrated.

As a second major conclusion it is important to note that the District
achieved a large number of the objectives contained within the Plan. This
should be interpreted to mean that the RTD addressed successfully 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 cases, continuing attention must be devoted to overcoming the

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 peried. 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 contrel. For
example, at least two out of three on street accidents occur as a resuilt of
another vehicle 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 work of District employees.

A fourth major corclusion is that the reaction and response of District
employees to the Prr:ormance Action Plan must be characterized as
excellent. Manv on rators and staff persons worked in off hours with
their colleagues to :~prove individual performance. In addition, there
were many staff per-.rs and managers who spent long hours dealing with
issues, resolving proc -lems. and striving to improve the performance of

their individual der .r'ments. Moreover, the response and assistance
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provided by the union leadership was excellent, By any standard, the
cooperation and commitment of the employees and staff of the District was
excellent. It went a long way towards the District achieving the objectives

contained in the Plan.

As a final observation, it is clear that additional cost savings can be
attained by continuing attention to the issues identified in the Plan.
Moreover, performance can be improved over and above that shown in the
six month period by wcontinuing attention to the objectives by emplovees,
staff, and management. In terms of the future, it is wclear that by
formalizing and institutionalizing the performance plan concept and
broadening its focus to include additional areas, the performance of the
District should continue to improve across a broad range of activity. This
is presently being implemented by the District through the preparation of

the performance plans for Fiscal Year 1988.

Today, there perhaps is no greater issue in Los Angeles than that of
improving mobility on our surface streets and our freeways. The transit
system has a major role to play in improving access and mobility of
persons. Over the last six months ‘the District has made numerous strides
in organizing, deploving, and operaung the surface transportation svstem
in a fashion that impreves productivity and performance. The work is not
completed. Significant progress has been made, and it will continue in the

future weeks and months.



