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Priority Placement Program 
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The Priority Placement Program (PPP) is an extremely effective Department of Defense (DoD) placement assistance system established and maintained to minimize adverse effects on employees due to such actions as draw downs, base closures, consolidations, contracting out and classification decisions.  Since its inception in 1965, this highly acclaimed placement system has received the personal support and sanction of every Secretary of Defense. 

Click here to read more
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Staff changes:  There were several personnel changes at the NAVSEA Headquarters Human Resource Office in May, June, and July 2004.  

· Freddy Hoch returned from active duty with the Marine Corps in Bahrain the first week in May.   He was subsequently reassigned from the Command HR Programs Branch (SEA 1074) to the HR Customer Service Branch (SEA 1071) Staffing and Classification Section (SEA 10711).

· Myriam Vargas (SEA 1074) was assigned to SEA 10711.  

· Diane Yates was reassigned from the NAVSEA Learning and Development Division (SEA 108) to SEA 10711.   

· Everett Higgins was reassigned from SEA 10711 to SEA 1074.

· Lori Carlson joined the SEA 1074 staff.

· NAVSEA HR currently has selection certificates for vacancies in SEA 10711, SEA 10712 (Employee Relations Section), SEA 1072 (EEO Programs Branch) and SEA 1074.
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NSWC Dahlgren Division – Science & Engineering Professional Recruiting and Outreach

“The right work at the right time and in the right place,” is the charter of the Naval Surface Warfare Centers (NSWC) from the Naval Sea Systems Command.  The desire to deliver better and faster solutions to the war fighter is more urgent now than ever.

The NSWC Recruitment Office understands that delivering on that charter means hiring, training, and developing the right talent.  For many years, the recruiters for NSWC Dahlgren Division (NSWCDD) have aggressively pursued the best engineering talent from universities and companies across the country. 

NSWCDD Head of Recruiting Antonio Gibert has pursued an outreach strategy that includes fostering relationships with a diverse group of engineering associations.  In coordination with NSWCDD EEO Deputy Scott Lanum, who promotes the Warfare Center Division to groups such as the Society of Women Engineers (SWE), the Society of Hispanic Professional Engineers (SHPE), and the National Society of Black Engineers (NSBE).

“We like to look at relationship opportunities,” said Mr. Gibert, “including sponsorships at recruitment fairs, presentations at conventions and seminars, advertising campaigns in association magazines, and even looking at launching Dahlgren chapters of the different associations.”

The purpose of the outreach is to expose the various groups of engineers and engineering students to the variety of work being done by the Division.

During the spring of 2004 effort, SWE Executive Director and Chief Executive Officer Betty Shanahan and SWE National President Alma Martinez Fallon toured NSWCDD Dahlgren Laboratory as part of an information-sharing meeting with Mr. Gibert.  Also invited to Dahlgren that same month were professors and graduate students from the University of Virginia Material Sciences and Engineering Physics programs, who toured the NSWCDD Dahlgren Laboratory as part of the recruitment outreach by NSWCDD.



Code S1 (Admin Department) 
Teresa Roberts, Christine Webb, and Diane Roloff are participants in the Workforce Recruitment Program, a summer job opportunity sponsored by the Department of Defense.  Teresa supports Code 52 Staffing and Recruitment Division.  Diane supports Code 10 EEO and Code 52 Staffing and Recruitment Division.  Christine supports Code 30 Training.  Welcome Teresa, Christine, and Diane!

 

Julie Jones and Shannon Boyd are summer hires.  Julie is assigned to Code 51 Records Division.  She will be attending Eastern Washington University in the fall.  Shannon Boyd is assigned to Code 54, Data Integrity Division.  She will be returning in September to the University of Washington to begin her second half of her undergraduate studies.  Welcome Julie and Shannon!

 

Tamara Watts is a Civilian Human Resources Career Development Program Intern assigned to Puget Sound Naval Shipyard Human Resource Office.  HRSC, NW will be hosting Tamara for the next six months.  She will be performing her rotation in Code 52, Staffing and Recruitment as well as Code 54, Processing and Data Integrity.  Welcome Tamara!

 

Temporary hires are:  Joanne Holt, who is assigned to the Code 51 Records Division; Gretchen Campbell who is assigned to Code 54 Processing Division; Kathryn Simpson who is assigned to Code 54 Data Integrity Division; Dana Greening and George Boateng are assigned to the Code 52 Staffing & Recruitment Division.  Welcome Joanne, Gretchen, Kathryn, Dana and George!   

 

Kelly Services employees are:  Heather Smith, who supports Code 30 Training Division; Gayle King and Sharon Hyland, who support Code 51 Records Division.  Welcome Heather, Gayle, and Sharon!

 

Leonard Wilson, formerly of Code 54 Resolution Team, transferred to Charleston, DFAS to be closer to his family.  Joanne Wentland transferred to Fleet and Industrial Supply Center, Bremerton (FISC), Rebecca Ables transferred to Commander Navy Region Northwest (CNRNW) at Puget Sound Naval Shipyard, and Charlotte Waggoner accepted a position with the Seattle Social Security Office.  Debbie, Leonard, Joanne, Rebecca, and Charlotte will be missed and we wish them all the best!

Debbie Lee, Division Head for the Communication, Organization and Evaluations Division (COED) accepted a promotion to Deputy Chief, Modern Systems Development with CPMS in San Antonio effective 13 June 2004.  Her leadership will be missed.  Ron Cruz has moved to the training department located at Jackson Park Community Center, taking HR Academy duties with him.  Specifically, he is working on functional training.  Faye Mancuso has been assigned to work with the Business Consultant Team, a new team in the Human Resource Service Center, Northwest.  Faye will continue to work on Academy issues, products and services too.  See continuing paragraph for more info on the new team.

HRSC, NW announces a new team:  Acting Deputy Director Vicki Zafft’s vision is to take a more integrated and proactive role in assisting HRSC, NW work units to develop better business results through the use of structured business tools and facilitation.  With that in mind, Vicki has established a new group called the Business Consultant Team (BCT).

Implementation date was 1 July 2004.  This new concept, a self-managed work team, promotes organizational effectiveness throughout the Center.  Members of the BCT are business consultants to their assigned customers:  HRSC, NW managers and team leaders.

The BCT goals are to:

· Become integrated with the customer’s business

· Provide business support for their customer in areas such as:

· Special Projects

· HR Academy

· Process Improvement

· Organizational evaluation (Effectiveness Scorecard)

· Marketing and Presentations

· Preparation for customer visits

· Data collection and Analysis

· Education and training

Members of the BCT include:  Joey Banks, Faye Mancuso, Kari Nickerson, Charissa Pinnick, and Rod Tyler.  Jaime Lemke, George Mendoza, and Rick Lowery will be joining the team for several months this fall as part of their intern rotational assignments.
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The Human Resource Academy for Excellence training initiative was developed and implemented by the employees and leadership at the Human Resources Service Center, Northwest (HRSC, NW), a Department of the Navy Regional Service Center operating under the Office of Civilian Human Resources (OCHR).

This new and innovative program was developed to improve customer service delivery and create a common way of doing business.  There are three tracks to the Academy:  leadership, service delivery and functional.  Of the three tracks, the leadership module is key to the success of this program.  For their work, team leaders are challenged to focus on the key products and services that are most important to the customer.  In order to measure the effectiveness of their work teams, the leaders determine delivery standards and measures that can be shared with their staff and customers.  Each leader develops a deliberate leadership plan called a Leadership Grid, which incorporates marketing, staff development, and positive reinforcement.  After completion of the initial training session, a six-month follow-up plan enables the leaders to further develop their work teams as they implement their leadership plans.

The Leadership sessions are just the beginning of the effort to create a consistent business model for the Navy human resources community while improving customer service delivery.  In the Service Delivery Module, leaders share their grids with their work teams.  Also included in this module are components on delivering excellent customer service and managing workload efficiently and effectively.

The functional modules are designed around a basic script developed to guide Human Resources Specialists in communicating performance standards and gathering essential information in order to perform their job.  These modules include a review of processes and procedures and standards and measures for the function and introduce the script and job aids.

The Academy has had a significant impact on our primary organizational goal, “Delight the Customer.”  The program has been so successful at HRSC, NW that it is being deployed throughout all seven Department of the Navy Regional Human Resources Service Centers and at the Office of Civilian Human Resources (OCHR).

Return to Index

As of April 2004 Ken Gunderson is a Lead in Code 54, Processing and Data Integrity Division.  Previously, Ken worked in Staffing & Recruitment (Code 52) as a Lead with a team who serviced Federal Wage System (FWS) accounts.

Ken has a scope of knowledge and skills that makes him an excellent leader for this group.  The group has been focusing on processes and defining specific goals in line with the vision that surrounds the Processing & Data Integrity division. 

Defense Enrollment Eligibility Reporting System (DEERS) has caused quite an impact on the processing of accession actions here at the region.  It is extremely important that actions are received in advance of the effective date to reduce the amount of time the employee waits for a security badge, and access to secure areas, which require that identification.  It is important that together we establish reasonable and attainable EOD dates for these employees

Currently, Code 54 is collaborating with our region representative and OCHR on the Defense Civilian Personnel Data System (DCPDS) consolidation project.  What is DCPDS consolidation? The separate databases that the regions use are scheduled to become one in March 2005.  What is required? Nearly 117,000 records have been identified (both high and low priority) for the HRSC, NW to review. The review process consists of the validation of data within the DCPDS database.  As a result of this project all of the regions have started the process of evaluating the integrity of the data within their specific database.  In some instances records will need to be updated, in other instances processes will need to be modified, job aids updated, and training conducted.
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HRSC, NW Commitment to Customer Service

The Customer Service Department (Code 50) launched a pilot effort during first quarter FY 04 to assess our customers’ level of satisfaction with six of our Department’s key products and services.  We have continued this effort and have received 243 instances of feedback as of the end of July.  The feedback was gathered via web-based surveys, telephone contacts, and the U. S. mail.

This year, our goal has been to receive an overall customer satisfaction rating of 4 or 5 on a 5-point scale from 85% of our customers.  The bar graph below shows the cumulative averages of the overall level of customer satisfaction with each of the key services.  We are very proud to report that we have exceeded that goal and thank all of our customers for providing us important feedback.    
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Overall Customer Service represents the number of respondents that gave an overall Customer 

Service rating of 4 or 5 on a 5-point scale divided by the total number of  invitations.

Another goal has been to receive feedback from 50% of those we survey.  Currently, our average rate of survey response is 36%.  We would sincerely appreciate your completing any surveys that you receive and if you would encourage others who receive them to also do so.  Some examples of those we survey are selecting officials, those receiving classification and reduction in force support, those receiving retirement estimates, and those involved in the resolution of pay-related issues.

Customer feedback is recorded, analyzed, and read closely by both supervisory and non-supervisory staff members at the HRSC, NW.  We especially appreciate receiving ideas aimed at improving our service and have personally followed-up with those who have provided their names and phone numbers in their responses.  

The staff at the HRSC, NW values our customers’ input and wants everyone to know that we are listening.  The surveys are an important avenue of communication and they provide us with information needed to meet and exceed your service expectations.  

Point of Contact for the surveys is Teri Huddleston, Code 50, DSN 322-8260 or COM 360-315-8260.  

MORE ON PAY ADJUSTMENTS:


Recently, Code 54 finished processing the corrections of intervening actions for the 2004 Pay Adjustment.  A significant amount of effort and teamwork went into completion of this task.

The pie chart below illustrates the distribution of work among the various regions.  Of the 11,885 actions that needed to be corrected approximately 5,000 were FWS employees.  Since our serviced population of FWS workers is only 7,715 that meant that 75% of these workers needed their pay corrected! This project began on April 1, 2004.  As of April 28 we were 30% complete, which compared with other regions.

As of May 11, 2004 we had dedicated a staff of 19 (either part-time or full-time) to getting this done by May 30 2004.  We still had 7,700 actions to correct and to accomplish by the deadline meant that each individual had to process 2,566 actions a week, and that meant working overtime!

We are very proud of our staff and their efforts…

We exceeded our goal and were completed by May 21, 2004!

It took less than 2-months for us to complete this monumental project, start to finish!!!
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More on PPP

Employees whose jobs are eliminated are given priority consideration to other vacant positions in the Department of Defense (DoD).  Employees demoted who are entitled to grade retention are given priority consideration to other DoD vacant positions in the commuting area at their retained grades.

Through PPP Automated Stopper and Referral System (ASARS) the skills of displaced employees are matched with vacant positions at DoD activities in the authorized area at which the employees are willing to work.

If the new job involves a move to another location, the costs of moving the employee and his/her household are borne by the losing activity.  If the new job is at a lower grade level, the employee’s grade or pay is saved to the maximum extent permitted.

A PPP placement results in a highly qualified employee, who might otherwise be out of a job, being placed.  This can also result in a cost savings to the Department of Navy because severance pay and other entitlements do not need to be paid.  An employee must be highly qualified in order to be placed; therefore, the results are beneficial to both parties – the employee because they have a job, and the manager because they now have an excellent employee for their vacancy.

Quotes from managers:


“. . . one of the best employees I’ve ever hired.”


“I am a PPP placement, so I’m a big supporter of the program.”

Over the past few years, PPP registrations have remained low and matches have been at a minimum.  Now with increased downsizing, contracting out, Base Realignment and Closure (BRAC) and other such activities, PPP matches are becoming more frequent.  

What is the PPP Process?

· When a vacancy is identified, and the request for personnel action (RPA) is received by the HRSC, NW, we are required to immediately match the vacancy against a database of PPP registrants (ASARS).

· If there is a match, the PPP Team immediately notifies the servicing specialist and gathers the position information.

· Upon receipt of all the necessary information, HRSC, NW contacts the registering activity and begins the qualifications process.

Note:  Matches cannot be cleared simultaneously.  If more than one match occurs on a given vacancy, we must clear them one at a time.

· The PPP Team consults the manager if the registrant appears to be well qualified.  

Note:  If matches belong to another agency/activity, we must wait for a response, and although PPP actions are required to be worked in a timely manner, specific circumstances can cause delays and we have very little control of the timeframe.

· If the match is determined well qualified, then placement results.

· If the match is determined not well qualified, recruitment process continues or additional matches will be cleared.

What is the Manager’s Role in PPP?

· Provide the correct position description and any/all additional position information, (e.g., addendums, crediting plans, specialized experience definition, what to look for in a well qualified candidate) for clearing PPP and determining qualifications of matches. 

Note:  Keep in mind; if additional vacancies are identified after PPP has been initially cleared, those vacancies are subject to PPP clearance also.

If you would like to know more about PPP, there is material available on the Web at http://www.cpms.osd.mil/care/care_ppp.htm
Point of contact for information is Barbara Rentzell at Barbara.Rentzell@navy.mil  or (360) 315-8097.
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