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Research Highlights 

An unlikely looking robot named 
George is helping FAA Technical Cen
ter engineers test aircraft fire ex
tinguishers. 

The robot, which operates by 
pneumatic pistons, was designed by 
Charles Huber, an Embry-Riddle 
Aeronautical University student on a 
work-study program. Huber is working 
toward a degree in aeronautical 
engineering. 

"George" is used to test hand-held 

fire extinguishers and extinguishing 
agents that are being evaluated for ef
fectiveness in galley and seat cushion 
fires. The robot consists of a TV camera 
on a swivel base with an extinguisher 
mounted on each side of the camera. 
Huber operates it by remote control. 

Richard Hill, aerospace engineer 
with the Fire Safety Branch, says the 
robot was needed because of the fear 
that some chemicals under test might 
give off toxic fumes, as well as to 
protect against injury from splash back, 
particularly in galley fires. 
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The Jones Report 
This synopsis of the report on employee
management relations explains the 
changing relationships between labor and 
management in general and in FAA in 
particular and offers guidelines to im
proving them. 
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Reno AF Sector On the Job 
The first of a monthly photo feature on 
different offices and facilities showing 
you in your natural environment with 
your co-workers. 

12 
The Ghost of an ILS 
Putting up steel and concrete can be a 
waste if landing system interference will 
be the reward. Computer math modeling 
can tell you the best configuration from a 
variety of 'what ifs.· 

16 
Closing the Gap at Biorka 
Beacon radar coverage was needed for 
the Seattle-Anchorage route. The next
to-last and the U.S.'s last link in the 
network is now operational. 

FAA WORLD is published monthly for the em
ployees of the Department of Transportation/ 
Federal Aviation Administration and is the of
ficial FAA employee publication. It is prepared by 
the Public & Employee Communications Division. 
Office of Public Affairs, FAA, 800 l ndependence 
Ave. SW, Washington, D.C. 20591. Articles and 
photos for FAA World should be submitted 
directly to regional FAA public affairs officers: 
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A Real Travelin' Man 
We always think air travel, but one 
FAAer has racked up a million miles of 
government automobile travel. 

19 
Feeling Fit 
A new feature each month will be 
reprints of health-related articles. 
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Mark Weaver Aeronautical Center 
Clifford Cernick-Alaskan Region 
Joseph Frets-Central Region 
Robert Fulton Eastern Region 
Neal Callahan-Great Lakes Region 
David Hess-Metro Washington Airports 
Mike Ciccarelli-New England Region 
Judy Nauman. acting-Northwest Mountain 

Region 
Jack Barker-Southern Region 
George Burlage-Southwest Region 
Michael Benson-Technical Center 
Barbara Abels Western-Pacific Region 



The oneJ 
Employee-Management Relations Document Points the Way 

Houston Intercontinental Airport Tower and 
Houston ARTCC photos by Ken Maginnis 
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Unofficially, it's known as the Jones 
Report after Lawrence M. Jones who 
chaired the three-member task force that 
spent five months after the PA TCO 
strike studying management-employee 
relationships in FAA. Released at a 
press briefing in Washington, D.C., on 
March 17, the 149-page report repre
sents a blueprint for upgrading the 
agency's work environment in the years 
ahead. 

Transportation Secretary Drew 
Lewis, who initiated the study in 
collaboration with FAA Administrator 
J. Lynn Helms, said the findings and
recommendations of the task force had
identified significant "people problems"
in FAA that have reduced both em-



�e ort 
to a Better Work Environment 

ployee morale and effectiveness. "I am 
confident that, acting on their findings 
and recommendations, we will get to the 
root of the problems that have troubled 
us in the past and make the FAA a much 
better place to work in the future," he 
added. 

Copies of the report-officially titled 
"Management and Employee 
Relationships Within the Federal Avia
tion Administration"-have been dis
tributed to the facility level and are 
available to all employees. Here, FAA 
WORLD presents a synopsis of the 
report covering the work climate leading 
up to the strike and the recommenda
tions for improving it. 

A History of Conflict 

The interrelationships between the 
controller's task and the management 

Bob Sands, Reno, Nev., AF Sector electronics 

technician. Phom By Barbara Ahds 

systems became the focus for the task 
force as it began its search for what had 
gone wrong in past years. It was likely 
that factors affecting both managers 
and employees over the years stretching 
from 1965 to 1981 had turned the 
close teamwork that had characterized 
the FAA in earlier years to a divided 
house of "them" and "us." 

Few organizations were able to es
cape the kind of experiences that beset 
the FAA. Things were changing rapidly 

and radically in the society. Many work 
groups suffered internal disarray and 
tension-filled relationships. 

The years 1960 to 1975 represented 
a period of rapid growth in most areas of 
the society. Work pace was pushing and 
being pushed to stay up with demand. 
Technology was exploding. New work 
skills and relationships were being re
quired to deal with a new technology 
that was radically different and often im
mature and unreliable. 

New work skills and relationships were being 
required to deal with a new technology that 

was ... often unreliable. 

In this onslaught· of change, some 
organizations reponded by reinforcing 
the management style that had worked 
before: sharper commands, tighter dis
cipline and no fraternization, and they 
became systems under siege. Some 
organizations surrendered and became 
servants to change at a cost of 
depreciating quality and productivity. 

A few organizations judged that 
changes in work technology and culture 
required new management systems and 
different working relationships. Work 
was constantly less physical and more 
mental. Organizational effectiveness no 
longer was noted by specialization of 
tasks but by the interconnections among 
skills. People needed to be involved in 
the decisions about what the job de-
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manded from chem because they now 
governed what they would give of them
selves to the job. A good bargain 
produced commonality between the goals 
of the organization and the needs of the 
people. A commitment co mutual goals 
was the force driving the talent of the 
new worker and not the old bargain of 
discipline in return for wages. Those 
organizations prospered. 

The air traffic control system has been 
an organization under siege. It still is. 
I ts management has performed ad
mirably under chose conditions, but the 
cost co managers, employees and the· 
public has been high. 

The situation might well have been 
different. Air traffic controllers enjoy 
their work as much as or more than any 
other group; they like each ocher; they 
and their managers work in relatively 
small groups; all managers begin as 
controllers, creating a common ground 
and creating upward mobility oppor
tunity; non-supervisory employees in the 
FAA receive good pay and benefits; 
employees find it exciting to be a part of 
the aviation community; and they are 
intensely proud of their skills and aware 
of their responsibilities. There is a feel
ing of being special, elite, as a part of the 
air traffic control system. Many other 
organizations would envy these attributes 
in attempting co construct teams instead 
of adversarial groups. 

These favorable factors, however, 
were not those chat determined 
management-employee relationships 
within the FAA. Most managers had 
military backgrounds and were comfor
table with an emphasis on structure, com
mand, duty and discipline. As con-
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crollers, they had become proficient in 
determining what co do with an air
plane and commanding it co do so. It was 
not surprising chat as managers they 
would vector people in much the same 
way. As controllers, they could not be 
patient, or perhaps even civil, with a non
responsive airplane in a busy sector; as 
managers, they were inclined co handle a 
challenging, questioning, recalc�trant 
employee in a similar fashion. 

Air traffic controllers worked hard, 
were very proud of their skill and very 
much together. They tested their 
leaders constantly but were obedient 
when it counted. It was chis group that 
organized PATCO and participated 1n 
the sickouts of I 970. They wanted 

more controllers and better equipment 
and they were impatient with the in
ability of the system co get these things 
done. 

Managers, wanting the same things 
from Congress, not so subtly en
couraged the tactic and the concessions 
were won. These controllers became the 
managers of the system in the next l 0 
years. They, coo, were ready for a little 
more peace and stability, but another 
generation of controllers and a new set 
of technological challenges denied chem 
such tranquility. 

Air traffic management knew its duty. 
The job of the FAA was co create a 
federal airways system and manage it 
safely and efficiently and promote all 

' 
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forms of civil aviation. This became a 
task described in terms of airways, 
radios, airplanes, airports, radars, etc. It 
was not viewed significant that this 
process was really controllers talking to 
pilots and to other controllers in a 
people-intensive, rather than 
technological, environment. Technical 
resources were provided prime attention, 
but the development of human 
resources was never made a critical con
cern. The sickouts were interpreted as 
demonstrations about technical, not 
human, needs. 

As people and equipment were rushed 
into the system by the FAA to handle 
pressing peak volume, managers were 
confronted with difficult problems of 
handling increasing idle time during low
traffic periods. Much of the equipment 
involved new automated, computerized 
systems. Equipment outages occurred 
for many reasons, causing irritations and 
frustrations at and between all levels of 
employees. Finally, there were times 
when personality conflicts and frequent 

The ARTS III supervisor's console at the 
Dallas-Fort Worth TRACON. 

changes occurred in the offices governing 
the FAA. 

If managers had limited people skills 
and even less time for dealing with the 
needs of employees, PATCO proved an 
eager and able substitute. The union 
had earned its position by working suc
cessfully to secure certain needs of the 
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system, and it began using its power to 
press for the desires of controllers. 
Repeatedly, the union went over the 
heads of FAA management to gain 
special benefits for its members. 

A part of PA TCO leadership was 
convinced that controllers were the key to 
the system and should exert the ul
timate power of unified action in order to 
dictate both how air traffic should be 
operated and how controllers should be 
benefited. This group assumed direction 
of the union and began preparing for a 
system-wide strike if the tactic became 
necessary to gain its objectives. Facilities 
were organized and spouses were in
cluded in meetings. Peer group pressure 
was used extensively, and the authority 
of fully qualified controllers to provide 
position certifications was employed to 
convince new employees to cooperate. 

Air traffic managers were harassed 
with a number of tactics to demonstrate 
the power of the union. Though union 
hooliganism toward controllers and ac
tions hamstringing operations in 
facilities were nefarious and irresponsible 
acts, a strong majority of controllers 
needed little persuasion. Most controllers 
were insistent on change and more at
tention to their needs, their problems and 
their complaints. 

The pressures of the work and 
PATCO were only part of the 
managers' troubles. Congress had man
dated a pay cap on the salaries of 
Federal employees. In addition, premium 
pay was allowed beyond the pay cap for 
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overtime hours for controllers but not for 
supervisors. It became not unusual for 
some controllers to make more money 
than supervisors, who, in turn, could 
earn as much as ascending levels of 
management. This pay inequity and 
compression angered managers and 
destroyed their motivation and their in
terest in promotions. 

Traditionally, a management career 
in the FAA had been based on moving 
through various jobs in different 
facilities. With the personal cost of mov
ing becoming burdensome, particularly 
in respect to selling and buying houses, 
and promotions often not offering any 
greater compensation because of the pay 
cap, the mobility policy for manage
ment development penalized those being 
promoted. 

The pressures within the air traffic 
control system caused the organization 
to centralize more and more authority in 
Washington, leaving less in the regional 
and field facility offices. 

People at all levels in the FAA 
developed an anxiety that they were 
walking the edge of failure in a task 
where any error could be tragic. Many 
were bothered by a feeling of losing 
control over both the tasks and the people 
who performed them. 

This, then, was the background 
against which negotiations for a new 
contract began early in 1981. Partici
pants on both sides were unhappy about 
their own situations and unhappy with 
each other. The best efforts of those 
within President Reagan's closest team 
were unable to stop, though they 
forestalled for a time, the confrontation 
that had been brewing for many years. 

The Recovery Period 

The PATCO strike and its conse
quences represented a dramatic change. 
After the strike on Aug. 3, 1981, at
titudes and working relationships im
proved among the somewhat older 
group that remained, as all hands pitched 
in to replace "on the boards" those who 
had walked out. The changes included: 

• President Reagan, Secretary Lewis
and Administrator Helms provided 
strong, firm and consistent decisions and 
leadership much appreciated by all 
working employees. 

• The contingency plans proved well
designed, and a surprisingly quick and 
safe recovery was achieved. 



• The harassment and pressure of
PATCO was outside, not within, 
facilities. 

• Field managers were delegated by
necessity the authority co tailor opera
tions co individual conditions. 

• A communication system innovated
by Mr. Helms and his associate, Mr. 
Fenello, tied everyone together. 

• A spirit of courtesy and coopera
tion developed between working con
trollers, pilots and FAA technicians. 

• The crisis stimulated everyone co a
high level of concentration and perfor
mance. 

• The incident was seen as an oppor
tunity by some to correct the deficiencies 
of the past. 

• The systems of flow control and
General Aviation Reservation Program 
both reduced traffic volume and tended 
co level peaks and valleys. 

• The controllers and supervisors who
remained and other FAA employees 
worked long hours and with great deter
mination co provide an operative and a 
safe air traffic system. 

Bue, as the months passed, the crisis 
became a tiring routine; the traffic was 
tending to push toward greater volume 
and variability, and air traffic managers 
were often reverting co the heavy
handed supervision chat had been 
repressed by the union. 

FAA technicians had long objected 
chat the air traffic control system and 
controllers receive attention and benefits 
greater than that accorded technicians. 
Airway Facilities employees and their un
ion, PASS, seemed eager co redress chis 
perceived inequity. 

Many employees in the air traffic 
system were nearing the time they could 
retire and expressed an intention of do
ing so. Those who had hoped for a new 
day were becoming dispirited. seeing 
little basic change, anticipating another 
union among new controllers and fear
ing the consequences of future changes in 
Administrators, Secretaries and Presi
dents. 

Plans for a major restructuring of 
facilities and technology were announced 
by the FAA, which were impressive and 
exciting in technical terms but involving 
complicated adjustments in human 
terms. 

As Secretary Lewis and Ad
ministrator Helms had suspected, the 
FAA needed urgently co initiate actions 
co strengthen management and employee 
relationships, particularly within the air 
traffic control system. 

Conclusions and Recommendations 

The analyses and conclusions of this 
report argue chat four basic changes 
have co occur within the FAA in order co 
create employee and management 
relationships capable of delivering 
professional service co a growing and 
changing airways system: 

1. The FAA needs co emphasize in its
statements, in its planning, in its actions 

Continued on page 18 
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The Reno 

AF Sector 

Dean DeShazo, sector manager, is also che 
Reno area FAA represencacive. 

Ron Sandoval, chief of che seccor's Environ
mencal Supporc Unic. 

Rarely are FAAers solo actors upon 
the stage. Employees are usually mem
bers of facilities, offices, sectors, teams, 
etc. So, FAA WORLD is picking up on 
an Intercom idea of spotlighting the 
troupes, beginning with the Reno, Nev., 
Airway Facilities Sector. 

Obviously, everyone can't be shown in 
these features. The Reno AFS, for ex
ample, has a staff of 70 and includes five 
sector field offices. But you never can 
tell; if someone points a camera at you. 
smile. • 



Reno International Airport's surveillance 
radar dwarfs the sector's Radar/Communica
tions Unit chief Jim Freeman. 

/ 
' 

Deena Girola-McFarlane, administrative of
ficer, and Bill Dickinson, assistant sector 
manager, pause in a discussion. 

The sector's Logistics Unit had consisted of 
Celia Ahraham (left), chief; Donna Tellgren 
(right), general supply specialist; and 
Helen Miller, supply clerk, but Miller 
transferred to Alaska. 

From the left, Dave 
Fay, radar technician
in-depth; Jack Neely, 
environmental techni
cian; and Doug 
Johnson, the technical 
support officer. 

-,/jf ,.. � 

___ '-' ____ _ 

Drew Stallings, chief of the Naviga
tion/Communications Unit, with elec
tronics technician Norm Lantrip ( right). 

Photos hy Barhara Abels 



By Betty Moschella 
A public information 
specialist at the 
Technical Center, she 
was a free-lance 
writer and has been 
published in 
Transportation USA. 

The Ghost of an ILS 
Computer Math Modeling Conjures Up the Best Configuration 

When an embankment was required 
at San Francisco International Airport 
to prevent runway flooding during cer
tain tidal conditions, FAA Technical 
Center engineers were involved. 

When Oneida County Airport in 
Utica, N.Y., planned to move its glide 
slope antenna, airport officials there 
also called upon Tech Center engineers. 

And when Boeing wanted to erect a 
new headquarters building at the Seattle
Tacoma International Airport in 
Washington, center engineers again were 
called upon. 

Whether moving or installing an an
tenna, building an embankment or 
making any other significant airport 
modifications, managers of bigger air
ports need to know how such changes 
will affect their instrument landing 
systems (ILS). 

If the ILS would be affected, airport 
managers have to decide the most ef
ficient and cost-effective way to go
before a building site is relocated, new 
antennas are purchased or some such 
other corrective alternative is chosen. 

The Tech Center is in the business of 
helping airport operators make such deci
sions by ILS math modeling. 

The math modeling approach, ex
plains Ed Zyzys, manager for the 
Landing System Program within the 
Systems Test and Evaluation Division, 
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is to use a computer program, or math 
model, to determine what kind of ILS 
performance to expect under certain con
ditions. 

The computer is fed digital informa
tion on such items as terrain charac
teristics or the height and location of a 
building. It then can calculate the 
resulting signals emitted by different ILS 
ground systems and permit the selection 
of the most cost-effective system. 

In order to understand ILS math 
modeling, it's necessary to understand a 
little about the instrument landing 
system itself. 

An ILS uses two types of 
transmitters-a glide slope and a 
localizer. When an aircraft flys an ILS 
approach, it receives glide slope signals 

via two paths. One is the direct signal 
from the ground antenna to the aircraft; 
the second is an indirect signal that is 
received by the aircraft after its reflection 
from the ground between the antenna 
and the aircraft. The two signals form a 
path in space, which the pilot follows on 
his cockpit display to guide him safely to 
the runway. 

"The glide slope transmissions are 
susceptible to irregularities or changes 
in terrain," says Zyzys. "Ideally, for a 
perfect glide slope, you need smooth 
ground in front of the antenna for several 
thousand feet. However, that rarely oc
curs. 

"The localizer, which gives guidance 
to either side of the runway centerline, is 
primarily susceptible to buildings and 

Math modeling program manager Ed Zyzys 
checks features of San Francisco Inter
national Airport on a to-scale map. 

I 
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A graphic plot of a computer-modeled 
result for a Moses Lake, Wash., ILS localizer 
antenna. The computer input and output 
data is standardly in digital form. 

other above-the-ground obstacles that 
can reflect the signals laterally and 
cause disturbances to the course struc
ture," Zyzys explains. 

An example of how a building can in
terfere with the signal occurred at 
Seattle-Tacoma International Airport in 
Washington. Boeing was planning to 
erect a new headquarters building at the 
airport and needed to know whether the 
structure would affect the localizer 
course. Tech Center engineer Jesse D. 
Jones was in charge of this study. 

Jones discovereci by math modeling 
'iat the building would indeed disturb 
1e course. In fact, it would disqualify 

the runway for Category II operations. 
(Airports are categorized according to 
the minimum height a pilot can operate 
to before making a decision to land. Dif. 
ferent landing systems and lighting re
quirements are applicable at different 
category airports.) 

Jones found that by rotating the 
building eight degrees, the airport 
would remain within Category II 
tolerances, and that is what he recom
mended. 

San Francisco's problems were of a 
different nature. They included: What 
would an embankment that was being 
considered to keep water off the runway 
do to the performance of their glide 
slope system? And what type of antenna 
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should be installed, and where; 
Engineer John Walls worked on this 

one. He modeled the site with and 
without the embankment at high and low 
tides. He also modeled two glide slope 
systems at three different airport loca
tions. 

"We told San Francisco how the em
bankment would affect system perfor
mance," says Walls. "Our recommenda
tions included where to locate the 
facility and what type of antenna system 
to use." 

"There are three glide slope systems 
which vary in complexity and cost," 
says Zyzys. "By modeling all three, we 
can determine which system will do a 
satisfactory job at the least cost." 

The center receives requests for ILS 
math modeling through the Airway 
Facilities Service in Washington. Zyzys 
says the requests are screened there and 
given a priority before coming through 
the center's Engineering Management 
Staff and into his hands. 

The work is sponsored and funded by 
the Landing Systems Branch in the 
headquarters Systems Research and 
Development Service. There, the sub
program manager is Seymour Everett, 
and the associate project manager is 
Carl Peterson. 

Since the Tech Center first started 
ILS math modeling for a glide slope in 
Tulsa, Okla., in 1978, it has modeled 
more than a dozen sites and has several 
more scheduled for this year. 

One of those is similar to the San 
Francisco problem on the opposite 
coast. A proposed new ILS glide slope at 
LaGuardia Airport in New York might 
have antenna ground plane problems 
from tidal Flushing Bay adjacent to it 
and the embankments need to restrain 
the waters. 

Some time next year, Zyzys says, he 
expects to begin math modeling for 
microwave landing systems. For these, he 
will use models developed by the Lin
coln Laboratory of the Massachusetts In
stitute of Technology and by Vitro 
Laboratories Division of Automation 
Industries. • 
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Aeronautical Center 

• Lawrence L. Bicknell, deputy chief of the Air 
Traffic Branch at the FAA Academy

Alaskan Region 

• William E. Carson, chief of the Nome Air
"al' Facilities Sector Field Office. Fairbanks AF 
Sector. 

• David W. Johnston, team supervisor in the 
Fairbanks Flight Service Station. from the Red
rnond. Ore .. FSS. 

• Thomas E. Moody, team supervisor at the 
Fairbanks FSS. frorn the Ely. Nev .. FSS. 

Central Region 

• Bruce M. Boyle, tearn supervisor at the 
Wichita. Kan .. Tower. promotion rnade 
perrnanent. 

• Norman D. Harris, programs officer at the 
Des Moines. Iowa. Tower. from the Forbes AFB 
Tower in Topeka. Kan. 

• Gary L. McCullough, team supervisor at the
Kansas City ARTCC.

•Jay B. Salzer, team supervisor at the Des
Moines FSS. frorn the St. Louis FSS.

• Robert L. Southwick, team supervisor at the
North Platte. Neb .. FSS.

• Fred M. Williams, supervisor of the training
unit at the Springfield. Mo .. AF Sector Field Of
fice. St. Louis AF Sector. 

Eastern Region 

• Charles T. Antku, chief of the Training 
Branch in the Personnel Management Division.

• Paul H. Bardenhagen, team supervisor at the·
New York TRACON.
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• Charles M. Brogan, team supervisor at the 
New York TRACON.

• Mathew M. Calendar, Jr., assistant chief at 
the Baltimore. Md .. Tower.

• Beryl M. Clark, watch supervisor in the 
Pimburgh. Pa .. AF Sector. prornotion made 
permanent.

• Charlie N. Dudley, data systems officer at
the Baltimore Tower. from the Programs Branch.
S\'stem Programs Division. Air Traffic Service.
Washington.

• William C. Fetter, chief of the Poughkeepsie.
N.Y .. Tower from the Westchester County
(NY) Tower.

• Lee E. Grover, team supervisor at the New
York TRACON. from the Operations Branch.
Air Traffic Division.

• Thomas P. Hamill, deputy chief of the
Philadelphia. Pa .. Tower.

•Joseph A.Johnson, Jr., team supervisor at 
the New York TRACON. 

• Frederick A. Liebe, manager of the AF Sec
tor at JFK International Airport Tower. New
York. from the New York TRACON AF Sec
tor.

• Manuel Lugris, assistant chief at the New
York TRACON. 

• Cogan G. Marshall, assistant manager of the
Norfolk. Va .. AF Sector. from the Maintenance
Operations Branch. Airway Facilities Division.

•John Mayrhofer, team supervisor at the New
York TRACON. from the Airspace &
Procedures Branch. Air Traffic Division.

•Joel Pa push, team supervisor at the New
York TRACON.

• Stephan A. Popovich, chief of The Plains.
Va .. AF Sector Field Office in the Baltimore AF 
Sector. from the Maintenance Engineering
Branch. Airway Facilities Division.

• Robert L. Powell, deputy chief of the
Greater Pittsburgh. Pa .. Tower.

• Alfred J. Reale, chief of the South Section.
Operations Branch. Air Traffic Division. from the
Airspace Section. Airspace & Procedures
Branch. Air Traffic Division.

• Edmund Spring, chief of the Philadelphia
Tower. from the Greater Pittsburgh Tower.

•John J. Tobin, team supervisor at the New
York TRACON.

• Edward R. Trudeau, deputy chief of the
New York TRACON, from the Evaluation Staff. 
Air Traffic Division.

Great Lakes Region 

• David K. Alred, chief of the Decatur, Ill.. 
FSS. from the Detroit. Mich., FSS.

• Martin G. Duffy, chief of the Peoria County.
Ill.. AF Sector Field Office. Moline. Ill.. AF
Sector.

• Herb J. Johnson, unit supervisor in the
Bismarck, N.D .. AF Sector.

•John T. Kefaliotis, deputy chief of the
Cleveland Hopkins (Ohio) Airport Tower, from
the Chicago ARTCC.

• Gerald N. Linton, deputy chief of the
Detroit Metro (Mich.) Airport Tower, from the
Minneapolis Wold Chamberlain (Minn.) Air
port Tower.

• Wayne C. Schmidt, team supervisor at the
Duluth. Minn., Tower, from the Chicago O'Hare
Tower.

• Tedrick Vernon, manager of the Aurora, 111 .. 
AF Sector, promotion made permanent.

Northwest Mountain Region 

• Donald W. Brimner, chief of the Denver,
Colo .. FSS, from the Operations, Procedures and



Airspace Branch, Rocky Mountain Air Traffic 
Division. 

• Thomas P. Carmody, team supervisor at the 
Great Falls, Mont., Tower, from the Great Falls 
RAPCON at Malmstrom AFB. 

• Michael J. Douglas, team supervisor at the 
Seattle, Wash., FSS, from the Lansing, Mich., 
FSS. 

• Boniface Frank, chief of the Great Falls
Tower, from the Great Falls RAPCON at 
Malmstrom AFB. 

• E. Ross Hamory, chief of the Personnel
Operations Branch. Personnel Management Divi-

,n. from the Rocky Mountain Personnel 
,nagement Division. 

• Timothy M. Mullin, Jr., team supervisor at
the Great Falls Tower, from the Great Falls
RAPCON. 

•James T. Perkins, team supervisor at the Por
tland. Ore .. Tower. from the Troutdale, Ore.,
Tower. 

• Albert B. Schriever, team supervisor at the 
Dallesport, Wash .. FSS. from the Walla Walla. 
Wash .. FSS. 

• Leroy R. Skaug, team supervisor at the Seattle. 
Wash., FSS. from the Honolulu. Hawaii, FSS. 

• Richard L. Troup, team supervisor at the 
Spokane. Wash .. International Airport Tower,
from the Los Angeles. Calif.. TRACON.

• Arnett P. Williams, team supervisor at the 
Great Falls Tower. from the Great Falls 
RAPCON.

Southern Region 

• Edward S. Bayne, chief of the Knoxville,
Tenn .. Downtown Tower, from the Knoxville
Tower.

•John H. Dilworth, team supervisor at the 
Atlanta International Airport Tower. 

• Charles W. Foster, team supervisor at the 
Dothan, Ala., Tower, from the Jacksonvil)e,
Fla., Tower.

• Felton R. Lancaster, team supervisor at the 
Memphis, Tenn., ARTCC.

• Robert G. Leedom, chief of the Fort
Lauderdale, Fla., Executive Airport Tower, from
the West Palm Beach, Fla., Tower.

• Marvin J. Leininger, assistant chief at the 
Jacksonville, Fla., ARTCC, from the Miami,
Fla .. ARTCC.

• Donald A. Martin, team supervisor at the
Pompano Beach, Fla., Tower, from the Systems
Application Branch in the Air Traffic Systems
Division at the FAA Technical Center. 

• Richard E. Miller, assistant chief at the San 
Juan. Puerto Rico, CERAP (Center/RAPCON). 

• Samuel E. O'Briant III, team supervisor at 
the Fort Myers. Fla .. Tower, from the Jackson
ville Tower. 

• Eugene L. Parker, assistant chief at the San 
Juan CERAP, promotion made permanent. 

• James D. Reilly, assistant chief at the Miami
ARTCC.

• David K. Riesterer, team supervisor at the 
Jacksonville ARTCC. 

• Roy Connor Sheppard, evaluation & 
proficiency development officer at the Jackson
ville ARTCC. 

• Baxter C. Sowell, chief of the Programs Sec
tion, Plans and Programs Branch, Air Traffic
Division, promotion made permanent.

Southwest Region 

• Phil Harris, area officer at the Fort Worth, 
Tex., ARTCC.

•John E. Roybal, team supervisor at the Albu
querque, NM., ARTCC, from the Chicago
ARTCC.

• Charles S. Shuler, deputy chief of the Moi
sant Tower in New Orleans, La., from the Man
power Systems Branch, Executive Staff, Air
Traffic Service, Washington.

•Jimmie L. Vaughan, area officer at the
Houston, Tex., ARTCC.

Technical Center 

• Vincent J. Zumpano, chief of the Flight Ser
vice Station Section, National Program Main
tenance Branch, ATC Automation Division, from
the National Automation Support Branch.

Western-Pacific Region 

• Bobby J. Cobb, chief of the Fox Field Tower 
in Lancaster. Calif., from the Imperial, Calif., 
Tower.

•James W. Faucett, team supervisor at the 
Sacramento, Calif., Municipal Tower, from the 

McClellan AFB RAPCON, Calif. 

•John K. Giannakopoulos, technical support 
officer at the Honolulu, Hawaii, AF Sector, from 
the Maintenance Operations Branch. Pacific 
Region Airway Facilities Division. 

• Carlton F. Maddox, assistan·t chief at the 
Reno, Nev .. FSS, from the Santa Barbara. Calif ..
FSS.

• Frank H. McPherson, team supervisor at the 
San Francisco, Calif.. Tower, from the San 
Diego. Calif .. TRACON. 

•Jean P. Roger, team supervisor at the 
Gillespie Field Tower in San Diego, from the 
Lindbergh Field Tower, San Diego. 

• Cecil W. Short, team supervisor at the Ox
nard, Calif., Tower, from the Burbank, Calif.,
Tower. 
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Cecil Osborne and Robin Masek study a 
manual to ensure the installation is done 
right. The platform provides a magnificent 
view of the intracoastal channel that 
separates Biorka Island from Baranof Island. 

Helicopters were used extensively ro haul 
steel ro the growing structure. Here, the an
tenna is delivered to its nest 62 feet above 
ground, as technicians Lonnie Jackson and 
Cecil Osborne wait to position it. 
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The five-foot open array on Biorka Island is 
a beacon-only radar for en route identifica· 
tion of transponder-equipped aircraft. 

Robin Masek (left) and Lonnie Jackson 
dangle six stories up as they bolt the anten,na 
to its supporting structure. 

Photos courtesy of Robin Masek 

Gap at
CANADA 

a 

provides coverage from Yakutat 1n 

the northwest to Sandspit in the 

southeast. The installation of a 

Canadian radar at Sandspit this year 

will close the final gap. • 

By Cliff Cernick 

The Alaskan Region 
public affairs officer. 
he is a former news
paper editor in 
Anchorage and 
Fairbanks. 

Biorka 

Bob Lukacinsky, Robin Masek, Bruce 
Whalley and Billy Hughes (left to right) of 
Airway Facilities prepare a RAPPi (Ran
dom Access Plan Position Indicator) main
tenance console for loading on a boat at 
Sitka, 15 miles from Biorka. 

'----
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JONES Crmtinued from page 9

and to its supervisors and managers that 
development of human resources 
reflecting an appropriate concern for em
ployees is an important and necessary 
responsibility. 

2. The FAA needs supervisors and
managers with a high level of 
leadership skills. A program of identify
ing, developing and promoting qualified 
supervisors and managers should include 

equipment, systems and people and grow
ing idleness of these resources during 
the valley periods of traffic activity. This 
phenomenon creates inefficiency and 
troubled working relationships. 

The FAA needs to adopt flexible 
staffing through part-time controllers, 
split shifts, overtime, assigning non
controller duties and voluntary seasonal 
transfers. A clearer and more ap
propriate delineation between staff and 

The FAA, if it implements these recommendations, 
will have dedicated itself to the development 

of human resources ... 

tests and interviews to help assess super
visory management interest and aptitude 
among employees. 

3. The FAA needs to revise many of
its systems in order to better match the 
characteristics of its task with the 
responsibilities of its employees. The 
FAA needs to control the variability in 
air traffic activity. A freely accessible air
way system causes peak pressure on 
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line authority is needed. 
4. The FAA, if it implements these

recommendations, will have dedicated 
itself to the development of human 
resources, will have programs to train 
and promote outstanding managers, will 
have smoothed the demand for its ser
vices and balanced its staffing plans to 
variable demand conditions and will 
have adopted an organizational structure 
that is more clearly and more ap
propriately aligned to its functions and its 
future plans. 

Finally, the FAA needs to incorporate 
several changes in what might be 
termed the style with which management 
and employee groups relate to each 
other. 

Positive elements in the FAA that 
should be fostered and emphasized are 
good job descriptions, the excitement of 

the agency's mission and tradition, the 
dedication of its employees, the system 
of performance appraisals and the par
ticipation of employees in studies, pro
jects and decisions. 

More appreciation and support from 
supervisors, more attention to employee 
input on programs and improved two
way communications between manage
ment and employees should be 
developed. 

To replace the PATCO contract's 
rules of the shop, the agency should 
publish a manual of employee rights 
and responsibilities, provide a new 
grievance system and establish a corp5 
of human resource specialists to counsel 
employees. 

High-time controllers should be 
allowed to back away from high-traffic 
environments through assignment flex
ibility, and rap sessions with supervisors 
that are supportive rather than critical 
are needed to help relieve tension for all 
controllers. 

In addition, geographic mobility for 
advancement should be adjusted to the 
economic realities of relocation, em
ployee opinions and attitudes should be 
surveyed regularly and a change is 
needed from the pay cap that causes 
salary compression and destroys the 
motivation to advance into supervisory 
pos1t1ons. • 



By George Burlage 

The public affairs of. 
ficer 111 the Southwest 
Region. he is a former 
career Marine and 
combat correspondent 
who was widely 
published. 

A Real Travelin' Man 

Gary Foster just keeps rolling along, 
which seems like an odd expression in 
an agency devoted to aviation. But it was 
on Texas State Highway I 15 outside 
the oil town of Wink where he estab
lished a record last year. He rolled 
through the one million mile mark in a 
government vehicle-and without a 
traffic accident or a traffic ticket. 

An airports inspector with the Albu
querque Airports District Office (ADO). 
Foster has kept accurate records of his 
driving since coming to the agency as a 
draftsman in the regional office in 

160. During slack work periods, he was
'en the opportunity to deliver G-cars

,v regional facilities. 
Later, he transferred to the Airpons 

Feeling Fit 
Edited by Henry J. Christiansen 

What is Stress? Stress is a condition 
with which we are all familiar, yet the 
term is so widely misused that it is often 
subject to confusion. Most people 
auwmatically assume that stress is bad; 
but, it may or may not be harmful, 
depending on the circumstances. 

It is useful w distinguish between 
what causes stress and what it is. The 
various pressures or demands from the 
external environment-which stem 
from your family, job, friends or outside 
interests-are called external stressors. 
The various pressures or demands from 
your internal environment are called in
rernal stressors. They include the 

�ssures you put on yourself by being 
.1bitious, competitive and aggressive. In 

many of us, these internal stressors have 
more intense an effect then do the exter
nal stressors. However, the important 

Division and worked out of the 
Oklahoma City office. For a couple of 
years, he put more than 70.000 miles on 
a vehicle each year during inspections in 
New Mexico, which the region had ac
quired during a realignment. Some trips 
lasted up to two weeks. During this time. 
Foster was inspecting as many as 600 
airports a year. 

When the Albuquerque ADO was 
set up in 1965, Foster was installed there 
and continued his inspections in New 
Mexico, West Texas and parts of the 
Texas panhandle. 

"In those days. we would inspect 
anything that could be identified from 
the air." he said. Even though he could 
reach rhe site easily enough. he could 

point is that these external and internal 
pressures are identified by the term 
stressors. 

The bodily response to these stressors 
is what we call stress. The human body 
has a stereotyped response w demands, 
whether pleasant or unpleasant. The 
stressors may be different, but they all 
elicit the same biological response. The 
response, in turn, can be harmful or 
beneficial. 

You have probably had the experience 
of nearly crashing into someone on the 
highway. If you are driving along and 
someone cuts in front of you, you ex
perience alarm or an emergency response. 

Uncertainty and novelty are stressors. 
Anything that happens which you can't 
immediately make sense of can trigger 
stress. Normally, you quickly figure out 
what is going on, and the stress reaction 
stops. Also, if you can't figure out what's 
going on, but can _find som� co�struc
tive ways of handling the s1tuat1on, the 
stress reaction also will stop. Your in-

still get in trouble. 
"Once in the Big Bend country of 

West Texas," he recalls, "a rancher 
stuck a gun in my ribs as I checked an 
airfield and asked how fast I could get 
off the property. I was already moving 
when I answered. 'real fast' ... 

Foster credits defensive driving and a 
bit of good luck as factors in his safety 
record. Being single and without family 
obligations permitted him w be on the 
road without personal worries. 

Oh. yes, he did not let his isolated 
location bother him when he hit the 
million-mile mark; he just continued a 
few miles further to Pecos and 
celebrated with a big dinner at the coun
try club. • 

dividual perception of the situation and 
how you individually cope with it deter
mine the level ( or lack) of stress realized. 

(Source: "Managing Stress-A 
Business Person's Guide" by Jere 
Yates) 

Be sure to see this column next time 
to read that "Stress May Be Good For 
You." • 

Mr. Christiansen is the Southwest Region's 
Special Projects Coordinator, as wet! as an in
veterate runner ( his third year in the Boston 
Marathon) and health buff This column was 
coordinated with the Regional Air Surgeon. 

19 



Five former FAA administrators appeared 
before the House Public Works and 
Transportation Subcommittee on Aviation to 

testify in favor of the National Airspace 
System Plan. From the left are Alexander 
Butterfield, 197 3-75;) ohn H. Shaffer, 1969-
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