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Interim Changes to the Employee Performance Communication



System (EPCS)

As part of our evaluation of the EPCS we conducted focus groups at most NASA Centers.  Feedback from those groups indicates a need for clarification and greater understanding on the flexibilities allowed for by the Performance Plan and Appraisal Forms.
Further impacting the EPCS is the recent revision of the Senior Executive Service (SES) performance appraisal system.  The requirement to align the performance expectations of employees with the performance requirements of the SES provides us with an opportunity to modify the standard performance elements for non-SES employees.

Therefore, the following interim changes to the EPCS shall apply to both non-SES supervisors and employees for the current appraisal period (May 1, 2005, to April 30, 2006):
· The NASA values identified prior to Element 1 of both NASA Form 1726 and 1727 shall be revised to reflect NASA’s core values of safety, teamwork, integrity, and mission success. 

· Although Safety has been and is a NASA core value and each of us, as individual employees, has a responsibility to maintain a safe and healthy work environment, Element 1 – Health and Safety – shall no longer be a required performance element, except when specifically identified by the rating official.
Pen and ink changes may be used to implement the interim changes.  NASA Forms 1726 and 1727 will be revised to more closely align the standard elements to the performance requirements of the SES and to reflect the interim changes for the appraisal period beginning May 1, 2006.

We are continuing to evaluate supervisors’ and employees’ feedback from the focus groups and the recommendations from the Managing the Influence Process (MIP) Class of 35 groups.  As a result, additional revisions to the EPCS may be identified.  However, in response to your Center’s EPCS Coordinator’s request, such revisions will not be implemented until 2007 at the earliest to give supervisors and employees an opportunity to become more experienced with the three-level system and to avoid any perception that the changes are intended to influence reduction-in-force retention standing.

A template is enclosed to communicate the interim changes to your employees and to clarify how the performance management process works and the flexibilities permitted with the use of both Forms 1726 and 1727.  The use of the template is optional. 
Should you have any questions, please feel free to contact Cathy Dunwoody at Cathy.Dunwoody@nasa.gov or on (202) 358-2451.

/signed/

James Tingwald

Enclosure

Retrieve all NASA Personnel Bulletins at the following Internet URL:

http://smart.nasa.gov/hr-only

ENCLOSURE

TO:

All [Center] Employees

FROM:
Human Resources Director

SUBJECT:
Interim Changes to the Employee Performance Communications



System (EPCS)

In October 2004, NASA implemented several revisions to the EPCS, the performance appraisal system for non-SES employees.  At the end of the first rating cycle we initiated an evaluation of these changes using Center focus groups and the Agency’s Managing the Influence Process (MIP) Class of 35.  Additionally, changes to the performance requirements and the annual appraisal period for the Senior Executive Service (SES) members have just been implemented.  These changes impact the EPCS because the SES performance requirements are intended to cascade throughout the workforce.
As a result of the evaluation of the EPCS and the changes to the SES performance appraisal system, we are implementing the following interim changes.  These interim changes shall apply to both non-SES supervisors and employees for the current appraisal period (May 1, 2005, to April 30, 2006):

· The NASA values identified prior to Element 1 of both NASA Form 1726 and 1727 shall be revised to reflect NASA’s core values of safety, teamwork, integrity, and mission success. 

· Although Safety has been and is a NASA core value and each of us, as individual employees, has a responsibility to maintain a safe and healthy work environment, Element 1 – Health and Safety – shall no longer be a required performance element, except when specifically identified by the rating official.

In addition to these interim changes, there is a need for clarification regarding the performance management process (planning, monitoring, developing, assessing, and rewarding) and NASA Forms 1726 and 1727.  Specifically:

· The EPCS’ Distinguished performance summary rating is intended to recognize the “best of the best.”  There is no established limit on the number or quota of Distinguished ratings that can be assigned; however, one should expect that a limited percentage of the employee population would receive a Distinguished rating if indeed we are recognizing the “best of the best!”  Employees working under challenging and demanding performance expectations who do good, solid work each and every day are meeting their performance expectations, not exceeding them.  An assumption that good, solid work is deserving of a Distinguished rating is a false assumption.
· The electronic version of the NASA performance appraisal forms (NASA Forms 1726 and 1727) were intentionally designed so the performance elements would default to “critical” to ensure that at least one element was identified as “critical” – Federal rules establish such a requirement.  However, the criticality of the remaining elements can be changed from critical to non-critical at the discretion of the rating official.  In fact, it is expected that rating officials would make changes that limit the critical elements to one or perhaps two elements.  Additionally, the performance indicators provided for each element are examples.  They can be accepted as written, modified, or deleted and additional performance indicators can be identified as long as a sufficient number of performance indicators are included to communicate what is expected of the employee to meet the performance standard.  
So as not to impose any additional workload during the current appraisal period (May 1, 2005, to April 30, 2006), pen and ink changes may be used to implement the interim changes.  NASA Forms 1726 and 1727 will be revised to more closely align the standard elements to the performance requirements of the SES and to reflect the interim changes for the appraisal period beginning May 1, 2006.

We will be further evaluating the supervisors’ and employees’ feedback from the focus groups and the recommendations from the Managing the Influence Process (MIP) Class of 35 groups.  We are anticipating the need for further revisions and refinements to the EPCS to address their concerns; however, implementation of those revisions/refinements will not take place until some time in the future.  Should you have any questions, please feel free to contact _______________ at ______________@nasa.gov or on ___________.

/signed/
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