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t h e m e: EXCELLENCE IS THE GRADUAL RESULT OF ALWAYS STRIVING TO DO BETTER…


[image: image1.wmf]
What is training?  Training means the process of providing for and making available to an employee, and placing or enrolling the employee in, a planned, prepared, and coordinated program, course, curriculum, subject, system, or routine of instruction or education, in scientific, professional, technical, mechanical, trade, clerical, fiscal, administrative, or other fields which will improve individual and organizational performance and assist in achieving the agency’s mission and performance goals. 

Source:  http://cpol.army.mil
Does Education affect Salary?

A recent study conducted by the Board of Certified Safety Professionals suggests that it does.  Consider the results in the following chart.

Degree

N
Average Salary

None


56

$61,321

Associate

105

$63,095

Bachelor’s 

2136

$66,863

Master’s

1671

$71,891

Doctorate

137

$76,496
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MANDATORY NEW MANAGER’S TRAINING..HAVE YOU COMPLETED THE TRAINING?
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The New Manager Development Correspondence Course is mandatory for all new managers [supervisors and managers of programs, resources, and/or policy].  The course must be completed within 6 months of the appointment for each new manager.  The course is encouraged for others as a professional development opportunity and may be waived for Army Management Staff College graduates.  You may access the course by logging on to  http://cpol.army.mil.  Go to the training catalog and select the course.


PROFESSIONAL DEVELOPMENT OPPORTUNITIES…

Executive Potential Program [EPP] 2001

Leadership Excellence Through Continual Learning

The Executive Potential Program [EPP] is a 12-month program that is open to all GS 13-15 level employees.  The program is designed to prepare federal employees for higher level positions.  It is a competency based leadership development program designed to enhance the competencies needed to become a successful leader.  The program is based on OPM’s Executive Core Qualifications.  If you are interested in the program, please visit the USDA Graduate School Web site at

www.grad.usda.gov or contact the Graduate School at (202) 314-3580.

WHAT ARE THE SES EXECUTIVE CORE QUALIFICATIONS?

· Leading Change

· Creativity & Innovation

· Continual Learning

· External Awareness

· Flexibility

· Resilience

· Service Motivation

· Strategic Thinking

· Vision

· Leading People

· Conflict Management

· Cultural Awareness

· Integrity/Honesty

· Team Building

· Results Driven

· Accountability

· Customer Service

· Decisiveness

· Entrepreneurship

· Problem Solving

· Technical Credibility

· Business Acumen

· Financial Management

· Human Resource Management

· Technology Management

· Building Coalitions/ Communication

· Influencing/Negotiating

· Interpersonal Skills

· Oral Communication 

· Partnering

· Political Savvy

· Written Communication

Civil Service 2000…Did you know?

· From GS employees to SES..federal workers are older, better educated and better paid than ever before…

· 1998 data show that the average age of federal employees is 42…

· The average length of service a federal employee has acquired is 13.3 years…

· The average GS grade is 8.4

· Federal employees with a Bachelor’s degree or higher is 33%..

· The percent of minority federal employees is 26.9.

· Women represent 42% of the federal workforce.

· There are fewer government employees than ever before…

· Kentucky federal workers earned the lowest average salary in 1997 [1998 data not yet available]

· District of Columbia federal workers earned the highest average salary in 1997 [1998 data not yet available]

· The Federal occupational categories that saw the most growth from 1997 to 1998 – transportation, telecommunications and customs…

· From 1993 to 1998, the federal workforce was reduced by more than 14 %..

Source:  Government Excecutive, Sep 99
SENIOR SERVICE SCHOOLS..  SHOULD YOU ATTEND ONE?  

According to the Office of Personnel Management, “ Army training is to support the total force readiness and mission accomplishment by empowering commanders and managers with the authority necessary to accomplish the training.  Further, they are to develop a technically competent, high-performing civilian workforce.”  

Civilians are part of the military and have always been a part….  We help the military accomplish its mission.  In many cases, we have the technical skills that are critical to a successful mission – and those skills may not be readily available within the military structure.  We also provide the continuity that is needed for continuing success.  However, the most important role that we have  is “to free the military personnel to carry out the military functions that only they can perform. (Permiss)  Therefore, it is important that we as safety professionals understand how the Army runs.  

Our Senior professionals must have an in-depth understanding of how our military operates in a strategic security environment, who can deal effectively with complex problems, the decision making process when the application of force is being considered, etc…  Attending a Senior Service College can prepare our senior professionals for success in senior army positions.  A short description of the Senior Service Schools follow:

· Army War College:  [GS 13(high potential) and above].  The length of the Army War College Resident Program, located at Carlisle Barracks, Pennsylvania, is 10-12 months.  You may visit the Army War College web site at http://carlisle-www.army.mil/. The Suspense date for applications is 5 Nov 99.  The dates of the next program are 24 Jul 00 – 8 Jun 01.  The Army War College studies the role of land power, as part of a joint or combined force, in support of the US national military strategy.  The curriculum emphasizes theory, concepts, systems, and the national security decision-making process.

· Industrial College of the Army Forces (ICAF): [GS 14-15].  The length of the ICAF program, located at Ft. McNair, is 10 months. The dates of the next ICAF program are 14 Aug 00 – 15 Jun 01.  The Industrial College of the Armed Forces prepares military and civilians for senior leadership and staff positions by conducting postgraduate, executive level courses of study and associated research dealing with the resource component of national power, with special emphasis on materiel acquisition and joint logistics and their integration into national security strategy for peace and war.  Graduates receive an MS degree in National Resource Strategy.

· National War College [GS 14-15].   The length of the National War College program is 10 months.  It is also located at Ft. McNair, WA.  The next program is scheduled from 14 Aug 00 – 15 Jun 01.  The National War College teaches the development and implementation of national security strategy and national military strategy.  Graduates receive an MS Degree in National Security and Strategy.

Upcoming Suspense Dates for other Leadership Courses

Personnel Management for Executives I

Class

Dates

Location    S:

PME I-00-2
1/25-2/4/00
   WV
       17 Nov

PME I-00-3
4/4-4/14/00
    VA
       26 Jan 

PME I-00-4
6/12-6/22/00
    MO

3 Apr

PME I-00-5
7/11-7/21/00
    WV

3 May

PME I-00-6
8/7-8/17/00
    MO
       31 May

Personnel Management for Executives II

Class
Dates

Location

  S:

PME II-00-2

3/5-3/10/00
MO
16 Dec

PME II-00-3

5/7-5/12/00
VA
28 Feb

PME II-00-4

9/10-9/15/00
 VA
3 Jul

Sustaining Base Leadership and Management Program [formerly called Army Management Staff College] –   held at Ft. Belvoir, VA

Class Dates


Suspense Dates

23 May 00 – 11 Aug 00
   7 Jan 00

14 Aug 00 – 27 Jul 01 (NR)
   7 Jan 00

19 Sep 00 – 13 Dec 00
   5 May 00

23 Jan 01 – 12 Apr 01
  28 Aug 00

SAFETY & OCCUPATIONAL HEALTH TRAINING SCHEDULE

JANUARY – DECEMBER 2000
PD COURSES & DATES                                           

POV Accident Prevention  Aug 7-11

Civilian Resource Conservation Program  Aug 14-18

Range Safety Course  Aug 14-18

Army Safety Management  Aug 21-23

Explosives Safety Management  Aug 21-25

Resource Management  Aug 28-30

Modern Safety Issues  Aug 28-31

Risk Management  Aug 31-1 Sep

ASMIS-R  Aug 31-1 Sep

Associate Safety Professional Review  Sep 11-13

Certified Safety Professional Review  Sep 18-20

**  Leadership Symposium (GS-12/13) Sep 4-8, 2000 for Safety Professionals

Intern Class of 1999-00 Schedule

PHASE 1 TRAINING

Orientation/skills testing/  Jan 10-12

How the Army Runs  Jan 13-14

Theory & Application of Acdt Prevention Jan 18-19

Risk Mgmt (includes RMIS)  Jan 20-21      Industrial App of Regulatory Initiatives  Jan 24-27

 

Problem Solving  Jan 28

Electrical Hazards Control  Jan 31 – Feb 02

Writing Techniques  Feb 03

Briefing Techniques  Feb 04

Hazard Recognition in Built Envir  Feb 07-11

Accident Investigation and Analysis   Feb 14-18

Training Techniques  Feb 22-23

Safety Leadership & Mgmt  Feb 24-25

Fire Safety in Building Design  Feb 28 – Mar 01

Environmental Law  Mar 02-03

Advanced Machinery Safeguarding  Mar 06-09

MACOM Briefings  Mar 10

Intern Field Trip to Army Site  Mar 13-15

{CAPSTONE – interns only}

Intro to Range Safety  Mar 16-18

(3 days – ends Sat)

Haz Mat Control & Response Methods  Mar 20-24 

Motor Vehicle & transportation Safety  Mar 27-30

Human Factors  Mar 31

Recognition, Eval & Control of the Occ Envir  (IH) Apr 03-07

Health Physics & Radiation Health  Apr 10-11

System Safety  Apr 12-13

Research Project  Apr 14

Contemporary & Army Ergonomics  Apr 17-20

CAPSTONE II (Interns only) Apr 21

Legal Aspects of Safety  Apr 24-25

Intro to Operational Safety  Apr 26-27

Career Development  Apr 28

Quantitative Methods in Safety Mgmt  May 01-03

Out-Processing (Interns)  May 04

GRADUATION  (Interns only) May 05

PHASE II TRAINING

Tactical Safety (2 weeks)  May 08-19

OSHT  May 25-26

Explosives Safety Mgmt Course  May 30- Jun 02

Resource Mgmt Course  Jun 05-07

Army Safety Pgm Management  Jun 08-09

Organizational Safety Culture: Implications for Commanders 

Despite a long and successful tradition of work looking into the important relationship between safety and individual aspects of behavior and attitudes, wider organizational factors have only recently been clearly identified as contributing significantly to accident causation.  This does not necessarily mean that organizational causes of accidents 

are a new phenomenon in Army operations; these factors have almost certainly been present since the earliest days of 

military operations.  However, what has changed in recent years has been our thinking about the human origins of accidents.  Safety culture is one such concept that explicitly addresses the wider social causes of accidents, and thus represents a significant departure from the traditional approach to safety. 

Accidents happen for a number of reasons.  Some research suggests that management or supervisory inattention at all levels is the most prevalent causal category and perhaps contribute as much to accidents as the total number of operator and maintenance errors put together.  This emphasizes the fact that line operators often inherit faulty systems directly as a result of decisions made elsewhere in the organization.  The concept of safety culture points to a number of ways of understanding and influencing some of these factors that serve to undermine safety.  Broadly defined, safety culture is the set of beliefs, norms, attitudes, roles, and social and technical practices within an organization which are concerned with minimizing the exposure of individuals to conditions considered to be dangerous.  A safety culture is created as members of the organization repeatedly behave in ways that seem 

to them to be natural, obvious, and unquestionable, and as such serve to minimize risks and dangers and increase safety. 

Command Commitment

The first necessary condition for the development of a safety culture is that responsibility for safety should not reside purely with the operator, but be a command issue as well.  Effective safety programs begin at the top of an organization with a strong emphasis on safety that permeates the entire organization.  Such command commitment is essential for a number of reasons.  It is important because attempts to promote enduring organizational change are unlikely to succeed if Commanders are not seen to be closely involved and committed to the initiative.  Soldiers will quickly sense where the Commander’s true priorities lie (mission completion) and may conform to these even when they conflict with explicit policy statements (always running a safe operation).  This issue becomes particularly critical when marginal decisions to go or not are required.  Thus, strong command commitment to safety is critical to support line decisions made 

in the face of external pressures brought about by high op-tempo.  One sign to soldiers of command commitment is the perceived status within the organization of the personnel directly dealing with safety.  Also, mere lack of disapproval by Commanders of safety transgressions, rather than any positive action on their behalf can bring about a lax safety culture. 

Distributed Concern

While a Commander’s commitment to safety is necessary, it is certainly not a sufficient condition for safe operations.  The second requirement for the development of a safety culture is for concern about safety to be distributed, supported, and endorsed, throughout the organization.  Distributed concern for safety needs to be representative of all unit soldiers.  Only in this way is it possible to move toward a safe state in which soldiers recognize the necessity and desirability of conforming to both the spirit and letter of safety rules and regulations.  Under such circumstances all soldiers regard the reduction of risk as a personal as well as a collective goal.  Toward this end, formal safety directives should be complemented with more subtle approaches aimed at promoting caring on the part of soldiers and the unit in terms of concern for the personal outcome of dealing with risks, and also for the effects of their activities upon other people.

Rules and Regulations

The specific norms and rules governing safety within the unit will also be at the heart of a safety culture.  As guidelines for action, these will shape the perceptions and actions of your soldiers in particular ways, defining what is and is not to be regarded as a significant risk, and what represent appropriate responses to such risks.  In an ideal world one might attempt to specify a set of complete, up to date, and practical contingencies that anticipate all foreseeable risks and hazards.  However, there is always tension between the need to cope both with hazards that are well defined in advance, and those that are ill defined or unexpected, perhaps because they arise only infrequently in periods of crisis or because they are completely beyond the boundary of current operational experience.  Being alert to both well-defined and ill-defined or unseen hazards sets a demanding task, since the application of existing rules and Standard Operating Procedures to guard against anticipated hazards might lead to crucial oversights.  Guarding against this involves a willingness to monitor ongoing practices in diverse ways; to accept uncertainty and incompleteness of knowledge as facts of life; to exercise creativity and safety imagination as aids in assessing risks and hazards; and to be prepared both to solicit opinions about risk from all soldiers, as well as to reward rather than ignore or punish those who point out safety deficiencies.

Ongoing Reflection

The final requirement for the development of a safety culture is ongoing reflection about current practices and beliefs.  This involves the search for meaning and new knowledge in the face of initial ambiguity and uncertainty about what may prove to be a significant risk or hazard.  This process is crucial if a unit is to learn, as well as adapt to changing circumstances.  As noted earlier, one function of reflection is to guard against the over-rigid application of existing safety rules, regulations, and procedures.  This reflection is most effective when facilitated by both reactive accident 

investigations, together with proactive incident reporting and feedback.  Such open communication links between Commanders and soldiers have been found to be associated with safe organizational climates.  This is fostered where units actively avoid laying blame for mistakes and errors.  This latter consideration sets special responsibilities, once again, on the Commander for setting the framework within which safety can gain suitable priority.

Conclusion 

It will be no simple matter to translate these concepts into practical action.  The Army is notoriously resistant to change, and there is no reason to believe it will react any differently in this respect to the concepts of safety culture.  Any permanent change will be best addressed through long term organizational learning on the part of every commander, officer, non-commissioned officer, and enlisted soldier in the Army.

It must be emphasized that safety culture cannot be considered a panacea to prevent accidents in the face of more pressing issues that undermine safety such as poor infrastructure or lack of resources and personnel.  Senior Army leadership is aware of these threats to readiness.  Yet, they are also aware of the serious consequences (both direct, such as deaths and injuries, and indirect, such as loss of resources and mission capability) that accompany poor safety.  At the Safety Center we are launching several initiatives to address their concerns and improve safety.  In order for these initiatives to be effective, every soldier at every level within the Army must support them.  Your emphasis on safety and the establishment of a safety culture within your command is key; leaders’ involvement saves lives.  Author:  CPT Wildzunas, US Army Safety Center 

Looking for some good Resources on Leadership?  Consider the following:

· Leader to Leader, Frances Hesselbein, Paul Cohen, Editors, ISBN 0-7879-4726-1

· Leadership from the Inside Out, Kevin Cashman, For more info, contact 800-CEO-READ

· Leadership and Spirit, Center for Creative Leadership, Russ Moxley, ISBN-7879-0949-1

· Encouraging the Heart: A leader’s guide to rewarding and recognizing others, James M. Kouzes and Barry Posner, ISBN 0-7879-4184-0

· The Ascent of a Leader, Bill Thrall, ISBN 0-7879-4766-0

· Leaders who make a difference, Burt Nanus & Stephen Dobbs, ISBN 0-7879-4665-6

· Handbook on Leadership Development, Center for Creative Leadership, Cynthia McCauley, ISBN  0-7879-0950-5

· The character of leadership, Michael Jinkins & Deborah Bradshaw, ISBN 0-7879-4120-4

· Generations at Work:  Managing the clash of veterans, boomers, xers and nexters in your workplace, Ron Zemke & Claire Raines, For more info, contact 800-CEO-READ

· Patton on Leadership, Alan Axelrod, To order, contact 800-CEO-READ

· Executive Thinking, Lesllie Kossoff, To order, contact 800-CEO-READ

· The Literate Executive:  How to write like a leader, Laurie Rozakis, PhD., To order, contact 800-CEO-READ

· 7 steps to Fearless speaking, Lilyan Wilder, To order, contact 800-CEO-READ

· The 21st Century Manager, Di Kamp, To order, contact 800-CEO-READ


A point to Ponder
“It takes less time to do a thing right,
  than it does to explain why you did it wrong!”

- Longfellow
POC FOR THIS PUBLICATION IS DR. BRENDA MILLER, CP12 MANAGER AND GRADUATE PROGRAM TRAINING ADMINISTRATOR, DSN 558-3553, CML 334-255-3553, EMAIL:  millerb@safety-emh1.army.mil
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