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A Letter from the President–
Hugh Taylor

Welcome to the first 2005 issue of The CSLS Source.  Our new organiza-
tional structure has gotten off to a strong start, and we are working togeth-
er to refine our processes and plans for this year. While we have aggressive
growth targets for this year, I'm excited at our prospects and opportunities.

As we move into our second year as an integrated business unit, I'd like to
once again thank all of you for your commitment and dedication in 2004.
Through your contributions, we achieved significant organizational and
business successes in 2004 that have us well positioned to capitalize on our

strengths.  We successfully developed a top tier pursuit and delivery organization for large-scale
commercial, state and local opportunities; we broke into the local IT infrastructure market in a
big way with Indianapolis/Marion County; we achieved enhanced market visibility and recogni-
tion among key industry analysts; we successfully recompeted and won the largest local gov-
ernment contract in the company - IDENT1; and now, CSLS is pursuing one of the larger oppor-
tunities within the Sector - VA PPEA!  

We can't rest on our laurels, however.  Our continued growth depends on each and every one
of you bringing your best everyday, to focus, execute and grow our business.  You, our employ-
ees, are at the heart of our strategy, delivery and commitment to our customers.  As an IT serv-
ices provider, our most important offering and asset is Northrop Grumman intellectual property
- you are that property, you are our key differentiator.  To that end, I promised in the last issue
of The Source that we would dedicate this first issue of 2005 to you, your feedback to the
Employee Pulse Survey, and the actions we are taking to address your concerns as they relate
to employee development, communication and performance.

One thing we heard loud and clear was that CSLS employees felt disconnected from decision
making, that executives need to be quicker and more inclusive when making and explaining
important decisions.  My leadership team and I have launched an initiative, called "Stop at
Nothing," to help us better understand and improve our team dynamic in order to create a high
performance environment.  Collaboration, communication and commitment start at the top, and
among the commitments we are undertaking is to communicate more timely, effective decisions
to the rest of the organization.

As we move into 2005, I commit, again, to spending  much of my time on the road meeting with
you and your teams to discuss our growth plans and strategies and how each of you fit into the
"bigger picture."  Last year was the "integration year" - refining our organization, assessing our
portfolio, getting to know one another.  This year, it's about capitalizing on our strength, optimiz-
ing our processes, leveraging our people and expertise.  Some themes for all of us to keep in
mind as we meet the challenges of each day:  delight our customers; collaborate, and strength-
en our culture; and, overall, "up our game."  The company is looking to us as a growth engine,
and I know we can deliver.  
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Hot Off the Presses!
Puget Sound Win
CSLS has been awarded a contract to install a 9-1-1 computer-
aided dispatch (CAD) system to enhance public safety service and
response for the U.S. Navy in the east Puget Sound, WA., region.
CSLS implemented its 9-1-1 CAD to cover the western Puget Sound
region during the phase-one contract, awarded in September 2003.
The second-phase contract will link the eastern Puget Sound public
safety dispatch centers to the Navy Region Northwest's Regional
Dispatch Center at Naval Base Kitsap for a fully integrated CAD
capability. 

The contract is valued at $4.4 million over two years with five one-
year options. Work on the contract will be done at the Regional
Dispatch Center at Naval Base Kitsap and other bases in the north-
west region.

CSLS's work for the Navy's Northwest Regional Dispatch Center will
include consolidation of video monitoring systems, as well as the
integration of digital radio communications for emergency person-
nel, enhanced 9-1-1 caller information assistance, mapping, alarm
monitoring, multi-site weather sensor, fire station, and mass alerting
systems into the 9-1-1 CAD.

Northrop Grumman teammates include Vindicator Technologies,
Austin, TX; Motorola, Schaumburg, Il.; and Verizon, New York, NY.

Northrop Grumman 
Named Distinguished Employer 
in Maryland
Northrop Grumman has received "The Tops! Maryland Employer of
Distinction" award from the Maryland Society for Human Resource
Management (SHRM) State Council and The Daily Record for
achievements and best practices in human resources.

Each year The Tops! Maryland Employer of Distinction Award hon-
ors employers in Maryland for their achievement and practices by
Human Resources in the development of their organizations.  

The IT sector was selected for the award based on a number of cri-
teria, including recruitment and retention, compensation, benefits,
training and development, workplace diversity, work and family
issues, and health, safety and security.

The award recognizes Northrop Grumman's commitment to its
employees and the community. For example, the company's dedi-
cation to education through internship programs and support of

more than 125 colleges and universities nationwide results in hun-
dreds of entry-level, college graduate new hires each year. In addi-
tion, employment opportunities are made available via Web sites,
regional employment offices, and local and national publications.

Through employee surveys, Northrop Grumman assesses worker
satisfaction with compensation and benefits, and has found that total
compensation and benefits packages are competitive within the
marketplace. In addition, the company was recognized for its gen-
erous training and tuition reimbursement programs.

Workplace diversity and work-life balance are also key successes
for Northrop Grumman. The company is an active participant with
the INROADS program, an organization whose mission is to devel-
op and place talented minority youth in business and industry to pre-
pare them for corporate and community leadership. 

To meet the needs of its diverse population, Northrop Grumman
offers numerous initiatives to help employees achieve a good work-
life balance. These include flexible work schedules; an employee
assurance program that allows employees to leave the work envi-
ronment to pursue personal obligations such as education or military
leave, and return to their previous employment status; and an
employee-shaped benefits program that modifies work-life policies
and programs based on employee feedback.

Motivation is what gets you started. Habit is what keeps you going. -Jim Ryuh

Town Hall Update: 
Get ready for Hugh spotting in 2005!

During 2005 Hugh will be continuing his travels across the
country and to the UK hosting town halls. Last year Hugh visit-
ed 11 states and met with over 1,000 CSLS employees. This
year Hugh will be revisiting some of the sites he traveled to in
2004 but will be adding a lot of new site visits to the ever-
expanding map of CSLS locations. 

In 2004 the focus of the town halls was geared towards intro-
ducing folks our new BU and meeting those who contribute its
successes. During 2005 employees will learn more about the
direction and vision for CSLS as we embark on year-two.
Please remember to email AskHugh@ngc.com at anytime
throughout the year with your thoughts and questions. 

Also be on the lookout for messages from Hugh on the CSLS
homepage and in your inbox!
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Congratulations President’s Club Awards Winners

CSLS employees Arnie Riisen
and David Wellbelove were
selected as 2004 President’s
Club Award winners. The
President’s Club Awards are
designed to honor key contribu-
tors in business development.
This prestigious award is con-
ferred on individuals who have
distinguished themselves in one
or more of the following four dif-
ferent areas: strategic contract
award; inter-/intra-sector leader-
ship; opening a new account; or
revitalizing an existing account.
This award recognizes business
developers who have demon-
strated a significant accomplish-
ment and whose overall value
was crucial to the achievement of
our organization’s business
development goals. Only five
individuals across the IT sector
were selected to receive a
President’s Club Award. 

Arnie, David and three other award winners were honored during the closing ceremonies of the recent IT sector business development kickoff
meeting, hosted by Steve Perkins. IT sector president Jim O’Neill was in attendance during the award ceremony, as were the BU presidents for
each award winner. Arnie was on hand to receive his award in person, however David was unable to attend the meeting and award ceremony;
Greg Poldy, State & Local Solutions business development director, accepted on his behalf.

Arnie Riisen, national business development representative, was nominated and selected for his pivotal role in orchestrating Northrop
Grumman’s expansion into the local government space and for the work he performed in support of the Indianapolis Marion Country contract
win. According to his nomination, Arnie displayed “ … business competence and sound leadership … in the planning, coordination and imple-
mentation of the diverse requirements associated with leading the Indy sales and capture efforts ... The City of Indianapolis is among the largest
and most visible of local government outsourcing initiatives, and this win vaulted NGC into an area previously dominated by industry leaders
like IBM, ACS and Unisys, competitors in this marketplace.” 

David Wellbelove, director of business development in the United Kingdom, was similarly instrumental in leading and helping Northrop
Grumman close a highly strategic pursuit: IDENT1. Winning this contract was of critical importance to our expansion into the identity manage-
ment market and sustaining our business abroad. David, according to his nomination, demonstrated “tireless efforts in ensuring a positive
atmosphere was developed and maintained with the key influencers and decision makers … ” on this program.

Congratulations to Arnie and David for their contributions to Northrop Grumman!

Hot Off the Presses! (continued)

Left to Right: Jim O’Neill, Arnie Riisen, Hugh Taylor

Growth begins when we start to accept our own weakness. -Jean Vanier
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If you have any questions about these changes please contact the CSLS KM Administrator at
703-713-4120. live link success story:

Indianapolis Transition Team Relies on Livelink
The transition team for our recently awarded contract with the city of Indianapolis, Marion County
has been working diligently to prepare for the contract’s go-live date of January 1st, 2005. Part
of this large transition effort involves development of all operational processes and procedures
(“Ops P&P”). A large team of individuals from all across CSLS have been working in the past
months to document, update and standardize all procedures, processes, forms, lists and tem-
plates—and Livelink has been playing a crucial role in this effort.

The transition team utilizes a workspace for a myriad of activities associated with the transition,
one of which is compiling, sorting and finalizing the Ops P&P manual. More than 350 forms, lists
and procedures have been identified and are currently being worked on. The team has adopted
the CSLS best practice template for all processes and procedures as well as the FTPP cata-
loging methods.

For further information on this important documentation effort, contact Deb Stewart at
debra.stewart@ngc.com. For information on the entire transition effort please contact Tom
Tierney at tom.tierney@ngc.com.

Financial Standings KM Update

Finance & Administration
Livelink Upgrade Update
The CSLS KM Council met in Herndon the last week of January for their quarterly brain-
storming session and this session’s focus was putting together the plan for 2005. The council
announced last month that the upgrade to Livelink version 9.2 is now estimated to happen dur-
ing the last week of March or early April.The KM Council will continue to keep all users up to
date with the latest information on the upgrade as it becomes available. If you have any ques-
tions on the upgrade please contact Margaux Gutierrez, the KM Administrator.

Participate in a KM Focus Group
The CSLS KM Council is going to be conducting focus groups for each OU/functional unit in
CSLS. These focus groups are intended to aid the council in our efforts to bring value to our
employees through the use of Livelink and Knowledge Management. If you are interested in
participating in one of these focus groups please contact your KM representative.

Two important changes have been made!
The first change involves the Programs/Accounts folder in the CSLS workspace in Livelink.
The Programs and Accounts folder is by far the most visited area of our CSLS workspace in
Livelink and currently contains over 80 programs. To make it easier for our users to get what
they need, the Programs and Accounts folder has been moved up one level and will be acces-
sible from the home page of the CSLS workspace in Livelink and will also appear as a drop-
down menu in our CSLS banner. 

It's OK if you mess up. You should give yourself a break. -Billy Joel

The second change has been made to the KM information that located on the CSLS home-
page. If you have any questions about these changes please contact the CSLS KM
Administrator at 703-713-4120. live link success story: The tool Kit section on the CSLS
homepage still contains the link for IKE, which takes users
directly into the CSLS workspace in Livelink. The other KM links that used to reside under the
tool kit section are now located under the link for Knowledge Management on the blue left
hand navigation bar. Here you will find KM Resources, KM Newsletters, KM CBT's, IKE FAQ,
and IKE Quick Reference Guide.
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Special Feature

The Employee Pulse Survey
CSLS is committed to improving our organization in ways that benefit our employees and our customers. As part of this commitment, in con-
junction with the IT sector, 60% of CSLS employees participated in the 2003-2004 Employee Pulse Survey. The objective of the survey was to
gather data about employee opinions and ideas on how Northrop Grumman, in particular CSLS, can sustain a positive work environment and
a high level of employee satisfaction. The survey was conducted during two separate phases over two years. 

The Employee Pulse Survey asks employees to rate their perceptions of our organization in 12 work life areas. First, those intangible factors
such as commitment, leadership and management effectiveness, communications, job satisfaction, work environment, change management,
decision making and business strategy, and supervision. And then the tangible benefits such as health benefits and compensation, employee
development and training, performance management, and quality and customer service.

CSLS is a melting pot of legacy business units, programs, and companies that came together during the time this survey was being conduct-
ed. The results reflected the transition activities that were occurring but also identified CSLS as a place that fosters a positive work environ-
ment. Overall CSLS performed well, but key challenge areas were identified. Although some of the challenges are unavoidable obstacles fac-
ing an organization during a time of transition, it is important that CSLS, as a united BU, surmount these obstacles as not to prevent our mov-
ing forward.     

One of our overarching challenges identified was communications. The CSLS Source intends to be the primary communication vehicle for our
BU, making it the most fitting media for reviewing results and actions from the Pulse Survey. Please take the time to review this issue in its
entirety and provide any feedback regarding the issues addressed to cslsnews@ngc.com.

Key Strenghts for CSLS
CSLS scored highest marks in four key areas: work environment ensuring quality and customer service supervisory quality and job satisfac-
tion. These areas represent CSLS’ commitment to hiring the best and brightest individuals to manage and operate our programs. It is vital that
employees see CSLS as an employer of choice and represent that to our customers. 

Work environment was rated as the most favorable area for CSLS. Work environment is a broad category that encompasses a wide variety of
factors ranging from diversity to ethics, to the safety and security of specifics sites, as well as feeling free to voice opinions within our work
groups. CSLS recognizes the importance of employees’ work environment and will continue to stress high standards for employees, managers,
facilities, diversity, and open communication. 

Ensuring quality and customer service ranked high, representing our employees’ belief in the quality of the products and services we provide.
It is vital that dedication to our customers be rewarded and those who go above and beyond are recognized through BU awards such as the
Circle of Excellence Awards, Pinnacle of Excellence Awards, and Timely Recognition Award. These programs will continue to underscore the
commitment CSLS employees have to our customers. 

Employees also gave high marks in the supervision category that measures managers on their ability to ensure ethical business practices along
with treating their employees with respect. This is key to developing and keeping a strong workforce. 

Lastly, employees rated their overall job satisfaction very high. The results that link to this category indicate that our employees are willing to
do as much as possible to help the business unit be successful. These strengths provide a solid foundation for us to continue to “grow forward”
as a BU. 

Sometimes it is more important to discover what one cannot do, than what one can do. -Lin Yutang



Key Challenge Areas for CSLS
In the spirit of "growing forward," CSLS has approached challenge areas with swift action to facilitate pos-
itive changes. This issue of “The CSLS Source” is devoted primarily to addressing the identified chal-
lenges in order to better communicate programs that exist to address many of those key areas. 

The top challenge area for our business unit is our employee development and training. We recognize
that this is an area in which we need to improve upon, and are encouraged that our employees want to
further their development to help ensure the business unit's success.  Some steps we will take to address
this include:

• Establishing a mentoring program for our emerging leaders

• Cultivating a culture that encourages knowledge, adaptability and cross-training throughout the
organization

• Adding a module to Manager Training on employee development

Our second challenge came in the category of decision-making and business strategy.   The surveyed
employees believe management needs to involve them more in the decisions that affect them as well as
communicating CSLS business goals.  Our leadership team has committed to:

• Communicating decisions frequently and throughout the organization

• Directing managers to be more accountable to disseminating information to their teams

We have already begun taking actions regarding another challenge, our employee performance man-
agement. In an effort to make employees feel that we are appropriately dealing with employees whose
performance fails to improve, employees who receive PMP ratings of "needs improvement" will not be
eligible for a merit increase.  

Communications was another area identified as needing improvement. Communication is an essential
part of our daily lives in the workplace. Communication will be a key ingredient in improving all of our chal-
lenge areas. As a business unit, we have focused increased attention on improving the content and fre-
quency of our communications, and we hope that CSLS employees have gained a greater understand-
ing of and visibility into the organization through The CSLS Source, town halls and emails updates and
win announcements.

The data provided by the survey allows us the opportunity to acknowledge where we need to improve
and as a BU. We have formulated a plan of action to ensure CSLS meets the expectations of its employ-
ees.  We thank those of you who participated in the Pulse Survey, and all CSLS employees for their com-
mitment each and every day to improving our organization.
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A hero is a man who does what he can. -Romain Rolland
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Employee Development
The New Face of Organization and 
Workforce Development

On Nov. 24, 2004, HR&A vice president, Jeff Shuman, announced that
Carolyn Brizzi would lead the new organization and workforce devel-
opment, renamed Learning and Development (L&D).  As sector direc-
tor of L&D, Carolyn is the key leader responsible for developing and
directing system-wide training, educational development, leadership,
and organization effectiveness programs in support of the IT sector’s
strategic objectives and goals.  The department’s efforts are focused on
enhancing the effectiveness of the sector’s employees and the organi-
zation in order to increase personal and professional development, pro-
ductivity, and customer satisfaction.  

These efforts include reinventing and refocusing the mission of L&D
based on the feedback received from the Northrop Grumman process
team and the sector’s senior leadership.  Changes to be implemented
in 2005 include the restructuring of the department, focusing on areas
of development deemed to be most critical by the business units, and
decentralizing the technical training area to the business units. 

In addition, L&D is sponsoring a multitude of key sector-wide teams
focused on human capital and organizational development. One such
team is the L&D Strategy Council. This group is comprised of BU pres-
idents and HR directors in order to assist L&D in aligning its develop-
ment focus and initiatives with evolving business unit needs.    

Several other strategic cross-sector teams are being established to
ensure each business unit has a “seat at the table” concerning people
development issues and initiatives.  These teams include the following:

• Executive Development Review Team
• Leadership Development Review Team
• Organizational Leadership Review Strategy Team
• PMP Advisory Team
• Communication Council

“Our goal is to seek input and drive the key development initiatives for
the IT sector based on that input.  It is critical that we streamline our
statement of work so that we may focus on the right things,” said
Carolyn. To achieve that, both the Education Assistance (EA) Office and
the Systems Department have transitioned to Human Resources
Systems & Operations (HR S&O). Donna Rumph, HR S&O director, is
integrating both of these key functions into the HR S&O organization. 

The L&D group is driven and committed to ensuring we meet the needs
of the sector in 2005 and beyond. For more information regarding L&D
, please visit: http://inside.it.northgrum.com/owd/

SkillSoft CBT Courses Available 
to all CSLS Employees

In a world of ever-increasing skill requirements and shrinking budgets,
Web-based training offers a cost-effective alternative to traditional
instructor-led training sessions. ELearning is a fast, efficient, and flexi-
ble means of providing training, particularly for a geographically distrib-
uted workforce. Northrop Grumman’s eLearning vendor, SkillSoft,
offers thousands of courses on a variety of subjects including desktop
skills (Word, Excel, PowerPoint), Internet and network technologies,
and project management. These courses are available to all CSLS
employees and can be accessed from either work or home. SkillSoft
course completions are automatically added to employees’ training
records and online resumes.

In addition to providing everyday skills training, SkillSoft courseware
can help students who are seeking certain technical or professional cer-
tifications prepare for their certification exams. SkillSoft provides course
material, prep exams, white papers, and mentors to help students
increase proficiency and study for their exams. 

Please visit the Northrop Grumman eLearning portal to access your
eLearning. To access the eLearning portal, simply visit the Learning and
Development site at: https://esources.it.northropgrumman.com/owd/,
log in, and click on My eLearning (Online Training). If you do not have
a SkillSoft eLearning account, you will be prompted to register for one.
If you already have an account, your SkillSoft login credentials will be
automatically passed along by the system (no usernames or pass-
words to remember!). You can update your personal information via the
eLearning Portal and there are also direct links to featured training on
the Portal’s main page. 

**Please note that you do not need to be on the Northrop Grumman
intranet to access the eLearning Portal.

Each of us has a day …when he has to accept, finally, the fact that he is a man. -Jean Anouilh
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Employee Development (continued)

Northrop Grumman Matching 
Gift for Education
In case you were unaware, the Northrop Grumman Foundation’s
Employee Matching Gifts for Education Program matches funds that
employees donate to academic institutions of their choosing. This pro-
gram matches employees donations dollar for dollar on contributions
from $50 to $5,000. Employees may make up to two gifts per calendar
year but may not exceed the maximum of $5,000 per employee per
year. All employee gifts must be verified before a matching gift grant is
made directly to the educational institution. The Northrop Grumman
Foundation does not match employee gifts for anything other than edu-
cation. Eligible participants include Northrop Grumman Board of
Directors, active full-time employees and part-time employees who
work 20 or more hours per week. Those not eligible for this program
include employees on leave of absence, contract employees, retired
employees, spouses or children of current full time employees. All recip-
ients of an Employee Matching Gift for Education grant must be recog-
nized as a tax-exempt organization under the U.S. Internal Revenue
Service’s section 501(c)(3).

Application Process

Employees wishing to apply for a matching gift
should complete the following steps: 
• Obtain Employee Matching Gifts for Education

brochure, which includes the gift verification
form 

• Complete the form 
• Attach gift of cash, check or securities 
• Forward to educational institution 
• Retain a copy for your records 
• Request that the verification section be com-

pleted and sent to the foundation’s office

The form will be reviewed and, if all requirements are met, the gift will
be matched. The donor will be notified when the matching donation is
approved. Funds will be distributed to the recipient institutions.

Eligible Education Institutions

• Public elementary and secondary schools
• Private and public not-for-profit, degree-granting, two-year and four-

year colleges or universities, graduate schools, dental, medical or
law schools, and vocational or technical schools accredited by a
nationally recognized regional accrediting association or listed in the
Higher Education Directory of Colleges and Universities published by
the U.S. Office of Education 

• The gift is recognized as tax deductible by the Internal Revenue
Service and the institution is not a private foundation defined by
Section 509(a) of the Internal Revenue code 

• Alumni foundations, Parent Teacher Associations (PTAs) or fund rais-
ing entities affiliated with a qualifying school must have a separate
501(c)(3) status or comparable tax-exempt determination 

Ineligible Education Support
• Individuals 
• In-kind gifts or volunteer hours 
• Pledges 
• Bequests 
• Subscriptions or Membership Dues or Fees 
• Fundraising events such as raffles, walk-a-thons, 

banquets or dinners 
• Campus student organizations, fraternities, sororities, 

honor societies 
• Religious schools or colleges whose primary focus 

is to promote religious beliefs 
• Athletic teams, support organizations 
• Advertising or underwriting expenses 
• Capital Campaigns 
• Endowments 
• Tuition, books or student fees 
• Choirs, bands or drill teams

Education Assistance Program
Northrop Gurmman offers a robust Education Assistance (EA) program
that encourages career development through extended education. The
EA program offers tuition reimbursement; academic counseling,
through the American College Advisory Service; financial partners, for
loans and payment options; scholarship information; and academic
partnerships across the United States.  These offerings are available to
all CSLS benefit eligible employees who work at least 30 hours per
week. 

The CSLS annual tuition reimbursement cap is $5250. Reimbursement
may be applied towards approved undergraduate, graduate, and post-
graduate degrees programs; technical and professional certifications;
and preparatory classes. 

For more information on how to utilize the EA program:
Website: http://inside.it.northgrum.com/edassist/index.html
Phone: 866-224-2770
Email: eduassistit@ngc.com

If you want to succeed, you must make your own opportunities as you go. –John B. 
Gough

If you want to succeed, you must make your own opportunities as you go. -John B. Gough
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Employee  Performance Management

Significant improvements have been made to the 2005 PMP form! The changes were based on feedback from all business units within
the IT sector and should make the process more streamlined, user friendly and easy to read. 

There was confusion around the purpose of the “Performance Improvement Plan” section (Section VII), and whether or not this section
was only for those employees who received a “Needs Improvement” rating. In order to encourage all employees to reflect on what actions
they could take to increase their contributions in the upcoming year, this section’s name has been changed to “Performance
Enhancement Objectives” and is relevant for all employees.

In addition, two significant changes to the form have been made. The first is a modification of the rating scale titles; the term “Competent”
has been changed to “Meets” (expectations), and “Commendable” has been changed to “Exceeds” (expectations). “Needs Improvement”
and “Outstanding” will remain the same. These new descriptors are not intended to be just a change in title; they are intended to be a
catalyst in raising the bar for employee performance in 2005.  

Also, there is now a “Leadership Competency “section. Leaders (i.e., those with direct reports) will be assessed on both the work style
effectiveness competency dimensions as well as the new leadership competency dimensions. This new form needs to be used for the
2005 planning phase, and for the coaching and evaluation phases.

PMP Resources

PMP Web sites:

• INTERNAL Web site: http://inside.it.northgrum.com/owd/pmp.htm

• EXTERNAL Web site: https://esources.it.northropgrumman.com/owd [once logged in, click on “Performance Management
Process (PMP)”]

• Performance Management Procedure (ITV H16): http://inside.it.northgrum.com/policies_procedures/

Some of the resources available to you on the PMP Web sites are as follows:

• Official PMP Form (Form C-470)

• PMP Frequently Asked Questions (FAQs)

• Training and Awareness

• PMP Booklets - The PMP Booklet (in Adobe .pdf format) provides a concise overview of the entire Performance Management
Process.

• ELearning Courses – More than 30 eLearning courses are available on performance management topics ranging from coaching
employees to giving feedback, and much more!

• PMP Goal Samples & Measurement Ideas – Need help creating business goals that are “SMART” – Specific, Measurable,
Achievable, Realistic, and Time-bound?

Questions? Contact your HR representative.

Updated PMP Process for 2005

If you want to succeed, you must make your own opportunities as you go. –John B. 
Gough

Do each daily task the best we can; act as though the eye of opportunity were always upon us. William Feather
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Marketing Communications Corner

March
National Fingerprint Society

Brighton, UK

American Public Human
Services Assoc
Washington, DC

April
International Wireless
Communication Expo

Las Vegas

International CAD Consortium
Kansas City, MO

Intelligent Transportation
Society of America

Phoenix, AZ

May
Metro Fire Chiefs
San Antonio, TX

Eastern Regional Interstate
Child Support Association

Conference
Portland, OR

Association of Chief Police
Officers Exhibition and

Conference
NEC, Birmingham, UK

Law Enforcement Information
Management

Greensboro, NC

2005 Activities & Initiatives
The marketing and communications department reports a strong start to the year.  We have a well-
identified list of tradeshow and sponsorships for the year, and will be focusing a greater amount of
effort on setting goals and tracking our results for each event and exhibit in which we invest.

We have a robust advertising campaign underway across nine different publications, predominantly
featuring our state and local enterprise services and public safety capabilities.  Over the past year we
developed several new ads, including one in support of our communications and promotional efforts
in the Commonwealth of Virginia, which we are using to raise our visibility and positioning.

We also recently deployed a new State and Local external Web site on the Northrop Grumman IT
Internet that features the full complement of services and solutions that we offer to this market.  We
will be turning our attention to our managed services content on the Internet in the coming months as
well as featuring some of our new repeatable solutions.

As always, a key focus area for us is supporting our internal employee communications needs.  We
continue to encourage employees to send us ideas for topics for “The CSLS Source” or for commu-
nications in general, utilizing any of our incoming channels, including: cslsnews@ngc.com,
cslsMarCom@ngc.com or AskHugh@ngc.com.

If you want to succeed, you must make your own opportunities as you go. –John B. 
Gough

Do your best every day and your life will gradually expand into satisfying fullness. - Horatio W. Dresser
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Feature Personality

Deb Stewart

Deb Stewart is the manager of knowledge management and process
improvement for CSLS.  She has been in the IT industry for 25 years
but comes from a very varied background that included art and inte-
rior design, so you could say that getting into IT was a lucky accident
for Deb.

Born and raised in Canada, Deb initially joined a software training and
programming department and advanced to manage the group for the
next several years.  She subsequently worked for TRW Data Systems
as a programmer and trainer, where she also studied printer and com-
puter repair in the evenings, eventually becoming one of very few
female technicians during that time.  Deb then went on to teach com-
puter repair and programming, and became a national technical sup-
port specialist.  It's easy to see how she brings so many skills to her
job at CSLS!

Deb's life outside of work revolves around her friends and her very
large extended family. In her late twenties, she became interested in
Hispanic culture and began studying Spanish.  Vacations were spent
traveling to different Latin American countries, especially Mexico.

While on one of her trips to Mexico, Deb formed relationships with
some local families living in a poor fishing village north of Puerto
Vallarta, in southwestern Mexico.  She developed a particularly close
relationship with an eight-year-old girl named Karina.  Karina's family
welcomed Deb with warmth and true Mexican hospitality, even though
they were living in poverty.  Their closeness grew over several years
and, when Karina was 15 years old, Deb offered to bring her to her
home in Canada to give her an education and a chance at a better
life.The young girl went to live with Deb, her new husband and three
stepchildren.  Karina was homeschooled in Toronto, while living with
Deb and her family, and became fluent in English.  She is now 26
years old and works in a travel agency in Ohio.

Through her parents (who began spending winters in Puerto Vallarta
each year), Deb had the opportunity to meet other families as well.
She became particularly close to the Fletes family, Maria and Pancho
and their four boys.  They welcomed her into their family and then in
2003, the Fletes had their fifth child, a girl named Mariella, for whom
Deb was asked to be her godmother.

Chuy, the third Fletes son, was invited to live with Deb and her fami-
ly when he was 15 so he could learn English and improve his math
skills.  Now 23, he is married and has an excellent job as an office
manager for the Westin Regina in Puerto Vallarta.

Like any doting mother, Deb is in regular contact with both Chuy and
Karina; they are her adopted children, and are an important part of her
family.  She has made many lasting friendships in Mexico and
remains close to her second families there.

Deb works for CSLS out of her home office in Dallas.  She is still
involved in home design and interior decoration.  In fact, she is cur-
rently building a new home office on the second floor of her house, a
project that she expects to complete by the end of March.

A Canadian citizen, Deb is preparing to become an American citizen
in 2006. She describes herself - both at home and at work - as a per-
fectionist, and says that her attitude is, "if you want to do something,
you should always want to do it right!"

Deb and her extended family

If you want to succeed, you must make your own opportunities as you go. –John B. 
Gough

A man can do only what he can do. But if he does that each day he can sleep at night and do it again the next day. -Albert Schweitzer
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Thank you for taking the time to provide valuable feedback from the
Employee Pulse Survey. This information will be directly incorporated in our
planning for 2005 and beyond.  The HR team analyzed this data with a focus
on identifying the common themes across the business unit; which were sur-
prisingly consistent in both operating units and the staff function.  From there,
the information was compiled into key areas of focus and presented to Hugh
Taylor and the CSLS senior leadership team last November.  The meeting
resulted in a unanimous commitment to take action. 

• Communicating employee development opportunities within Northrop
Grumman with greater frequency.  I hope that the information provided in
this issue will help assist employees who are looking to increase their skills
and knowledge base. We also plan to work with manager's more closely to
help create development opportunities for their employees by including a
module on employee development in manager training.  

• The IT sector is developing a formalized job rotation program and CSLS
will be an active participant once it is rolled out. In the mean time we con-
tinue to informally seek employees to assist in projects and full time
assignments-proposal work in Herndon is a great way for employees to
get exposure. If you are interested please speak with your manager or
your HR representative. 

• Informing employees about strategic decisions is a key initiative for all sen-
ior leadership. You should be on the lookout for increased communication
from your management team and always email AskHugh@ngc.com with
questions or concerns. 

• We are focusing on proactively addressing performance issues and pro-
viding constructive feedback to employees. We heard your concern
regarding those that are not performing to the standards of CSLS; there-
fore, we are ensuring there are performance improvement plans in place
when needed and recognition for employees who perform well.  We dis-
tributed guidelines for PMP/EPDP rating to ensure performance differentia-
tion.  These actions will open communication between managers and
employees so goals are well defined early and they can work together on
achieving the kind of performance excellence that CSLS requires. 

We are all making the commitment, from the executive team on down, to
communicate the information that employees need on a regular and timely
fashion.  Each operating unit is working on a targeted communication plan
that will be shared and coordinated within CSLS.  Part of this plan is to
ensure that all employees are aware of our strategic objectives as well as the
vision for where we are headed as a business.  

As we move forward we will continue to solicit your ideas on how we can
make CSLS an even stronger BU. A key factor for success is your feedback
so please continue to email cslsnews@ngc.com with suggestion on how we
can tailor our communications to better meet your needs I want to thank you
for the feedback that you have provided so far and look forward to keeping
the lines of communication flowing. 

Colleen Smith 
Director, Human Resources CSLS

Letter from Colleen Smith Circle of Excellence
Award Winners

Hugh Taylor announced the Circle of
Excellence (COE) award winners on Monday,
February 14 during a BU-wide celebration and
all-hands meeting. Employees from several
locations across the United States called in to
be a part of the announcements and celebrate

with their coworkers. The celebration took place in the
Cascades auditorium in Reston, Virginia,  where close to
100 employees attended in person. 

The Circle of Excellence award was developed to, recog-
nize 30 employees within CSLS for their contributions, ded-
ication to our business and commitment to helping CSLS
achieve its goals. Each winner received a crystal desktop
award etched with their name and a letter of congratula-
tions from Hugh.The award is given out every six months.

There were nearly 100 employees nominated for the 30
COE awards. Congratulations go out to all the winners and
to those nominated. Finally, thank you to everyone who
sent in a nomination!

The deadline for the next round of awards will be
announced shortly. More information on the Circle of
Excellence Award Program, including nomination forms
and instructions, can be found on the CSLS homepage
under Human Resources at the following address:
http://csls.it.northgrum.com/HR/hr_7a.htm

Human Resources Update

Anna Dowdey
Christine Burrell
Gail Goodwin
Michael Ashby
Jessica Reynolds-Brevoort
Paul Miller
Russell Lynch
Dave Besl
Gerald Munizza
James Ling
James Arnold
John McCarthy
Ronald Baldwin
Scott McRae
B.J. Ritchie

Kathy Zhan
Nathan Rickman
Lisa Marie Ramirez
Shawn York
Waunita Phillip
Wendy Culler
Fan Boren
Joanne Valentine
Michael Fisher
Ray Duncan
Tram Nguyen
Jim Hart
Ken Yu
Charles Hilger
Joseph Giorgianni

??? Award Winners
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Human Resources Update (continued)

John Baker
John Bates
Tina Boles
Theodore Cameron
Brent Cary
Scott Edens
Jim Effinger Jr
David Finta
James Goffinet
Jimmie Gonzalez
Carol Hauersperger
Van Hemmerlein
Charles Holzer
Ronnie Hostetler
John Hudson
Kathleen Jarrett
Annie Johnson
Gary Johnson
Paul Kelsey
Joseph Lex
James Lucid
Steven Miller
Tracy Miller
Daniel Moses
Dale Nellis
James Nelson
Sravan Patharla
Kenneth Pearcy
Kim Prewitt
Kenneth Reynolds Jr.
David Roberts
Stephen Rout
Kenny Shock Jr.
Theresa Sisk
Jeffrey Snodgrass
William Studer
David Swain
Jamie Switzer
Teresa Tzaferis
Edward Vargo
Sanjay Wadhwa
Nancy Whitaker
Jason Young

New Employees
on INDY (hired
January 1, 2005)

Alexander Palomares
Andrew Barker
Brian Obenhaus
Bruce Baron
Carey Lamm
Catherine Sturm Hughes
Charlotte Stocks
Cheryl Schaeffer
Christina Brown*
Christopher Mariano
Connie Rudolph
David Margolias
Derek Bredbenner
Diana Turner
Dionne Sayin
Donno Cole
Edward Martin
Ernani Cruz
Frank Sinatra*
Gary Triner
Hai Nguyen
James Beckman
James Mcduff
Jason Graff
Jason Knaus
John Croasdale
Jonathan Westmaas
Joseph Dobbs
Juan Galaviz
Julie Mabe
Kevin Cavuoto
Kevin Miller
Kyle Hasbrouck
Larry Cole
Lea Gessaman
Leodegario DeJesus
Lisa Woll
Mark Stegall
Michael Faulkner
Paul Guinan
Paul Williams*
Philip Koster
Ray Ownby
Richard Millner Jr.
Robert Berken
Robert Reid*
Rodney McDowell
Stephanie Pritchard*
Stephen Rook
Suzanne Tosh
Thomas Laverriere*
William Guy
Zoya Plotnitskaya

* Employee was hired/transferred in
late November and did not appear
on the previous list

December '04 /
January '05 New
Employees

Who are your
Business Conduct
Officers? That would
be Heather Jones@
703.713.4743 and
Karl Van Curen@
703.345.8818

January/February Service
Awards

35 Years Stephen Rice

25 Years Joseph Coniker Robert Hoover
Lori Ferruzza Elizabeth Tubbs

20 Years Nanette Bolden Henry Mycko
James Carroll Gregory Roy
Nicholas Milas Michael Selke

15 Years Fresennai Chiflemariam Deborah Rocha
Joseph Fay Charles Walls
Richard Gorham Beverley Winthrop

10 Years Roger Abifadel Clifford Hearl
Michael Adams David Lavender
Tracy Cooney Kenneth Mason
Timothy Fowler Louise Ross
Tom Grazda

5 Years Nancy Adams
Jeff Auten
Robert Bacote
Billie Baker
Catherine Barberio
Shay Brown
James Corbin
Jason Daigle
Paul Daniel
Tammy Davis
Bart De Wachter
Michael DiPreta
Brian Drew
James Ellis
Sharon Farren
Andrew Fowler
Michael Gomez
Matthew Green
Dale Harding
Wayne Harris
Earl Hawkins
Alister Horton
Mark Hunter

Karen Ianno
Tommy Johnson
Justin Johnson
Raymond Lehr
Lucia Lugo
Tanya Mejia
Anita Miller
Ronald Miller
Timothy Moreland
Gregory Nokes
Sukhchan Patel
William Patterson
Orin Peterson
Gregory Petrecca
Lawrence Pierce
Lisa Robich
Jeffrey Scheich
Gene Spiegel
Shahab Uddin
Eddy Verna
Eric Weaver
John Williams
Cindy Yager


