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WELCOME TO THE CORE COMPENSATION PLAN 
Welcome  to the Refresher Orientation Guide to the Core Compensation Plan.  
You will find detailed in this document information that is pertinent to the Core Plan. You will also find applicable links for additional information that you may want to look at on the most recent refinements and enhancements to the plan.





Please review this web site and its links carefully and take full advantage of the content.  If you 
have further questions, please visit the PMS/SCI Integrated Home Page at (http://www.faa.gov/ahr/sci/bpap1.cfm), the Core Compensation Plan web site at  (http://www.faa.gov/corecomp/), and the Human Resource Policy Manual chapters on Core Compensation (http://www.faa.gov/ahr/policy/hrpm/comp).  You should also contact your servicing Human Resource Management Office, talk with your manager, or contact your organization’s Core Compensation Implementation Team Representative.  Please note that the policies described in this document apply to non-bargaining unit employees under the Core Plan, and to bargaining unit employees under negotiated versions of the Core Plan except where negotiated provisions differ.
Note: This online Refresher Orientation Guide is a living document.  It will be modified and updated as needed.
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	What is The Core Compensation Plan?









· FAA's Core Compensation Plan is a strategic management tool that links individual and organizational contributions to the achievement of organizational goals.   
· The core plan is:

Results-oriented.  All pay changes are linked to individual growth, performance, and organizational success.

Market-based.  The core plan is linked to the external market to ensure a competitive, but appropriate and affordable salary structure.

Tool-focused.  Tools are used to help managers make compensation decisions to support their organizations’ goals and values.

Business-focused.  Each part of the plan is designed to support overall FAA and organizational goals.  

· The plan structural elements include job categories, career levels, and pay bands.  These elements are described below in more detail.

 
Question:  What is the fundamental rationale for the design of the Core Compensation Plan?
Answer:    
Unlike the existing Government wide compensation system, the Core Compensation Plan allows us the flexibility to address issues unique to FAA.  For example, it  helps to make our employees' pay opportunities more competitive with other organizations, allows us to attract and retain people with critical skills, and ensures that our compensation decisions are based on FAA's needs and goals.  More importantly, it supports our commitment to become a more results-oriented and customer-driven agency, and allows us to encourage and reward good performance at the organizational and individual levels.  
Each Job Series is Assigned to a Job Category 
Under the core compensation plan, job series are grouped together into job categories, based on the nature of the work and pay in the external marketplace. There are nine job categories:
	Administrative Support
	Paraprofessional
	Student

	Clerical Support
	Professional
	Technical

	Engineering
	Specialized
	Technical Support



· 
· 




In most cases, the FAA has continued to use existing job series.  A few series have been consolidated into other, broader series. 
The web site cited above list the changes to the job series 







and also identify the job series assigned to each job category.
 Each Job Category has a Standard Number of Levels
Within each category, there are a standard number of career levels reflecting increasing degrees of responsibility and complexity.  The number of levels in each category is shown below:

	PRIVATE
Category

	Career Levels
(non-managerial)

	Student
	3

	Clerical Support
	3

	Admin. Support
	3

	Technical Support     
	3

	Paraprofessional
	3

	Professional
	5

	Technical
	5

	Engineering
	5

	Specialized
	Varies by Job Series





· 
· 
· 
· 
· 
· 
Each Career Level is Assigned to a Pay Band
The FG 15-grade pay schedule has been replaced with 13 broad pay bands. The bands have substantially wider ranges of pay opportunities, and the bands do not have steps.   
Each career level is assigned to a pay band.  The job categories and career levels are assigned to pay bands as follows:
	Pay Bands

	Category
	B
	C
	D
	E
	F
	G
	H
	I
	J
	K
	L
	M

	Student
	Lvl 1
	Lvl 2
	Lvl 3
	 
	 
	 
	 
	 
	 
	 
	
	 

	Clerical Support
	 
	Lvl 1
	Lvl 2
	Lvl 3
	 
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	Mgr1
	Mgr2
	 
	 
	 
	 
	
	 

	Admin. Support
	 
	 
	Lvl 1
	Lvl 2
	Lvl 3
	 
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	Mgr1
	Mgr2
	 
	 
	 
	
	 

	Technical Support
	 
	 
	 
	Lvl 1
	Lvl 2
	Lvl 3
	 
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	Mgr1
	Mgr2
	 
	 
	
	 

	Paraprofessional
	 
	 
	 
	 
	Lvl 1
	Lvl 2
	Lvl 3
	 
	 
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	Mgr1
	Mgr2
	 
	
	 

	Professional
	 
	 
	 
	 
	Lvl 1
	Lvl 2
	Lvl 3
	Lvl 4
	Lvl 5
	 
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	Mgr1
	Mgr2
	Mgr3
	
	 

	Technical
	 
	 
	 
	 
	 
	Lvl 1
	Lvl 2
	Lvl 3
	Lvl 4
	Lvl 5
	
	 

	
	 
	 
	 
	 
	 
	 
	 
	 
	Mgr1
	Mgr2
	Mgr3
	

	Engineering
	 
	 
	 
	 
	 
	Lvl 1
	Lvl 2
	Lvl 3
	Lvl 4
	Lvl 5
	
	      

	
	 
	 
	 
	 
	 
	 
	 
	 
	Mgr1
	Mgr2
	Mgr3
	

	Specialized
	Varies by Job Series



Each Pay Band has a Maximum and Minimum
Pay band minimums and maximums are reviewed annually and adjusted as appropriate.  The current pay band ranges are: 
	Pay Band
	Minimum
	Maximum

	A
	   $15,800
	   $23,100 

	B
	$18,100 
	$26,400 

	C
	$20,500 
	$30,800 

	D
	$23,600 
	$35,400 

	E
	$27,100 
	$40,700 

	F
	$31,100 
	$46,700 

	G
	$36,400 
	$56,400 

	H
	$44,400 
	$68,800 

	I
	$54,100 
	$83,900 

	J
	$66,000 
	  $102,300 

	K
	$78,900 
	  $122,300

	L
	$94,300 
	   $146,200* 

	M
	  $111,200 
	   $150,000* 

	*Locality pay is not included in these pay bands.  Locality pay continues to be provided in addition to base pay.   Pay rates for FAA employees, 
including locality pay, are capped by law as of January 11, 2004 at
 $158,100. 



Question:  How are the pay bands set?
Answer:  

We analyze market data to determine the pay bands.  The market data are obtained through        market surveys, which involve comparing the nature of work and the pay levels for jobs within FAA to similar jobs within industries and organizations with which we compete for employees. 
Each job series is compared to our primary labor market and potentially to a secondary labor market as well.  
FAA's primary labor market is the aerospace and aviation industries.  These industries represent key clients/customers, and they employ skills similar to ours.  
Secondary labor markets are used for most job series to incorporate data from a broader set of industries.  Secondary labor markets include, but are not limited to, high technology, health care, biotechnical, other Federal agencies, and cross-industry (all public and private sector industries combined).
FAA has very high standards for determining what market surveys will be used.  In addition, market surveys are administered by a "third party" -- a company that conducts surveys for a living.  We participate in and purchase only the highest quality and most relevant surveys available to us. 
	How Does My Pay Change When I Am Converted To The Core Plan? 


Each Employee is Assigned to a Pay Band

The table below shows how FG grades translate into career levels for the different job categories.  By looking at your series and the corresponding job category you will see how your current grade translates to the core plan.  
	Grade-to-Level Assignments (non-managerial)

	Category
	Level 1
	Level 2
	Level 3
	Level 4
	Level 5

	  Student
	FG 1/2
	FG 3/4
	FG 5/7/9
	--
	--

	  Clerical Support
	FG 1-4
	FG 5/6
	FG 7/8
	--
	--

	  Admin. Support
	FG 3-6
	FG 7/8
	FG 9/10
	--
	--

	  Technical Support
	FG 5/6
	FG 7/8
	FG 9/10/11
	--
	--

	  Paraprofessional
	FG 7/8/9
	FG 10/11
	FG 12/13
	--
	--

	  Professional
	FG 5/7/9
	FG 11
	FG 12
	FG 13
	FG 14/15

	  Technical
	FG 5/7/9
	FG 11/12
	FG 13
	FG 14
	FG 15

	  Engineering
	FG 5/7/9
	FG 11/12
	FG 13
	FG 14
	FG 15

	  Specialized
	Varies by Job Series


Job Documentation:  New career level definitions have replaced position descriptions and classification guides.  These identify the level and nature of work being performed for each level in each job category.  The definitions also indicate the knowledge, skills, and other requirements necessary to perform the work at a given career level.  
A Within-Grade Buyout Is Added
Each individual employee moves into the core pay plan at their current pay rate, plus a Within-Grade Increase (WIG) buyout for employees below a step 10.  Employees at step 10 do not receive a WIG buyout, because they are not eligible for a future WIG increase under the FG pay system.
The WIG buyout is a pro-rated amount of pay that recognizes time served toward an employee's next expected within-grade increase.  The WIG buyout is added to an employee's current pay rate, and it becomes part of the employee's new base pay.  The formula to calculate the WIG buyout is:

	PRIVATE
Percent of WIG Earned
	
	Next WIG Amount
	
	WIG Buyout

	[image: image2.wmf]PRIVATE
Days Since Last WIG 

Days Between Scheduled WIG’s
	X
	PRIVATE
 WIG Increase Dollar Amount
(Excluding Locality Pay) 
	=
	PRIVATE
Pro-Rated WIG Increase 


 
Adjustments will be Made to Base Pay if it is Outside Pay Band
Less than the minimum.  If an employee's base pay after the WIG buyout is less than the pay band minimum, his/her base pay will be increased to the pay band minimum.  

More than the maximum.  If an employee's base pay after WIG buyout is higher than the pay band maximum, he/she will retain that salary (pay retention), regardless of the pay band maximum.  See the Core compensation Plan under grandfathering to see how future pay increases will be handled. 
Base pay will not be reduced.  Converting to the core plan will not cause any employee's base pay to be reduced.
Locality Pay will be Added Where Applicable 
Locality pay will continue to be added to employees' pay, at Government wide rates.










	How Does My Pay Change Once I’m In The Core Plan?


Annual Pay Changes 

With the conversion to the Core Plan, the traditional annual pay changes (annual general increase, within grade increases, and quality step increases) are eliminated. 

The funds normally used to give employees the annual general increase, within grade increases, and quality step increases have been reallocated to two new types of annual performance-based pay increases:  
Organizational Success Increases and 
Superior Contribution Increases.  
· Organizational Success Increase (OSI)
The OSI is an annual increase to base pay given to employees based on how well FAA meets its performance goals.  
Eligibility.  Eligibility for the OSI requires an acceptable performance level, acceptable conduct, and 3 months service.   
Amount of Increase.  All employees who receive the OSI will get the same percentage increase to their base salary.  The OSI is determined by the Administrator based on Agency performance during the previous year.  Presuming FAA meets its performance goals, the OSI will be higher than the General Increase other Federal employees receive, because the OSI will include a portion of the funds previously spent on WIG's.
· Superior Contribution Increase (SCI) 
The SCI is an additional increase available to employees who provide superior contributions to the organization.  It is similar in concept to the Quality Step Increases available under the FG pay system.  
Eligibility.  Eligibility for the SCI requires an acceptable performance level, acceptable conduct, and 3 months service
Amount of Increase.  Provided to top performers in two SCI tiers.  SCI 1: approximately 20% of employees receive the OSI plus an additional 1.8%.  SCI 2: approximately 45% of employees receive the OSI plus an additional .6%.    


· Superior Contribution Increase Criteria 

The criteria used to determine if an employee receives an SCI are:  
For All Employees
Collaboration - The extent to which an employee’s work with others contributes to the productivity and success of the organization.

Customer Service - The extent to which an employee provides products and services that meet the needs of internal and/or external customers and the degree to which products and services are sound and delivered on time.
Impact on Organization Success - The extent to which an employee successfully sets priorities and completes work that directly affects the ability of his/or her organization to meet its performance objectives and deliver high quality products and services.

For Managers Only 



Management Leadership - The extent to which a manager or supervisor creates a work environment that results in the delivery of high quality products and services which are timely and within budget.  He/she demonstrates a commitment to the value of diversity, Model Work Environment, team development, fiscal responsibility, performance management, and adherence to applicable workplace safety requirements.



· 
· 
· 
· 
Other Pay Changes
Additional pay-setting policies have been established under the core plan: 


· Promotions

A promotion is a change to a higher pay band that results from a change in job series, job responsibilities, or employee competencies, skills, or abilities.  Promotional increases can range from 0% to 15%, or to the new band minimum, and must average 8-10% per year per organization.  Managers use decision tool to determine appropriate increase.
· Reassignments

A reassignment is a pay increase of 1% to 7% with no change in pay band
Reassignments must average 4-5% per year for any increases granted and are limited to no more than 20% of all reassignments per organization.  Reassignment increases must be approved by head of Line of Business/Staff Office, and approval authority may not be re-delegated.

· In-Position Increases

An in-position increase acknowledges special circumstances such as an employee’s significant professional growth or the increased complexity of an employee’s current job.  
 An in-position increase is a pay increase of 1% to 7% with no change in pay band.  In-position increases must average 4-5% per year for any increases granted and are limited to no more than 2% of employees per year.  In-position increases must be approved by head of Line of Business/Staff Office, and approval authority may not be re-delegated.






· Demotions

A demotion is a change to a lower pay band.  At the time of a demotion, pay determinations may vary based on the circumstances. 




· New Employees

Base salaries for newly hired employees may be set anywhere within the assigned pay band.  
A base salary that is in the upper two-thirds of the pay range requires additional levels of approval. 
Competition

Formal competition to fill new jobs is required when considering employees from a job category with lower level pay potential to one with higher pay potential or when considering employees with no supervisory experience for a supervisory position.

Employee movement to a new position in the same job category or to a job category with the same pay potential does not have to be competed formally.  Managers may elect to use competitive processes to fill any position.  However, whether or not competition is used, selecting officials must justify that their selections are based on merit principles.     

Awards
Cash awards and non-monetary awards continue to be available to recognize individual contributions and accomplishments. 
	What’s New With The SCI?


Details on Changes to SCI and PMS Processes

· FAA’s corporate Performance Management System (PMS) and the Core Compensation System’s Superior Contribution Increase (SCI) program are being integrated into one consolidated performance assessment process.

· The existing concepts of PMS and SCI will continue under the new system.

· PMS will focus on attainment of basic performance expectations, and will involve up-front communication of performance standards, identification of developmental needs, feedback and coaching throughout the cycle, and a narrative summary of performance at the end of the cycle.

· SCI will focus on differentiating levels of performance by recognizing employees who provide superior contributions and accomplishments, above the basic performance expectations.

· For those employees who are currently covered by one process but not the other, PMS and SCI will continue as “stand-alone” processes.

· AHR has developed a “one-stop” performance assessment website to include links to PMS and SCI policies, information, forms, and automated tools.

· The managerial narrative summary in the PMS automated tool will be moved automatically to the SCI automated tool, where it can be modified if necessary for SCI purposes.  For those organizations that are not using both automated tools, guidance will be provided on how managers can copy the PMS narrative into the SCI process.

· The employee self-assessment in the PMS automated tool will be moved automatically to the SCI automated tool, where it can be modified if necessary for SCI purposes.  For those organizations that are not using both automated tools, employees will be able to submit their PMS self-assessment for the SCI process.

· Procedures have been streamlined in the SCI and PMS processes:

· Employee self-assessment narratives used in the SCI process and the narrative summary used in PMS can be prepared in bullet format.  

· Users will be able to insert text from other Word documents into the PMS and SCI automated tools.

· Managers will summarize all of the SCI criteria in one overall narrative on the Contribution Assessment Decision Document (CADA), instead of addressing each criterion separately.

· The descriptions of the criteria have been revised into a more concise, easier to understand format, although the criteria themselves have not changed.

· The CADA form has been revised to eliminate the “radio buttons” and simplify the procedures for completing the form.

· The employee self-assessment form has been revised to make it easier to understand and complete.

· Additional guidance has been prepared to clarify the purpose and procedures for the peer review process.


PMS/SCI Process Home Page Instructions

These instructions are to assist you in navigating through the PMS/SCI Integration process website.  From this site you will be able to access all PMS and SCI Documents as well as log in to gain access to the PMS Software Tool and the SCI Software Tool.    
Although the PMS/SCI relationship has been revised, the existing concepts of both programs remain the same.  PMS will focus on attainment of basic performance expectations, and will involve up-front communication of performance standards, identification of developmental needs, feedback and coaching throughout the cycle, and a narrative summary of performance at the end of the cycle.  SCI will focus on differentiating levels of performance by recognizing employees who provide superior contributions and accomplishments, above the basic performance expectations.  

However, to address duplication of effort, time requirements, and workload for managers and employees who are under PMS and SCI, the following key features are now available: 

· PMS Software Tool:
--Managers have the option of downloading an employee’s performance summary into the SCI software tool as the SCI narrative summary.
--Employees have the option of providing an overall self-assessment summary as well as self-assessment by outcome and expectation.  
--
Employees have the option of downloading the self-assessment summary into the SCI software tool.    

· SCI Software Tool:
--The descriptions of the SCI criteria have been revised into a more concise, easier to understand format, although the criteria themselves have not changed.

--The Contribution Assessment Decision Document (CADA) form has been revised to eliminate the “radio buttons”. 

--Managers will develop one overall narrative summary for an employee’s SCI, instead of addressing each criterion separately. 
--Employee self-assessment narrative has been revised into a more concise, easier to understand format, although the criteria themselves have not changed.

--Managers (performance summary) and employees (self-assessment narrative) will also have the option of “pulling” the text from the PMS software tool. 
--The basic software operations (entering data, viewing, printing, etc.) and legal requirements (signing, dating, and filing in the EPF and/or OPF) of both tools remain the same. Therefore, the instructions found within each software tool are not repeated in these basic instructions but rather the instructions that are required to use the new PMS/SCI integration process. 

· Basic Instructions:
--Users log-in by entering name and  “password” (and checking the “Supervisor” box if applicable) to obtain access to the transition page.  

--User Name: YYSmithXXXX, where YY is the region (Headquarters = WA, Southern = SO, Western = WP, etc.) and XXXX is the last 4 of the users SSN.

--Password: Defaulted to “test” to enter system for the first time.  Users will have an option of changing the password after entering the system. 

--At this point the Privacy Act Statement will appear.  In order to proceed, you must read and “close” the statement by clicking on the “Close” box.

--At the transition page you can either select the PMS software tool or the SCI software tool in the order you choose. 

NOTE:  Performance summaries and employee self-assessment summaries can be downloaded from the PMS software tool to the SCI software tool but NOT from the SCI software tool to the PMS software tool.  For this reason we recommend you complete the PMS performance summary or PMS employee self-assessment summary first.

Managers:
--Follow the instructions in the PMS software tool “Quick Start” to develop a performance summary for an employee.
--
Close the PMS software tool, enter the SCI software tool, and initialize a CADA for the same employee.

--During the initialization process you will have the option of pulling the PMS performance summary into the SCI narrative summary box. 

NOTE: If you did not first enter a PMS performance summary into the PMS software tool you will not have this option during initialization. 

--Using employee self-assessment narrative, your observations, and other appropriate input sources, modify, as required, the PMS performance summary text as required for SCI narrative summary purposes. 

--Because an employee’s SCI narrative has been created you will now have an additional option if you choose to modify the PMS performance summary in the PMS software tool: The ability to download the PMS performance summary into the SCI narrative summary.  However, if you choose this option, the text will overwrite ALL the text in the SCI narrative summary.

Employees:
--Follow the instructions in the PMS software tool “Quick Start” to develop a self-assessment summary. You now have the option of providing an overall self-assessment, a self-assessment by outcome and expectation, or both.

--Close the PMS software tool, enter the SCI software tool, and initialize the self-assessment form.

--During the initialization process you will have the option of pulling your PMS self-assessment summary into the SCI self-assessment narrative.  

NOTE: If you did not first enter a PMS self-assessment summary into the PMS software tool you will not have this option during initialization. 

--Modify, as required, the PMS self-assessment summary text for your self-assessment narrative. 
--Because you have created your SCI self-assessment narrative you will now have an additional option if you choose to modify the PMS self-assessment summary in the PMS software tool: The ability to download the PMS self-assessment summary into the SCI self-assessment narrative. However, if you choose this option, the text will overwrite ALL the text in the SCI self-assessment narrative.
	THE BIG PICTURE


PMS/SCI INTEGRATION: BASIC SOFTWARE FLOW 



	With The New Streamlined SCI Process How Do I Write The Employee Self-Assessment Narrative OR How Do I Write The CADA Narrative Recommendation?


Writing an Effective Employee Self-Assessment Narrative OR: Writing an Effective CADA Narrative Recommendation: Tips and Techniques
FOLLOW INSTRUCTIONS
1. FOLLOW INSTRUCTIONS

Read the criteria
List contributions in bullet format

Discuss specific contributions
Use examples that are relative to the continuum
Avoid broad generalities

Be brief

Do not exceed the space allowed 

2. REMEMBER YOUR PRIMARY AND POTENTIAL READERS

PRIMARY READERS  
Decision level manager
Employee (for the manager writing the CADA)
POTENTIAL READERS  
Peer manager review (if utilized)
Authorized third party (if challenged)

3. WRITE SO YOU CANNOT BE MISUNDERSTOOD

Important for
PRIMARY READERS AND

 POTENTIAL READERS

4. SHOW CLEAR CONNECTION

Between
SCI CRITERIA AND 

EMPLOYEE SUPERIOR CONTRIBUTIONS (ACCOMPLISHMENTS) FOR SCI ASSESSMENTS

Avoid
STATEMENTS THAT SIMPLY PARROT THE CRITERIA AND THE DEFINITIONS OF THE CRITERIA
5. GIVE YOURSELF TIME TO WRITE ROUGH DRAFTS

You should have already written a 
MID-YEAR PMS SELF-ASSESSMENT OR REVIEW AND   

A YEAR-END PMS SELF-ASSESSMENT
USE THESE, WITH EMPHASIS ON CONTRIBUTIONS AGAINST THE SCI CRITERIA
6. FIGHT AMBIGUITY AND ABSTRACTIONS
For example, write  
Tracked division travel expenditures, analyzed underlying trends, and identified possible cost saving efficiencies
Instead of 
Understands what the objectives of the organization are and how important it is to keep them in mind when work is performed
7. LET ACTION VERBS TRIUMPH OVER NOUNS AND ADJECTIVES
Write
Partnered with school officials and non-profit employment agencies to discuss information on occupations and career opportunities at FAA
Instead of 
By exhibiting a positive attitude, being open-mined, starting each day with a smile the employee ensured organization success

8. GET TO THE POINT
Write 
Established a new team structure that abolished six supervisory positions

Instead of
Oversaw the formal establishment of a revised organizational structure consisting of new self-directed teams that was responsible for the elimination of six supervisory positions
9. USE A CONSISTENT SENTENCE STRUCTURE WITH EACH BULLET
Begin each bulleted description with a strong verb
–Researched and presented

–Designed flyer layout

–Mentored and coached

–Brought potential schedule conflicts

–Increased proficiency 

–Offered informal mini-training sessions
10. KNOW THE RELEVANCE OF EACH CONTRIBUTION
Know the contribution that is part of the employee’s daily job

–Employee receives the OSI for this
Know the contribution that is above and beyond the employee’s daily job

–Employee receives the SCI for this


	


	How Can I Learn More?


Discuss the Core Plan within your Organization


Please review this web site and its links carefully and take full advantage of the content.  
If you have further questions please visit PMS/SCI Integrated Home Page at (http://www.faa.gov/ahr/sci/bpap1.cfm ), the Core Compensation web site at  (http://www.faa.gov/corecomp/), and the Core Compensation Human Resource Policy Manual (http://www.faa.gov/ahr/policy/hrpm/comp).  You may also wish to contact your servicing Human Resources Management Office, talk with your manager, or contact your organization’s Core Compensation Implementation Team Representative.















Check the PMS/SCI Integrated Home Page Web Site



   INTERNETWEB SITE: 


http://www.faa.gov/ahr/sci/bpap1.cfm
Check the Core Compensation Web Site


   INTERNET WEB SITE:
http://www.faa.gov/corecomp/ 
Check  the Core Compensation Human Resource 

Policy Manual on line 

   INTERNET WEB SITE: 
http://www.faa.gov/ahr/policy/hrpm/hrpmtoc.htm#comp
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PMS Software Tool





Performance Summary


Overall employee self-assessment


Download data into SCI Software Tool (Only after CADA is initiated)





PMS/SCI Integration ““Transition Page”  Page”





User must sign on (User Name & Password) to access page


Must close Privacy Act Statement


Link to PMS & SCI Software Tool(s)


Log out or return to home page 





PMS/SCI Integration Home Page





 


Resides on the AHR website.


Instructions for the PMS/SCI Integration Process


Links to some PMS & SCI material 


Instructions for the PMS/SCI Integration Process (Doesn’t duplicate PMS or SCI Software Tool(s) Instructions)


User sign on


Privacy Act 








Data Path: “Downloaded” or “Pulled” 





“Pull” Command





SCI Software Tool





Overall Narrative Summary


Self-Assessment


“Pull” data from PMS Software Tool





A “Transition Page” – from the homepage to the software tools is required because of the complexity created by a “common” user sign on. 











1


_1000018435

