Enhancements to the NASA Employee Performance Communication System (EPCS)

Frequently Asked Questions (FAQ’s)

1.
Why did the Agency revise the Employee Performance Communication System (EPCS)?


The Agency revised the EPCS for several reasons:

· We want to ensure that each employee understands how his/her work aligns with the Agency’s Vision, Mission, and strategy–to strengthen the alignment of the performance expectations and results of the individual employees, supervisors, managers, and Senior Executive Service (SES) executives to the achievement of the Agency’s Mission and the goals set forth in the NASA Strategic Plan–a One NASA Recommendation.

· We want to ensure consistency of the recognition employees receive for their contributions toward the achievement of the Agency’s goals with a performance management system that focuses on accountability for results and effectively differentiates between high and low performance.

· By taking steps now to revise the EPCS, we are positioning the Agency to be eligible to participate in the Administration’s pay-for-performance initiatives that will provide the Agency with other means to recognize our top performers when they become available.

2.
Is the Employee Performance Communication System (EPCS) still a two-level (pass/fail) performance management system?

No. There will be three performance summary rating levels. We have created a third level–Distinguished–to recognize our top performers. The other two levels are Meets or Exceeds Expectations–to cover a broad range of performance that at least fully meets or may exceed expectations–and Fails to Meet Expectations.

3.
Are Centers still responsible for establishing their annual appraisal period?


No. We have established an Agencywide One NASA annual performance appraisal period: May 1 through April 30. 

4.
If my Center’s annual performance appraisal period ended before September 30, 2004, why didn’t I receive a performance summary rating before my new performance plan covering the period of October 1, 2004, through April 30, 2005, was developed?


If your Center’s annual performance appraisal period ended before September 30, 2004, your performance under a previous plan, in addition to your performance under your new plan, will be considered when assigning a performance summary rating for the appraisal period ending April 30, 2005. For most Centers, the appraisal period ending April 30, 2005, will cover more than a year or less than a year depending on the Center’s previous appraisal cycle. Beginning May 1, 2005, all Centers will be on the same annual performance appraisal period.

5.
Will my performance plan still be developed and documented on a “Center unique” performance plan and appraisal form?


No. In the spirit of fostering One NASA, Agencywide performance plan and appraisal forms—NF 1726 for supervisors and NF 1727 for employees—have been developed and are available in Informed Filler, as an Adobe Reader pdf document, and as a Word document.

6.
Do these forms identify specific performance elements and standards?


Yes, seven performance elements and standards have been identified for supervisors and four performance elements and standards have been identified for employees. These are the minimum requirements.

7.
Why have minimum requirements been established?


These minimum requirements for both supervisors and employees cascade from the SES performance evaluation factors, thereby, creating a common set of performance expectations for all NASA employees in the spirit of One NASA. This ensures strategic alignment with the Agency’s Vision, Mission, and goals. In addition, by doing so, each employee should understand how his/her day-to-day work supports our Mission.

8.
Since performance expectations cascade down from the SES performance evaluation factors, will my accomplishments “bubble up” during the performance evaluation of my particular SES executive?


Yes. Your accomplishments and those of your peers will be considered during the performance evaluation of your SES executive.

9.
My Center uses an automated performance management system; are we required to use a version of the Agencywide form?


No. Centers with an automated performance management system may develop an automated form provided the information does not deviate from that on the Agencywide form.

10.
Will my performance plan still have only critical elements?


No. Performance plans can now include both critical and non-critical elements; however, all performance plans must have at least one critical element.

11.
What is the difference between a critical and a non-critical element?

A critical element is a work assignment or responsibility of such importance that unacceptable performance in that element would result in an overall performance summary rating of Fails to Meet Expectations. A non-critical element is a dimension or aspect of individual, team, or organizational performance not addressed by a critical element that is used in assigning a performance summary level. The difference is failure on a non-critical element cannot be used as a basis for a performance-based adverse action nor can overall performance be summarized as Fails to Meet Expectations; however, non-critical does not mean not important!  

12.
Why are there performance indicators identified for each performance element and standard?


Because the standards are broad statements of expected accomplishments or behaviors, it is necessary to identify more specific performance thresholds, requirements, or expectations to better communicate to you, the employee, what you must do or achieve to meet the standard.

13.
Are the performance indicators that have been identified for each performance element and standard the minimum requirements?


No. The performance indicators identified may or may not apply to you or your position. Therefore, during your performance planning discussion, you and your supervisor should decide whether to accept them as written or modify them to more accurately reflect what is expected of you. In addition, either you or your supervisor may suggest additional or alternative performance indicators. The important thing is that each standard must have a sufficient number of performance indicators, written at the Meets Expectations level, to clearly communicate to you what you are expected to do or accomplish.

14.
Is my supervisor required to identify a performance element that is specific to my duties?


No. The performance elements and standards that have been identified are the minimum requirements. There is no requirement to identify an additional element specific to your duties unless you and your supervisor agree that your duties have not been or cannot be captured under the required elements.
15.
Will I have any input into my performance plan, progress review, or annual appraisal?


Yes. An employee and supervisor should work as partners in the performance management process. You will be given an opportunity to provide input or feedback to your performance plan and input, relative to your performance elements and standards, on your specific accomplishments and results for a progress review or your annual appraisal. In addition, you may initiate a progress review or discuss training and development needs/desires at any time.

16.
Am I required to provide to my supervisor input or feedback on my performance plan or input, relative to my performance elements and standards, on my specific accomplishments and results for a progress review or annual appraisal?

No. You are not required to provide input or feedback on your performance plan or input on your specific accomplishments and results for the progress review or annual appraisal; however, it is to your advantage to do so. By doing so, you—

· Become an active participant in the performance management process;

· Assume some responsibility for your work objectives;

· Ensure that you have an understanding of your performance expectations;

· Discuss your training needs and requirements; and

· Ensure that your work accomplishments and results are considered in the determination of your annual rating of record.

17. 
Who makes the final decision on what performance elements, standards, and indicators are included in my performance plan?

Your supervisor will make the final decision on the performance elements, standards, and indicators addressed by the plan. 

18.
What will happen to my input once an annual rating of record is assigned?

Your input will be retained as part of your appraisal documentation in your official Employee Performance File.

19.
Will performance elements be rated?


Yes. Each performance element on which you have had an opportunity to perform will be rated. Like the performance summary rating levels, there are three performance element rating levels:

· Significant Exceeds Expectations—performance that consistently exceeds the performance standard and identified performance indicators to an exceptional degree.

· Meets or Exceeds Expectations—a broad range of performance that at least fully meets or may exceed the performance standard and identified performance indicators.

· Fails to Meet Expectations—performance that fails to meet the performance standard and identified performance indicators.
20.
Will performance standards be described at more than one level since we now have three performance element rating levels?


No. Performance standards and identified performance indicators must be written at the “meets expectations” level.

21.
What must I do to receive a performance summary rating of Distinguished?

In order to receive a performance summary rating of Distinguished, all rated critical and non-critical elements must have been rated as Significantly Exceeds Expectations.
22.
Is the Agency going to establish a “quota” for the number of employees that can receive the Distinguished performance summary rating?

No. Although we would expect the majority of our cadre of high-performing employees to receive a performance summary rating of Meets or Exceeds Expectations, there is no limit or quota as to how many employees may receive the Distinguished performance summary rating.

23.
Will a higher level official (Reviewing Official) approve my performance summary rating?

Only a performance summary rating of Distinguished or Fails to Meet Expectations must be approved by a Reviewing Official.

24.
Who is eligible for a performance award?

An employee who receives a performance summary rating of Distinguished is eligible for all monetary awards and non-monetary recognition. An employee who receives a performance summary rating of Meets or Exceeds Expectations is eligible for monetary awards and non-monetary recognition based on performance, provided that all rated elements (critical and non-critical) have been rated Meets or Exceeds Expectations. In other words, an employee who has received a Fails to Meet Expectations performance element rating for any element (critical or non-critical) is not eligible for monetary awards or non-monetary recognition based on performance.

25.
Who is eligible for a Quality Step Increase (QSI)?

Only an employee who receives a performance summary rating of Distinguished is eligible for a QSI.

26.
What impact will this additional performance summary rating level have on my retention rights should there be a Reduction in Force (RIF)?


In a RIF situation, the impact of performance appraisals is minimal. Performance is only one of the factors considered in retention standing, and it carries the least weight. Other factors, such as tenure and competitive grouping, would be the deciding factors when determining your relative standing in a RIF situation.

