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[image: image11.wmf]If you are a FERS employee and 
are wondering what “MRA” means, 
LOOK NO FURTHER !

MRA means Minimum Retirement Age.  When applying this to retirement eligibility, it means you must meet the MRA in order to be eligible for retirement.  Under Public Law 99-335, the establishment of the Federal Employees’ Retirement System was enacted.  It declares that benefits payable under the System are in addition to those payable under the Social Security Act.  
MRA applies only to employees under the Federal Employees’ Retirement System.  The MRA is the earliest age at which an employee may retire with an immediate reduced annuity after 10 to 29 years of service or with an unreduced annuity after 30 years of service.  The reduction is 5% for each year the employee is under age 62.  The reduction is permanent and does not stop when the retire reaches age 62.  For example, if you were born prior to 1948, then your MRA is 55 years of age.  If you were born in the years noted in the list below, then your MRA is adjusted.

FERS employees are eligible for retirement using their respective MRA with a minimum of 10 years of creditable civilian service.  

Birth Year


MRA
Prior 1948


55 years

1948


55 years 2 months

1949


55 years 4 months

1950


55 years 6 months

1951


55 years 8 months

1952


55 years 10 months

1953-1964


56 years

1965


56 years 2 months

1966


56 years 4 months

1967


56 years 6 months

1968


56 years 8 months

1969


56 years 10 months

1970 and after


57 years

[image: image12.wmf]If you have any questions, contact the ABC-C at the toll-free number:  1-877-276-9287.  

[image: image13.wmf]Spring Conference to be held in Beautiful Colorado Springs

The Southwest Region Spring Conference will be held at the Sheraton Hotel in Colorado Springs, CO from 11-12 May 2004.  It promises to be a wonderful opportunity to share ideas, improve working relationships and discuss the many changes that affect the Civilian Human Resources community.  

Conference attendees will include:  

MG Robert Wilson
Commanding General
Fort Carson, CO

Mr. Michael Vajda
Director, Civilian Human Resources Agency
Aberdeen Proving Ground, MD

Mr. Larry Olson
Director of Human Resources
Installation Management Agency

Ms. Mary Rodriguez
Director, Southwest Region
Fort Riley, KS

Mr. Ken Nephew
Director, Southwest Operations Center
Fort Riley, KS
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and women today are 
living much longer?

We should plan for our retirement income to last as long as 25 years.  

Retirement should be a time of rest and relaxation.  Planning ahead will keep you aware and informed of what you are entitled to.  It’s never too early or late to start planning for retirement.  Start today!

SWCPOC is offering a Pre-Retirement class 31 March and 1 April 2004 for FERS and CSRS employees who are within 5 years of retirement.  There are many things about retirement you may not know or questions that are unanswered.  These classes will provide useful information about the following:  

· Applying for retirement process

· Useful websites to get more information

· Cost of living adjustments

· Choosing the best date to retire

· Discussion of CSRS or FERS retirement benefits such as health benefits, life insurance, Thrift Savings Plan (TSP)

Be prepared!  Register online:  

Pre-Retirement (CSRS) 31 March 2004 https://swcpoc.army.mil/SWHome/FunctionalAreas/HRDD/schdtrain/CCR/CourseDana.asp?Num=225
Pre-Retirement (FERS) 1 April 2004
https://swcpoc.army.mil/SWHome/FunctionalAreas/HRDD/schdtrain/CCR/CourseDana.asp?Num=115
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[image: image17.wmf]What is Motivation?  How do you get motivated to do your job?  

Motivation is the ability to do something and the reason why you want to do it.  If you are motivated, you will complete your job because you want to do it, not because you were told to.  

Motivation is what pushes each one of us to reach our goals at work and at home.  When employees are motivated in their jobs, they are more likely to be positive and have a pleasant attitude about coming to work each day.  
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[image: image19.wmf]The Southwest Region Operations Center will be hosting the Intern Leadership Development (ILDC) course from 5 to 9 April 2004.  We are fortunate to have interns attending this course from Fort Riley, KS; Louisville CoE; Ft Campbell, KY; Fort Sill, OK; and Fort Leavenworth, KS.  

ILDC is designed to develop basic leadership skills.  Interns are expected to assess their individual skills and competencies, develop an understanding of organizational dynamics, and learn about team development.  
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[image: image21.wmf]Five Components of Ethical Leadership

1.  Ethical Communication

Ethical leaders set the standard of truth for every employee they lead.  Leading by example cannot be the only process by which this standard is relayed.  It must become a company slogan, from the accounting office to the shop floor, that “Truth is Job 1.”  

2.  Ethical Quality

It is the leader’s responsibility to drive, steer, and fund the quality initiative throughout the organization.  Only when top leaders fully endorse a quality initiative does it have a chance of becoming fully implemented.  

3.  Ethical Collaboration

Ethical leaders need many advisors.  They pick the most astute within their organizations and surround themselves with answers.  Wise leaders collaborate to incorporate best practices, solve problems, and address the issues facing their organizations.  Leaders who use ethical collaboration keep their circle of advisors more open and fluid.  The objective of the ethical leader is to reduce the risks taken by the organization by assigning trustworthy experts/advisors to every situation.  

[image: image22.wmf]4.  Ethical Succession Planning

Ethical leaders must set aside issues of "turf" and let other leaders surface within the company, giving potential successors opportunities to exercise and build their leadership skills.  

5.  Ethical Tenure

How long should a leader lead?  The answer lies on the conduct of the leader.  Ethical leaders collaborate and provide their organizations succession plans that ensure the growth of the organization over time.  

The world is full of strong leaders; however, leadership is a neutral term.  It can be good or bad.  The choice is yours.  

An excerpt from an article in Workforce Management Online:  Five Standards of Excellence Practiced by Ethical Leaders
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[image: image24.wmf]Within the Southwest Region, we are aggressively pursuing the implementation of The Army Training Requirements and Resources System (ATRRS).  

The program is a new initiative for the SW Region - but not to Army.  ATRRS) is the Department of the Army Management Information System of record for managing student input to training.  

[image: image25.wmf]The on-line system integrates manpower requirements for individual training with the process by which the training base is resourced and training programs are executed.  This automation support tool establishes training requirements, determines training programs, manages class schedules, allocates class quotas, makes seat reservations, and records student attendance.  
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[image: image27.wmf]a.  What is OTA Lite?  

OTA Lite is a process that Training Coordinators use at the activity level to input completed training.  The Training Coordinator has access to the records of employees in their organization.  The elements to which they will have access are the Completed Training, Required Training, and Education areas.

b.  What are the advantages of OTA Lite?
- OTA Lite allows for timely input of completed training into an employee’s record by empowering local Training Coordinators with authority to access the Defense Civilian Personnel Data System (DCPDS).

- The knowledge available at the organization level would minimize processing delays especially when required information is missing. 

- The managers and employees alike will have immediate local access to a complete and accurate training history.

[image: image28.wmf]c.  What is the HRDD Weekly Training Report?
The HRDD Weekly Training Report captures the data of completed training actions entered into DCPDS by the HRDD staff and the SW Region servicing organization.

d.  How do I get credit on the HRDD Weekly Training Report?

1. Access DCPDS.

2. Enter the completed training for your employees.

3. Provide these statistics to HRDD by email to: Training@cpocswr.army.mil.
4. HRDD will include the statistics of Completed Training input by your staff in the Weekly Training Report.

5. Please address your questions and concerns to Marvin Bethel at DSN: 856, COM: 785-239-0074 or email: Marvin.Bethel@cpocswr.army.mil.  
Note:  There are many useful training aids to guide you through the process of inputting completed training.  For more information, visit http://www.chra.army.mil/ota/index.htm.
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In the near future, Army will begin using RESUMIX for Delegated Examining (DEU).  RESUMIX uses state-of-the-art optical character recognition (OCR) software and a patented skills extraction system to read resumes, extract skills, and match them to job requirements.  The RESUMIX for DEU tool will include an Interest and Availability function, a web based certificate of eligibles, and electronic archiving.  
Applicants will apply for positions announced by the DEU by submitting an application using the Army Resume Builder.  Using the Army Resume Builder will save time and the cost of mailing.  In addition, it is less likely that applicants will miss consideration because the resume was not received timely, was incomplete, or was not in the proper format.  By using the Army Resume Building, applicants will receive immediate confirmation that the resume was received and processed.  

Applicants will have easy access to real-time information on the status of their application via the Internet by using our system called Applicant Notification System Web-Enabled Response (ANSWER).  Applicants will also be able to view the resume currently on file.  

Deployment of the RESUMIX tool for DEU will bring substantial savings in both effort and time for applicants, selecting officials, and human resources specialists.  


It Started Out as a Challenge!

Why Does This Customer Focused Branch Chief Have Purple Hair?

One quality performance indicator for the Customer Focused Divisions is the “goodness of data” percentage.  An error occurs when an action becomes effective and the reporting event codes are incorrect.  

In February, the SWCPOC had 943 actions effective and achieved 98% “goodness of data”.  Some of our Branch Chiefs have issued challenges to their branch members that if the branch achieves 100% “goodness of data”, then they will color their hair.  

As a result of this challenge, one branch chief is now a blonde and one, Troy Welch (pictured above), had purple hair for a temporary period of time.  Purple was significant in this case because purple is the color for the Kansas State Wildcats located just outside of Fort Riley in Manhattan, KS - but Troy is a big Oklahoma Sooners fan!  

Purple is your color, Troy!

Go Wildcats!
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Send comments or suggestions to:

Lucy Gonzalez
Office of the SW Director
 (785) 239-0015 (DSN prefix 856) 
email:  Lucy.Gonzalez@cpocswr.army.mil
�From the desk of �Ken Nephew �Director, Southwest Operations Center


I'd like to share a few thoughts about CHR-ABC.  The objective of ABC is to provide the capability to clearly identify how we apply our time and efforts to the products and services we furnish to the installations, activities and commands that we support.  This system is new and there are issues that need to be worked out.


A workgroup has been formed to study the system and identify what can be added or improved to make the system easier to use while ensuring the accuracy of the data.  The importance of this data cannot be stressed enough.  It will allow intelligent decisions about our core capacity and capability to be made.  


As a region, I applaud you for the wonderful job you are doing of inputting into the system.  Our higher headquarters, CHRA, runs a report every two (2) weeks which shows the usage rate by region and indicates the locations where we had people who did not input anything into the system.  As a region, we consistently exceed a 98+% usage rate.  We are very close to our goal of 100%.  I thank you all for your efforts.  


Continue to keep the emphasis on regular input into the system.  It is extremely important to have every single employee’s time and efforts captured.  We need to continue to push towards a 100% usage rate within the Southwest Region.  


I am convinced that as time goes by, we will see a number of improvements in the system, making it easier for our folks to document their time.  


Hans Hart, HRDD, is our regional POC for CHR-ABC.  Please feel free to direct questions or suggestions to him at DSN 856-2740 or Commercial 785-239-2740.  


			Till next time,�			Ken Nephew       �
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