   Questions and Answers From AFSS Briefings 

Week of 8/23/04

Released September 24, 2004

NOTE: This document contains the final responses to questions received during site visits for week noted above.  The responses provided are based on the information available at release date.  Questions and Answers resulting from subsequent briefings will receive wide distribution so that all facilities can benefit from the information. Please be reminded that avenues for further questions can be your manager or the AHR website.
	Topic

	Question
	Answer

	
	
	

	I. OPF Review
	1.Is the date the contract is  “Let” the final date of government service for SCD purposes?

2.When can we expect the answer on questions we have on the OPF review documents we have commented on?

3.If the OPF’s are leaving the RO, how can the information be verified that is questioned?

4.An employee wants to review her OPF.  Will you still ship it to her?

5.What determines what is “good time”? What’s the difference between creditable service and “good time” service? Is my time in a pre-developmental program creditable? Does my controller time in DoD count?


	1.No, you will receive creditable service for your service as an FAA employee until the date you retire, resign or are separated from the FAA.

2.Approximately 2,500 OPF review letters were sent to employees.  Some issues may take time to research or validate.  Please be assured that each HR office is working on inquiries received from AFSS employees on a priority basis.

3.The OPF’s for all AFSS employees will not be shipped to the Shared Service Centers.  The OPF’s will remain in the Regional office throughout the A-76 activity.

4.To safeguard the OPF’s, HR will no longer send the original OPF’s to facilities.  Employees may make appointments to view the OPF in the HR office or request a photocopy of all or part of the OPF.

5. “Good time” is the popular term used to refer to time served in an air traffic controller facility or Flight Service Station facility where you were actively engaged in the separation and control of air traffic or providing preflight, in-flight, or airport advisory services to aircraft operators.  This service alone is used to qualify an employee for the ATCS Special Retirement Annuity.  Pre-developmental time is NOT creditable as “good time” for the ATCS special retirement, but may be creditable for regular retirement.  Contact your HR office if you have questions on how your pre-developmental service was credited.

Service as a civilian controller for DoD may count. Consult your HR office.




	
	6.If we review our OPF, is it duty time or non-duty time?

7.Will I be notified when you make any necessary corrections to our OPF?

8.What’s the latest on “good time” for Operations Supervisors?

9.How is WAE or other non-pay time being credited for RIF/retirement calculations?

10. I was in Beirut and am entitled to veterans preference. But I don’t have it, what do I do?


	6. You may review your OPF on duty time.  Please consult your manager concerning the process for OPF review.

7.If we make any changes to your record, we will send you an SF-50 indicating the change made.

8.We have not received instructions from OPM on this issue. Once a decision is made, it will be widely publicized.

9.WAE means “When Actually Employed”. WAE refers to intermittent employees.  Service under WAE is credited only for days/hours worked.  Non-pay time does not count towards WAE service credit.

10.In order to receive consideration for any military time, you must submit your active duty orders or your DD-214 for the period of service claimed.  It is recommended that you notify your HR office of your service, and provide the supporting documents as soon as possible.


	
	
	

	II. RIF Procedures
	       
	

	
	1.Has the ATO reorganization precluded AFSS employees from being included in the same area as the 2152’s in the terminals/enroute option?

2.Will an AFSS employee, formerly employed at a terminal/enroute facility but who never certified, be offered a position back in either option?

3.Should I pursue moving to another area now? How does the A-76 Study affect my availability?

4.If outsourced, will the RIF process have an impact on the contractor/cutover date?

5.Can you move (at your expense) and get priority consideration in a new commuting area?

6.Since none of the AFSS facilities seem to be within the 35- mile competitive area of the other facilities, what difference does Bump and Retreat make? Does the competitive areas only include AFSS facilities?  Is the union negotiating the competitive area?

7.Since the agency has never done a RIF, why now? It seems the agency is less “employee” friendly.  In the past there was more focus on surplus/affected employees.  Is the agency really interested in avoiding a RIF? What has the FAA done to prevent a RIF? Is there no hope?

8.If the decision is made to move forward with a RIF, will HR make a return visit and address specific concerns?

9.Will non-bargaining unit employees benefit from the outcome of RIF negotiations or be subjected to “established” RIF procedures (as briefed)? What if I’m bargaining unit but don’t pay dues?

10.If you retire or quit (as a result of RIF), will you get your lump sum payment of 40% of the value of your sick leave?

11.Why isn’t the Administrator sending the message out to her employees that we are going to “take care of our own”, that we will find you jobs?

12.We are getting conflicting information from State officials who tell us our function is staying (Boise). Yet FAA leadership tells us our jobs may be abolished.  Who do we believe?

13.If there are still negotiations, why are we doing the briefings now?

14.The RIF procedure is straight out of the order, right?

15.Has the retention list already been established for each facility? Have the competitive areas been established? Has it been decided that Bump and Retreat rights restricted to the competitive area?  I once held a 2154 position.  Can I Bump or Retreat to that job? Is this done automatically by HR or do I have to ask to Bump or Retreat?

16. Can RIF letters be issued before the retention list is established? Will retention registers be posted? What triggers when a RIF letter is issued? How will they be given out, mail or through manager?

17. You say we have to be qualified for placement under RIF.  What does that mean?

18.How is severance pay paid to you? Can non-bargaining unit employees get severance pay too? Does prior civilian service or military service time I bought- back count toward the 10-year computation for Severance pay eligibility? In the last RIF, what percentage received severance pay? Retired?

19. If an outside vendor wins and I am offered a job, will I still get severance pay if I can’t retire?

20.The NAATS contract is silent about additional severance pay for those after 40?  Won’t we get it?

21.Will we get help to find other FAA jobs or jobs outside the agency?  Don’t all federal agencies use the same rules about priority consideration for RIF’d employees?

22.What Federal regulations and/or labor laws cover employees subject to RIF?

23.What’s the definition of “air miles”? Who made that determination? When?

24.Under RIF, how long will Sick Leave remain creditable?

25.Is it better to be a Tenure 1 AD than a Tenure 3 B?

26. Are we using OPM regulations for RIF? If not, what are the differences? For RIF, what are the differences between excepted service and competitive service?

27.Will we have a RIF even if the MEO wins?

28.How do performance ratings affect RIF?

29.What’s the RIF tie breaker for the same SCD in a Tenure Subgroup?

30.How many educational degrees show up on an employee’s personnel data?


	1.No.  The definition of competitive area was already established before the ATO was created, and is limited to the Flight Services organization.

2.This will not be part of the RIF process.  However, it may be considered as part of negotiations or separate management decisions in offering placement opportunities in either of those options.

3.Each person’s situation is unique.  We can provide you with as much information as is available to assist you with in making your decision.  The A-76 Study does not limit your options. However, you will not receive any special priority considerations until the performance award decision is made. Whether or not you should pursue moving to another area is a personal decision.

4.No. Should a RIF occur, it would be conducted in consideration of related major milestones established to successfully achieve transition.

5.You are probably referring to selection priority consideration afforded to employees who are separated by RIF.  These employees will receive priority consideration for up to two years when applying for FAA vacancies within the local commuting area.  Employees who have received a RIF notice may choose another location for priority consideration as long as he/she agrees to pay the relocation costs.

6. Our briefings are basic information about RIF procedures currently in effect.  The briefings provide you a basic knowledge of terms and procedures.  No one knows the results of the A-76 study.  We provided this as background information.  At this time, the competitive area is defined as the straight-lined organization within the local commuting area.  We are defining the straight-lined function as facilities under the direction of Vice President for Flight Services. The unions are aware of this definition.

7.The FAA has had some experience with RIF.  For example, the ATA RIF. A RIF will be used once other options have been exhausted. However, with up to 2,500 employees involved, a RIF becomes a necessary tool to achieve anticipated staffing reductions.  The FAA will address surplus and affected employee issues when we know the outcome of the performance award decision.  We do not know at this time how many employees may be certified as surplus until we know the results.  This does not mean that the ATO, AHR and the NAATS bargaining unit are not discussing options to assist employees.  As soon as negotiations are completed we will roll out a program to assist employees.

8.Discussions are currently underway as to the best methods to provide support in advance of and during any RIF.

9.The extent to which negotiated provisions apply to non-bargaining unit employees will be determined based on mission-related needs.   All bargaining unit employees are covered under union agreements, regardless of dues paying status.

10.For FERS employees only, NAATS has negotiated a Sick Leave Buy Back at time of retirement. There is no provision at this time for a buy back if you resign.

11.The Administrator is committed to ensuring that the competitive sourcing process is conducted with integrity, and any assistance that can be provided to employees to mitigate the impact will be done.  

12.The outcome of the competitive sourcing process is unknown, and the content of the proposals is protected information during the competition. As such, it is unknown what will happen with any existing facility.

13.Briefings were scheduled to occur between 8/15-10/31 to provide employees with planning information in advance of any general and performance award announcement. The briefings include information on the OPF review results, basic RIF, Career Transition, Retirement and Benefits, and EAP services.  Information on union negotiation results will be shared when available.

14.The briefing is based on the HRPM RIF policy.

15.Retention lists will not be established before a RIF is announced.  Competitive areas are discussed above in II.6.  “Bump and Retreat Rights” will be determined after the performance award announcement is made.  

16. RIF letters cannot be issued before a RIF is declared.  Generally, retention registers are not posted. However, no decision has been made to date.  Once the decision is made under A-76, the FAA will examine the decision to decide if and to what extent a RIF will be necessary.  At that time you will be informed of the timelines and processes for RIF letters.

17.HRPM EMP-1.9, Selection priority, describes selection requirements in detail. In summary, for a permanent FAA employee who has received a RIF notice: Applicant “must be selected at any grade level, if he/she is well-qualified, before any non-FAA candidate in the employee’s local commuting area…” The definition of “well-qualified” eligible is: a person who meets all basic qualification requirements for a position AND also is clearly capable of performing the job in a superior manner….” See the HRPM for a more complete discussion.

18.Severance pay is paid out bi-weekly. Both bargaining and non-bargaining employees receive severance pay, if entitled.    It is paid in the same pay period interval the salary would normally be paid had the employee not separated.  The severance pay computation is based upon creditable civilian service only. At this time, we do not have the statistics concerning the last RIF.

19. Yes, you will remain entitled to your full amount of severance pay.  

20. The contract does not provide for the additional severance pay for covered employees.

21.FAA will provide services under Career Transition to assist you.  Since the FAA is an excepted service agency, we have developed our own RIF policy.

22.In FAA:  EMP-1.7, Downsizing and Staffing Adjustments and Reductions, FAA Order 3350.2C, Staffing Adjustments and Reductions In Force, cover employees subject to RIF.  For NAATS Bargaining Unit:  Article 107 addresses RIF.

23.Historical research needs to be conducted regarding the determination of why we use air miles.  We can tell you the current competitive areas were determined in October 1994.

24. An employee who has a break in service on or after 12/2/94 is entitled to re-credit of sick leave if he/she returns to federal employment.  At present there is no limit to how long it is creditable.

25.Yes, a higher Tenure group places you at a higher retention level than those in lower Tenure subgroups.

26.In general, OPM regulations cover all civil service positions except those specifically excepted from the competitive service (like the FAA).  Most federal agencies are competitive service and follow the regulations under Title 5 of the USC.  OPM interprets the Title 5 regulations for competitive service agencies.  As an excepted service agency, the FAA is exempted from most of Title 5 regulations.  Congress granted the FAA the right to create its own personnel system. This includes the right to develop RIF procedures, which may differ from OPM regulations.  

27.This is possible but we will not make that determination until the decision is made.

28.In the FAA, performance ratings are not used as a factor in RIF. When Congress granted the FAA the right to be an excepted service agency, the agency was permitted to develop a new personnel system.  FAA issued personnel reform bulletins, called PRIBs, to document changes in existing orders.   PRIB #16 states, “performance management programs shall not be linked to merit promotion or Reduction in Force”.  PRIBs can be found on the AHR web site.

29. The “tiebreaker” is established prior to any RIF and is used for its duration.  This determination is pending but can include factors that are job or service related such as, the employee who has been in the specific competitive area the least amount of time is released, the employee who has been in grade the least amount of time is released, or the employee who has been in the office or occupation the least amount of time is released, etc.

30.The CPMIS system will document as many degrees as you have been awarded.  In order to have your degrees documented, please send a copy of your degree from an accredited education institution to your HR office.  The degree should clearly indicate your name, the name of the institution, the degree received and the date awarded.


	
	
	

	III. Career Transition Assistance
	
	

	
	1.Is anyone working the option of allowing AFSS employees who do not have any background in the terminal or enroute option the ability to transfer?

2. What’s the difference between “displaced” and “surplus”? How does this work? When will the contractual entitlements identified under Article 108 become effective?

3.I’m under age 31 with DOD ATC experience and I have been applying for jobs but no luck yet.  What do I do?

4. Do I have to request career transition assistance or will FAA automatically provide it? Also, 60 days is NOT enough time to find another job.  Can’t we get help now?

5.How can I get a Skills Assessment and update my resume? Why do I need a resume?  Will FAA fully fund re-education? Should I call HR or are services automatic under Career Transition? 

6.The OPM job site shows jobs that are available to Federal employees that are being RIF’d.  Can an FAA employee, who is RIF’d, apply under these procedures? What is ICTAP?

7.Will we get priority for center/tower jobs? What about jobs at the RO?

8.Please go over IPP/ERR rules.

9.Exactly how will Career Transition work? What triggers the start of the assistance? Will we get assistance with only FAA jobs or other agencies?

10.When will we know polices for placement, retraining (like CTAP) and selection priority be developed/issued?

11.Will a National Priority Placement program be established for affected employees? If I leave my commuting area, does my retention standing go with me?

12. Any progress on getting the Age 31 Waiver? Can FAA change that rule?

13.If I’m in an Upward Mobility Program, can I transfer to a center or tower?

14.If FAA makes me a reasonable offer and I turn it down, will I still get severance pay? How does that affect the re-employment priority list?


	1. This is part of the discussion during negotiations.  It is also among the options management is considering with respect to placement opportunities.

2. Basic policy is: FAA will provide career transition assistance to all employees who have received an FAA RIF separation notice or who have separated through RIF procedures in the FAA (displaced employees) as well as to employees who are likely to face displacement through anticipated FAA RIF or internal reorganization/realignment to a different position (surplus employees).  A certification of surplus status will be issued within 30 days of the determination that an employee is surplus and can cover up to six months.  Certifications may be renewed as long as the employee is surplus. The FAA will make decisions concerning certifications of surplus status after the contract is awarded. Article 108 entitlements become effective at that point.

3. We encourage you to continue to apply for positions for which you feel you are eligible.

4. Career Transition entitlements begin when an employee is either declared “surplus and/or “displaced”.  See response above in answer III.2.  Career transition services will be offered to you once you are certificated as surplus, which will cover more than 60 days.

5. AHR is currently developing a “self-help” Career Transition Binder to assist you in your current individual efforts. There will be a Skills Assessment instrument in this binder.  Once this tool is available, it will be widely publicized.  No decisions have been made concerning retraining efforts at this time.  Once a decision on how Career Transition Assistance will be offered it will be widely publicized. 

6.No FAA RIF has been declared at this time. However, you are free to apply to any federal job advertised by OPM.  The Interagency Career Transition Assistance Plan or ICTAP is a special interagency career transition program for Federal employees during a period of severe Federal downsizing. Agencies participating in ICTAP grant priority consideration to candidates from outside that agency who apply for vacancies.  At this time the FAA does not participate in ICTAP.

7.No decision has been made on special placement opportunities in centers/towers or the Regional Offices, but management is considering this option.

8.We will develop a handout that covers IPP/ERR procedures and disseminate to the entire AFSS workforce.

9.At a minimum, Career Transition Assistance consists of the following types of services: skills assessment, career counseling, networking, job information, work/life programs, employee assistance programs, financial planning, etc.  Assistance includes advice on FAA positions and other agency positions.  See III.2 and III.4 above for other information.

10.You will be informed about placement and retraining options after the contract decision is made.

11.Placement opportunities are among the options management is considering.  Details regarding placement programs will be outlined once decisions are made.  Retention standing is based on the length of creditable service within a group or subgroup during a RIF.  You would be assigned to an appropriate group or subgroup in the local commuting area of the facility to which you are assigned.

12.No decision has been made on this issue.

13.Transfers or reassignments to any position require that the individual be qualified to perform the work of the position.

14.You are not entitled to severance pay if you refuse a reasonable offer. You are not entitled to be placed through re-employment priority if you refuse a reasonable offer of employment.

	
	
	

	IV.  Retirement and Benefits
	1.My spouse is also an AFSS employee.  He carries the medical insurance.  We are in different competitive levels.  Who should carry the insurance?

2.Are FEHB open seasons for retirees held during the same time as for employees?

3.Do you have to be contributing the maximum to TSP to participate in TSP Catch-up?

4.What is the tax rate on TSP withdrawals? How long do I have to wait after I am separated to withdraw from TSP?

5.Do FEGLI premiums increase after retirement?

6.Can you use annual leave to qualify for retirement?

7.Can I wait until age 65 to retire if I’m CSRS?

8.Do you get the FERS annuity supplement under a deferred retirement? Can I carry FEHB coverage into retirement if I chose a deferred retirement at 62?

9.How can I get a waiver on the 5-year requirement for FEHB enrollment prior to retirement? Any waiver for FEGLI?

10.If you retire at MRA + 10, is there a ceiling on the amount you can earn?

11.What is the maximum age to contribute to an IRA?

12.How do I find out what medical expenses I can claim under FSA?

13.Will I have to pay a 10% penalty on the balance of the TSP loan that I do not pay back when I’m involuntarily separated?

14. Can I get a refund of my military deposit? If your military deposit is refunded, what happens to your FERS contributions?

15.Upon withdrawal of CSRS contributions, will I be taxed a “second time” on the money I have already paid taxes on?

16.Why can’t CSRS employees have a sick leave buy-back?

17.Will annuity payments be taxed as early withdrawals if under 55?

18.When can we expect news on Buy-Outs (VSIP) and Early Outs (VERA)?

19. What are the unemployment rules in New Jersey?  Can a displaced person collect severance pay and unemployment compensation?

20.What is the advantage/disadvantage for an employee to take an early retirement (VERA) or wait for a RIF notice and take Discontinued Service Retirement?

21.Can an employee who is eligible for a Discontinued Service Retirement take it as a Deferred Annuity? Can I get severance pay if I elect a Deferred Annuity?

22.What’s the difference between Discontinued Service (DSR) and Early Retirement (VERA)? Do both have a 2% reduction? Can we get OPM to waive this?

23.What happens to your TSP in a Deferred retirement?

24.What happens to the money in my retirement account if I die and didn’t collect?

25.My separation agreement states my ex-spouse is not entitled to my benefits.  Who do I tell?

26.Isn’t FEGLI free at some point after retirement?


	1.Once a RIF has taken effect and if it appears your spouse will be separated before you, you will be eligible to qualify to enroll in FEHB.  You may elect at that time to carry your spouse on a Family policy.  It is important that you consult with an HR benefits specialist concerning the correct decision for your family.

2.Yes.

3.Yes, or at a rate that would enable you to contribute up to the maximum deferral limit for the calendar year in question.

4.That depends upon what you mean by “withdrawals”.  If you elect either a TSP annuity or TSP monthly installments, these payments are taxed as ordinary income in the year they are paid.  If you transfer the entire TSP balance to an IRA, the money will not be taxed until withdrawn from the IRA and will be subject to IRA tax rules.  If you elect to receive a lump-sum payment, it is taxable as income in the year paid.  Please consult the TSP website, www.tsp.gov for further discussion of tax implications on TSP decisions.

5.At the time of retirement you will be asked to make a decision on FEGLI options, each option has a different premium rate. In general, however, the rate for Basic coverage remains the same.  However, as with FEHB, the premium is deducted on a monthly basis instead of 26 pay periods.  Premiums for the 3 different types of optional insurance increase every 5 years as you age.   Please consult www.fegli.gov for further current information.

6.You can ONLY use annual to qualify (achieve eligibility) for Discontinued Service types of retirements.  You CANNOT use annual leave to qualify for any other types of retirement.

7.Yes but there is no advantage to CSRS employees to wait until 65. 

8.The FERS Supplement is NOT payable under a Deferred option AND you cannot continue FEGLI or FEHB.

9.Under a Discontinued Service Retirement, the 5-year rule for FEHB may be waived, but employees must request the waiver form OPM. There is no OPM waiver provision for FEGLI.

10.No.

11.You would need to consult a financial planner for that information.

12.You can research eligible FSA expenses at www.fsa.gov.

13.If an employee separates from federal service for any purpose before a TSP loan is repaid, the employee has the option of paying the loan in full or taking a taxable distribution of the unpaid balance.  In addition you may be liable for the 10% early withdrawal penalty if you are younger than 59 and ½ years old.

14.Yes you can. Here’s the basic rule:  Employees who make a complete or partial deposit for military service are not eligible for a refund of the payment(s) unless:

· They separate and meet the requirements for a refund of all contributions; or

· They retire after making only a partial deposit; or

· They are military retired service pay and decide against waiving it to combine military and civilian service at the time of retirement

Remember, if you are FERS and you take a refund of your contributions, you can never repay it upon federal re-employment.

15.No, you already paid the taxes.

16.Under the CSRS retirement regulations, the unused sick leave balance is used to increase the total creditable service for computation purposes.  FERS does not permit this.  Therefore, some bargaining units have negotiated a sick leave buy back for FERS employees.

17.No, CSRS and FERS annuities are not taxed as early withdrawals.  

18.When negotiations and management decisions on these topics are completed, you will receive information on any VSIP and/or VERA agreements/opportunities.

19.Since unemployment regulations vary by state, you should contact your state for current state regulations at the time of separation. 

20.  Although VERA and Discontinued Service (DSR) retirements have the same eligibility requirements, there are subtle differences. For example, VERA is a voluntary retirement option, while DSR is not.  In addition, accrued annual leave may not be added to meet eligibility under VERA but can be added to meet eligibility under DSR.  The affect of federal re-employment on your pension is also different.    Under a VERA, if you are re-employed by the federal government, your pay will be reduced by the amount of the annuity you will continue to receive.  However, under a DSR, the annuity is terminated upon federal re-employment and the employee acquires a new retirement right.  That said, if an Early Retirement (VERA) is offered, there would probably be a window to make this election.  Once that window closes, you cannot later elect a VERA.  

21.Deferred retirement refers to employees who are NOT eligible for an immediate retirement.  One of the requirements for severance pay is that you are not eligible for an immediate annuity.  So therefore, if you are only eligible for Deferred Annuity, you will be eligible for severance pay if you meet all other requirements. What you may be thinking of is a “postponed” annuity.  You are not eligible for severance pay if you are eligible for an immediate annuity but decide to postpone receipt of the annuity to a later date.

22.See IV.20 for some differences.  In addition, under CSRS both the basic DSR and VERA annuity is reduced 2% for each year under age 55. However, under FERS there is no reduction for age for either VERA or DSR.  For FERS Transferees, only the CSRS portion of their annuity will be reduced. OPM does not have the authority to waive the reduction - that would require legislative change.

23. All participants who separate from federal service have the same TSP options regardless of the reason for separation or eligibility for retirement.  When you leave federal service, you may withdraw your TSP account, choose to receive an annuity, or a series of monthly payments.  See the TSP website for further information.

24.If you have a spouse or dependent children at the time of death, they may apply for a survivor annuity.  If there is no one eligible to receive this survivor annuity, the contributions are refunded in a lump sum. 

25.You should provide your benefits specialist with a copy of your agreement to be forwarded to OPM. Do not wait until you are retiring to send the document to OPM.

26.If you elect a 75% reduction of basic life coverage (which begins at age 65), you will no longer pay a premium starting at age 65. An election of 50% reduction beginning at 65 or no reduction at age 65 requires premiums.  See www.fegli.com for information.


	
	
	

	V.  EAP
	1.If a person seeks EAP assistance, is it documented in my OPF?

2.Is there still limited confidentiality?


	1.No.  EAP assistance is not documented in your OPF at any time. No one knows you have gone to EAP unless you tell someone, or you have signed a consent of information form. The law allows disclosure only in the following circumstances:

· You consent in writing;

· You pose a serious threat to yourself (e.g. suicide);

· You pose a serious threat to others (e.g homicide)

· Disclosure is required by federal/state laws (e.g. child or elder abuse)

2.Yes, the agency has a limited confidentiality policy regarding safety/sensitive-related employees who abuse substances (e.g. alcohol, legal/illegal drugs). However, before EAP information can be released to the agency, the employee has to sign a consent form.  If the employee elects not to sign the consent form, the EAP session is terminated. The EAP counselor cannot report anything to the agency unless the employee signed the consent form.



	
	
	

	VI. Other Questions and Suggestions
	
	

	
	1.What is the MEO?
	1.MEO stands for the Most Efficient Organization and represents the staffing plan of the agency tender, developed to represent the agency’s most efficient and cost-effective organization.
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