FAA A[image: image2.wmf]FAA TRAINING STRUCTURE – FY 1998

Assistant Administrator

 

for Regions and

 Centers (ARC-1)

Administrator’s Management Board

Lines of

Business

Assistant Administrator

 

for Human Resource

 Management (AHR-1)

Service

 Heads

National

Staffs

Regional

 Divisions

Field

Facilities

Program

 Director for

Training

Center for

Management

 Development

Regional

Human

Resource

Management

Officers

Regional Training Program

Management Officers

Regional

Administrators

Aeronautical

Center

FAA

 Academy

FAA Administrator

nnual Training Report

FY 1997


[image: image3.wmf]0

10

20

30

40

50

60

70

80

FY

95

FY

96

FY

97

FY

98

FY

99

Courses


Federal Aviation Administration 




FY 1998 Annual Report of Training

TABLE OF CONTENTS

11.0
INTRODUCTION

1.1
Purpose
1
1.2
Overview
1
2.0
DIRECTION AND MANAGEMENT
2
2.1
Organizational Changes
2
2.2
Training Organizational Structure
3
2.3
Roles and Responsibilities
4
2.4
Training Policy:  Federal Aviation Personnel Manual - 410  (FAPM-410)
4
2.5
Training Information Systems
5
2.5.1        Consolidated Personnel Management Information System (CPMIS)
5
2.5.2        Integrated Personnel & Payroll System (IPPS)  - Training
5
3.0
TRAINING RESOURCES AND PROGRAMS
6
3.1
Training Funding and Activity
6
3.2
Executive Development
9
3.3
Distance Learning
10
3.3.1        Computer Based Instruction (CBI)
10
3.3.2        Interactive Video Teletraining (IVT)
11
3.3.3        Correspondence Study
12
4.0
PERFORMANCE MEASUREMENT
13
4.1
Measures of Training Effectiveness
13
4.2
Best Practices
14
4.3
Agency Compliance with PL 104-50
15
4.4
College Credit for FAA Courses
15
5.0
KEY ISSUES FOR THE FUTURE
16
5.1
Intellectual Capital
16
5.2
Fee-For -Service
16
5.3
Educational Technology
17
Appendix A:  Detailed Best Practices within FAA
18



1.0
INTRODUCTION
1.1
Purpose
The purpose of this report is to provide a high-level overview of FAA training in 

FY 1998, trends in the training budget, enrollments over past years, and a summary of key issues for the future.

1.2
Overview
This FY 1998 report addresses key aspects of the FAA’s efforts to develop and maintain a work force to respond to challenges of the aviation industry now and into the next century.  The report shows a steadily rising trend from a low period of training funding and enrollments in fiscal years FY 1995/6 through FY 1998. Projections for FY 1999 anticipate more planned training although the funding curve tends to flatten slightly. Several sections of this report, such as “Best Practices” and “Distance Learning”, describe current agency successes and methods.  Section 4, “Performance Measurement”, shows how the agency has enhanced the quality of training and shows measured participant satisfaction with training courses and relevance of courses’ content.

Another important theme in this report is training reform and the resulting decentralization of responsibility and accountability to the line organizations.  Finally, the report includes a brief look at key challenges for the future such as the increased use of educational technologies.

2.0
DIRECTION AND MANAGEMENT
2.1
Organizational Changes

There were substantial organizational changes at FAA Headquarters in the middle of FY 1998, in particular the dissolution of the Associate Administrator of Administration (AAD) and the creation of three new Assistant Administrator positions.  The three new positions were the Assistant Administrator for Human Resource Management, the Assistant Administrator for Financial Services, and the Assistant Administrator for Regions and Center Operations.  As a result, the Executive Steering Committee for Training Development (ESCTD), which had been established in 1997 to be a high level training oversight committee, became inoperative. This was consistent with the continuing devolution of training centralization giving accountability and authority for training and development to the Lines of Business (LOB's).  New agency training policy and corporate consistency became the responsibility of the FAA Management Board.  

2.2
Training Organizational Structure
FAA training is sponsored, managed, and conducted through national, line, and regional organizations. The Program Director for Training provides a corporate focal point for national training policy. The Center for Management Development (CMD) and FAA Academy provide management/supervisory and technical training development and instruction, and corporate Lines of Business provide training management and direction specific to their line organizations. In addition to formal training staffs at the Academy, CMD, Regions, and Headquarters, there are a comparable number of employees providing training services within the line organizations, principally at field installations.  This chart depicts the training management structure in FY 1998.
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2.3
Roles and Responsibilities

The Program Director for Training provides a corporate focal point for national training policy, and is the principal advisor for training to the Administrator through the Assistant Administrator for Human Resource Management and the Administrator’s Management Board. The Program Director for Training, in consultative agreement with corporate customers, sets corporate training policy, establishes common standards, oversees training operations, directs senior management and executive development, and sponsors cross-functional investments. 

The Center for Management Development (CMD) and FAA Academy respectively provide management/supervisory and technical training development and instruction to agency personnel. Corporate Lines of Business are responsible for providing specific training management and direction to and for their respective line organizations.  

Federal Aviation Personnel Manual 410 (FAPM-410) provides detailed descriptions of the training roles and responsibilities throughout the agency. 

2.4
Training Policy:  Federal Aviation Personnel Manual - 410  (FAPM-410)

The complexity of FAA’s mission and the accelerating pace of technological change require continuous learning on the part of all employees regardless of their position or experience. In such an environment, investment in work force training and development is a strategic necessity. FAA training and development encompasses all activities designed to enhance the knowledge, skills, and abilities needed by the FAA work force to successfully accomplish the agency’s mission including, but not limited to: classroom, computer-based, correspondence, satellite, and internet instruction; on-the-job training, orientation, development, and coaching; job aids and performance support; and formal education.   FAPM-410 was adopted in December 1996 to define responsibilities for this training and development and to provide general administrative guidance in achieving these training goals.

The provisions of FAPM-410 apply to all training and development designed, sponsored, funded, or conducted under the auspices of the agency and its component organizations.  Through FAPM-410, the FAA has made a commitment to becoming a true learning organization in which employees and managers develop know-how, learn from experience, and share their knowledge as a normal part of doing business.

Although mandating a systematic approach to training and development, FAPM-410 allows for considerable administrative flexibility and management discretion. FAPM-410 requires that the training needs of newly appointed supervisors and managers be assessed and appropriate developmental activities completed during their probationary period rather than mandating specific courses.  

FAPM-410 emphasizes the alignment of training with strategic goals, rigorous needs assessment, performance development, and continuous learning.  In deference to Lines of Business prerogatives, FAPM-410 does not mandate use of former centralized processes such as the annual call for training, centralized training travel management, programming conferences, and Academy funds management, etc.  Lines of Business have nevertheless generally retained the framework of the above processes, but they still have the flexibility to establish other arrangements with the Academy, CMD, or other providers.

FAPM-410 is scheduled for revision in FY 1999.

2.5
Training Information Systems

This section summarizes training information management systems in the FAA.  Currently, CPMIS (the Consolidated Personnel Management Information System) provides the Department of Transportation (DOT) and FAA the official database of record for personnel and training data.  The Integrated Personnel and Payroll System (IPPS) is the official DOT system for users to enter training information. The IPPS system interfaces with CPMIS.   

2.5.1
Consolidated Personnel Management Information System (CPMIS)

CPMIS is a Department of Transportation mainframe personnel database used by the DOT modal administrations; each modal’s access being limited to its own records.  CPMIS was written in the 1980’s in a unique language called "Database Management User Request Language" (DM/URL), was developed by the Office of Information Services (AMI-1) at the Mike Monroney Aeronautical Center, and is proprietary to DOT and mode administrations.  

In 1987, to decrease training paperwork and to improve end-user access to the CPMIS training subsystem, the FAA implemented an automated interface enhancement called TRIMATE.  The TRIMATE interface was essentially an electronic forms generator to provide electronic input into the underlying CPMIS database.  TRIMATE functionality is now subsumed by IPPS.

2.5.2
Integrated Personnel & Payroll System (IPPS)  - Training 

The IPPS system (Training Request Application) provides functionality for routine activities such as enrollments, course completions, and some reports.  Since IPPS offers additional database features beyond CPMIS, it is presently FAA’s recommended interface for training administrative applications, as opposed to direct entries into CPMIS. IPPS includes a comprehensive Management Information Reporting (MIR) system to provide approved users with greater browse and print capabilities. MIR Browser access allows printing of predetermined (canned) reports. FAA has an approved Mission Needs Statement for modernizing personnel and payroll systems and is currently evaluating alternative solutions. 

3.0
TRAINING RESOURCES AND PROGRAMS
3.1
Training Funding and Activity
This graph depicts a historical summary of the FAA’s training funding from

FY 1994 through FY 1999.  Subsequent graphs display numbers of training completions and student distributions by Lines of Business.

Centralized Training Funding  ($ Thousands)
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FY 1994
FY 1995
FY 1996
FY 1997
FY 1998
FY 1999*

Total
112,171
92,104
87,498
94,864
141,732
134,342

Academy
96,232
80,397
77,336
85,736
100,637
98,723

CMD
15,939
11,707
10,162
9,128
10,000
10,075

LOB Other**
**
**
**
**
31,095
25,544

                                                                                                                                                                     *Projected

** Centralized training funding transitioned to Lines of Business in FY 1998.  LOB Other

    amounts show newly reported LOB expenditures for training other than through the

    Academy or CMD. Comparable figures before FY 1998 not available.

Centralized (Resident) Training Completions
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FY 1994
FY 1995
FY 1996
FY 1997
FY 1998
FY 1999*

Total
23,197
21,278
23,432
26,332
34,071
39,728

Academy
19,270
15,793
15,969
19,996
27,923
33,372

CMD
3,927
5,485
7,463
6,336
6,148
6,356

                                                                                                                                       *Projected
Academy (Resident) Students 

by

Major Lines of Business
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FY 1994
FY 1995
FY 1996
FY 1997
FY 1998
FY 1999*

AT
2368
2320
2203
1842
1831
2970

AF
8178
6662
6693
7426
12819
10254

AVR 
4539
3647
3573
8783
11105
13115

OTHER
4185
3164
3500
1915
2168
7033

      *Projected
FY 1998 Resident Academy Students
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Air Traffic (AAT) -1831, Airway Facilities (AAF) – 12,819, Airports (ARP) – 486,

Training Support (TRS) – 611, Logistics (LOG) – 264, Security (ACS) – 807,

International (INTL) – 807, Regulatory Standards (AVR)* – 11105.
*Regulatory Standards (AVR)  includes: Flight Standards, Aircraft Certification,

 Aviation Medicine, Accident Investigation, and Rulemaking.

3.2
Executive Development

In the past, the Agency has used a Candidate Development Program that focused on developing 20-25 GM-15 employees a year for executive positions.  This program has been inactive for the past several years.  In FY 1998, AHR began work on developing a new FAA executive development system under Personnel Reform.  Pending core executive system 

decisions, work will begin in FY 2000 for Succession Planning efforts for all FAA executives.

Meanwhile in FY 1998 training and education efforts for executives and senior managers continued in agency-wide programs. 

· Executives attended the following centrally managed programs:

· The Federal Executive Institute



  7

· The Aspen Institute: Public Sector Adaptation** 
10

· Industrial College of the Armed Forces (ICAF)

  1

· Oxford University Air Transport Program

  2

· Carnegie Mellon Senior Executive Seminar *

  2

· Univ. of  Maryland Leadership Development Program*
  5

· Senior Managers attended:

· Commerce Science & Technology Program

  2

· Potential Managers attended:

· Woman’s Executive Leadership Program

  9

· Executive Potential Program



  5

· Council for Excellence in Government Fellows

       Program (CEG)





  8

___________________________________________

*      Successfully introduced as a new program during FY 1998

**    Successfully introduced as a new program during FY 1996

3.3
Distance Learning
Significant strides continued in FY 1998 with regard to decreasing the FAA’s dependence on costly resident training.  The three major delivery segments contributing to this shift to distance learning are the FAA’s Computer Based Instruction (CBI), Interactive Video Teletraining (IVT) Programs, and continuing Correspondence Study Programs. This section provides an overview of CBI, IVT, and Correspondence Study activities in FY 1998.

3.3.1
Computer Based Instruction (CBI)

The CBI program is the agency’s multimedia computer system for training.  Networked individual computer systems can combine text, audio, graphics, and video to deliver training and track enrollments, completions, test scores, etc.  CBI training is delivered to the workplace and is self-paced.  Resident training costs are avoided by using CBI, and in FY 1998, this resulted in over $8 million in savings for the agency.  There are more than 161 courses available on CBI CD-ROMs used by all services.

In FY 1998, there were over 3,695 students trained via CBI courses and short modules for an estimated 223,000 hours of training covering all services (excluding Air Traffic).  Air Traffic, who uses CBI extensively to train it’s controller workforce in both initial and refresher subjects, delivered an additional 200,000 hours of CBI training during FY 1998.  The Airways Facilities Service also has over 200 Advanced Training Aids (ATAs) incorporated into their CBI courses. ATAs are CBI segments such as moving graphical displays or charts which students may copy for future reference.

The agency is continuously updating and revising existing courses and developing new ones.  In FY 1998 two distributions of new and revised CBI courses on CD-ROM were distributed to all FAA facilities.  The CBI program has expanded and enhanced accessibility by adding new systems, and upgrading existing ones.  Learning centers are now located at 1,400 FAA field offices and facilities worldwide for a total of over 2,300 systems for use by all services.  The LOB’s provided $1.0M in FY 1998 for courseware distribution, system maintenance and routine support.  In addition to existing courses, there are 45 new courses planned for delivery to the field by the end of FY 1999.  Pending restoration of the Facilities and Equipment (F&E) funding in FY 2001, the CBI Program is planning to incorporate DVD-based audio and video capability in the CBI systems as well as expanding the ability to deliver Web/Internet multi-media training.

CBI PROGRAM BUDGET  (FY 1994 through FY 1998)
 FY 1994       FY 1995       FY 1996       FY 1997   FY 1998 

 $3.2M
         $3.5M
      $4.6M
    $3.0M     $1.0M

3.3.2
Interactive Video Teletraining (IVT)


The Interactive Video Teletraining (IVT) Program is the agency’s interactive, satellite-delivered training program. The IVT system features: one-way video/two-way audio and "off-the-shelf" studio technology allowing broadcasts to be instructor driven with the assistance of a studio director.  It supports a variety of multimedia (i.e., videotapes, computer graphics, CD-ROM, hard copy graphics, slides, and actual objects projected and enlarged via an overhead camera) and a viewer response system utilizing keypads with built-in microphones, quizzing capability, and "Flag" key to anonymously alert the instructor of student confusion.  A broadcast studio at the FAA Academy in Oklahoma City enables instructors to use a variety of multimedia to provide cost effective, quality instruction.  A four channel transmission capability is available via a FAA uplink and a compressed digital satellite leased through the FTS-2000 contract.  Downlink site classrooms include a television/monitor, a VCR, a Fax, and a Viewer Response System (keypads).  Utilizing the keypads facilitates a high level of interactivity between instructor and student.  To date, the agency has invested about $3.6 million in the IVT infrastructure.  In addition to FAA training, the network is used for town hall

meetings, other information broadcasts, and training conducted by other government agencies.

Using IVT, the FAA Lines of Business (LOBs) conduct training on a regular basis to 30 operational FAA IVT downlink sites, and to a number of IVT receive sites provided by other government agencies.  The agency is installing 30 additional receive sites, increasing the number of employees served to over 70% of the entire FAA work force.  The program expects to continue growth in the number of courses delivered and the total number of students during FY 1999.

IVT Historical Growth
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Note:  The FY 1999 columns (in the above charts ) project a doubling of Civil Aviation Security’s ’98 course broadcast activity, a substantial increase in Airport’s activity (over ’98) and increased plans for  IVT use by Air Traffic,  Human Resources, Information Services, and others. 

3.3.3 Correspondence Study


This table provides a historical look at the FAA’s Correspondence Study Program. Currently there are 90 correspondence courses available through the Center for Management Development (CMD) and the FAA Academy (AMA).

 
FY 1994
FY 1995
FY 1996
FY 1997
FY 1998

Course Completions
9,301
5,775
6,305
5,532
7,444

4.0
PERFORMANCE MEASUREMENT
4.1
Measures of Training Effectiveness



Results of CMD training evaluations continue to indicate strong overall quality.  For example, participants reported the following during FY 1998:

Course
Participant Satisfaction with Course*
Relevance of
Course Content*

Leadership Development Program Phase I
88%
86%

Leadership Development Program Phase II
87%
80%

Strategic Planning
91%
92%

Creating Effective Work Environments
78%
79%

Mediation Techniques for Conflict Resolution
100%
89%

Facilitator Training Course
93%
87%

Managing Change
83%
84%

Systems Thinking
93%
91%

Managing Partnership Realities
97%
97%

The Partnership Challenge
90%
89%

Labor Management Relations
95%
92%

Leadership Development/Labor Relations
87%
85%

Building Effective Agreements
96%
85%

Team Workshops
88%
86%

*Percentage Rating Satisfaction with the Course (overall) / Relevance reported as High or Very High

In addition to the high satisfaction participants reported for CMD courses, a high degree of transfer of learning has been reported in the four follow-up evaluations we completed during FY 1998.  These evaluations were conducted by surveying participants two to six months after training to determine the degree to which the training contributed to their increased effectiveness in the workplace.  The following table summarizes our findings:

Course
Increased Effectiveness*

Field Symposium (Southern Region)
89%

Field Symposium (Central Region)
87%

Team Workshop
83%

Air Traffic Labor Management Relations
91%

*Percentage of respondents reporting increased effectiveness as Moderate to Very High.

Participants of Academy training reported the following on end-of-course questionnaires:
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*  Based on 15,538 questionnaires from 1998 on a scale of 0 to 100, with 0 indicating “Not at All Satisfactory” and 100 indicating “Highly Satisfactory”.

Overall, 85% of participants rated FAA Academy training as Excellent or Good in meeting their needs.  In addition, approximately four months after training, the Academy asked graduates and their supervisors how well the learning, from the Academy course, had transferred to the job.  Of supervisors, 86% rated the training their employees received as good or excellent and 96% saw improvement in job performance.  Of employees, 93% reported improvement in job performance.

4.2
Best Practices
There are a number of innovative practices currently underway in the FAA Lines of Business and primary FAA training institutions.  Because these innovations are numerous, they are detailed in Appendix A of this report.  The Appendix includes best practices from:

Lines of Business :

· Air Traffic

· Civil Aviation Security

· Research and Acquisitions 

FAA Training Institutions and Other Sources: 
· FAA Academy

· Center for Management Development

· Regional Training Program Management Officers (TPMO’s)

4.3
Agency Compliance with PL 104-50
In March 1997, the FAA Office of Business Information and Consultation completed a study of agency compliance with PL 104-50.  The Public Law contained restrictions on certain types of training practices such as those containing material designed to change participants’ personal values or lifestyles, containing elements likely to induce high levels of stress, or containing methods or content associated with religious or quasi-religious belief systems.  The study surveyed all major FAA training providers, interviewed key personnel, and reviewed a sample of training records.  The study’s finding stated that, “…the agency appears to comply with PL 104-50.” 

The agency continues in compliance with PL 104-50 in FY 1998.  Procedures to ensure continued compliance for the future are in place, including standard end-of-course evaluation questions specific to the restrictions and establishing a minimum time for maintaining training records.   

4.4
College Credit for FAA Courses

The American Council on Education (ACE), which is nationally recognized as a major coordinating body for post-secondary education, evaluates FAA courses and makes recommendations for college credit based on a review by technical experts.  This program allows FAA graduates to apply for college credit.  The American Council on Education’s “The National Guide to Educational Credit for Training Programs” lists active courses, which are recommended for college credit.  The FAA Center for Management Development (CMD) has 43 active courses listed in The National Guide.  The FAA Academy (AMA) has 344 active courses listed in The National Guide, a 13% increase over the 1997 course listings.

5.0
KEY ISSUES FOR THE FUTURE

5.1
Intellectual Capital 


The 1998 Strategic Plan calls for FAA lines of business to incorporate work force training as part of their annual performance plans. Although many LOB's conduct annual calls for technical training requirements and develop plans to address priority training needs, formal consideration of broad work force development in the context of business goals and objectives will require more sophisticated methods of framing organizational learning needs. 

This approach will include more rigorous analysis of National Air Space System (NAS) modernization impacts on work force training; closer alignment of training programs with mission and performance goals; more effective management of knowledge and intellectual assets; and increased attention to performance indicators as measures of training success.

5.2
Fee-For -Service
FAA Academy   The Academy continues fee-for-service operations with government agencies, foreign governments, and non-governmental organizations.  Revenue generated by the Academy fee-for-service operations is used to offset expenses incurred in performance of the training or service.  In FY 1998, the Academy revenue received was $1,157,601.  Of this amount, revenue from international customers totaled $487,945 and revenue from other agencies totaled $669,656.

The International Training Services Center (ITSC) was created in 1997 to address increases in international student training.  The ITSC is part of the Administrative Services Franchise Fund and operates on a reimbursable basis.  In addition to the Academy technical training curriculum, the ITSC also provides training support and consulting services.  In FY 1998, the Academy provided training to 273 international participants, and projects 350 participants in FY 1999.  Future enhancements in the ITSC will include partnerships with other international training institutions and a closer working relationship with the International Civil Aviation Organization (ICAO) to provide greater student throughput and global exposure for the FAA through aviation training.

Center for Management Development (CMD)  The Center for Management Development has been operating partially on a Fee-for-Service basis since 1991, with the amount of FFS activity increasing every year.  CMD has been in the Agency’s (DOT) Franchise program since 1997.  CMD's services under the Franchise program include video and CBT design and production, information technology and conference support, needs assessment services and program evaluation, management training design and delivery.  

In FY 1998, CMD business with franchise (US Government) clients was $1,550,437, which included $1,259,000 from FAA customers, and $291,437 from other (non-FAA) US Government agencies. Other FY 1998 business with non-US Government clients was $19,649 in cash collections unretained by CMD because of accounting and agency regulations.

5.3
Educational Technology
Despite severe budget limitations, FAA continues to pursue technological approaches that allow increased training at the workplace, just in time training, and reduced cost for travel and time away from the job and home.  The technologies selected must provide for a high level of interactivity and reach the maximum number of agency employees.  Distance learning technology is an essential element in the Model Work Environment.  

Because of these considerations and existing Computer Based Instruction (CBI) and Interactive Video Teletraining (IVT) infrastructures, the agency has expanded delivery in these two areas.  These technologies support each other and can be used in combination where appropriate.  IVT has shown tremendous promise for resource sharing with other government agencies and our CBI Computer Managed Instruction will provide the same type leveraging in the future.  To further enhance the CBI program, the agency needs to add Digital Video Disk (DVD) and Internet capability to the CBI computers.  The agency also has Video Teleconferencing capability that needs to be used more extensively for training.   To help accomplish this, the FAA Academy signed a Memorandum of Understanding with the Office of Information Technology (AIT) to effectively use existing Teleconferencing and IVT capability in concert.


Training and performance support delivered via Intranet/Internet will play a very important role in the future of the agency.  The FAA Intranet, or Enterprise Network, is becoming a suitable vehicle for these applications as more FAA managers and employees are linked to the network.  Currently, AHR delivers performance support and guidance to supervisors and employees on personnel reform using the Intranet, ARA offers extensive guidance on procurement reform, and the FAA Academy provides several hundred Information Technology course modules using this medium.  Web-based training and support will grow and improve significantly during the next several years as connectivity and bandwidth develop.  The agency’s challenge is to position itself to best utilize this technology.  One way to help accomplish this is through standardization and upgrade of agency desktop computers.

           The amount of funding made available for Educational Technology over the next several critical years will determine if FAA is able to stay in the forefront of government agencies in the application of new technology to the learning needs of employees. 

Appendix A:  Detailed Best Practices within FAA
BEST PRACTICES
Air Traffic (ATX)

Air Traffic developed a Phase I air traffic specific labor/management relations course which was delivered to over 300 field, regional and headquarters managers utilizing instructor from the Center for Management Development (CMD).  Phase II, intended to build upon the skills learned in Phase I, is currently under development and scheduled for first course offering in FY 1999.  Instructors from CMD will be paired with labor relations practitioners for the delivery of phase II.

Contact:  G. Sidney McGuirk  (ATX-100), (202) 267-7683

Civil Aviation Security (ACS)
Based on changes in the domestic threat level, FY 1998 was a year of continued rapid deployment of new security technologies and the implementation of a variety of new security techniques and regulatory requirements.  Training for the Special Agent workforce on these new items had to be accomplished with minimal impact on the increased operational workload.  To meet the increased training needs in the existing environment, a variety of initiatives were implemented which included:

· Hiring Additional ACS-70 curriculum development staff.  This allowed for in-house capability in the development/revision of both resident and distance learning training courses The net result was more cost-effective and timely development of training.

· Delivery of resident training by full-time AMA-700 staff.  Additional full time instructors were hired to deliver the increased level of resident training.  This eliminated, in most cases, using Associate Staff from the Special Agent workforce and supported the goal of lessening impact on operational work requirements.

· Increased use of Interactive Video Teletraining (IVT).  The increased use of IVT for refresher and critical “just-in-time” training allowed for the training of hundreds of students with a significant reduction in training travel costs.  Students were able to participate in training at downlink sites located in their regional office, civil aviation security field office of unit, or borrowed downlink sites.    The average cost in many cases for training was less than $20/student.    Evaluations confirmed that IVT training was an effective way for them to learn the subject material.
Contact:  Florence Potter (ACS-70) (202) 267-3114
Research and Acquisitions  (ARA)

To achieve its goals and implement personnel reform initiatives, ARA has in place an Intellectual Capital Investment Planning (ICIP) process to provide the direction and decisions needed to guide ARA workforce planning and development.  The council is composed of ARA’s deputy directors, the Director, Office of Business Management (ABZ-1), and chief scientists.  The council published its second investment plan for ARA in spring 1999.  The plan outlined human capital investment priorities for three priority areas: workforce development, staffing, and competency tool refinement.

Under the leadership of the ICIP Council, ARA has established the foundation for the Acquisition Workforce Learning System (AWLS).  The AWLS is a competency-based system for assuring that the ARA workforce gets the training and development needed to get the job done.  The objectives for the learning system are to:

· Shift from the narrow perspective of training and education to a system of learning capability.

· Build a system to identify a profile of the organization's mission-related core competencies.

· Create a system where learning activities are directly related to accomplishing mission outcomes.

In FY 1998, ARA accomplished following steps to implement the first iteration of the learning system:

· Development of competency models that represent the roles, competencies, and associated behaviors critical for the accomplishment of ARA core services and strategic goals.

· Implementation of a competency assessment process and automated system that included self-reporting and managerial reporting for a competency picture of ARA.

· Development of customized learning opportunities that linked training resource information to ARA competencies.

Contact: Julie DeLoria, ABZ-200, 202-267-9042

William J. Hughes Technical Center (ACT)

In FY 1998, the William J. Hughes Technical Center completed two employee development programs:

1. Employee Development Program (EDP) for grades FG-11 and FG-12  (one candidate).

2. Employee Leadership Development Program (ELDP) for grades FG-13 and 14  (four candidates).

Through merit principles, candidates were selected for this developmental program designed to prepare them for possible future leadership positions.

The program included:

· Orientation sessions (including Myers-Briggs and Praxis)

· Developmental work assignments (details) within the Technical Center

· Interviews with senior managers

· Shadowing assignments with executive level managers

· Core training in Diversity, Managing Change, Problem Solving, Facilitator, etc

· Up to three appropriate out-of-agency training courses identified from the participants’ needs assessment

The candidates graduated in October 1998.  The Technical Center was able to conduct this program in a cost-effective manner (under $30,000).

Contact: Patty Dollin, ACT-10, (609) 485-6616

Acquisitions (ASU)

FAA established the Acquisition Management System (AMS) in April 1996. Concurrently, the OPM Qualification Standards for GS-1102 Contracting Positions and OFPP Policy Letter 97-01, Procurement System Education, Training and Experience Requirements for Acquisition Personnel established training and education standards for the civilian 1102 workforce as stringent as those imposed by the Defense Acquisition Workforce Improvement Act (DAWIA). These requirements created significant training issues since the FAA now needed a workforce competent in both Federal Acquisition Regulation (FAR) and AMS-based contracting environments.   

In FY 1998, ASU conducted a DOT 1102 Training and Education survey of the acquisition competencies available within the ASU workforce.  The survey was designed to acknowledge individual completion of approved Defense Acquisition University (DAU), commercial, and experiential training. Based on the survey, all 1102 training records were updated and employees were scheduled for DAU or DAU-equivalent training according to the results of their individual needs assessments.  DAU training was provided to a number of 1102 personnel through close coordination with the Department of Energy and NASA in utilizing their DAU quota.  At the same time, ASU continued to use educational institutions to meet the OPM requirement for 24 semester hours of business-related courseware and to provide 1102s with a well-balanced professional contracting perspective.

ASU continued to refine the FAA Acquisition Streamlining Tool (FAST).  FAST provides on-line help and templates to more quickly accomplish procurement actions.  It is an authoritative source of AMS information and generalizes best procurement practices 

across ARA.  One component of FAST allows 1102s to submit “Lessons Learned” based on their experiences with the AMS.  Although not in final form, this capability may become the most effective means of learning available to the FAA contracting workforce as employees share real-world AMS experience with their colleagues. 

ASU developed a two-week Familiarization of Acquisition Management System course open to all members of Integrated Product Teams (IPTs).  The course covers all aspects of the new system and enhances familiarity with the FAST.  Several classes were conducted during FY 1998 for a multi-disciplinary audience.

Contact:  Phil FitzHugh,  (ASU-10), (202)-267-9297

FAA Academy

· The Academy's Airports and Logistics Division developed a technical correspondence course on Airport Planning and Design, using a field specialist as the subject matter expert and an Instructional Systems Design (ISD) specialist as the course writer/editor.  The Division then used the same process to develop a follow-on resident course version in FY-1998.  Excellent feedback has been received on evaluations for both efforts. Another course, Airport Compliance, is also planned for similar developmental methodology.

Contact:  Alford Mitchell (AMA-600), (405)-954-6960

· The Academy’s Regulatory Standards and Compliance Division initiated courseware sharing with the aviation industry that  provided several new CBI technical courses for FAA aviation safety inspectors at no cost.  This program continues to grow as the industry produces courseware for newly developed aircraft and components.  Computer-Based Instruction achieves a tremendous savings by reducing tuition and travel expenses associated with resident and out-of-agency training.  Studies have proven that CBI reduces training time by 30% and increases retention thereby significantly improving test scores.  Refresher training is free - once the courseware is delivered to the field, FAA can train one student or one hundred students at no additional cost.  Optimum results are obtained when CBI is used to provide prerequisite training for resident courses.  This combination produces the best of both training methods.  The result is a more knowledgeable student and less classroom time. Students get instructor interaction with fewer days out of the office.   

Contact:  Deborah Wilcox (AMA-260), (405)-954-6790

Center for Management Development (CMD):

· Internal Evaluation Process

End-of-course/workshop evaluations are completed for each delivery.  The purpose of these evaluations is to collect data on participant satisfaction with: (1) the pace and level of instruction; (2) organization of the course and clarity of objectives; (3) relevance of training to the workplace; (4) usefulness of the training materials; and (5) satisfaction with the instructors/facilitators.  During

FY 1998, participant reaction data were processed for 6738 individuals who attended training that was developed and delivered by CMD.  After each class and workshop, the data are compiled, reported, and reviewed by CMD management and course managers for action.  Data are also summarized on a quarterly and yearly basis.  Trends are used as input to planning for the next fiscal year, for revising existing courses, and establishing new ones.

Four follow-up evaluations were completed in FY 1998 for a total of nineteen over the last four years.  All regularly scheduled courses have had follow-up evaluations.  The purpose of the follow-up evaluations is to determine whether new knowledge and skills are being transferred to the workplace, how the course may be improved to increase training effectiveness, and to identify any unmet training needs.  The follow-up evaluation processes have also been conducted on a fee-for-service basis, at the request of a FAA line of business.

· Impact of Internal Evaluation Process

· Confirmation of the benefits and the success of the (new) Symposium training model

· Confirmation of the success of the (fee for service) course: “Air Traffic Labor Management Relations”

· Verification of increased effectiveness of team members in meeting team goals after attending a team workshop

Contact:  Myles Lund  (CMD),  904-446-7258

Regional Training Program Management Officers (TPMO’s)

Northwest Mountain  FY 1998 was the year for surveys and strategic planning.  We designed a regionwide customer survey that was administered to all supervisors, managers, regional training coordinators and OD specialists.  The survey netted a 44% response rate. The survey results were combined with input from ANM-10 Division Leadership Team, the Regional Learning Council; and were analyzed in relation to the HR Business, the AAD Model Work Environment (MWE) Plan, and the MWE Curriculum Design. The combination was used to identify and target top training needs and a five year service plan.

Four training needs were identified as top training priorities: 1) Individual Development Planning (IDP), 2) Career Development, 3) Teambuilding, and 4) Conflict Resolution. Three additional areas - harassment, disability awareness, and new employee orientation were also considered top priority needs not only because of the customer survey, but also because of the Model Work Environment Initiative.

Based on customer input, our Employee Development Services Plan was developed and marketed using our Employee Development Catalog - located on our Web site at http://www.anm.faa.gov.  It included six regionally conducted training courses (three of which were customized to utilize the MWE curriculum); a tailored course for teams, "Communicating for Teams", that utilizes the Myers-Briggs Type Instrument (MBTI), prototyped at the Denver ACO; IDP classes; CD-ROM courses; Disability Awareness Training for Supervisors; and personalized career counseling. 

ANM hosted the CMD Symposium, attended by 160 students in 55 scheduled classes, as well as nine other regionally-conducted CMD classes. The high profile symposium received much positive feedback. Other noteworthy accomplishments include the revitalization of our CBI and IVT Learning Centers, delivering change management training for Flight Standard's Partnership for Safety Program, and co-publishing the KSA/OF 612 booklet for the Career Information Center.


Contact: Barbara Bergano, 425-227-2027

Alaska  AAL-17 moved into 3 new training rooms (regular, IVT & computer) complete with new technologies including 11 new computers, 3 multi-media projectors, 3 new VCRs, a new FAX Board,  a new ELMO overhead projector system, new furniture, new whiteboards, etc.  AAL-17 also conducted 28 classes of 9 different regional courses including Seven Habits, Employee Workshop on Organizational Change (EWOC), Communication  Skills, Arctic Survival, etc.  We sent over 35 students from ARC Divisions to 9 different USDA courses held in Anchorage through Department of the Army’s Joint Regional Environmental Training Center; with Savings of over $26,000 in travel funds for the ARC employees (8% of the Region) alone. The  TPMO continues to monitor quota management for CMD training for ALL Divisions within the Region due to the continuing difficulty in identifying which Division (LOB) has which CMD quota.  We began development through the local Federal Executive Association of an Alaskan Native Culture Awareness Course for all federal employees in Alaska.  The Training Advisory Committee (includes all Divisions in the Region) continues to effectively coordinate about training activities.

Contact: Dave Brubaker, 907-271-5377

Eastern is strongly supporting the increased use of Interactive Video Teletraining.  Our resources are made available to the New England Region, Valley Stream ACO and to other local agencies and DOT Modes. Our After Hours Program has been discontinued due to budget shortfalls.  However, we continue to work with our LOB's and Staff organizations to encourage and support the career development of their employees through the use of  Individual Development Plans (IDP's), temporary details, mentoring, shadowing and encouragement to join professional organizations.  We continue to support Retirement Seminars with funds from the Regional Administrator.


Contact: Barbara Jenkins, 718-553-4892

Western Pacific continues to work with the Greater Los Angeles Federal Executive Board (FEB) "Shared Training Committee" which is chaired by the FAA.  The committee invited several government agencies to attend local training events.  Approximately 200 government employees have benefited from this effort in sharing training resources.  We also supported the FEB’s Leadership Associates Program by presenting several of our management and general training programs to the participants of this one-year developmental program.  We continue to develop internal training courses based on the needs of our customers (e.g., Teamwork: The Basics and Conflict Management).


Contact: Tim Kubik, 310-725-7830

Aeronautical Center   In concert with the Center Learning Council, the Aeronautical Center has held two 2-day Symposia, offering 25 short courses conducted by Aeronautical Center Employees. The courses ranged from Effective Use of the Internet and Cost Benefit Analysis to Interviewing Skills and Managing Stress.  Five Federal and State agencies participated. So far, over a thousand training instances have occurred and employees want more. The next Symposium is scheduled for September; course descriptions are on the internet at http://mmac-inet.jccbi.gov/mmacinet/symposium.htm.  For Supervisory Development, the following courses and seminars were offered: Recognition of the Potential for Violence in the Workplace (including development of a video for our field locations), Positive Interventions for Resolving Conflict, and a Coaching Skills Seminar which was conducted by the Director’s Management Team.  A comprehensive career planning and development program was developed and marketed which included an Individual Development Plan (IDP) guide, a PowerPoint briefing to aid managers and employees in developing an IDP, and the establishment of a Career Development Page on the AMH Internet Page.   


Contact: James McGough, 405-954-7950

Washington Region   Working with Aircraft Certification, Airway Facilities, and  TPMOs in ANM and ASW, the Training Evaluation Support System (TESS), an electronic performance support system, was designed to systematically collect assessment information on training needs and provide formats for evaluation tools and cost benefit analyses.  The TESS model was transferred from storyboards to a working interactive system and internet links are being made available within the FAA. 

In support of the FAA Strategic Plan and the DOT Learning and Development Framework, more than 125 career-counseling sessions were conducted with the same number of IDP sessions for both managers and employees.  The video on "Getting Results Through Learning" was shown throughout the region to promote quality learning practices. The region continued to sponsor quarterly briefings for all LOB Training Coordinators, published monthly lists of local training events with vendors and prices and established a Friends of Training network with key training personnel throughout the region. 

Several seminars and workshops were conducted during this period for LOB customers in the areas of mentoring, writing skills, secretarial performance and prevention of sexual harassment. 


Contact: John Ogden, 202-297-7379

New England expanded the number of courses offered during the second year of its New England Automation Training Program, delivering 67 classes in 8 courses, with a total enrollment of 522.  Administered by Resource Management, ANE-40, this in-house program has proven to be a highly efficient and cost effective way to deliver essential automation training to regional employees.  Building upon the previous year’s success, the New England Mentoring program successfully introduced a revised formal mentoring development structure for FY 1998.  The number of group interactions for mentoring pairs was increased to three all day sessions, including an initial self assessment session to optimize mentor/mentee pairing and two feedback sessions to exchange ideas and evaluate progress.


Contact: Larry Piro, 781-238-7281 

Southern has a Learning Center with more than 1078 different resources consisting of books, videos, audio’s, CD’s, magazines and equipment available for check out to Southern Region employees, both in the regional office and the field.  An up-to-date listing and brief description of all the resources available for check out is on the Southern Region electronic bulletin board and the HRMD, Southern Region Internet Home Page at http://www.faa.gov/region/aso/hrmd.  The student mentoring program continued with students attending a Toastmasters meeting and touring the Atlanta ATCT to gain a perspective of both Air Traffic and Airway Facilities operations.  An employee guide for students was drafted and we expect to finalize it in FY 1999.  Southern began using IPPS in the summer of 98.  Prior to implementation, we internally wrote and produced a 20 minute videotape for the new IPPS user (those who create IPPS requests).  By producing the tape internally, we were able to do it in less than six weeks, at a cost of less than $3,500.  We provided face-to-face training to more than 100 local users, and developed and distributed an IPPS Administrative Guide for the creators of IPPS requests. By using the video and the Guide as training media, instead of conducting on-site training sessions at some 85 field locations, we saved the agency more than $20,000 in travel and per diem and countless non-productive travel hours. After getting LOB input, we formally instituted VISA as the preferred method for purchasing training and developed implementation procedures.  We updated our IDP materials, made them available on our HRMD home page, and used them in the three Mentoring classes conducted in the region during FY 1998.  We designed a course in Preventing Violence in the Workplace, modeled after the one conducted in Southwest Region.  After it was piloted and a train-the-trainer class was held, we delivered 52 classes to 793 supervisors and others.  We delivered three Disability Awareness sessions to 81 employees in the Atlanta area.  We helped CMD in hosting their Southern Region Symposium.  293 participants attended one or more of the 18 different workshops.  At our request, CMD prepared two workshops specifically for our needs, The Art of Giving Feedback and Process Measures. 

Contact: Janice Pope, 404-305-5380 

Central provides both consultation to and training for LOBs and Staff Offices. Corporate automation training provided by an in-house trainer saved approximately $17,500 while providing skills to 175 participants.  A major LOB focus on team building led to Team Support Training at ACE’s ARTCC, “Seven Habits for Highly Effective People” training for Airway Facilities, and Myers-Briggs Type Inventory team building throughout the region for all Aviation Security personnel.   A noon-hour series in the Regional Office (RO) Building covered IDPs, KSAs, Interviewing Skills and Mentoring.   ACE-15 also initiated Disability Awareness training.  CMD provided a week long on-site Skills for Success Symposium, resulting in 538 training occurrences and a total of 50 classes.

ACE-15 continues to support national initiatives, including curriculum revision and presentation for the Air Traffic National Selection Program (ATNSP) and facilitation and training in facilitation for Flight Standards’ Partnership for Safety Program.  In support of DOT’s “One DOT,” ACE-15 provided computer training to other modes, receiving national recognition for this partnering.

Coordination and planning for the FAA’s move to a new DOT Building during FY 2000 continued with the planning of space and equipment for various types of training-- classroom, IVT, and CBT. In anticipation of the move, the Regional Training Center was inventoried and closed, resulting in savings of $5,000 per month.

During FY 1998, three LOBs transitioned to quota management, for a total of 4 LOBs with CPMIS access.  For greater communication, coordination, and customer service, ACE-15 continues to chair quarterly meetings with representatives from each division and staff office.


Contact: Lee Waits, 816-426-2586 x114

Southwest designed, developed and delivered a course entitled “Building Individual and Group Skills”(BIGS).  BIGS is intended for use with intact work groups over an extended period of time.  The course consists of seven (7) modules that can be taught in four hour sessions.  The intent is to decrease time away from jobs and to increase transfer of learning by focusing on limited learning objectives with high job relevance.  Small “bites” over time, each drawing on past presentations and thereby providing reinforcement to past learning while mastering new skills.  While intended for delivery as an integrated series, each module can be taught as a stand-alone course.  The optimum delivery schedule is a module a month or every other month.  Modules address:  Dealing with Transitions & Change; Appreciating Individual Differences (influencing others); Enhancing Personal Relationships; Solving Problems;  Consulting with customers (Improving customer relations); Individual & Workgroup Development Planning; Managing Workgroup Conflict; and Interest Based Bargaining.  The course and modules were developed after extensive needs assessment in the first division in which it was prototyped and delivered.  Evaluation of the first offerings were made using level 1 and 2 measures and produced highly positive results.  A level 3 evaluation is planned for six months post-training completion.  The course is being delivered is a second division after modification based on an assessment of the new customer needs.


Contact: Bert Wilson, 817-222-5878

Great Lakes is taking unprecedented steps to move from our traditional training role to our new role as HR consultant and business partner.  Our emphasis is placed on performance improvement, coaching, mentoring and employee development:

Personnel Reform and Core Compensation:  

Major emphasis has been placed on Personnel Reform and Core Compensation.  Developed Personnel Reform at a Glance – a Quick Comparison Sheet, which clearly outlines the changes as a result of personnel reform.  We developed a one-hour presentation on HR Policy Manual and provided a one hour briefing on core compensation. Numerous briefings have been conducted throughout the region for HR employees, LOB administrative staff, GL regional office employees, Regional Management Team, and the regional Roundtable, which includes representatives from the employee organizations.  Also, sessions have been conducted at 90% of our Centers in the Great Lakes Region and at the NBCFAE regional conference.

Monthly “Learn During Lunch” sessions:

The sessions are used as a mechanism to keep employees up-to-date on changes or updates to core compensation plan, personnel reform, etc.  We also show motivational and self-improvement videos on topics such as presentation skills, leadership development, customer service, etc. 

One DOT:

In partnership with the Civil Rights Office, we hosted our first One DOT Model Work Environment Symposium.  We also established our first Peer Recognition Award (over 200 awards were presented).  The  GL TPMO serves as an “One DOT” facilitator for Partnering for Excellence and served as a facilitator at the Senior Leadership Conference.

Employee Attitude Survey (EAS) Action Plans:

Great Lakes has taken an active role developing and implementing the GL/ARC Employee Attitude Survey (EAS) action plan, and serves as a consultant to other divisions on how to develop and implement successful EAS plans.    

New Coaching for Performance Course:

This course provides managers, supervisors and other rating officials with effective coaching skills to help redirect an employee’s behavior and improve future performance, while continuing to build and maintain a relationship of mutual trust.

Employee Development and Consultant Guide: 

The guide outlines traditional training courses and other customize consultant services that are currently offered by the Employee Development Team (e.g. how to move from Supervisor to Coach, reengineering, benchmarking, performance consulting, and gap analysis).

Mentoring and Employee Development: 

We established Toastmasters in the Region; conducted IDP sessions, (1 specifically designed for the hearing impaired); modified KSA training to incorporate new changes outlined in the HR Policy Manual; and conducted mentoring sessions both in the region and field facilities.  We are currently benchmarking private organizations and working closely with the OD specialist in Southwest Region in an effort to establish a Mentoring Center.

Contact: Sharon Pough, 847-294-7861
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