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Welcome to the first edition of HR Horizons!  This newsletter comes at a critical time in which the job of human resource management (HRM) is ever more significant in helping the FAA reach its mission goals.  You are impacted daily by HRM systems and programs which have been unfolding in rapid succession, and like any other “customer,” you demand—and deserve—quality services. It has become more and more apparent that HRM is a shared responsibility between the FAA lines of business and staff offices, and the AHR organization.

Together we make up the HRM community, and it is up to all of us, in partnership, to deliver excellent products and services to our FAA customers.  I hope that this publication will “broaden your horizons” on current and future HRM initiatives, and that you will find it useful and informative.







Glenda Tate





Assistant Administrator for Human 

Resource Management

It Takes a Village…FAA People Summit

[image: image2.wmf]It has been said that people are our agency’s most valuable resource.  As the business of the FAA rapidly changes, we cannot lose sight of the people implications associated with these changes; but let’s face it--this is easier said than done.  Human resource management in the FAA has undergone tremendous change in the last several years, but not without its challenges.  Changes in agency culture are not easy to embrace and are often resisted.  The implementation of new HRM systems has created, understandably, a web of uncertainty, frustration, and unresolved “people” issues.  The days of AHR working in a vacuum are long gone.  Every FAA organization has a stake in helping to resolve these issues. 

To deal with these challenges head-on, the Office of Human Resource Management sponsored an “FAA People Summit” at the Mayflower Hotel in Washington, DC, on September 20 and 21.  Key agency executives, HRM staff in the lines of business and staff offices, and the AHR management team participated in the event.  Partnership, collaboration, and teamwork were the underlying themes.

FAA executives dazzled the crowd with enlightening views of the business challenges and people impacts facing their organizations.  Another crowd pleaser involved a facilitated process that helped participants understand how to predict their own and others’ potential resistance to change.
Together, the group members identified a number of business challenges and associated HRM implications that are confronting the FAA.  Here are just some of the burning issues: 

· Building manager/supervisor “people skills” (versus technical skills); 

· Following through on personnel reform initiatives, e.g., performance management;

· Managing recruitment and retention of employees to meet changing skill requirements;  

· Providing the flexibility to offer incentives for recruitment and retention of highly skilled employees.

So what’s next? One participant summed it up by saying, “We must keep the momentum going.”  And that is the plan--an action plan, that is.  In the weeks ahead, there will be a focused agenda to further flesh out the issues and develop an ongoing strategy to resolve them.  Glenda Tate, Assistant Administrator for Human Resource Management, notes: “We must continue to build on our relationships, and through shared responsibility, we will be successful in addressing new FAA people challenges as we pursue our HRM journey.”  Clearly, we’re off to a good start!
Performance Management…New and Improved

By now, you have probably “heard it through the grapevine” that a new performance management system is making an approach into the FAA.  What makes this system unique is its high level of employee involvement. In fact, the system design was strongly influenced by feedback received from 50 focus group sessions held throughout the country and attended by over 500 employees, supervisors, and managers.  The development of new performance standards, i.e., the outcomes and expectations established in each employee’s performance plan, is an integral part of the system. Here is an overview of its five major components: 

Planning– Employees and their supervisors share the responsibility to develop individual performance standards. Even “national” standards for heavily populated occupations will be developed in partnership by a team of subject-matter experts representing labor and management. 

Monitoring - The supervisor observes employee performance and provides feedback throughout the year, not just at the end of the performance cycle. Eventually, employees will provide feedback on the supervisor’s performance management responsibilities.    

Developing - The supervisor has an open discussion with the employee to identify his/her training and other developmental needs and desires for improving job performance and enhancing career progression. 

Performance Summary- A narrative description of the employee’s performance, prepared by the supervisor with input from the employee, is given to and discussed with the employee. This will occur in a face-to-face meeting in which they review the employee’s performance, and identify developmental needs for the next performance period. 
Recognition- Throughout the year, not just at the end, supervisors are encouraged to use a wide variety of awards; e.g., cash and time-off, to reward employees for a job well done. Supervisors can consider non-traditional awards like savings bonds and concert tickets as well.  Employees can also recommend other employees for recognition.

If all goes well, FAA employees will be under the new system by the end of 2001.  By that time, the new performance standards should be in place.  Find out more about the new performance management system in future issues of HR Horizons.

Workforce Planning---An Old Idea Whose Time Has Come Again

It is often said that what goes around, comes around.  Workforce planning (WP) is back on top of management’s HRM agenda thanks to OMB, the Comptroller General, the National Academy of Public Administration, the Department, and key congressional committee chairs.  WP is based on a simple idea that hiring, placement, compensation, and training programs should be integrated around known organizational requirements.  In practice, however, WP involves a great deal of rigorous thinking, analysis, and strategizing.  It asks questions such as: Is a large contingent of employees in specialized occupations likely to retire in the next few years?  Is there a new technology on the horizon that will require expertise not presently found in the workforce?  Will changing business processes require parallel changes in the way that we select, train, and promote?  When fully integrated with business planning and strategy processes, WP can provide sound answers to these questions and logical strategies to address them.

The FAA is forging ahead with three interrelated WP initiatives: one addressing the executive level; another encompassing supervisory and managerial positions; and a third covering individual contributors in key occupations.  These efforts are part of the Department’s overall workforce planning initiative, a high-visibility project that has top management interest and commitment here in the FAA.
You can read more about WP initiatives in upcoming editions of HR Horizons. 

ACE Employee Does “WEL” in Canada’s Air Traffic Organizations

[image: image3.wmf][image: image4.wmf]Wanda Easterwood, a Central Region personnel management specialist, recently graduated from the 1999-2000 Women’s Executive Leadership (WEL) Program, now known as the Executive Leadership Program (ELP).  Easterwood says that the year’s experience has broadened her, dare we say, horizons.  Hundreds of employees have completed this program, but not many have done so in Canada, our northern neighbor.  

The ELP is a 1-year developmental program, sponsored by the Graduate School, USDA, that provides supervisory and managerial training and development opportunities for high-potential Federal employees. The program prepares them for future opportunities as supervisors and managers.

Easterwood tackled a number of assignments, including shadowing Glenda Tate to observe her decisionmaking, collaboration and communication styles.  Tate also provided suggestions on how Easterwood could continue to enhance her knowledge, like reading about what’s going on in the world, continuing to learn, and seeking a leadership position.  

Taking Tate’s advice to heart, Easterwood headed to Ottawa, Canada, where she spent 2 weeks with Canada’s privatized air traffic control system, NAV Canada.  Then, she spent 2 weeks with Transport Canada, the equivalent of our Department of Transportation.  “The developmental assignment in Canada was a tremendous experience, not only being able to actually experience the on-the-job differences and likenesses, but also the cultural change,” she said.  The same professionalism and what Easterwood terms “professional feel” that we find in the FAA was found among the Canadians.  Her hosts were the top officials in each organization, and she was impressed with their global approach to problem solving.  “Canadians have a lot of respect for FAA controllers and the National Airspace System,” she noted.  And she was impressed with the Canadians’ overall system and their acquisition flexibility.  And talk about a model work environment, Easterwood noted that most NAV Canada and Transport Canada positions require bilingual ability in English and French.
Easterwood came back home with a different view of diversity.  She says, “Completing the WEL/ELP is a high point in my career, and I recommend it to anyone who aspires to be in a leadership capacity.”

For information on the ELP program contact your local human resources training office. 

New Labor and Employee Relations Director Gets a Bargain

Melvin Harris is getting a bargain, and then some.  As the new Director of Labor and Employee Relations in HR, he will be managing the FAA’s bargaining unit activities, which have increased significantly this year.  He replaces Ray Thoman, who is now the Deputy Assistant Administrator for Labor and Employee Relations.  Harris has a long background in labor relations, and most recently was the Labor Commissioner for the City of Baltimore.  He says, “Unions serve a vital role in an organization, and it is imperative that management and labor foster a positive working relationship.”  He further adds, “We both have the same interests and goals; however, we may have different ideas on how to get there.  We need each other to succeed.”

Automated Voluntary Leave Transfer Program Coming to a Computer Near You!

“Automation is wonderful,” says Hattie Ware-Jones, the Western-Pacific Region’s (AWP) program manager for the Voluntary Leave Transfer Program (VLTP).   By automating the VLTP, Jones has made it easier for AWP employees to donate leave without having to send applications or make phone calls.  It’s simple and easy to use.  Employees will also be able to donate leave to employees FAA-wide with just a click of a button.   

For now, the automated VLTP is available to AWP employees only, but that will soon change.  Glenda Tate, Assistant Administrator for Human Resource Management, first previewed it while visiting AWP in October 1999 and loved it.  AHR headquarters and the human resource management divisions in the regions partnered to develop it nationwide.  The kickoff date will be announced later, so be on the look out for it!   
Righting a Wrong---The Federal Erroneous Retirement Coverage Corrections Act

Federal employees and annuitants placed in the wrong retirement system will now have relief thanks to the Federal Erroneous Retirement Coverage Corrections Act (FERCCA).  The FERCCA will give many employees an opportunity to choose between the Federal Employees Retirement System (FERS) and the offset provisions of the Civil Service Retirement System (CSRS-Offset).  

Employees can find out more information about FERCCA on the OPM website at www.opm.gov/benefits/correction.  In addition, employees can contact their human resource management offices for further information.
New Premium Conversion Program is Less Taxing

From time to time, we have all complained about paying too much in taxes.  By now, you probably know that Federal employees have been given a break—a tax break, that is!    Pre-tax dollars can now be used to pay Federal Employees Health Benefits (FEHB) premiums under the new  “Premium Conversion” program.  The portion of salary that goes towards health insurance premiums will become non-taxable, thereby reducing your taxes and increasing your take-home pay. 

Participating employees were switched to the new program automatically; however, they had the option to waive the premium conversion.  Why waive it?  For a small number of employees, premium conversion may slightly reduce the Social Security benefits of employees covered by FERS or CSRS Offset. 

This just in…Currently employed Federal workers who are receiving “survivor annuities” can take advantage of the premium conversion program as well.  Survivor annuities are based on the service of deceased Federal employees.  If an employee transfers his or her health benefits premiums from OPM to the FAA, the premiums will be deducted from the employee’s salary and paid with pre-tax dollars, thus reducing taxes.

For more information on how Social Security benefits are calculated, see the website at www.ssa.gov.  OPM has also developed a Premium Conversion Financial Worksheet, available at www.opm.gov.  To transfer health benefits from OPM to the FAA, contact your local human resource management benefits office.

Look What’s “On the Horizon:”

OSI and SCI - Been wondering about the status of the Organizational Success Increase (OSI) and the Superior Contribution Increase (SCI) under core compensation?  Stay tuned in the coming weeks for Broadcast Messages addressing these issues.    
Long-term Care Insurance - For the first time ever, Federal employees will be eligible for long-term care insurance to cover services needed in the event that they are unable to care for themselves due to chronic mental or physical conditions.  Services will be offered in a flexible benefits package that includes nursing home care, home health care, assisted living facilities, and adult day care.  OPM has until October 2002 to implement the program.  The latest information can be found on the OPM website at www.opm.gov/insure/ltc/index.htm.

Job Documentation Wizard – Very soon, managers will have a tool to more effectively use the job documentation system (which replaces position descriptions) under core compensation. The wizard has drop down screens to review series definitions, title selections, category level definitions, and much more.   

I’d Like to Thank the Academy…
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While it’s not exactly an Oscar-winning performance, accolades go out to AHR headquarters employee Sheila Robinson for submitting the winning newsletter name and logo for the HR Horizons newsletter.  At least we won’t have to hear her long acceptance speech!

You Talkin’ to Me?
The HR Horizons newsletter staff welcomes your feedback. Address your comments on cc:Mail to Sheila Robinson or sheila.robinson@faa.gov. on the Internet.
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