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The USACE Pittsburgh District recently had to draw down from over 800 employees to 520 employees – and accordingly, a reduction-in-force (RIF) was conducted.  

Any time a RIF is conducted, the activity, installation, the CPAC, and the CPOC work together to ensure that all applicable procedures are followed in accordance with statutory and regulatory requirements.  

Much preliminary work went into the actual RIF process, including a comprehensive pre-RIF “scrub” of all the records that were used in the RIF.  All information had to be checked and re-checked thru numerous reports and reviews to ensure that it was absolutely correct prior to the RIF.  After this was done, a Mock-RIF was conducted by a joint team of CPAC and CPOC personnel.  
[image: image7.wmf]Three CPAC employees who worked directly on the RIF were Lisa Eberly, CPAC Director (left); Debbie Misajon, HR Asst (middle); and Debra Jefferson, HR Spec.
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Two CPOC employees from Customer-Focused Branch 2 - Jean Hull, Staffing Spec (left) and Charmaine Carson, Class Team Leader, (right) also worked directly on the RIF.  

The close partnership and working relationship between the CPAC, CPOC, union rep, and management made the RIF process go very smoothly.  
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I had to have a word with a new employee who never arrived at work on time.  I told her that the tardiness was unacceptable and that other employees had noticed that she was walking in late every day.  She agreed that this was a problem and even offered a solution.  "Is there another door I could use?"
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Jim Howard is off the rolls after 32 years of distinguished Federal service!

Jim retired on 3 March.  He has worn many hats throughout his career.  He’s been an employee, a manager, a supervisor, a negotiator, Chief of the Personnel Office, and most recently served as Director of the Civilian Personnel Advisory Center of the Buffalo District, Corps of Engineers.  

He’s done it all – and accomplished it all with wholehearted dedication, utmost professionalism, and selfless service.  Now he’s taken the step into retirement!  What an accomplishment!  

Jim did more than just survive the constant changes that affected Human Resources Management over the years.  He did it all with finesse, honesty, fairness, loyalty and personal courage.  He never missed a beat serving his customers, management, Unions, and Federal employees.  His expertise and dynamic leadership will be missed by all.  

Congratulations, Jim!  
Thank you from the entire Southwest Region.

Happy Trails to You!
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[image: image14.wmf]The National Security Personnel System (NSPS) is a new flexible civilian personnel system that will enable the Department of the Army and other DoD organizations to better meet the national security demands of the 21st century.  NSPS includes a new labor relations system, a new appeals process and an enhanced human resources system, covering staffing, workforce shaping, recruitment, compensation (pay banding) and performance management (pay for performance).   
· 

NSPS allows flexible hiring procedures, streamlined position classification, pay banding and pay-for-performance in place of current system.  It will also provide for a new labor relations system and employee appeals process.

· 

[image: image15.wmf]Merit system safeguards, such as protection from discrimination and selections based on merit will remain under NSPS.  Veterans’ preference also will be preserved.  There will be no changes to employee benefits (leave accrual, insurance and retirement).  Retirement calculations will continue to be determined as they are today with any base salary increases counting toward an employee’s “high three”.
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MAKE YOUR JOURNEY TO NSPS 
A SMOOTH ONE!
[image: image17.wmf]First, keep up to date on NSPS information.  Periodically check the Army and DoD NSPS web sites, http://cpol.army.mil/library/general/nsps, and www.cpms,osd.mil/nsps.  Also, make it a point to attend briefings and town hall meetings and keep an eye out for scheduled training that will be offered.  
Second, talk to your supervisor about what your organizations’s strategic goals are and how your position supports those goals.  This information will better enable you and your supervisor to set meaningful performance objectives once NSPS is implemented.

[image: image18.wmf][image: image19.wmf]Third, be prepared to transition and take responsibility for leaning NSPS.



My advice to you is not to inquire why or whither, 
but just to enjoy your ice cream while it's on your plate. 
                                                           -Thornton Wilder
Building Successful Teams in the M[image: image20.jpg]


idst of Transition
Excerpts from article published by Thomas W. McKee

Some people seem to thrive on change.  How do they do it?  How do they manage change in a way that they not only survive, but also excel?  They seem to make change work for them.  Martin Luther King, Jr., Margaret Thatcher, John F. Kennedy, Ronald Reagan and Mother Teresa -- with resolute courage and determination -- stood squarely in the center of change and controversy.  These great leaders created their own opportunities to fight for what they believed in.  This is the challenge and opportunity for you.  

Each of these leaders was a  master of change.  One of the most significant essentials for success during transition is teambuilding.  Leaders that can challenge, motivate, and empower their teams through change are successful.  Most change disrupts teamwork.  The leaders who can keep their work teams focused during changes will have organizations and businesses which thrive.  

[image: image21.wmf]When taking a team through transitional times, emphasize the following five essentials.  Not only are each of these essential, but they are listed in the proper order.  Each one builds on the preceding one.  Get one out of place and you disrupt the team.  
Essential One:  Knowledge

A learning organization includes these characteristics:  
1.  A belief that systems thinking is fundamental
2.  A climate that encourages, rewards, and enhances individual and collective learning
3.  A view that holds surprises, mistakes, and failures as learning opportunities
4.  A desire for continuous improvement and renewal
5.  Learning integrated with work

Essential Two:  A Focused Vision

· The team must have a unified mission.

· The team mission is not for the customers, it is for the staff

· The team mission must be developed by the staff -- for ownership

· Without knowledge, the team mission is a false hope

Essential Three:   Faith
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· Doubt and skepticism will erode the team spirit

· The dynamic team must have a strong faith and trust in the mission

· Faith is no stronger than the truth of its assumptions

· Therefore, faith must be built on the first two factors

Faith without knowledge and vision is merely presumption.  

Essential Four:  Initiative
Peter Drucker says that "sooner or later all plans degenerate into work."
How do you motivate your staff to do their part?  You don't.  Motivation is an inside job:  It is internal.  Therefore, daily initiative comes from making sure each person is doing the part of the whole that they feel they can best contribute to the overall mission.  Initiative without knowledge, vision and faith is misguided energy.  
Without initiative, knowledge, vision and faith are just a dream.  
Essential Five:  Training and Development
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American Society of Training and Development found the following major competencies as models for human performance improvement:  

· Leadership skills

· Interpersonal-relationship skills

· Technological literacy

· Problem-solving skills

· Performance understanding

· Business understanding

· Organization understanding

· Coping skills

· Ability to see the big picture

Great teams are made up of workers who have a focused vision, believe in their mission, and empower each other with their initiative and skill development.  
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[image: image25.wmf]When facing a difficult task, act as though it is impossible to fail.  If you are going after Moby Dick, take along the tartar sauce.  

Walter Smith



The new Federal Workforce Flexibility Act authorized a new form of compensatory time off for time spent by an employee in a travel status away from the employee's official duty station when such time is not otherwise compensable.  The Office of Personnel Management (OPM) recently issued interim regulations implementing this new provision.  For specific issues regarding compensatory time, please visit with your servicing Civilian Personnel Advisory Center.  
Questions and Answers on 
CompensatoryTime Off for Travel

Q1.  What is compensatory time off for travel?

A.  Compensatory time off for travel is a new form of compensatory time off that may be earned by an employee for time spent in a travel status away from the employee's official duty station when such time is not otherwise compensable.

Q2.  When was this provision effective?

A.  This provision became effective on 28 Jan 05.

Q3.  Are all employees covered by this provision?

A.  The new compensatory time off provision applies to GS employees without regard to whether the employee is exempt from or covered by the overtime pay provisions of the Fair Labor Standards Act of 1938, as amended.

Q4.  What qualifies as travel for the purpose of this provision?

A.  To qualify for this purpose, travel must be officially authorized.

Q5.  What qualifies as time in a travel status?

A.  Travel status includes only the time actually spent traveling between the official duty station and a temporary duty station, or between two temporary duty stations, and the usual waiting time that precedes or interrupts such travel.

Q6.  What is meant by "usual waiting time"?

A.  Airline travelers generally are required to arrive at the airport at a designated pre-departure time. Such waiting time at the airport is considered usual waiting time and is creditable time in a travel status.  In addition, time spent at an intervening airport waiting for a connecting flight also is creditable time in a travel status, subject to exclusions for bona fide meal periods.

Q7.  Do meal periods count as time in a travel status?

A.  For the purpose of earning compensatory time off for travel, bona fide meal periods are not considered time in a travel status.

Q8.  Is there a limit on the amount of compensatory time off for travel an employee may earn?

A.  No.

Q9.  How does an employee use accrued compensatory time off for travel?

A.  An employee must request permission from his or her supervisor to schedule the use of his or her accrued compensatory time off for travel in accordance with agency policies and procedures.  

Q10.  How long does an employee have to use accrued compensatory time off for travel?

A.  An employee must use his or her accrued compensatory time off for travel by the end of the 26th pay period after the pay period in which it was earned or the employee must forfeit such compensatory time off, except in certain circumstances.

There are three ways to get something done – do it yourself, hire someone, or forbid your kids to do it.   


Throughout the Integrated Definition (IDEF) Model Task Listings, and especially in the Labor and MER sections, it is noted that the CPAC is responsible for coordinating settlement agreements with the CPOC.  The CPOC is tasked with providing assistance and guidance when negotiations involve CPOC matters, researching and providing input for grievance responses and settlement agreements, and serving as Subject-matter-experts on actions related to CPOC actions.  
In order to maintain oversight from a regional perspective – and also to ensure consistency throughout the Region, all settlement agreements need to be coordinated with Lucy Gonzalez, Office of the Southwest Regional Director, telephone (785) 239-0015 or via fax at (785) 239-0079 (DSN 856-xxxx).  (Lucy.Gonzalez@cpocswr.army.mil).  
A weed is a plant that has mastered every survival skill except for learning how to grow in rows.



We welcome your feedback and suggestions.
Send comments to:
Lucy Gonzalez, SW Regional Director’s Office
Lucy.Gonzalez@cpocswr.army.mil



‘THOUGHTS’�from�Mary Rodriguez�Southwest Region CHR Regional Director


�


Are any of us guilty of finding ways to say “No” to customers?  Do we sometimes find ourselves acting like policemen, thinking that it’s our job to quote the regulations in a manner that tells our partners what they can’t do and why?  Are we thinking and acting like bureaucrats?  Heaven forbid --- I don’t think so and I certainly hope not!!!


Bottom line:  We only exist to say “Yes” legally to our customers.  Don’t misunderstand me.  I’m not saying that we always automatically do what customers want, even if we know it’s wrong, unethical, or illegal.  But what I am saying is that we are the service providers --- therefore, it is our responsibility to help our Commanders and managers accomplish their mission by providing them with excellent HR advice, service and products.  And that means doing everything we can to help them get where they want to go within the parameters within which we must accomplish our work.  It means coming up with suggestions, options and alternatives when it’s not possible to do exactly what they propose.  It means putting the customer’s needs first and having unwavering commitment to not only meeting, but exceeding those needs.  It means going the extra mile and always being there for them.  It means having the right (maybe we can find a way!) attitude and sticking with something until it’s done.  It means thinking positively and proactively, as opposed to being negative and reactive.  


If we routinely operate as I’ve described above, then on those occasions when it is necessary to say “No” because we just can’t find a way, it will be OK.  We will have built up a trust and credibility bank so that our customers know we have their best interests at heart and that we have done everything possible to help them.  


Let’s always remember our Mission --- Anticipate, meet and exceed customer needs and expectations, delivering relevant, high quality and seamless service through an integrated regional Civilian Human Resources program.  And let’s live our Vision --- A top performing, caring team of Civilian Human Resource professionals, fully supporting the customer’s mission!  
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HAVE YOU MISSED PREVIOUS EDITIONS OF �THE REVUE?


Use this link to view previous editions.  Click on “Local News” to get to THE REVUE.  �Check it out!


� HYPERLINK "http://cpolrhp.belvoir.army.mil/swr/" ��http://cpolrhp.belvoir.army.mil/swr/�














