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The Relationship Between the SCI Process and Performance Management: 

Kissin’ Cousins or Distant Relatives?
[image: image2.wmf]Two new major FAA initiatives will make their debut in 2001—the superior contribution increase (SCI) process and a new performance management system (PMS).  Under the Core Compensation Plan, the SCI is an annual increase that rewards individual contributions of top performers. Starting in May, managers will  “practice” the SCI process and will make the actual selections in October and November.  SCI payouts will occur in December or January. The new PMS (featured in the October edition of HR Horizons) encourages joint collaboration between supervisors and their employees throughout the PMS process; emphasizes developmental opportunities for employees; and recognizes employees’ accomplishments when they occur, not just at the end of the performance cycle.

But hold the phone!  If both of these new initiatives are performance based, isn’t there a relationship between the two?  

Yes there is, but the two are not “married,” so to speak.  Performance management is intended to be an ongoing process of goalsetting, development, and feedback; the SCI determination, however, is an annual event.  A significant change under the PMS is the replacement of performance ratings (e.g., “fully successful”) with narrative performance summaries that  measure employees’ performance against the outcomes and expectations they’ve agreed to with their supervisors. Performance management results are not an “automatic trigger” for an increase, since the SCI criteria intentionally do not align with performance standards.  So, here’s the relationship-- supervisors can use the performance summary to HELP them decide if their employees will get the SCI, but it won’t be their ONLY source of input into their SCI determinations.  

Let’s look at a real life example. One of the SCI criteria is “customer service”--the extent to which an employee provides services and products to meet the needs of internal customers and stakeholders in an accurate, timely, consistent, and professional manner.  Most likely, the performance summary would describe your relationship with your customers, so it could be used as a source of information to determine how well you have met that particular SCI criterion.  The bottom line is that a “glowing” performance summary does not guarantee an SCI--but certainly, it can help.    

The two initiatives won’t be on the same cycle until the PMS is fully implemented in 2002.  Look for more information on the SCI process and the new PMS in future editions of HR Horizons and other agency communications. Surveying FAA Attitudes—The 2000 Employee Attitude Survey

Finding Out What’s on Your Mind - Employee Attitude Survey (EAS) 2000 

Last October every FAA employee was asked for an opinion on issues involving the FAA work place.  More than 24,000 of you responded – about 50 percent of the agency’s total employment and clearly enough employees to make the results convincingly representative.  Survey results for the whole agency were released in January.  Results for the individual lines of business and other organizations will be released early next month.

 On the positive side, most employees are satisfied with their jobs, the quality of their worklife, their supervisors, and their pay and benefits.  Employees overwhelmingly acknowledged the progress being made to eliminate harassment and other aspects of a hostile work environment.  Also of interest is the fact that 75 percent of us plan to stay with the FAA for at least 5 years, and, of those who do plan to leave, the overwhelming reason is retirement.  The survey results for these issues also compare well to the Governmentwide results from the National Partnership for Reinventing Government and Merit System Protection Board surveys.  Also, FAA job satisfaction results are higher than found in two private sector benchmarking studies.

The survey pointed to a number of areas that need improvement.  For instance, only about a quarter of us feel we have clear performance expectations, and fewer than a third of us feel that employees are held accountable.  The survey results also pointed a spotlight at the whole area of recognition and awards, where employee satisfaction was only about 25 percent.  

The survey results are available on the Internet on the VOICE (the Virtual Organization for Internal Communications Excellence) website – http://interweb.faa.gov/voice; click on EAS. The website has two items that may be of interest: the EAS 2000 data and the slides that were used to brief the Management Board and union representatives.  The briefing materials contain information that helps put the EAS 2000 into a context by including data from previous surveys and surveys conducted by other organizations. 

Next steps?  The headquarters offices of all organizations will get their results March 5.  These results will be broken down within each organization, usually to the facility level.  Each line of business/staff office is responsible for analyzing its data and devising a process for understanding and responding to the results.  In most cases, the analysis and action planning will be a combined effort between managers and employees.  You should expect information by mid-March about your organization’s results and its analysis/action planning process.

In addition, a cross-organizational work group will identify FAA-wide actions for Management Board approval.
It’s important for each employee to look over the FAA-wide results, and the data for his or her own organization when they become available.  Remember-- workplace improvements don’t happen on “autopilot.”  It will be important for employees at every level of their organizations, including union representatives, to participate in the survey followup activities and to remain interested in the actions the agency takes to address employee concerns.

Got a question?  Contact Paul Twohig on (202) 267-3860. 

Alaskan Region is Putting Culture in the Classroom

Did you know that of the 554 Native American and Alaska Native tribes in the United States, 227 are in Alaska?  More than half of Alaska’s residents live and work in the Anchorage area; yet, many of them know little about Alaska’s native culture.  

[image: image3.wmf]The Federal Government’s continuing need to work with rural communities of Alaska Native tribes and other Alaska Native government entities makes cultural awareness and appreciation essential for maintaining successful relationships.  Regional Administrator Pat Poe thought that the FAA could develop a course to meet this need.   Other agencies have had limited success with this type of training, but the Alaskan Region HR staff members weren’t satisfied with the status quo.  With help from the Alaska Native Heritage Center, they set out to design a prototype course. Alaska Natives and private sector subject matter experts presented the prototype to the Anchorage Federal Executive Association to enlist their sponsorship and support.  It was well received, and after some tweaking, the first scheduled class was presented in April 2000; since then, four more have been completed. 

The training has received high marks.  One student commented that it was the “most valuable training experience I’ve had with the Federal Government, and I’ve been working with them (the Government) for 26 years!”  Another participant observed  “just because you live in Alaska doesn’t mean you understand the Alaska Native culture.  I was born and raised in Alaska and truly felt I walked away with knowledge I had never been exposed to.”  Also, the course was recognized in the National Endowment for the Arts annual publication, and has been adapted in other agencies.

The most remarkable part of the training has been the spirit of cooperation and collaboration that everyone has brought to the effort.  While Alaska can be a challenging place to live, its beauty is incomparable, and the commitment and enthusiasm that people have here are as spectacular as the scenery that abounds.
Upon Closer Examination—The Aviation Careers Division
Let’s suppose that the Flight Standards Service is sponsoring a national recruitment blitz for aviation safety inspector positions.   There’s no question that hundreds, maybe thousands, of people will apply.  Ever wonder how those “mountains” of job applications are processed?  Three words (well, okay, four)--The Aviation Careers Division (AMH-300). What’s amazing is that this “unsung hero” has been in the business for 20 years! 

AMH-300, located at the Mike Monroney Aeronautical Center in Oklahoma City, provides services such as examining, centralized recruitment, inventory management, and applicant referral for mainstream safety-related occupations.  These occupations include air traffic control specialist (ATCS), aviation safety inspector, and airway transportation system specialist/electronics technician, to name a few. They issue national announcements, rate and rank applicants, and distribute referral lists. They also coordinate the scheduling and administration of the ATCS written tests. 
[image: image4.wmf]AMH-300 had humble beginnings.  It was originally called the Special Examining Unit Staff (SEUS).  OPM area offices began shipping ATCS applications to the SEUS to establish the FAA’s first national register.   In May 1981, SEUS’s first manager, Bill Farris, checked out a 

G-van, drove to Kansas City, and picked up 25 boxes of aviation safety inspector applications to establish the second national register.   Clauddia Jackson, an original member of the SEUS, recalls, “As we stared at the stacks of applications that surrounded us that almost reached the ceiling, little could we imagine how this office would expand and how the process of recruiting and examining would change over the next 20 years.”  

When it comes to nationwide recruitment and examining, AMH-300 has been doing it “better, faster, and cheaper.”  It has provided reimbursable services to other Federal agencies and was one of the first functions in the agency considered for franchising (take that, McDonalds!)   The number of awards received has been countless.  From the beginning, AMH-300 has been committed to supporting the agency’s efforts to “have the right people in the right place at the right time!”
HR Website Makes Life’s Changes a Little Easier

You are getting married in a few weeks.   In the midst of preparing for that “big day,” you realize that you’ll need to change your employee benefits.  A major headache ensues.  Well, put down the aspirin and click on Life Links--http://lifelinks.faa.gov-- a new HR website that provides a one-stop guide that links FAA employee benefits to major life-changing events, such as marriage.   

Life Links is the newest addition to HR’s family of employee services.  Available 24 hours, seven days a week, it provides benefits guidance and forms in one convenient location.  Links to other websites (like Social Security Administration, OPM, Thrift Savings Board, Employee Express, etc.) are important features as well.   Central Region’s Jeanette Gladney, the Life Links program manager, says, “By organizing benefits options around life events, Life Links anticipates a variety of options that employees may not consider on their own.  It puts forms and guidance directly in their hands.”  

If you are covered by a collective bargaining unit agreement, the information in Life Links may not apply.   

So whether you’re becoming a parent, retiring, moving, etc., Life Links is there at your fingertips to assist you.  Of course, you can contact your local human resource management office for further information. 

HR Events on the Horizon

Thoroughly Modern HRIS – Plans are underway to develop a new human resource information system (HRIS) that uses state-of-the-art automated tools to meet the changing needs of the FAA’s personnel and payroll processes.   HR’s Business Process Improvement Project is the first phase of the modernization effort to replace the Consolidated Personnel Management Information System (CPMIS) and the Integrated Personnel and Payroll System (IPPS).  Less paperwork, fewer handoffs, and more manager and employee access to information systems are just a few features envisioned for the new HRIS.  There will be more “information” on this project in future issues.

Fund-tastic News - Recent changes in Thrift Savings Plan (TSP) laws will allow participants to save more, save earlier, and save differently in two new funds.  You can make changes during the TSP open season beginning May 15, 2001; most new elections will be effective in July 2001.   In a nutshell:

· TSP participants can increase their contributions by 1 percent per year.  In 2001, FERS employees may contribute up to 11 percent of their basic pay; CSRS employees may contribute up to 6 percent.  By January 2006, the percentage cap will be eliminated completely, although contributions will be subject to the IRS annual deferral limit ($10,500 in 2001.) 
· New employees can contribute to TSP during the first open season of their employment, although agency matching funds won’t kick in until the following open season.  
· TSP will accept rollovers from qualified retirement plans and IRA’s that were set up to accept distributions from qualified retirement plans. This benefit will be available to participants in mid-2001.
· Employees can invest in two new funds beginning  May 2001: the Small Capitalization Stock Index Investment (S) Fund and the International Stock Index Investment (I) Fund.  This is in addition to the C, F, and G Funds currently available.

For more detailed information about TSP provisions and recent changes, visit the TSP website at www.tsp.gov.
HR WELCOME MAT:  The HR community has two new HRM division managers!   

Hat’s off (make that a 10 gallon) to Southwest Region’s Dorothy (Dottie) Taylor.  Dottie’s no stranger to the FAA having held numerous positions over the last 17 ½ years in the Alaskan Region’s Human Resource office and the Anchorage Air Route Traffic Control Center.  Her most recent position was the Southwest Region HR Employment Manager.  Dottie is very excited about her new position and equally excited about the new changes facing the HR organization. 

Chicago is definitely Karen Johnson’s kind of town!  Karen has held for 17 odd years a variety of HR positions there with the U.S. Office of Personnel Management.   Most recently, she served as the Director of the Chicago Service Center, managing that office's transition to an entrepreneurial, customer-driven organization.   Karen is very pleased to have joined the FAA and is looking forward to the challenges of personnel reform.
You Talkin’ to Me?
The HR Horizons staff welcomes your feedback. Address your comments on cc:Mail to 

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