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V. Galterio: Welcome back to our satellite training session on the new IFPM fire program standards. I noticed there were a lot of faxes waiting. So if you didn't hear your question answered this morning, it's because they put it aside because it was more appropriate for the discussions we're going to have this afternoon. We've also found appear lot of the faxes are redundant, so if you don't hear your exact question, hopefully it will be answered by one that's similar. For the second half of the program we have new panel members with us. First from the Fish & Wildlife Service with me is Jim Schultz. Jim is a fire management officer on the Columbia national wildlife refuge in Washington state. Welcome, Jim. 
  
 J. Schultz: It's a pleasure to be here today participating in the implementation of the IFPM. 
  
 V. Galterio: Next to Jim is Joy Thomas. Joy is a resource specialist with the Forest Service. 
  
 J. Thomas: Fire has longed worked in an IFPM environment but this hasn't been common in the human resource arena. Until now there wasn't much of an opportunity for H.R. to work side by side. It is truly significant that the human resources at the department level have been involved together in creating a single human resource approach rut to the implementation of the standards. Consistent H.R. application of the IFPM standard qualifications is critical. Please call in with any questions that will help us make this happen.  
  
 V. Galterio: Thanks, joy. Completing our instructional team is Ron Anderson. Ron is a human resource consultant with the national Park Service in Denver, Colorado. Ron, welcome. 
  
 R. Anderson: Thanks, Vince. It's a pleasure to be here and we are in hopes that we're able to provide the information to you that will assist you in proceeding with the implementation process. 
  
 V. Galterio: Now we're going to pick things up where we left off before the break and that's going over the steps in the implementation process. Ron, why don't you get us going with step 3. 
  
 R. Anderson: I will, Vince. Step 3 is the determination of qualifications for both the incumbents and new employees. Before the break, we discussed the position identification and the incumbent declaration process. So to review where we are in the process, the incumbent has completed the declaration, the supervisor has signed off on the documents, and they have been submitted to personnel with the unit position identification worksheet. Now we're ready for the human resource staff to review the documentation submitted to determine if the employee meets the IFPM minimum qualification standards for their position. One of these is the selective factor. This is a knowledge, skills and ability or special qualifications that are in addition to the minimum requirements of the qualification standard. They have been determined to be critical or essential to the performance of the duties required. For these 14 key positions, the selective factor can be found in the Interagency fair program management standards qualification and guide on the IFPM website. Some positions require current NWCG incident qualification certifications while others do not. For some positions the selective factors also require that you have completed additional required training. So in order to be evaluated for the position, you must have completed these courses along with meeting the other selective factors identified for each of the positions. 
Specialized experience. This is experience that has equipped you the applicant with the particular knowledge, skills and abilities to perform successfully the primary duties of the position. The last is the educational documentation. A review of the coursework will be used to determine your qualifications for the GS-401 series. This will include college coursework, NWCG training and technical fire management training or TFM. In order to receive 18 upper division credits for TFM training, you must have completed all modules. If you are unaware or unsure about making a determination on crediting education, you need to contact your next level human resources that has responsibility for guidance. 
It's important that the H.R. community network with other H.R. personnel if they are unsure of qualification determinations. Each agency has a national human resource representative for the IFPM that provides additional guidance for the H.R. community. Later in the program we will discuss the recruitment process, however, at this time, I think we need to encourage all applicants to read thoroughly the vacancy announcements issued for each of these positions prior to submitting applications. The vacancy announcements will identify the selective factors used for the position you wish to be considered. Joy, in the past we've had some inconsistencies with qualification determination process. I think if the HR community will look at documents submitted keeping in mind there are other documents available, do not hesitate to go back to the employer, supervisor in an attempt to obtain the documents that will qualify these individuals that are currently being reassigned into the GS-401 series. Joy, do you have any comments you would like to make at this time? 
  
 J. Thomas: Almost always, Ron. I do think there is concern among the H.R. managers, the community itself and fire managers and our own employees applying to fire positions. In fact, during the implementation meetings, we had quite a few discussions, lively discussions, on the qualifications themselves. During this time our fire managers and experts were -- they were pretty gentle. They smiled. It was almost sad that they weren't more upset than what they were. So I think this is a clue to the human resource community that we now have an opportunity for all of us to qualify in much the same way, and I know the H.R. community has been asking for this for some time. During this time period I talked with a GS-13 who in one unit was qualified as a GS-5 and in another a GS-13. So there is no doubt that there is a -- quite a bit of differences between how we look at this 401 series. The incumbent declaration worksheet was a result of trying to figure out how we could work together with human resources to be more consistent in this area, and this should give H.R. something definite to work with. Basically this form was approved by the departments and the differences we're going to talk about, that I'm going to talk about in just a minute, are things that we a lot of times just couldn't come to agreement with and we had -- we went to the department for final approval on. 
The areas that the H.R. community is going to have the toughest time w I think, is, number one, is the required use of the NWCG incident command qualifications and additional required training as selective factors. Some agencies have been using these all along and some, quite frankly, have said, no, we cannot use those. This is a big change to those agencies that have not used them in the past. When the original task group went to the office of personnel management to discuss with them the 401 standard, at that time they asked them about using the NWCG qualifications and additional training as selective factors and OPM had no problem with that. So I really want the H.R. community to know that. The other item is a culmination of coursework, defer nutly this is done differently within the agencies. A determination was made between the two departments and the Washington office that we would combine the educational courses. So in the past if you just had 18 credits of natural resources is what you needed, now it's a combination of natural resources, biological sciences, those staying in the 401 standard, that allows you to qualify. 
The use of the technical 1 grade interval has been another difference where we qualify differently. Some units have felt like if it wasn't professional experience it can't be done but in the introduction of the qualification standard, it does talk about using one grade interval position. In the 401 standard there is an example that talks about having to work for a professional individual. Now, that is one example out of 8, and that has been taken to mean to some of us that they have to -- a technician would have had to have worked for a professional in order to have gained that experience, and that is not the case. Specialized experience is specialized experience. The fourth one is a little bit more troubling and we're really working on this, and I know this is a major concern among fire individuals and our H.R. communities, is what courses do we credit? There is a difference -- now, if it's a fire ecology course, we have no problem. We know right off the bat we're going to do that. If its management decisions for fire, then we're questioning, even though it's in the forestry department of a college. We are looking at this so that we can have consistent application of that. If we have 250H.R. offices giving credit and 250 not, we're really going to be butting heads. So we're looking at that, the departments are looking at that, and we do have a committee that's going to be addressing that issue. These four areas, as troubling as they may be to some of the H.R. people, some of them may be going hallelujah, is that these are not suggestions. We didn't have -- or we did have quite a lively discussion on those but the decision was made that this is how we're going to do the qualifications, particularly this is for the 401 standard. The selective factors, they're going to be done whether they're 455, 462 or 401. So that doesn't deal with the 401 standard. When the incumbent declaration worksheet is filled out, originally these do not have to be accompanied with a resume. We are going to trust our employees that when they check off that they have this specialized experience, we're going to trust them enough to have a supervisor sign it, however, but we do have to have some verification that you do have that experience. But fill that out, like Cindy said earlier, fill it out as honest as you can so we can help you if you don't meet it. For applicants, nothing has changed. When you apply for a job, make sure that you clearly address a specialized experience in your resume and that you clearly enter the coursework that you've had in the NWCG training and additional required training if it's required. Consistent application throughout the five agencies is a primary message that we want to give. Ron, I think that along with this incumbent declaration sheet that we're going to be quite a bit more consistent in the future. 
  
 R. Anderson: Joy, I think you've hit it on the head. I realize that the 401 supplemental fire qualification standards are fairly new, however, they are easily red and understood. I recommend that each human resource specialist involved in the qualification determination review this document to become familiar prior to putting it to use. The explanation for this process can be found in appendix D of the IFPM standard implementation plan. Some tools that may be used for the qualification determining -- determination process include such things as the incumbent's declaration and supporting documents submitted, OPM's basic qualification standard for each occupation, the OPM approved supplemental qualification standard for the GS-401 fire management specialist position, and the IFPM standard. This is where you'll find the mandatory selective factors and required trainings for each position. Vince? 
  
 V. Galterio: Thanks, Ron. Joy, now that we've talked about the qualifications and determination process, what's step 4? 
  
 J. Thomas: Step 4 is the notification of the qualification status, and this is pretty much exactly what it means. Upon qualification -- completion of the qualifications, determinations, once we receive that incumbent declaration sheet, we are going to provide the employee what we came up with. They will receive a copy back of the incumbent declaration, and so will the supervisor. We have developed some form letters and you're going to find those in appendix C that we've suggested you can use because we want to make sure everyone gets the same message. The first form letter is notifying you of whether you've qualified or not. So that's pretty self-explanatory. It will give you a message if you're going -- it will be contained in there that you're going to be put into a new P.D. if that's appropriate. The other one is notification to the employee if you're found not qualified. This isn't quite the fun part of our job, but the good part of this is we're going to let you know exactly what you need to get up to speed to meet the qualifications by October 1st 2009. So it's very critical that everyone work timely in this process so that the employee has time to get themselves qualified. The employees that aren't qualified will be required to complete an employee agreement which will describe the responsibilities of the agency along with the employee and what they need to complete the requirements in the IFPM standard. This document will also be used as a statement of understanding for the employee that you really understand what we're trying to say and understand that what we're willing to do to get you there. And now it's time for the supervisor to work with their employee to assist them with their developmental needs. I bow now to Vince. 
  
 V. Galterio: Thanks, joy. At this point we'd like to again offer a chance for everyone to give us a call or send us a fax and discuss anything we've presented so far in this segment. We're going to start this off with a call from Jeanie is Boise. Are you there? 
  
 Caller: Yes, I am. The question that we have is a two-parter. It's a non-fire employee goes on a fire assignment and their position is one of the 14 -- identified 14 positions. Who will contact them and ensure the qualifications are met prior to the incident, and then part 2, what about temporary and seasonal fire hires?  
  
 J. Thomas: I can take that. As far as temporary hires, at the 5 level they are a senior firefighter. And I would like to say at this time, senior firefighter is not just the 5 level. It could be a 6 smoke jumper, a 6 lead hell tech, but temporary or not, if they're a senior firefighter, they're out there in the safety chain and it's going to be absolutely required that they have it. If you have a rehire, they are going to have to have that training before they can go back into that position and lead their crew. The first part of your question, if they're going -- I may not know the answer for that. I'm thinking if they're -- let me know, Jim, if there are a senior firefighter going out a senior firefighter, aren't they already red carded? Isn't that the way they're going to be -- 
  
 J. Schultz: I think to address the first part of the question, you really need to look at -- I'm assuming that position -- excuse me -- your question kind of speaks to the fact that that person is not in a primary fire position. However, they do have a red card and will be going out, and in that case, it's a clear answer in that they do have to meet the IFPM Stanford for whichever position they're filling, such as a helicopter manager or that sort of position. As far as who is going to be responsible for addressing that really I can't necessarily answer that. Ultimately the supervisor would be responsible, however, in that instance, it would seem that the dispatching office, the listing dispatch office, would also have some responsibility for ensuring that those qualifications were met. Does that answer your question? 
  
 Caller: That helps. Thank you very much. 
  
 V. Galterio: Thanks a lot. And thank you, Jeanie. Appreciate the question. We're going to take another phone call from Todd in Montrose. Todd, are you there? 
  
 Caller: Yes. 
  
 V. Galterio: What's your question, Todd? 
  
 Caller: I have a question, one thing I have not heard addressed, with the -- heard addressed, with the emphasis on leadership, supervision, communication, facilitation for our up and coming, I would like to know if, whether it be accredited or -- classes that are deemed, I would say, acceptable courses for coursework beyond just the sciences for skills that are required to be good managers, are we looking at those types of issues in our up and coming? 
  
 V. Galterio: Joy?   
 J. Thomas: No, the OPM qualification standards require scientific -- it would be no different than if you were a forestry major. We would not count your management classes. We wouldn't count your budget classes. Even though it's going to make you a better manager. What we're looking at is to -- is for the employee to meet the scientific intent of the 401 series. Now, the reason that we do a combination of experience and education, 24 credits, is because you do have a lot of experience that can be credited toward that, and that's where we get the 24 credits. The way the standards read is that -- that specialized experience is where you're getting that other 96 or 100 credits and makes a full-rounded degree person, even though you're not degreed. So, no, but there are some border line classes we're looking at to see whether or not those are going to be creditable. That's the big thing on the plate. 
  
 R. Anderson: Joy, I would like to add to that in that the qualification standards for these applications -- application standards are available to all employees. As a person outside of human resources, you can go to human resources or go to the OPM website and look at these qualification standards and make some type of determination yourself before you wish to be considered for a position. 
  
 Caller: Yeah, I guess one of the things -- there's a big question in the fire community right now is classes like S-490, S-390, that there are some credited hours semester quarterly hours, and I know a question of the community is are those fire line leadership facilitative instructor type communication skills going to be looked at as Dave Koch spoke of earlier. 
  
 J. Thomas: That team will make a determination. Now, my understanding is they've already reviewed the existing ones, and those were reviewed by college professors. So if they are not on that list, they are not creditable at this time. There may be new internal NWCG courses that come up, but at this point in time, if it's been reviewed, then it's been determined that they did not meet the 401 standard. 
  
 Caller: Thank you. 
  
 V. Galterio: Thanks a lot, Todd. I would just remind you that those kinds of skills and classes aren't lost. Look at the competences section we will be talking about in a lot while. Thanks, Todd. Let's go to Jock in region 5, the Forest Service. Are you there? 
  
 Caller: Yes, we have two questions, if we could. The first one deals with, if you fill one of these covered positions at a developmental level, then how do these selective factors that have been identified apply in the qualifications there? Do you have flexibility in not requiring all the selective factors at a developmental level?  
  
 J. Thomas: I wish you hadn't asked that question. We're talking about that very issue, and we like we did some head butting in the other areas but we were able to come up with agreement. We're still working on this issue. So there is no answer at this point. Very good question. And we're going to get an answer, department level answer, for you on that. 
  
 R. Anderson: Joy, I think we need to tell the folks out there the questions we're unable to answer at this time, we plan on addressing them and adding them to our question and answers that will be on the website for you. Does that help you? 
  
 Caller: Oh, yes, thank you. The second question, if I could, dealt with this complexity analysis, the time line for it, could have it running into -- well into January, and so how do you see us classifying and recruiting for the four types of positions that are tied in terms of grade to it? How do we deal with this in the interim? 
  
 R. Anderson: I think Beth had addressed the complexity analysis earlier this morning, and one of the things that she had indicated that if you get to work on it shortly, get your crew together that is going to be required to assist you, you should be able to complete this at the unit level in probably half a day to a day's time and have it submitted to the next level for review and approval. Does that help you? 
  
 Caller: Yes. It helps. I don't think -- I see that it isn't going to take maybe each level a great deal of time to do it, but then there is the review level, and then it comes to human resources, and you could start -- then you would know what grade level you had, I guess. But I guess your answer is, we can move as quickly as we want to on this. 
  
 R. Anderson: Absolutely. 
  
 V. Galterio: Okay. Thanks, JOCK. I'm looking at a bunch of faxes here and there's a lot of questions on coursework. I'm going to ask another one here. We won't get to them all but a lot of them are real similar. So, joy, Ron, you might want to listen to this one. Is the national training group going to provide standardization or guidelines for contacting universities and colleges in all the geographic areas in the country or all the areas on their -- or all are the areas on their own? 
  
 J. Thomas: We hope so. That is the fourth issue I described, that is crediting that coursework. And that team within the five wildland firefighting agencies and the department to try to help us get a handle on this. We really need to work from an Interagency standpoint. If you are working with a college or university on your own, there's probably another unit -- we need to be working at it from an Interagency but we need some guidance on that and we understand we need guidance on that because this is all fairly new, and colleges and universities are picking up on this fast, and they are putting together classes -- it's very fine and dandy they put the classes together for fire, but then H.R. needs to review are these going to be creditable, and that is the big question, and I'm hoping that we're going to get a handle on this real soon.  
  
 V. Galterio: Thank you, joy. Just looking through the other faxes because we only have about a minute left here, if safety is n deed, the foundation of the IFPM implementation, do any panelists see a danger of highly educated individuals who have little or no fire line experience filling the majority of the 14 key positions now and in the future? 
  
 J. Thomas: Oh, I'd really like to answer that one. 
  
 R. Anderson: And I'd like to help you, too. 
  
 J. Thomas: The fallacy of the thinking is that this is about 401. In talking with FMOs, they are saying I can get my college education much quicker than some of these people are going to be able to get their experience opinion the beauty with the IFPM standards is you need both experience and you need the education if you're in a 401 position. Ron? 
  
 R. Anderson: Just briefly, and that is, remember the selective factors that we've talked about. Somebody who is just coming out of school can have a degree who may meet the minimum qualifications for the occupation code is not necessarily going to meet the qualifications for the position to even be considered. 
  
 V. Galterio: Okay. Let's move on. There are a lot of questions about education and we'll get to as many as we can or we'll address them later. Now that supervisors and employees have been notified about the employee's qualification status, the next steps tour assess developmental needs and initiate individual development plans. Those are steps 5 and 6 in the implementation plan. Jim, why don't you tell bus these steps? 
  
 J. Schultz: As Vince stated, step 5 is assessing. The supervisor employee will take the information provided by human resources and determine educational, incident management qualifications and additional required training to meet the qualifications for the employee's position within the required time frame. Some tools are available to aid you in this process. Some of these tools are the IFPM standard, the wildfire and prescribed fire qualification system guide or 310-1, and the fire and aviation management qualifications handbook, or 5109-17. The field manager's course guide for NWCG training requirements is also available. A set of work sheets that summarizes the NWCG requirements for each of the 14 positions has been built to help you through this process and they're available on the IFPM website. Now let's take a look at step 6, initiating the individual plan. 
Once the assessment has been completed, the supervisor and employee will prepare an individual development plan, or IDP, based on the development, assessment -- the development needs assessment completed in step 5. An IDP template is available for you to do to use in Appendix F of the implementation plan. It should be noted this IDP was specifically developed to address the IFPM standard and is provided as an example. Your agency or unit may opt to use a different format. The primary purpose of the IDP document is for meeting the qualifications and competencies required in an employee's current position. A critical point in developing your IDP is addressing the time frames necessary to complete the training and development. This is important because of the limited time frames available to meet the qualifications and competencies for your position. Your IDP should include the total time frames required to meet the qualifications. In addition, your IDP must include not only education and training but on the job training opportunities as well. Supervisors will provide employees with every opportunity to meet qualifications for their current position. While completing the processes in step 5 and 6, it is imperative that you -- that consideration be given to the IFPM competencies when identifying development needs so that these can be built into your IDP.  
  
 V. Galterio: Thanks, Jim. Recently we visited with Tim Murphy, BLM deputy Director in the office 6 fire and aviation at the fire center in Boise about IDPs and their importance in making this all work. Here's what Tim had to say. 

If you've got an IDP, now is a great time to update it. If you don't have an IDP, and I can imagine many new firefighters don't at this time, now is the point where you want to develop one. Initially take into account where you've been in your career and where you want to go. Where do you see yourself in 1 and 2 years, very short-term. Where do you see yourself in 3 to 5, kind of medium term, then 5-plus years. Don't hold back. Consider those that you've seen work their way through careers, consider opportunities you've become aware of, talk to colleagues and supervisors, those who have been in the outfit for a while. Determine which positions you see yourself in that you would like to work towards and map those out. Many agencies have forms for individual development plans but for this exercise truly a blank sheet of paper will do. The point is getting it down in writing and working with your supervisor on it. 
So on that sheet of paper identify your career steps, what positions do you see now, medium and long term? Then drop back and for the purpose of IFPM develop some milestones, short of each one of these accomplishments, short, medium and long term. Milestones involving competencies, milestones involving coursework. Get that filled out to the best of your ability, network, certainly, with those in your office, those across the organizations and sit down with your supervisor. Go over your career aspirations, the goals, because that person is going to help you get there at this point in launching into your next position. Also work with your supervisor to reconcile these milestones, coursework you may need to take to achieve those positions in fire management that you aspire to, details and assignments that will give you competencies and reconcile the time needed to do that work with the mission work you have been hired to do.
 Working cooperatively with your supervisor you will be able to achieve that. When you have this IDP worked out and you've got agreement on the milestones add the time to meet the milestones, formalize it, attach it to your yearly appraisal plan, but don't let it sit there and collect dust. Use it. Certainly there will be times when you need to update, just as those with existing IDPs will update it according to the new IFPM standards that have been released. Shoot high. You can achieve what you set out to do. And good luck.  
  
 V. Galterio: That's some good advice for all employees from Tim on IDPs. Once again we're ready to take any questions you may have on what Jim has presented so far. So if you have any questions or comments about the implementation process, just give us a call or send us a fax. I've got some here that we can go to. Joy, how about this, when an employee receives conflicting answers on whether they are 401 qualified 
from different agencies or different locations within the same agencies, how is this conflict resolved? 
  
 J. Thomas: What we're hoping is that the work sheets that we provided are going to end some of that conflict, but I couldn't stress enough that you go back to the -- your H.R. specialist that qualified you and talk with them a little more in depth, maybe take your sheet and say, you know, look, I do meet this. What could have occurred is that you didn't put enough into your application, and there's nothing we as H.R. specialists can do if you don't do a really good job on your resume. There is the resolution, but before you get to there, there ought to be a win-win situation for you to sit down and work through the chain of command until you feel like you know you do qualify and you both know or that you need to do some work. 
  
 V. Galterio: Thanks, joy. How about this one, and that was from NIFC. How about this one, looks like from Greg on the Payette dispatch office, may not be from the forest. How will experience be accredited for 401? Please give an example. 
  
 R. Anderson: Well, I believe we discussed this previously as far as how we're going to credit it. We're going to look at all of your college coursework, your NWCG work and TFM and other experience you may have in making that determination. It will be credited based on the required semester hours for the occupation. In other words,18 upper course semester hours and six lower course.  
  
 V. Galterio: Thanks. How about this for an H.R. question. This is from Scott in California. Since OPM won't create a new firefighter series, why can't we use the D.O.D. firefighter series? 
  
 J. Thomas: I don't think the D.O.D. qualified firefighter series, and I could be wrong, is under firefighter retirement coverage. I know the task group went to OPM when they were starting this whole process with the IFPM standards and OPM told them that the 401 would be appropriate for them to use, and that's pretty much where we're at with that. I know that question comes up quite a about it, but I'm not saying that's a dead issue, but it's been looked at several times. 
  
 V. Galterio: Thanks, joy. How about this one for Jim, and thanks to Scott in California, how about this one for Jim from the southeast Arizona zone: will the Forest Service adopt the NWCG310-1 qualification standards as part of this process? 310-1 is easier to meet the Forest Service handbook 5109.17. 
  
 J. Schultz: I guess to answer that, Vince, the 310-1 and the 5109.17, the -- at this time I guess just to be blunt with it, the Forest Service, as far as I know, has know -- has indicated that they have no intention of using the 5109.17. I guess to explain that a little further, the IFPM standard requires certain NWCG qualifications for positions. It does not, however, state how an individual is supposed to get there. Does that – 
  
 V. Galterio: Thank thanks. How about this one from the Santa Monica mountains national recreation area: how do we manage law enforcement officers that have a firefighting component in their current benchmark 025 series position description? Ron? 
  
 R. Anderson: Well, if you are a GS-025, law enforcement specialist, and you have duties required for firefighting in it, you are going to need to meet the selective factors for the positions that you're holding within the fire community. 
  
 V. Galterio: Thanks. And thanks to Santa Monica for sending that one in. Here's one from the BLM, and I can't tell where. It says: if a person has OJT but no 401 series, are they being forced out? I imagine they have loft on the job training but not in the 401 series. If you are told on October 1st of '08 that you have one of the key 14 positions, do you have five years to qualify? In other words, the person has O.J.T. but not in the 401 series and if they're told a year before they have to meet it, do they still have five more years to qualify? Ron or joy? 
  
 J. Thomas: Now, the question being, is they didn't find out until October 1st, 2008? 
  
 V. Galterio: Sounds like that. 
  
 J. Thomas: I don't think that's going to happen. I mean, they need to know that right now. If you're looking at a future in the 401 series, you need to be getting that education like right now and not being -- waiting until you get there. It is unlikely that we're still going to be filling positions concurrently. Don't raise a flag here. The way that works is if there is 401s that are fully qualified in the quality group, those are the ones that are going to be selected. Don't wait until October 1st, 2008, and you shouldn't have to be cold. I mean, you are being told right now. So take your career and run with it.  
  
 R. Anderson: Joy, I mate add to that, this is not a rolling five-year process. This is a process that all of the qualifications must be met by October 1st, 2009.  
  
 V. Galterio: Let's go to caller. Let's take Bill in Roseburg. Looks like he is got a good question. Are you there? 
  
 Caller: Yes, I am. This relates to what's commonly referred toes a the militia -- referred to as the militia, which is other qualified people, foresters, cruisers, but folks that are very important in helping our prescribed fire program and they also go wildfire assignments. Are these people going to have to go through the same process that me as a fuel specialist has to go through to certify my qualifications? 
  
 J. Schultz: I'll take a stab at that one. As has been stated before, if you're operating in any one of the identified IFPM positions, one of the 14 positions, and you are what has been said a link in that safety chain, yes, you will be required to meet those positions -- or to meet those qualifications. Does that answer your question? Are you looking for a little more on that, bill? 
  
 Caller: I think it does, but basically I'm looking at folks that are like engine operators, light engine operators. Most of these folks are going to be GS-9s, some are GS-11s. Really the position description for supervisory fire engine operator in no way relates to their position descriptions that they're working under. 
  
 J. Schultz: If that's a collateral duty that person holds, they will be required to meet that standard. 
  
 Caller: In this case these aren't collateral duties. These people choose to participate. It's a voluntary participation on their parts. 
  
 J. Schultz: In that case, then, that individual essentially, they have to a function at a level they're red carded at. If they're red carded at that position, that's where they'll function. 
  
 Caller: Okay. Thank you.  
  
 V. Galterio: Thanks, Bill. Joy, how about this for a question: what could -- this one is -- this is another one from NIFC. What controls are in place to assure an objective review of one's education, and objective review is underlined. My experience in applying to the 401 series positions while holding an environmental scientist's degree have resulted in very subjective reviews. 
  
 J. Thomas: That is back to that number 4 issue that comes up. Environmental science is a tough one. It's another one that we're going to be looking at when we work on these courses that some H.R. people have given in the past and some have not, and the consistency again for the five agencies to work together on this is so critical that we're looking at those issues, and these are kind of difficult because we're all -- all have been doing things the way we've been doing for a while but environmental science is an area that we need to look at.  
  
 V. Galterio: Thanks, joy. That's all the time we have for questions right now. We'll hold onto the faxes that we still got. Now that the employee has an individual development plan, how are we going to ensure that the plan is carried out? For that let's go back to Jim. 
  
 J. Schultz: During step 7 you will be monitoring employee progress. The employee's progress in obtaining the identified training should be reflected in the employee and supervisor's performance appraisals. It is the supervisor's responsibility to ensure that the employee is completing the identified development. This should occur throughout the year but particularly during mid-year and end of year reviews. For example, the IDP should be reviewed prior to fire season and in this way you can ascertain that, I need to meet these -- I have these training requirements for this year, so during this fire season I need to go out and complete these training assignments. Besides employee monitoring, this is a good place to note that there are -- will also be monitoring by the fire directors as the implementation of the IFPM progress continues. You can expect that you'll receive requests for information throughout the process on an ongoing basis. 
  
 V. Galterio: Thanks, Jim. Now how about step 8 in the implementation process? 
  
 J. Schultz: Step 8, evaluation of an incumbent for conversion to a new position description. Once in the come bent meets the minimum qualifications, the supervisor will resubmit the employee's incumbent declaration worksheet to human resources. So, joy, at this point, could you tell us what happens next? 
  
 J. Thomas: I sure can. The human resource specialist will then reevaluate your qualifications and the employee hopefully will be deemed fully qualified for the position, their present position that they're in, or they will be reassigned to an appropriate position description. Hopefully that is the last step. There is another step in here that we're going to be looking at, if the employee does not meet the minimum qualifications of the IFPM standard by October 1st, 2009, then we go to step 9, removal from current position. Vince? 
  
 V. Galterio: Step 9 sounds pretty ominous. Ron, you want to tell us about step 9? 
  
 R. Anderson: Not really, Vince, however, this is a process for removal for the -- from the current position. It's not a topic we'd like to discuss. The employee doesn't like to hear it and the supervisors don't like to hear it. If the employee does not meet the minimum qualifications, it's the supervisor's responsibility to determine if removal or reassignment is the next step. A review of the organizational structure is completed by the supervisor to determine if another vacant position exists for which the employee qualifies. For further information we recommend that you refer to your agency human resource office for policy and guidance on this process. 
  
 V. Galterio: There sure are a lot of steps involved in the whole process. To summarize it for you, a time line has been put together. The time line is located on pages 14 and 15 of the implementation plan. The time line is important for two reasons. First, for an employee's development so they can meet the important milestones and, second, to improve firefighter safety and increase the level of skill and competency in the fire program in a timely manner. Ron? Let's put a picture of the time line on the overhead projector just so folks can see what it's like. Again, we know this is very small and I don't expect you to be able to read it. We just want to show you what you'll find on pages 14 and 15 of the implementation plan. A couple of the dates coming up quickly are the dates for completing the complexity analysis. Those dates are December 1st and November 30th of 2004 respectively. Another important date is for the employee development assessment. Individual development plans for employees must be completed by June 30th of 2005. And there are requests for information and data calls throughout the time line. Now that wave' talked about all -- now that we've talked about all nine steps, we figured this would be a good time to see if you have more questions for our panel. If so, please giver us a call or send us a fax. And let's see what I've got here for some faxes while we wait for a couple of calls to come in.   Ron, how about this one, this seems right up your alley: how will these qualifications be applied to contractors an A.D.s? 
  
 R. Anderson: This has no bearing whatsoever on contractors and A.D.s, and so you basically can just put that one aside.  
  
 V. Galterio: Very good. Here's a question on positive education requirements. Actually it's a note that they want to make sure we elaborate on as I read through it.  It says note that to meet qualification requirements you can also meet the education experience combination and not have a degree. For example, two years of college and two years of experience provide for the 21 semester hours -- the 24 semester core for applicable education is met. Please elaborate on this. Do you agree with that statement, that you can meet by a combination of education and experience? 
  
 J. Thomas: Absolutely. Again, it comes back to using your specialized experience, and when we have -- we have wonderful 455s and 462s out there who have spent a lot of time getting their experience, they're very professional, they just do not meet the educational requirements of the position, and the purpose of the -- doing specialized experience and the combination of education is to use that experience and gain the 24 -- is that a correct answer to the question? I mean -- I may not have heard the question totally. 
  
 V. Galterio: Let me just pass that down to you while I read this next one. 
  
 J. Thomas: This question has a little more. It talks about two years of college and two years of experience. If it is a technical college, that is not going to count towards your 18 credits of upper division coursework, and I know there's some real hard feelings about this, but it's got to be upper division at -- a two-year course is not going to get you there. It's not going to get you in those upper divisions. It's really critical you sit down with your H.R. person and review those qualifications and those coursework to determine what more you are going to need to get there. But I do want to set aside that fear about the specialized experience. 
  
 R. Anderson: Joy, adding to that, normally the two year credited college or technical school is going to qualify you at the GS-4 level and nothing above. You could have some specialized experience that would qualify you for the 5, 6 or 7 possibly in the technical series. 
  
 V. Galterio: Thanks, Ron and joy. Let's go to a telephone call from Greg on the Payette. Are you there, Greg? 
  
 Caller: I'm here. Ron, I asked the question earlier about how is experience going to be equated to the professional 401. Suppose you have all 24 positive education credits done, how are you going to -- 10 years is an 11FMO worth? 
  
 R. Anderson: The specialized experience after you meet the minimum qualifications for the position, the educational require., the selective factors, that specialized experience is going to be credited towards higher grade. In other words, you just indicated, say, 10 years as a GS11. With the qualifications, selective factors for the position you're looking at and that specialized experience you have would most likely qualify you for a GS-12 position. Does that help you? 
  
 Caller: Yes, did. Thanks. 
  
 V. Galterio: Let's go back to another fax here. Joy, how about this one: are there opportunities to advertise a vacancy with the statement, and I quote it, or must meet qualifications within one or two years of selection, unquote, in order to include folks in the process of getting their education and qualifications? 
  
 
J. Thomas: No, not for the educational purpose, but, again, that's why we're having or advertising jobs concurrently, and those positions that were -- maybe it was a 462 before and now it's a 401. You can advertise those concurrently. If you do select a technician for that position, then they have until October 1st, 2009 to get that degree, but I don't couldn't put in that a 401. I really would like to make this kind of clear here, we're not talking about interchangeable positions here. We're talking about a position that is a 401 and we're flying it concurrently so that we can give our technicians with this powerful experience an opportunity to get into those higher level positions and work tore it but they will go into it as the technician, but then they have to have that by October 1st 2009. 
  
 R. Anderson: Joy, we will discuss running concurrently and professional here shortly. 
  
 V. Galterio: Thanks, joy and Ron. Thanks to the Rocky Mountain regional office of Forest Service for that question. Here's a question from the Flagstaff zone. Actually two questions here but I think we answered the first part, which is a comparison of 5109.17 to the 310-1. The second part, though, says: over the years I've had several training sessions but don't have the official certificates. Will red card training documentation meet the necessary documentation? Jim? 
  
 J. Schultz: I'll take a stab at that one. Basically you are red card qualifications or your IQCS qualifications, there should be a record of that in your IQCS account. If you submit that printout with your -- help me, joy -- the incumbents declaration statement, if you submit that there, that will account for that experience you're describing. 
  
 J. Thomas: That's corrected. The red card, we're not supposed call it that anymore, but that whole red card qualifications, it's formalized and so we will accept that, some agencies don't want certificates. They want to know you've had it and that's enough. We trust you.  
  
 V. Galterio: Thanks to Flagstaff zone for that question. Let's talk to Gary on the Tonto. Are you there? 
  
 Caller: Yes, I am. My question is regarding contractors versus regular government employees and how if we're not applying the same standards to a growing number of the firefighter workforce then we're going to be hurting ourselves in terms of increasing the level of safety and competence in the field if that's what the goal of the 401 series is. So I was wondering what consideration is to be given there if we're going to lessen the standards for a growing number while increasing them for really what's a smaller number of the workforce. 
  
 V. Galterio: Thanks, Gary. Ron? 
  
 R. Anderson: I'll touch on that, just briefly. I think what we need to realize here, that it's when you're bringing a contractor in, you're going to ensure that they have the qualifications and abilities to perform the duties of what you are requesting of them. So I think that even though they may not have certain certifications, their qualifications should be at the level that you're requiring. Does that help you a little? 
  
 Caller: Yeah, that helps. 
  
 V. Galterio: Thanks, Gary. Jim, here's a question for you, and it's another one that has to do with collateral duties. We had a number of these this morning. For collateral duties does a helicopter manager for need to meet the IFPM standard? Is there a difference between being on an established fire or used for initial attack? 
  
 J. Schultz: Again, I believe that this speaks to the collateral duties question, and in that case if it is a collateral duty, yes, they do have to meet those qualifications. 
  
 V. Galterio: Thanks. That one was from the wildland fire training and conference center in McClellan, California. Thanks for that fax. That's all the time we have right now for questions. So let's go back to some more material that we have here. So far we've discussed the qualifications but we've only briefly touched on the competencies. Jim, you wanted to give us some more details on what the competencies are all about. 
  
 You bet, Vince. It was previously mentioned there are common and specify position specific competencies for each of the 14 positions. A common competency is one that describes those skills found in most, if not all, of the 14 positions. This would include competencies in the areas of mission comprehension and agency orientation. An example of a common competency would be knowledge of that agency's historical background and mission. The common competencies are intended to supplement the position-specific competencies. The position-specific competencies are competencies that are specific to a particular position. This could include competencies in the area of program management or planning. An example of a position specific competency might be knowledge of fire protection and fire use methods and procedures. 
The competencies themselves are described in terms of three expertise levels: working, journey and expert. The level of expertise required may vary for a particular position based on the complexity of that program.  While other positions where complexity is not a factor will have only one level of expertise, planning tools have been developed for each of the 14 positions that can be used by the employee and supervisor to identify developmental opportunities that can be used to meet the competencies. Both the common and position-specific competencies for each of the 14 key positions as well as the planning tools are available on the IFPM website. To I had in the process of tracking these competencies, task books are being developed. These task books will be very similar to the task books we're all very familiar with for our NWCG qualifications. Once the task books are developed, they will be available on the IFPM website as well. I want to remind you that incumbents will have three years from the date they are notified by human resources they meet the OPM and IFPM minimum qualification standards for their position to meet those competencies. For applicants selected to positions after October 1st, 2004, you'll have three years from your date of entrance on duty to meet these competencies. Vince?  
  
 V. Galterio: Thanks, Jim. The competencies are something that's real new to the fire community and so we've got -- we've reached a point to where we're going to take some questions again. So if you send me a competency question on a fax or a call, you're going to float right to the top of my pile. We don't have any yet. But competencies have to be new to everyone. So send us in your questions about those. Until then -- I have a competency question. Let me ask this, if I have earned one of the competencies and I switch to a new job do I have to earn that common competency all over again? 
  
 J. Schultz: No, once the common competencies it should be reflected in your resume through the experience in KSAs for the job you're applying for. Exceptions might be if you change agencies. For example, Fish & Wildlife Service' mission is different from the BLM's mission, and in that case you may not meet that particular competency. Also as you move through your career, the level of knowledge required will most likely change. For example, a senior firefighter may only require a working knowledge of agency organizational structures while the national fire program manager will probably need expert knowledge in this area. 
  
 V. Galterio: Thanks, Jim. Got another fax here maybe you can answer. It is sometimes difficult for individuals from Eastern  to get assignments out west during the fire season. This experience will be very important in meeting competencies. How will assignments be prioritized to ensure people's in the east will get the experiences that they need? 
  
 J. Schultz: I can only -- I can only take a stab at this. Basically the way that prioritization is going to have to occur is going to have to occur within the agencies and within those geographic areas. I can't talk to anything specific. I've heard, you know, rumors of things that are being set up to identify these priorities, but as far as specifically saying that, yes, this is how we're going to address it, I don't think there's anything in particular that's been put in place at this time. Does anyone know differently? 
  
 V. Galterio: Okay. Thank you. Ron, how about this one: what would happen to somebody currently in a position who cannot attain the required fitness level for ICT-5 because they cannot pass the pack test? I'm assuming ICT-5 is a requirement for the position. 
  
 R. Anderson: We will assume that, Vince. I think that in this particular case, you have to look at the physical qualifications. If the individual cannot meet those qualify indications physically, then they must be reassigned or removed from the position.  
  
 V. Galterio: Maybe we have time for one more here. Got a lot -- let me ask you this short one here, joy. Because I think we've hit on it before but I want to hit this for the person. So does experience count towards getting you to a 401 series? Sounds like the person just still is not sure if experience helps at all. 
  
 J. Thomas: It helps tremendously if you do not have a degree, it cuts off probably 90 some credits, but you still have to have that 24 credit hours to meet the OPM401 qualification standards. So, you know, we can't stress it enough that experience is equal to education. So it helps, but you're going to still need that 24, that 6 lower division and 18 upper level division credits. 
  
 V. Galterio: Thanks. I think we have time for maybe about one more question and so I want to paraphrase a bunch of them here, and I can do that in a question that says: I've got a degree in a whole variety of things, medical biology, math, sociology, marketing, criminal justice. Do any of those things at all help me qualify for the 401 series? 
  
 J. Thomas: Well, didn't sound like many of them did. What you need to do is sit down with your transcripts with a human resource specialist and they will be able to tell you -- it's very difficult to try to describe that without looking at your transcripts. We've tried that in the past and we always get into trouble when we do that. So your H.R. specialists out there, they really do want to be there to assist you through this. So get all your ducks together, get your transcripts. If you need a description of the coursework, pull that out and go sit down and talk with them. They'll be able to tell you whether it does or not. 
  
 V. Galterio: Let's try to hit one more here.  Let's try to be brief on it because we're running out of time. Let's hit both of these parts. If a person is classified in working in a position in a district identified as having a low complexity and does not need the 401 series qualifications, will this prevent that person from going on an incident in a high complexity forest in the same position? 
  
 J. Schultz: Vince, I can take a stab at that one. The answer is, no. What the IFPM standard speaks to is that on that home unit when you go out on fire assignments on that home unit, you're qualified in the red card -- excuse me -- the incident qualifications position that you hold. Now, whether you go on a different -- whether you go on a unit that has a higher complexity or not, you're still functioning in an incident management position and not necessarily your P.D. description at home and at FMO, AFMO or AMS. 
  
 V. Galterio: The second part has to do with collateral duties and their relationship to the militia. Please identify what you mean by collateral duties. There are many, many agency personnel who are red carded in fire management roles and go out on fire assignments but do not -- it is not specifically identified as a collateral duty in their P.D. Does the IFPM pertain to them? Will the -- this seriously reduce the numbers of people we have available for fire assignments? 
  
 J. Schultz: Well, I think that that question there, I think we've seen that several times today and the answer is, yes, the standard does apply and I guess the answer -- the obvious answer there is potentially yes. It could potentially limit the amount of manpower that we have available to fight fires in the summer. 
  
 R. Anderson: Let me add to that just a little bit, Jim. I think sometimes when we're talking collateral duties, and I'll give you an example, in the national Park Service, for example, we have some maintenance workers who are red carded for firefighting, and that's not covered in their position descriptions. So that type of collateral duty, they're required to have the red card certification for the duties that they're going to be performing out on a fire versus the other ones that have collateral duties as part of their regular position.  
  

 V. Galterio: Thanks to Jim and Ron. And thanks to no name in Boise for that question. We're going to move along. The last of the major areas we'd like to talk about today is the process for filling positions. Joy? I believe you have an overview of this topic. 
  
 J. Thomas: I do, and I'm pretty happy to tell H.R. that the process hasn't really changed that much. You're still going to start with the selection of the position description, where it is a little different is that you will use the selective factors and the specialized experience that are found in the IFPM when you advertise a position. Now, in step 2 of the plan, you identified -- fire did, what the position falls into. Say it's a GS-6 lead helicopter. It falls into a senior firefighter P.D. You will go in and you will pull out the selective factors and the specialized experience for a senior firefighter. So we have -- we've kind of lessened maybe a little bit of the workload. 
The big workload on H.R. at the beginning is going to be getting our incumbents ready, up and going. But after that, the position description, whether it's an interagency or agency standard P.D. or nonstandard P.D. is determined to be used, it's still based on classification standards which determine the title series and grade and the IFPM, it talks about the minimum recommended. All classification isn't thrown out the window here. It's still very much in play here and you're going to be working with your fire community. Many of the grade levels already basically are at the grade levels and done that way. You will continue to use your same standard agency language that you have used in the past. There is the difference, again, which we just hit on a little bit earlier, and that was the -- was the concurrent positions. On page 7 of the implementation plan contains standard paragraphs and required language we would like you to use for vacancy announcements that have been developed for positions advertised concurrently, professional and technical.  
  
 V. Galterio: Thanks, joy. Ron, will you then take a minute to tell us when and why and how a person -- or a position can be advertised as both technical and professional. 
  
 R. Anderson: Sure. The primary reason for advertising a professional position concurrently with the technical series is for a couple reasons. Number one is to enlarge the applicant pool. Number 2 is to provide an opportunity for people who have done the job in the past to compete. Give you a couple examples. An example of -- one example of this would be when the position was previously classified as a technical position and now the position is being converted to a professional position. Another one that identifies it with an occupation is a fire operations specialist position that was classified as a GS-462. But during the implementation process the position was determined to be a 401. The applicant selected for the position must meet the NWCG incident management qualifications and required training for the position for which they're hired whether hired as a technician or as a professional. 
  
 J. Schultz: Just to clarify, Ron, what you're saying is the applicant will be required to meet all qualifications with the exception of the education requirement if they are hired as a technician? 
  
 J. Thomas: Since I like to answer for regard here, regardless, the applicant must meet the factors and specialized experience. Doesn't matter whether it's a 401 or 462 or 455. The break is in the educational requirement, and that is only a short period of time here. So if a technician is hired under the technician announcement, they will be required to sign the employee agreement and meet the GS-401 requirements by October 1st, 2009.  
  
 V. Galterio: Thanks to all of you on that one. At this point we've reserved the rest of our telecast to answer your questions. So if you have a question or comment for us about anything we've covered in the presentation  Please give us a call for send us a fax using the numbers on your screen. We'll answer as many questions as we can in the time that we have remaining. I've got a bundle of them here. So let me go to some faxes while we wait on some calls.    How does the IFPM affect seasonal positions? That is, currently being advertised on a unit when the complexity analysis has not been completed and approved? This is from Frank with the Park Service in big south fork. 
  
 R. Anderson: Vince, I'll take that. Joy already previously mentioned that for the seasonal or temporary positions at the GS-5 level they must meet the IFPM qualification standards. These are considered senior firefighters, and whether they're a 5, 6 or 7, as joy indicated -- at the 3 and 4 level they're not affected by the IFPM standard, however, I believe, there's a requirement in there, a selective factor, that requires one year of previous experience, or one season of previous experience for those.  
  
 V. Galterio: Thanks, Ron. Thanks to Frank. Here's one from ARNES at NATR. Existing employees have five years to meet new requirements. New employees must as of 10/1/04. Can existing employee apply and be promoted under the five-year rule or do they have to meet all the requirements to be qualified? 
  
 J. Thomas: I can take that one, Vince. They have to meet the selective factors and the specialized experience. In the experience is flown concurrently, then -- and they're not 401 qualified at this time, then they can apply to the technician 1, but they're not going to be able to apply if the position is only flown as a 401, they're not going to be able to apply to that position until they meet all of the qualifications of the 401.    
  
 V. Galterio: This is from Ron in veil. In an existing qualified fire position under the old guidelines, and moving to a higher or lateral position, under the new qualification system, can you retain the previous position qualifications without having to requalify under the new guidelines? Particularly if you lose currency in the old position.  
  
 J. Thomas: Can I see that, Vince? I'm not sure I'm getting that.  
  
 V. Galterio: While she looks at that one, Ron, let me give you one. This is a question  Regarding lateral reassignments for fire positions and the person is asking, is this correct, a current GS-401-12 who doesn't currently meet all the requirements, education with the upper division, 18 semester hours and/or training, cannot transfer or reassign to another agency or region at the same grade and no promotion. I know this is a big concern for some of the fire people, and if denied I would think that would be grievable. Do you understand that question? 
  
 R. Anderson: I believe I do. Let me see if I can address this a little bit. If you're in one agency and you want to be considered for another -- a position in another agency, you can call it a lateral hire, however, you would normally have to apply under the agency merit promotion plan, and when you do that, you are going to have to meet the qualifications as described in the IFPM.  
  
 V. Galterio: Joy, before we hit yours, let's go to a caller. How about Sue in the Rocky Mountain region. Are you there? 
  
 Caller: Yes, I am. One clarification for a brand-new position that is determined to fall under the 401 series but has never been existed -- in come burred at a 462, does it have to be flown as a 401 or can you do a concurrent vacancy announcement, 462/401 for GS-11 and above. I think I know the answer but I want to verify. 
  
 J. Thomas: Well, we thought we had the answer to that, but we're reviewing that because we have had some requests to look at whether that's feasible or not. What it may come down to is based on an agency by agency policy of whether or not a brand-new 401 -- from an H.R. standpoint, it's real strange. So we're looking at that issue. 
  
 R. Anderson: Joy, I might add to that just a about it, and that is, if the position was not previously established or if the position was previously established as a 401, we had previously looked at it as it could not be flown in both occupations. However, you're right, agency by agency they'll have to make that decision and hopefully we can come to a general consensus on it. 
  
 Caller: Well, we have one now that we are currently looking at a CERT for and thinking about going out and readvertising so, it would be good if we could get that information quickly.  
  
 R. Anderson: And I would recommend that you contact and work with your current H.R. people, and if they don't have the answer, ask them to go to the next level for some assistance. 
  
 Caller: Thank you very much. We'll do that. 
  
 V. Galterio: Thank you, Sue, for that question. Joy, do you want -- 
  
 J. Thomas: I'm going to -- in an existing qualified fire position under the old guidelines and moving to a higher or lateral position under the new qualifications system, can you retain the previous position qualifications? Well, you always retain the previous position qualifications. So I'm thinking maybe you didn't -- you don't quite mean that, or I'm not getting it. Now, there may be new ones to requalify under the new guidelines, but you're going to have to do that regardless. So the currency, now, that is an issue that deals with some of the positions, but, you know, I would sit down with your H.R. person on this one because I think I'm not getting it.  
  
 V. Galterio: Thanks, joy. That's about all we have the opportunity for right now for questions and answers. I will remind you if we didn't hit on your question and answer we're going to try -- or on your question, we're going to try to give as many as we can, put them up on the website. To help us summarize things today, we're going to hear from Phil street, chief of fire management for the U.S. Fish & Wildlife Service and Sue Vap, national fire management officer for the national Park Service. I think IFPM is a very important endeavor for our fire management community. It has been a long time in the making, and it has a lot of very important elements to it that I think will really make our fire management community a better and safer place to work. 
First, I would say that what I think is very important is that we take our fire management program to a higher level of standards and professionalism. I think this is very important and one of the things that was pointed out to us as a result of south canyon. One of the other things I think is important is that I believe the IFPM will make our fire program management community a safer place to work because of the elevating the qualifications and standards that we all are going to be held to. I also think that it will safeguard our employees by having a higher level of professionalism relative to qualifications, competencies and standards for our fire management community. With all these things in place, I think we will have, like I said, a very much safer work environment, a safer fire management community, but it will take some effort on the part of everyone. It will take the effort of managers, fire management staff, supervisors all pulling together to try to make the fire program management qualifications and standards a success. We only are going to be as successful as people will support this program. So I wanted to let you know that I very much support IFPM and I hope that all of you will as well. Thank you. 
  
 I'm very pleased to have this opportunity to talk to you for a moment about the IFPM standards and how they relate to firefighter safety. We truly believe that by having a more professional fire management staff we will increase the safety of our firefighters in the field. It's so important for us to have a level playing field where the competencies, the training and the opportunities afforded the fire management staff are fairly equal across the board in the interagency world. We are definitely going to increase the professionalism of our workforce and we're going to be prepared for the challenges that are going to be facing us in the next 20 years. IFPM standards are going to be a very good thing for all of us. They are going to increase our safety measures and help our fire management staffs make better decisions. IFPM standards are the wave of the future and they are a very critical part of how we are going to evolve for the challenges that we're going to be facing during the next 20 years. 
  
 V. Galterio: Before we close this up, I want to give each of our panel members just a moment to give you one final thought on what they think is one of the most critical from their pieces to leave you with today. Jim, why don't you give us a thought. 
  
 J. Schultz: As we have' heard today, the primary focus of IFPM is fire line safety, however, I think the implementation process employees are what's important, the people involved in this process. And to that end, I think that what's important is that as human resource specialists and supervisors we need to look out for our employees and we need to basically make sure these people are getting the information they need in order to meet these qualifications. So I would just like to say that, you know, the take home message here is, from my perspective, is that, I guess, an accurate and well thought out IDP is going to be essential to organize the steps you will take to meet the IFPM qualifications competencies in the given time frames. 
  
 V. Galterio: Thanks, Jim. Joy? 
  
 J. Thomas: I think the message I want to give here is that we're all in this together, and we don't fire upset with H.R., and we don't want H.R. grumpy with fire, and I know we never do this, but we want to work together and we do that very well anyway, I think. What's going to be a little different is working in an interagency area and I think it's really important that we do that and that we -- we really go forward. Fire for years has been asking me for NWCG qualifications and selective factors and I've had to look at them and say no. So we're changing and we need to change with our fire community. 
  
 V. Galterio: Ron?  
  
 R. Anderson: What I would like to leave you with is joy and I have had discussions many times and have over the period of the last few months agreed to disagree. I think as you in the H.R. community are looking at these positions, determining qualifications, you must almost start immediately with the thought process that I probably can't do this by myself and I'm going to need some assistance, and please don't hesitate to go one notch above or two notches above to get that assistance so that we take care and ensure these people are qualified if they're entitled to it. 
  
 V. Galterio: Thanks, Ron. Well, it's clear we all need to keep an eye on the future, and it's going to take interagency cooperation to implement the IFPM standard. Answers to any of your questions we didn't get to will be posted on the IFPM website in the frequently asked questions section. Remember to refer often to the website for updates  And also for information on how to obtain a video tape of the telecast.   What we heard today is the window seems to be the time to complete the work identified in the implementation plan. We heard of task that need to be completed by the H.R. community. It sounds like everyone in the groups, including me, needs to take the time to become familiar with the contents of these documents and to proceed with making this all happen. Thank you for your attention and participation and thank you to the staff at NTC and also to Mark KUNTZ and Karen frost who were some of the driving forces behind our whole implementation team. We hope this whole review has been of value and we've helped answer many of your questions. Thanks for being with us and so long from Phoenix.  The training has been a presentation of the national fire and aviation executive board and the office of wildland fire coordination. This broadcast has been a production of the BLM National Training Center.    

