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On the Road to Recovery
[image: image2.wmf]Words will never describe the horror, sadness, and disbelief that pervaded our souls on that tragic day of September 11, 2001.  Suddenly, our lives were turned inside out--right was left, up was down.  The notion of leading a “normal” existence is but a distant memory.   Even as we grieve, in the midst of the pain, our Nation is walking down the road to recovery.  We are marching on.  

Here at the FAA, there is work to be done—a lot of it!  There are people to help, a public to serve. Like other FAA organizations, the human resource management community is carrying out a long list of responsibilities in the wake of the terrorist attacks and their aftermath.  

“Just in Time” Services  
Taking care of the needs of our employees immediately following the crisis was priority one.   Needless to say, the Employee Assistance Program was in full gear.  A variety of services under the Critical Incident Stress Management Program were--and still are-- being offered to help employees cope with the effects of the terrorist events.   New procedures were developed to ensure that FAA employees affected by the terrorist attacks could quickly file workers compensation claims.  Travel and human resource policy guidance was provided, via a hotline jointly staffed by AHR and the Office of Financial Management, to employees who became stranded while on official travel.  Soon, the FAA’s leave donation program will be expanded to include nonmedical-related emergency leave requests.

Federal Air Marshal Recruitment

The expansion of the Federal Air Marshal (FAM) Program--high on the FAA’s agenda-- resulted in an intense recruitment campaign.  The public response to the FAM recruitment effort has been tremendous, as evidenced by more than seven million “hits” on the FAA’s employment Web Site.   Through it all, the spirit of camaraderie has come alive. The office of Civil Aviation Security and AHR worked hand-in-hand to develop the FAM vacancy announcement and other recruitment documents.  Offices like Public Affairs and Government and Industry Affairs played major roles in getting recruitment information out to the public.  The Office of Acquisitions assisted with telecommunications needs, setting up toll-free phone numbers. 

Human resource management divisions (HRMD) around the country become avid recruitment centers--placing signs outside of building entrances to attract walk-in traffic, responding to public inquiries, mailing FAM job applications, and just lending a hand wherever needed.  
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HR staff at the Technical Center and the Aeronautical Center are working virtually round the clock carrying out the numerous tasks necessary to get people hired quickly into FAM positions.   Through October 25th, the Aeronautical Center had received a total of 92,723 FAM applications—

67,491 in paper form and 25,232 on-line.  Even though the actual rating and ranking of applications are automated, a great deal of manual work is also involved.  The mail must be opened, the paper forms must be checked and scanned, and notices of results must be printed out and mailed to all applicants.  

Susan Bounds, manager of the Aviation Careers Division in Oklahoma City, commented that long-time staff members say the FAM effort even exceeds the post-strike air traffic recovery effort of the early 80’s.  She expressed a debt of gratitude to all those who have helped out during this initial phase of the FAM hiring effort.  Her most fervent gratitude is to her own staff members, who have willingly risen to the occasion by working 10-hour shifts and weekends to get the applications processed.   She also thanks the other AMH staff members who have helped by answering phones, opening mail, and stuffing envelopes as well as the regional HR staffs who retrieved and responded to voice mail and e-mail messages.  

In addition, Susan acknowledged the wonderful support of the “techies” of the Office of Information Services (AMI), who got the automated system up and running and worked hard to keep it that way.  In record time, the staff of the SWIFT team, AMI-400C, resurrected the FAMCAPS program, originally developed in 1997.  They revised the application form and  developed the on-line application process.  In addition, they provide technical support to keep all the necessary equipment operating--the scanners, printers, and monitors—and maintain the ever-expanding database.  Other AMI support includes that provided by the print shop and mailroom (AMI-700) and the telecommunications team (AMI-600).  Says Susan, “our heartfelt thanks to all who have contributed--and continue to contribute to the success of this massive effort.”

Employee Pay

As a result of the September 11 events, two new pay policies went into effect—both waivers to current compensation policies.  

The first waiver involves the biweekly earnings limitation for employees covered under the FG pay plan (the limitation does not apply to the core compensation pay plan).  Normally, employees can earn no more than the GS-15 step 10 maximum rate.  Under the waiver, for the pay periods between September 9 through January 12, 2002, the total biweekly basic and premium pay of employees who perform emergency work in connection with the terrorist attacks can exceed that amount.  

A dual compensation waiver--the second pay policy--was granted so that Federal retirees, known also as reemployed annuitants, hired into FAA positions for emergency reasons can retain the full amounts of both their retirement annuities and their federal salaries.  Normally, salaries of reemployed annuitants are offset by the amounts of their retirement annuities.

Rolling up our Sleeves

Clearly, our agency’s work is cut out for us.  We will be busy “making things right” for many years to come.  We will be hiring more people, implementing more new policies, and whatever else is necessary to support the cause of freedom.  We have a long road ahead of us.  The hard work and diligence of the dedicated people in the FAA has proven time and time again that we will do what it takes to get the job done.    ###   
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GREAT PERFORMANCES:  

Understanding the New Performance Management System
This is the first in a series of articles that explains how the FAA’s new performance management system works. The system has five components: performance planning, monitoring, development, performance summary, and recognition. 

Part 1 of 5 

The Performance Plan--Laying the Foundation. What is a performance plan?  Think of it as one of the steps to building a house--it “lays the foundation” for achieving optimum employee performance (translation –performing your job to the best of your abilities).    It is the structure that supports the other components of the performance management system.  Simply put, the performance plan is a two-part agreement between you and your supervisor that lays out two areas of performance: (1) outcomes and expectations, and (2) developmental/training needs.   

Outcomes + Expectations = Performance Standards

Assembling a “widget,” writing a report, or planning a major conference are examples of  outcomes.  An outcome is the product, result, or accomplishment that you’re expected to complete/achieve during a 12-month performance cycle.  

So let’s take those “widgets” and assemble 100 of them in an 8-hour workday; or write a report that provides management with feasible options and recommendations; or plan a major conference within the organization’s allowable budget.  These are expectations--they illustrate what it takes to achieve the outcomes in terms of quantity, timeliness, quality, and cost. 

The combination of outcomes and expectations makes up your performance standards, which come in three flavors: common, individual, and combined.  
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Employees who perform the same or similar duties can share the same performance outcomes and expectations.  Let’s look at a highly populated occupation like aviation safety inspector (manufacturing).  Since inspectors in this option perform the same basic duties-- verify that aerospace organizations comply with Federal Aviation Regulations (FAR) pertaining to production, original airworthiness, and certification programs--they can be placed on common performance standards.  Common standards are developed by workgroups consisting of employees and management, bargaining unit representatives and management, or whatever applies.  

Customized Performance Standards 
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Some performance standards are tailored or “customized” to individuals for their specific roles, often because of their uniqueness.   The position, FAA agency historian, a one-of-a-kind job where the employee directs and manages the FAA history program, would warrant a customized set of outcomes and expectations.  Customized standards are jointly developed by an employee (or team if applicable) and his or her/their immediate supervisor at the beginning of the performance cycle.

Combined standards are a blend of common and customized standards.

Developmental/Training Needs

The second part of the agreement identifies your training needs, developmental work assignments, and other personal development opportunities that you’ll need to successfully achieve your performance plan outcomes.  This part of the agreement is called the Individual Development Plan (IDP).   Though it’s not mandatory that you have one, an IDP provides a roadmap for working toward long and short-term career goals.  

Performance plans, whether they consist of common, customized, or combined standards, all have: 

· Clearly defined outcomes and expectations

· Clear linkages to agency and organizational goals

· Clearly defined developmental and training opportunities

This, in a nutshell, is what performance planning is all about.   More information on the new PMS is available @ www.faa.gov/ahr/pms/index.cfm.   ###

Workforce Planning Makes “Flight” of Baby Boomers A Smooth Ride
If you are a card-carrying member of the baby boomer generation (in fact, most of us FAAer’s are) odds are you’re making future plans (or at least thinking about it) for your impending retirement.  On a larger scale, the FAA is doing the same thing—making plans for the future—through a process called workforce planning. What is workforce planning?  Simply stated, it’s good management.  And it’s the analysis that is involved in determining the “right number of people with the right skills, experiences, and competencies in the right jobs at the right time.”

Like many organizations, the FAA faces a critical shortage of talent as baby boomers (folks born between 1946 and 1964) move into retirement over the next decade.  Add to that the FAA’s changing business requirements, and you’ve got an agency ripe for workforce planning activities.   The following statistics show the percentage of employees in a sampling of key FAA occupations who will be eligible to retire by FY 2006:

· Aviation safety inspectors--------------------- 42%

· Air traffic controllers (operational)----------- 36%

· Electronics technicians------------------------- 31% 

· Engineers-----------------------------------------27%

FAA Organizations Taking Action

[image: image7.wmf]To begin solving these “human capital” challenges, the FAA has initiated strategic workforce planning to determine its future workforce needs, to assess its future workforce supply compared to these needs, and to develop effective HRM strategies to fill the gaps.  HRM strategies often involve refining recruitment and selection procedures, redeploying people differently, blending the workforce; i.e., using in-house and contract employees, restructuring work processes, etc.  Some lines  of business and staff offices have developed their action plans, effective FY 2002, to help resolve their workforce issues. 

As the FAA transitions to the future, implementing performance-based organizations and business services concepts, workforce planning becomes even more critical.  Says Debbie Conway, the FAA’s workforce planning program manager,  "Workforce planning allows us to anticipate rather than react to changing business objectives and to consider the skill and staffing requirements of these (future) business changes."   With a good workforce planning strategy in place, these challenges can be met head on.   ###
FOR YOUR BENEFIT
There for the Long Haul—OPM’s Long Term Care Insurance Program

Long term care insurance (LTCI) will be available to you starting October 2002.  It is the largest program ever offered by the Office of Personnel Management (OPM), in which some 20 million individuals are expected to enroll.  OPM estimates that all of us, regardless of age, will need long-term care at some point in our lives. Separate and apart from the Federal Employees Health Benefits program, LTCI provides services that the typical health plan does not.

How so?   LTCI helps cover the cost of services that you may need if you are unable to care for yourself due to illness, injury, or aging.   It takes care of expenses for home health care, adult day care, nursing homes, and assisted living facilities.  If an accident or illness prevents you from performing “activities of daily living,” like eating, bathing, and dressing, LTCI provides benefits for that as well.  LTCI also covers conditions that cause significant deficiencies in memory; e.g., advanced Alzheimer’s disease for which substantial supervision by another person is needed.  

The cost of insurance premiums will vary based on: 

-The maximum weekly benefit chosen (ranging from $400 to $2,000 a week); 

-The length of the policy; 

-The waiting period; i.e., the number of days of covered care that you (or other insurance coverage you may have) must pay for before the LTCI kicks in, and;  

-The type of inflation protection chosen  

OPM will develop enrollment procedures and let eligible participants know exactly what they have to do to sign up for coverage.  To be sure, an extensive educational and marketing campaign is in the works.  FAA human resource management divisions will follow suit in educating the FAA workforce and assisting OPM in implementing the new program.

A wealth of information, including “Frequently Asked Questions,” can be found on the OPM 

Web Site at www.opm.gov/insure/ltc/index.htm.    ###

Personnel Reform Corner—Making it Easier to Do the Business of the FAA
“CHRIS” Crossing Over to a New HR Information System.   Want the latest update on the new, modernized human resource information system?  Well, here it goes!  CHRIS (Corporate Human Resources Information System), as it has been dubbed, is the exciting new system designed to make your worklife easier!  Using advanced automation technology, CHRIS will replace the Consolidated Personnel Management System (CPMIS) and the Integrated Personnel and Payroll System (IPPS) with faster, friendlier, Web-based access to the information you need when you need it.

How would you like to apply for jobs on-line and then receive immediate notification of your eligibility?  Or how about applying for multiple jobs on one application?  What about having Web access to electronic personnel records to update your address, dependents, emergency contacts, and such?   Imagine on-line self-service benefits computations, benefits decision support tools, and on-line retirement applications. 

Managers and supervisors—how about requesting and receiving lists of candidates for job vacancies almost instantaneously? Or having the ability to execute automated approvals of a variety of employee requests (e.g., leave, training, time and labor reports) on-line? Or having at your fingertips decision support tools like pay calculators for making salary offers and training needs assessments?

These are just a small sampling of “business process improvements (BPI)” that may be coming your way in the future!   BPI is the first of a multi-phase modernization project.   It proposes the adoption of many of the nifty business practices seen in industry and cutting-edge public sector organizations.   As we move toward the final stage of BPI, you’ll be hearing more about the next exciting phases of the modernization project.   In the meantime, if you have questions about the project, contact Jeanne O'Connor-Link, CHRIS requirements manager and business process improvement lead @ jeanne.o'connor-link@faa.gov or at (425) 227-2031.  
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You Talkin’ to Me?


The HR Horizons staff welcomes your feedback. Address your comments on cc:Mail to Sheila Robinson or via the Internet at 


sheila.robinson@faa.gov.





AMH-300’s Joyce Padgett, left, and Nancy Owens-Curtis, right, surrounded by FAM applications.
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