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This special edition of HR Horizons marks the 5- year anniversary of personnel reform and updates employees on the FAA’s agencywide personnel reform initiatives and flexibilities.

Personnel Reform: What’s In a Name?

[image: image2.wmf]Personnel Reform.  The mere name symbolizes progress to some and raises questions for others.  What is it exactly?  Varied perceptions abound—that it focuses on managers and not employees is one that comes to mind.  It’s only automation is another.  Or some think that it boils down to a particular initiative, like core compensation.   And, others question whether some of the processes that the agency has designed in the name of personnel reform could have been done without it. 

Okay, here’s the thing.  When personnel reform was established 5 years ago, for sure, it came with a mandate to design a new personnel system.  New processes and practices were put into place.  Now, however, its purpose has been redefined, and it has evolved into one simple goal--to make it easier to do the business of the agency by giving the FAA the flexibility that it needs to hire, train, manage, and pay people. So, essentially, any new personnel process or practice that meets this standard is under the umbrella of personnel reform.   And while it is widely used to help managers and supervisors accomplish their personnel objectives, employees can reap the benefits as well.  Of course, personnel practices for union employees may differ because of negotiated agreements.

Background: The Making of Personnel Reform 
The Way We Were.  It was the best of times, it was the worst of times.  Okay, that line has been used before.  It was pre-personnel reform, a time when the FAA’s personnel policies, like those of most government agencies, were under the firm grip of the Office of Personnel Management.  Rigid personnel rules and procedures ruled the day.

Change was imminent—not just in the FAA, but throughout the government, too. Dwindling resources to support large HR program initiatives and mounting customer dissatisfaction with slow, inefficient, and fragmented HR services that didn’t meet customer needs were compelling arguments for change.  Added to that, for years, almost every study of the FAA—e.g., the Airline Commission and the National Performance Review--suggested the need for changes to the agency’s personnel and procurement systems to better support the FAA’s mission.  In the fall of 1995, Congress and the President agreed, and in April 1996, personnel reform was born.  As an “excepted” agency, the FAA was no longer bound by most of the laws covering Federal personnel policies, otherwise known as 

title 5.

A Babe in the Woods.  And so it began.  The “reformed” practices addressed many aspects of personnel: hiring, compensation, performance management, benefits, training and development, and labor relations.  As one could imagine, the initial implementation of personnel reform involved lots of teamwork and collaboration.  Employees from the line organizations, regions, headquarters, unions, employee associations- you name it-- worked diligently on implementation, not even letting one of the largest snowstorms ever to hit the Washington, D.C. area impede their work.

The new personnel programs and practices center around flexible personnel practices for organizations to meet their business needs with the support of user-friendly technology. 

Clearly, the personnel reform effort is not fully matured, but what 5-year old is? Even as it approaches maturity, it will continue to grow.  As the FAA changes, so too will personnel reform.
..And This Left In:

Although the FAA is exempt from most government-wide personnel regulations, the retirement and health and life insurance systems remain intact.  Additionally, the FAA continues to:

Provide preference for veterans

Require employees to be loyal to the government


Prohibit strikes



Limit political participation




Protect whistleblowers





Prohibit discrimination






Provide workers compensation
PERSONNEL FLEXIBILITIES

Flexible ways to fill jobs, decide pay, manage performance and address conduct, offer benefits, foster labor and workforce relations, and train and develop employees---are what personnel reform is all about!  So without further ado, here’s an offering of the agency’s personnel initiatives and flexibilities.  Drum roll, please!

Filling Jobs
There are more options for filling, advertising, and applying for jobs

· Job announcements are produced and available more quickly.

· Employees have easy access to vacancy announcements on the Internet.

· Managers decide which recruitment sources to use.

· Managers can get automated applicant lists in 1 day in some major occupations. 

· Managers can pay interview travel expenses and offer recruitment and relocation bonuses.

· Managers can decide whether to interview job candidates.

· Managers have more options for evaluating applications. 

· Managers can hire from outside the agency more easily.

· Time to fill jobs with external candidates has been cut by as much as 75 percent.

Deciding Pay
Managers and employees are now eligible for performance-based increases and more competitive pay

· Core Compensation Plan (for nonunion employees) includes broad market-based pay bands, with pay increases tied to organizational and individual contributions.

· New union pay agreements share key concepts and tenets of the Core Compensation Plan.

· New executive pay plan, also with broad pay bands, focuses on leading organizational performance and results, including incentives for achieving those results.

· Managers can set pay for new hires anywhere within  pay bands, determine pay levels,

and offer recruitment and retention bonuses.

Agency job design and evaluation process has been simplified with automated systems  

· PD Library provides brief, concise job descriptions.
· Job documentation system for  Core Comp provides simple career level definitions. 

Managing Performance and Addressing Conduct  

Managers have more options and support for communicating with employees on performance expectations and results:

· Heads of organizations can give monetary and other recognition for individuals or teams without further review and approval, which they can delegate down to their managers.

· Organizations can tailor performance appraisal systems to meet unique business needs.

· Agency has designed an improved, comprehensive performance management system whose key focus is collaboration and communication between supervisors and employees.

· Employees can pursue appeals via the Guaranteed Fair Treatment peer process or through negotiated grievance procedures. 

Offering Benefits
Employees have more options to balance work and family life by:

· Donating and receiving sick leave plus annual leave under the Voluntary Leave Transfer Program.            

· Using automated self-help benefits resource centers (Life Links, Employee Express).

· Using flexible work arrangements when possible, like telecommuting and alternative work schedules.
Fostering Labor & Workforce Relations

Expanded opportunities for management and labor to negotiate employment and work issues covering pay, some benefits, and work conditions for over 75 percent of the workforce:

· Management now partners with unions, employee associations, and special emphasis groups to integrate issues into agency decisions and operations.

· Management and unions that represent FAA employees jointly issued their first national awards for bargaining units that collaborated successfully.

Training & Developing Employees 

More opportunities to develop intellectual capital

· Employees can receive degree and tuition assistance in certain critical areas.

· Employees have more technology-based learning options, like distance learning.

· Employees will have a learning and development roadmap for achieving 21st century leadership skills. 

· Through executive workforce planning, current and future leaders receive assessments, mentoring, formal training, and developmental experiences to prepare for higher-level leadership positions. 
· Workforce planners are predicting the agency’s future skills and needs to help organizations fill anticipated gaps.

Diary of an Unwitting Personnel Reformer

Dear Diary,
Something wonderful happened to me today.  While surfing the Web today, it hit me—the FAA’s HR Web site(www.faa.gov/ahr) is available on the Internet 24-7. That’s pretty darned convenient.  I checked out this HR Web site called Life Links(http://lifelinks.faa.gov) a one-stop resource for guidance and forms for employees facing major life events, like having a baby.  (Okay, I guess I can tell you now—the stork will be making a visit soon!)  Sure enough, it provided me with loads of information on employee benefits, and it also gave me options for maternity leave. 

Thank Heavens for that Voluntary Leave Transfer Program which now allows for sick leave donations if I need them. It even gave me a link to Employee Express (www.employeeexpress) to make payroll and benefit changes online.  It took practically no time to do it! 

Hubby and I are doing okay financially, but a little extra money never hurts. Thanks to the elimination of time-in-grade restrictions, I was able to get promoted sooner rather than later. After the baby is born, I’m thinking about changing career fields.  So I checked out the vacancy announcements on the Internet (www.jobs.faa.gov)-never hurts to see what’s out there—even in a different region.  I’ve heard that managers can offer relocation bonuses and can pay interview travel expenses, so I might even consider working in another FAA region. Or maybe I’ll find out if I can get tuition assistance for a few college courses related to my job.  Decisions, decisions!

Well, I’ll check you out tomorrow.  It’s time for my daily ice cream, pickle, and peanut butter sandwich.  Yum!

Personnel Initiatives on the Horizon
· A new, modernized human resource information system (HRIS) is under development. It will replace the current IPPS and CPMIS.  Managers and employees will find it faster and easier to use, and employee record processing errors will be minimal. 

· Roll out of new agency performance management system scheduled for the fall. Watch for details.

· SCI trial run for employees covered by core compensation starts in May and June; actual SCI decisions made in October/November; pay increases in employee paychecks by December or January.

You Talkin’ to Me?
The HR Horizons staff welcomes your feedback. Address your comments on cc:Mail to 

Sheila Robinson or via the Internet(sheila.robinson@faa.gov.)
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