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General

Q1. When will the Core Compensation Plan be implemented?

A. The Agency is planning to implement the Core Compensation Plan on April 23, 2000, for all nonbargaining unit employees, except those already covered by the Air Traffic specialized pay plan.

Q2. Is the Core Compensation Plan a permanent change?

A. Yes.  The Core Compensation Plan represents a new way for the Agency to manage compensation.  There are no plans to return to the current system.  The new system will be continuously evaluated to identify changes that would result in improvements.  When needed changes are identified, they will be implemented.

Q3. Will employees make less money under the Core Compensation Plan?

A. Many employees will actually earn more under the Core Compensation Plan.  In the first year of the plan, the Agency will spend more money under the Core Compensation Plan as a result of providing the Within-Grade Buyout.  On an annual basis thereafter, the Agency will spend the same amount of total funds on employee pay increases under the new system as under the old system.  The Core Compensation Plan, however, provides different size increases to employees based on their performance and contributions.  An employee that earns a Superior Contribution Increase -- even only once -- will typically earn more total pay over a period of time under the new system than under the old system.  Employees that were on higher steps (who had to wait every two or three years to earn a Within Grade Increase) will typically earn more total pay under the new compensation plan -- even if they never receive an SCI.

Q4. Why do employees not have the choice to remain with the current pay system versus move to the Core System?  We provided a choice whether to stay with the CSRS retirement or move to the FERS retirement.

A. The Core Compensation Plan represents a new set of values and a new way of thinking. It is designed to link all employees to the success of the Agency and to reward them for their personal contributions to our success.  We believe it is important for all employees to strive towards these common goals -- therefore all eligible employees will be covered by the program.
Q5. Will it be easier to fire employees under the Core Compensation Plan?

A. No.  The existing performance management programs, adverse action procedures, and appeals processes are separate from the Core Compensation Plan and will remain in place.

Q6. Does the Core Compensation Plan change premium pay?

A. No.  Current premium pay programs (e.g., overtime, differentials) have not been changed.

Why Change?

Q7. What are the benefits of the new system?

A. The plan offers many benefits to the agency, including:

· Sharpening our focus on key organizational goals.  Our strategic plan describes our objectives as an organization and the strategies for achieving them.  Our new compensation system requires us to more formally quantify key Safety, Security, and Systems Efficiency goals for each year and links our annual budget for pay raises to achievement of these goals.

· Gives Us Control Over Our Own Destiny.  In the past, OPM, Congress, and the White House determined how we paid FAA employees.  We now have the authority to develop our own compensation systems that allow us to better address FAA’s unique situations, needs, and goals.

· Helping us attract and retain the best.  Higher overall pay opportunities and pay increases based on performance will help us attract the talent we need to meet the mission of our agency – and help us retain the highly experienced and valuable workforce we already have.

The plan also offers new features for employees.  

· Higher pay opportunities.  On the date of conversion, most employees will have a pay band maximum that is higher than the step 10 of their current grade.

· Competitive base pay increases.  While many employees are concerned about annual raises – the Core Compensation Plan actually spends the same funds on annual base pay increases as the old system.  All the funds previously devoted to General Increases, Within-Grade-Increases, and Quality Step Increases will now be spent on Organizational Success Increases (OSI) and Superior Contribution Increases (SCI).  Of this total pool of funds, typically about 0.6% will be devoted to SCI and all the rest will be devoted to the OSI.  This means that, assuming we meet our organizational goals, all eligible employees will receive a very competitive pay increase.  In addition, those employees who have provided superior contributions will receive an additional increase.
Q8. What is wrong with the current system?

A. Some of the problems we have experienced include: difficulty attracting key technical talent or retaining employees with unique and marketable skills, and limited ability to recognize those employees that are making significant contributions to the organization.  The Core Compensation Plan is designed to offer more competitive pay opportunities, provide greater pay setting flexibility, and offer higher rewards for the highest performers.

Q9. The EAS says employees are satisfied with their pay -- so why are we changing?

A. The 1997 Employee Attitude Survey (EAS) indicates that many  employees are satisfied with their pay levels.  However, only 17% of employees felt that there are things about working in the organization (such as policies, practices, or conditions) that encourage them to work hard; and only 29% felt that the FAA inspires the very best in them.  The Core Compensation Plan is designed to encourage continuous improvement in performance and productivity – and to reward those that provide superior contributions to organizational success.

Why Change? (continued)

Q10. Why did we choose this pay plan?

A. The Core Compensation Plan was designed to support the FAA’s compensation values (as described in the Compensation Framework), fit the FAA’s culture, and solve problems with the existing system.  A team of employees and managers from across the Agency worked together to learn about compensation program alternatives, including those used by private-sector companies and by other exempt Federal agencies; evaluate each alternative; and choose the approach that would work best for the FAA.

Q11. Have other public agencies adopted a system like the Core Compensation Plan?

A. There are many excepted services in existence that have different compensation systems, including: GAO, FBI, FDIC, Federal Reserve, Navy (China Lake), National Institute of Standards and Technology (NIST), Commerce Department, U.S. Department of Agriculture, U.S. Department of Veterans Affairs, and the Postal Service.  OPM has also begun development of proposals for a long-term overhaul of the federal pay system.  Many of these systems share concepts and components with the Core Compensation Plan, such as pay bands and increased emphasis on recognizing organizational and individual performance.

Q12. How will the Core Plan help us attract new hires?

A. The Core Compensation Plan will help us attract new employees by providing more competitive pay opportunities and enhanced rewards for superior performance.  The new pay bands typically have higher maximums than the existing General Schedule grades, which allows us to be more competitive in hiring employees with unique or high-demand qualifications.
Q13. Why are we implementing the Core Compensation Plan agency-wide before the ARA Pilot is completed?

A. The Core Compensation Plan provides new flexibilities and benefits -- to both the agency and to employees.  Initial feedback from ARA and from the early evaluation results has been positive, and ARA management has  recommended that the entire agency proceed with implementation.  The second phase of the evaluation of the ARA Pilot will be completed prior to implementation in April 2000, and ongoing evaluation and assessment of the operation of the ARA Pilot and of the Core Plan’s operation after implementation will all provide additional opportunities to make adjustments to the Plan if appropriate, both prior to and after implementation.  The Compensation Committee, the Management Board, and the Administrator believe the Agency should take advantage of the new flexibilities as soon as possible.
Q14. When will the lessons learned from the ARA Pilot be communicated?

A. The ARA evaluation will be completed in three phases.  The initial evaluation -- focusing on the implementation and communication process -- is currently underway.  The results of this evaluation will be shared with employees as soon as the information derived from the evaluation has been analyzed and conclusions drawn.  The second phase will be completed in early 2000, and the results of that phase will also be provided to employees.

Who is Covered?

Q15. Who is covered by the Core Compensation Plan?

A. The Core Compensation Plan will cover all non-bargaining unit FG and FM employees, except those already included in the Air Traffic specialized pay system.  The Core Compensation Plan will also be the basis for the development of all future bargaining unit compensation plans.  However, bargaining unit members will not be converted to the Core Plan until an agreement is reached between their union and the agency.

Q16. How does this new system affect executive positions?

A. The Core Compensation Plan does not cover FAA executive positions.  There is a separate pay system, the Executive Pay Plan, that will cover executive and senior professional  positions.  Many of the provisions of the Executive Pay Plan are similar to the Core Compensation Plan, including performance based pay increases.

What Happens at Conversion?

Q17. Will employees lose pay when converted to the Core Compensation Plan?

A. No.  All employees will retain their existing pay rate at the time of conversion to the Core Plan.  And most employees (except those in step 10 or with a Within-Grade Increase due on the date of conversion) will actually receive a base pay increase (a WIG Buyout) on the day of conversion.

Q18. What happens to my base pay on the day the Core Compensation Plan is implemented?

A. Employees that are eligible for a Within-Grade Increase will receive a WIG Buyout that is equal to a pro-rated Within-Grade increase.  (Employees with a WIG due on the date of conversion will receive the full WIG on that date and will not receive a WIG Buyout.)  If an employee's pay is below the new pay band minimum (after applying the pro-rated Within-Grade increase) they will also receive an increase to ensure their base pay is equal to the pay band minimum.  Employees with base salaries above the pay band maximum will keep their pay rate and be placed on pay retention.

Q19. How is the WIG Buyout calculated?

A. An employee's WIG Buyout is calculated in two steps.  The first step is to determine the percent of the next WIG the employee has worked toward, by dividing the number of days since the last WIG increase  by the number of days between WIG increases.  The second step is to multiply the amount of the next WIG increase by this percent.  For example, if an employee is currently an FG 13, Step 4; the date of the last WIG was August 15, 1999; and the effective date of the new System is April 23, 2000; then the WIG Buyout would be calculated as follows:  ( 252 / 728 days) * $1,793 = $621.

Q20. Is the WIG Buyout a lump sum payment?

A. No.  The WIG Buyout is an increase to base pay.

Q21. What if an employee is due a Within Grade Increase but current base pay is already above the new pay band maximum?

A. All employees eligible to receive a Within Grade Increase will receive the WIG Buyout as an increase to base pay -- even those whose pay is already above the pay band maximum.
Q22. What if my base salary is below the new pay band minimum?

A. If an employee's base salary is below the pay band minimum -- after receiving the pro-rated Within Grade Increase -- his or her base salary will be increased to equal the pay band minimum.

Q23. Why don’t Step 10 employees receive a WIG Buyout?

A. Only those employees that are eligible to receive a Within-Grade Increase at the time of conversion will receive the WIG Buyout.  Employees at Step 10 cannot receive a Within-Grade Increase, and they therefore don’t receive a WIG buyout.

What Happens at Conversion? (continued)

Q24. What if my current job series is incorrect?

A. Prior to implementation of the Core Compensation Plan, each Line of Business and Staff Office will complete a review of certain job series to ensure that positions are assigned to the appropriate job series.  In the event that employees’ positions are assigned to incorrect job series, they will be moved to the appropriate job series.  If employees feel they are assigned to an incorrect job series, they should bring the concern to the attention of their managers.

Job Series and Job Categories

Q25. Will my job series change?

A. For the most part, job series do not change in the new plan.  FAA job series were analyzed to identify areas where the nature and type of work being performed were similar and where matches were similar to external survey benchmarks, using job market surveys.  As a result of this analysis, most job series will remain unchanged.  A few job series have been eliminated, and employees in these series will be assigned to a new job series that is similar to the current series.  Information about specific job series is available on the Core Compensation website at www.faa.gov/corecomp.

Q26. What are Job Categories?

A. Job series are grouped together into job categories that reflect similarities in the nature of the  work performed and in external competitive pay levels.  Job categories play a role in helping determine appropriate pay levels for similar types of jobs.  Nine job categories have been defined: Student, Clerical Support, Administrative Support, Technical Support, Paraprofessional, Professional, Technical, Engineering, and Specialized.

Q27. What is a Career Level?

A. A career level defines the number of progressions within a particular job category.  The progression level increases are based on the level of knowledge, skills, and abilities required for performance of a particular job, or other factors associated with the job (e.g., complexity).  Each job category has a standard number of levels – typically either 3 or 5.

Classification and Position Descriptions

Q28. Will there be position descriptions?

A. No. Position descriptions will no longer be used under the Core Plan.  A new job evaluation process, called Job Documentation, will consist of:  definitions of each job series (for the most part unchanged from the current system); definitions of each job category; and definitions of the levels within each category.  This information is available on the Core Compensation website at www.faa.gov/corecomp.
Q29. Who will decide what an individual's job duties and responsibilities will entail?

A. Managers will continue to define employees' duties and work assignments.  This is unchanged under the Core Compensation Plan.

Q30. How will a job be graded?

A. Managers will be responsible for determining the job series and career level that characterizes each position.  Each manager will receive training and written guidelines for the use of the Job Documentation process.  In addition, assignment of positions to higher levels may require additional approval.

Q31. What criteria will be used to determine whether a job is in a manager pay band versus a non-manager pay band?

A. The definitions and criteria for supervisor and manager positions are not changing.  To be assigned to a manager career level, an employee must be required, as a regular part of their position, to perform supervisory or managerial functions such as assigning work to subordinates, approving leave, assessing performance, initiating and approving personnel actions, and initiating disciplinary or corrective actions.
Pay Bands

Q32. What is a pay band?

A. A pay band is a range of pay associated with a particular job category and career level.  Each pay band has a minimum and maximum.  The minimum is the lowest base pay rate for a job within that band.  The maximum is the highest base pay rate for a job within that band.  In most cases, the pay band maximum is also an employee’s pay potential, meaning the highest level of base pay an employee is eligible to receive at that level. 

Q33. What market data was considered to develop the pay bands?

A. Each job series was compared to the FAA’s primary labor market and potentially to a secondary labor market as well.  The primary labor market for the FAA has been defined as the aerospace and airline industries.  These industries represent key clients and customers of the FAA, and in many cases are also competitors for the same labor pool.  These industries also employ many similar types of skills as the FAA.  This labor market is used for all job series.  Secondary labor markets are used for many job series to incorporate data from a broader set of industries.  Secondary labor markets may include, but are not limited to, cross-industry (i.e., all private and public sector industries combined), high technology, health care, bio-technology, and other Federal agencies.  

Q34. On what basis are jobs assigned to a pay band?

A. Each job series is assigned to a specific job category, based on the external market value of the job and the nature of work performed within the job series.  An analysis is completed by the FAA to determine the prevailing pay levels for job series within each job category, and for the career levels within each job category.  Each career level within a job category is then assigned to the pay band that most closely mirrors the external competitive pay level.  Pay band assignments are reviewed on a regular basis during the competitive analysis completed by FAA, and should the external relative value of a position change significantly over the course of time, the pay band assignment could also change.

Future Changes

Q35. How often will the pay bands be adjusted?

A. Pay levels will be analyzed and adjusted on an annual basis, typically in November or December. Each pay band may adjust by a different amount, depending on the changes in the market.

Q36. What happens if a pay band is adjusted downward?

A. The minimum and maximum of the pay bands are typically adjusted annually based on changes in market pay levels.  Pay band are typically increased each year based on this analysis.  In the rare event that a pay band decreased, employee pay would remain unchanged.  If the employee was paid above the new pay band maximum, the employee would be placed on pay retention.

Pay Bands (continued)

Q37. What if the annual compensation survey shows a decrease for my job category?  Will my pay decrease?

A. No.  Individual employee base pay will be unchanged as a result of the annual compensation survey – regardless of whether the survey results are higher or lower.  The annual survey is used to adjust the FAA’s pay bands to ensure they remain competitive with external pay levels.

Q38. What happens if a pay band is increased and an employee's salary now falls below the pay band minimum?

A. The employee's base salary would be increased to be equal to the new pay band minimum.  This is effective on the date the pay bands are adjusted.

Base Pay Changes

Promotion

Q39. What is a promotion?

A. A promotion is a job change that results in assignment to a higher pay band.

Q40. Is it possible to receive a promotion increase within a pay band?

A. No.  Promotional increases are provided when an employee moves to a higher pay band.  Within a pay band, an employee's base pay increases only as a result of the OSI’s and SCI’s.

Q41. How will available positions be advertised?

A. The process for advertising employment opportunities is not changing.  Positions requiring competition, or where competition is optional and desired, will be announced through the Agency's vacancy announcement system.

Demotion

Q42. What happens when an employee is demoted?

A. Under the Core Compensation Plan, a demotion is defined as a job change that results in a lower pay band assignment.  Pay-setting in the event of a demotion depends on the nature of the action. (See following questions for detailed explanation.)

Q43. What happens when an employee is demoted through no fault of their own (e.g., an involuntary job change)?

A. The employee would retain his or her current base salary.  However, if the employee's base pay exceeds the pay band maximum for their new level, future OSI’s and SCI’s would be provided in the form of lump sum payments rather than base pay increases, until such time as the employee’s pay rate falls within their pay band.
Q44. What happens when an employee is demoted as part of his or her participation in a career development program?

A. The employee would retain his or her current base salary when participating in a career development program approved by the Assistant Administrator for Human Resource Management.  However, if the employee's base pay exceeds the pay band maximum for their new level, future OSI’s and SCI’s would be provided in the form of lump sum payments rather than base pay increases, until such time as the employee’s pay rate falls within their pay band.
Base Pay Changes (continued)

Q45. What happens when an employee is demoted as a result of a performance or conduct problem?

A. Pay is reduced to a comparable position in the lower pay band.  For example, if the employee's pay was 30% of the pay band maximum, then his or her pay would be set at 30% of the new pay band maximum.

Q46. What happens when an employee voluntarily requests a new position in a lower pay band?

A. The hiring manager has the discretion to set base salary anywhere in the new pay band using the new hire pay policy, up to the employee’s current pay rate.

Organizational Success Increase (OSI) and Superior Contribution Increase (SCI)

General

Q47. How will an employee's base salary increase?

A. Each year, an employee is eligible to receive an Organizational Success Increase (OSI) and a Superior Contribution Increase (SCI).  Additionally, when an employee is promoted, they are eligible to receive a promotional increase.  Finally, when the pay bands are adjusted, an employee whose pay rate falls below the new pay band minimum will receive a pay adjustment to the new minimum rate.

Q48. Are employees still going to receive the annual General Increase that the rest of the government gets?

A. No.  Employees will no longer be eligible for the annual General Increase.  They will, however, be eligible for the annual OSI and SCI.  The funds that the agency used to spend on the General Increase, plus Within Grades and Quality Step Increases, are now spent on OSI and SCI.  

Annual Budget

Q49. What will be the average OSI and SCI?  How does this compare to the current annual increase to all employees?

A. Each year, the total pool of funds available for the OSI and SCI will be equal to the annual government-wide General Increase plus 1.6% (the annual amount of money we used to spend on Within Grade Increases and Quality Step Increases).  The Administrator will determine each year how much of the pool will be applied toward SCI’s, and the remainder will be available for payment of the OSI.  The Administrator will determine the actual amount of the OSI, based on the Agency's overall success in relation to the OSI goals.  Since only a small portion of the total pool will be set aside to fund SCI’s,  the OSI will typically be significantly higher than the General Increase, assuming we meet our OSI goals.

Q50. What is the pool of funds saved from not giving WIGs?

A. No funds are saved from not giving WIGs.  The funds we previously spent on WIGs (approximately 1.6% of base pay) are now spent on the OSI/SCI program.
Q51. Is the Core Compensation Plan really just a way to save the Agency money?

A. No.  The Core Compensation Plan is designed to spend the same amount of money as we used to under the old compensation plan.  We are just using the same funds in a different way.

OSI and SCI (continued)

Q52. How will the Agency ensure that the funds are available for the OSI and SCI? 

A. The funds for OSI and SCI will be "fenced" to ensure the Agency's ability to pay increases to employees.  The Administrator's broadcast message on July 6, 1999 confirmed her commitment to ensure that funds for salaries and future increases are protected.

Q53. Will increases provided to other bargaining units (e.g., Air Traffic) reduce the size of increases to other employees?

A. No.  The annual budget for OSI and SCI are based on the amount of funds previously spent on the General Increase, Within Grade Increases, and Quality Step Increases, for those segments of the FAA workforce that are covered by the Core Plan.  These funds will be "fenced" to ensure the Agency's ability to pay increases to employees.
How OSI Works

Q54. How does the Organizational Success Increase (OSI) work?

A. The OSI is an annual increase that reflects organizational accomplishments.  The Administrator will determine the amount of the OSI payout each year, based on an assessment of how FAA does against pre-determined performance goals.
Q55. Who is eligible to receive an OSI?  Is it an automatic increase?

A. The OSI is not an automatic increase.  Payment of the OSI is based on FAA’s accomplishments in comparison to pre-determined goals.  Those employees who meet minimum performance, conduct, and service requirements are eligible to receive the OSI.
Q56. What are the goals that will be used to determine Agency success?

A. Agency-wide OSI goals will be established and published at the beginning of each fiscal year.  Goals for FY 2000 are now being prepared and will be in place prior to the April 2000 implementation of the Core Plan.

Q57. What happens if the Agency exceeds its goals?

A. In the event that the Agency exceeds its goals, the Administrator has the discretion to establish the annual OSI/SCI pool at an amount greater than the amount previously spent on the General Increase, Within Grade Increase, and Quality Step Increase.

Q58. What happens if the Agency falls short of its goals?

A. The Administrator has the discretion to reduce the amount of the OSI in the event the agency falls short of its OSI goals.

OSI and SCI (continued)

Q59. What if an employee leaves the agency before the effective date of the OSI?  

A. If an employee leaves the Agency prior to the effective date of the OSI increase, he or she will no longer be eligible for the OSI.

How SCI Works

Q60. What criteria will be used to determine who receives an SCI?

A. Guidelines and criteria for use in determining which employees receive an SCI are now being prepared.

Q61. How will top performers be identified?

A. The SCI system will use a multi-rater process that allows for multiple managers to provide feedback and input into the identification of potential SCI recipients.   The immediate manager provides peer managers with a summary of performance and contributions as compared to the SCI criteria for the LOB.  The managers then work together to complete a structured assessment of all potential SCI recipients in order to identify the top contributors.
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