
EXECUTIVE WORKFORCE PLANNING (EWP)

For Senior Managers

Frequently Asked Questions

Why is EWP being implemented now? 

Like most of the federal government the FAA is facing an unprecedented outflow of managers and executives over the next 3-5 years. Projections indicate that 50% of the agency’s current executives and 53% of its senior managers will be eligible for retirement by FY 2003. Since the FAA has not addressed executive development systematically since terminating the Candidate Development Program (CDP) in 1994, we are not well positioned to fill these gaps. Finally, it is increasingly evident that new executive skills are needed to meet the changing business requirements of the agency. FAA managers will need to target these skills if they want to be competitive with outside applicants. 

How does EWP differ from the CDP?

Basically, the CDP was designed to develop a pool of qualified candidates to fill executive vacancies as they occurred. The program focused substantial resources on a relatively small group of participants who upon completion of the program could be assigned to executive positions without competition. The agency in fact adopted an operating policy of limiting most entry-level executive positions to graduates of the program.

EWP is an integrated process for executive resource planning, assessment, development, and staffing. It differs in two major respects from the CDP.  First, it will involve many more managers in the assessment process and promote broader participation in executive development activities. Second, EWP confers no special status on participants, who must compete for executive positions along with other qualified applicants. 

Who runs the program?

EWP is an agency-wide process that Lines of Business and Staff Organizations are responsible for implementing in their organizations.  A corporate level EWP Council oversees the program.  Line of Business and Staff Organization EWP Committees conduct EWP activities in their respective organizations and report progress to their Assistant/Associate Administrators and the EWP Council. The Council will review the process and report to the Administrator and Management Board yearly.

How does EWP work?

EWP is made up of four major components: planning, assessment, development, and staffing. All four components build upon a common set of executive competencies called the Executive Success Profile.  Planning provides a systematic look at our executive requirements and a strategy for meeting them.  Assessment measures our senior managers’ readiness to take on executive responsibilities. Development encompasses a wide array of learning activities to improve that readiness. Executive staffing completes the cycle by selecting and placing highly qualified people in the agency’s top leadership positions.   

What does participation involve? 

Participants are afforded the opportunity to solicit feedback keyed to the Executive Success Profile from their manager, subordinates, peers, and others outside their organization. The EWP Committees will evaluate this feedback together with experience and related career data and provide feedback to participants on the kinds of development they should pursue at this point in their career.  

Participants and their managers are responsible for developing and executing appropriate learning plans. Their progress will be tracked in an automated system and reviewed by their EWP Committee.  This process, shaped by planning guidance from the EWP Council and EWP Committees, will be repeated every two years.

What is the Executive Success Profile?

The Executive Success Profile is a tailored set of executive level competencies that reflects the FAA’s changing business and operational environment. It addresses four main dimensions: achieving operational results; leading people; leading strategic change; and building relationships. Within these four dimensions, fifteen competencies focus on the specific behaviors agency executives need to be effective in their jobs. The Profile draws on industry, OPM, and FAA models and will continue to evolve to meet the agency’s mission needs. A copy of the Executive Success Profile is provided on the AHR homepage.

What kind of training will be offered to participants?

The EWP process puts greater emphasis on demonstrating competencies than on completing formal training. For this reason targeted assignments, coaching and mentoring, and action learning projects will be more common than traditional classroom instruction.  However, appropriate out-of-agency programs will continue to provide valuable learning for some participants and the Council may sponsor FAA-specific learning events if common development needs are identified. 

Who can participate?

All K, L, and M band managers (i.e., those with M-1, M-2, or M-3 designations) who report directly to an executive – or an executive’s deputy - are eligible to participate in the current multi-rater feedback and assessment process.  The EWP Council will consider opening the process to additional participants with equivalent responsibilities and experience later in the year. 

What about employees who aren’t in these groups?

All employees can use the EWP process and Executive Success Profile as a model to structure an individualized development strategy.  Assessing organizational needs, obtaining feedback, mentoring, and coaching, formulating a development plan, and engaging in appropriate learning activities can be done at any level.  As workforce planning is incorporated in business planning models, employees will have more detailed and occupationally specific guidance.   

Are there plans to extend workforce planning to other levels of FAA?

Yes. Workforce planning techniques are currently being extended to key occupational areas (for example, safety inspectors, security inspectors, and electronic technicians). The results of these activities will lead to more comprehensive analysis and planning of workforce needs.  Workforce planning for managerial ranks will begin in the fall of 2001.

When will the EWP process start?

Eligible managers will be invited to participate in late March or early April. The multi-rater feedback process will commence later that month. Committee feedback should be available in July, and development activities would begin thereafter.

Who do I contact if I’m an eligible manager and want to participate?

The EWP Committees will solicit participation from eligible managers in their organizations, identify a point of contact, and set a deadline for response. You must indicate your interest to the point of contact within the specified timeframe to register for the multi-rater feedback and Committee assessment process.  

Where can I get more information?

For general information on the EWP contact one of the following AHR EWP team:

ATS:   
Melissa Riesco  


ARA:   
Paul Meyer
 

AVR:   
Jim Guy             
 

ARP:
Debora Clough   
 

ACS: 
Debora Clough   
 

AST:
Debora Clough   
 

AOA/ADA:
Donna Marits    
 

Staff Offices: 
Donna Marits    


