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I.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN. 
     A.  Personnel Interchange Agreement With the Office of Personnel Management (OPM) Has Been Temporarily Extended.  In response to a DOD request, OPM is temporarily extending the Personnel Interchange Agreement between the Defense Civilian Intelligence Personnel System (DCIPS), for at least 90 days (through the end CY2004) pending further consideration of a DOD request to extend it indefinitely.  Except for the expiration date and the name change from the Civilian Intelligence Personnel Management System (CIPMS) to DCIPS, the agreement remains unchanged.  A copy of OPM's extension notification will soon be added to the Intelligence Personnel Management’s (IPMO’s) websites.  OPM will also post notification of this continuation on its websites.  Notice of the results of OPM’s consideration of the request for an indefinite extension will be given ASAP.
          (1).  Human Resource offices should understand that:  the Agreement continues to cover only "former CIPMS" (or MilDep employees) and not all DCIPS employees; 

employees appointed under the Interchange Agreement authority must be coded so that these employees are easily distinguished from appointments of employees of the other intelligence components who are not entitled to the same coverage.  (There are legal authority codes established to identify competitive and excepted service placement under this Interchange Agreement.)

          (2) Importance of the Agreement.  The Personnel Interchange Agreement provides Army, Navy and Air Force CIPMS/DCIPS employees, without competitive status, the ability to be directly considered for Competitive Service positions.  This Agreement is restricted to the Services and is not extended to other components covered under DCIPS such as DIA, NSA and NGA.  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “Personnel Interchange Agreement”)

     B.  Call for Functional (Intelligence and Security Professionals) to Represent Army at Recruitment Fairs.  To perform our mission effectively, the Army Intelligence Community (IC) continues to need entry/mid level employees with the widest variety of backgrounds and perspectives.  As a result, we must recruit and advance a civilian intelligence force that reflects this variety in terms of skills, perspectives, gender, and ethnicity.  We are presently seeking functional representative within the MACOM and/or MSCs to participate as an Army IC recruitment team member to attract entry level employees.  We are also asking MACOM CPD staffs to advise MACOM CP-35 CPMs of what are the command's hiring goals and affirmative employment plan goals and pass this information to those attending these events.    

          (1)  For three years, Army IC representatives have participated with DIA, NGA, NSA, and Navy at Career Fairs across the country.  Benefit to Army Military Intelligence has been targeted recruiting, increased visibility to the American public and acquisition of resumes from higher caliber applicants.  The Deputy Chief of Staff, G-2 has taken a great interest in these events and the G-2 will sponsor a booth at a career fair again this year. 

          (2)  In our quest to ensure CP-35, Intelligence and Security is positioned for future success, we encourage you to solicit representatives that would act as recruiter(s) for the Army IC.  The DCS G-2 centrally funds team member's conference fee, TDY, and Per Diem.  The IPMO will be responsible for ensuring a servicing HR representative from the CPOC or CPAC accompanies the functional recruiter.  Functional representatives partnering with servicing HR specialists can use these events as an opportunity and will have the authority to make tentative on-the-spot job offers for either centrally or locally funded interns.  The organizations/events follow:

1.  Organization:  Women For Hire 
Event:  Women For Hire Career Fair 

Date:  30 September 2004, Arlington, VA

http://www.womanforhire.com/fairs/dc/fall2004e.asp
IC Booth Sponsor:  NSA

2.  Organization:  Asian Diversity Inc (ADI) 

Events:  AD Conference Career Expo for West Coast

Date:  8 October 2004, Los Angeles, CA

http://www.adiversity.com/events/20041008/
IC Booth Sponsor:  NGA

3. Organization:  Faith Based Community Council on Law Enforcement & Intelligence Regional Job Fair
This group is requesting individual IC Agencies sign up and also wanted to feature the IC booth.  FBI, CIA, NSA plus the IC booth have been committed.  The goal is to have 30 companies and 15 Federal agencies. 

DATE:  30 October 2004, Baltimore, MD

Sponsor:  Council on Law Enforcement and the Intel Community

4.  Organization:  American Indian Science & Engineering Society (AISES) 

Event:  26th AISES National Conference  

Date:  11-13 November 2004, Anchorage, Alaska

http://www.aises.org/events/2004/
IC Booth Sponsor: Army
5.  Organization;  Careers and the disAbled
Event:  Career Expo for People with Disabilities

Date:  12 November 2004, Washington, DC

http://www.eop.com/exporegistrationdc.html
IC Booth Sponsor:  NSA

6.  Organization:  Society of Hispanic Professional Engineers (SHPE) 

Event:  2005 National Technical and Career Conference

Date:  5-9 January 2005, Dallas, TX

http://www.shpe.org/index.php/docs/148
IC Booth Sponsor:  NSA

7.  Organization:  National Society of Black Engineers (NSBE)

Event:  Annual National Convention and Career Fair

Date:  23-27 March 2005, Boston, MA

http://www.nsbe.org/convention/index.html
IC Booth Sponsor:  DIA

8.  Organization:  National Association of Colleges and Employers (NACE)

Event:  NACE National Meeting and Expo

Date:  17-20 May 2005, Milwaukee, WI

http://www.naceweb.org/natmtg/2005/default.htm
IC Booth Sponsor:  NSA

9.  Organization:  Asian Diversity Inc (ADI) 

Events:  AD Conference Career Expo for West Coast

Date:  MAY 2005, NYC, NY (Exact date TBD) 

IC Booth Sponsor:  NGA

10.  Organization;  Careers for the Disabled National Conference (Major NY event)

Event:  Career Expo for People with Disabilities

Date:  7-8 April 2005, NYC, NY
http://www.eop.com/schedeventsny.html
NOTE: NSA is attending and could make this an IC event! 

          (3)  Expectations of the functional representative recruiter.  To add to the distinguished group we currently have, we are looking for additional functional recruiters specializing in the IT disciplines, intelligence disciplines, and electronics engineering.  Representatives should not only be recognized as good at what they do, (grade level doesn't matter), but ones who are pro-active in knowing what skills their organization is looking for, have positive attitudes, and can discuss with applicants the benefits of working with Army MI.  College graduates who have joined our workforce within the last 2 to 3 years, seasoned careerists, and military that directly supervise civilians are the types of individuals we are looking for to continue to build a cadre of recruiters.  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “Recruitment Fairs”)

     C.  Approval Obtained from OSD for Exception to Priority Placement Program (PPP) for Grade Band Promotions of Encumbered Positions.  The administrators of the DOD Priority Placement Program/CARE had raised a concern that they had never granted formal approval for CIPMS Grade Band promotions to be treated as an exception to their requirement to consider displaced employees registered in the Priority Placement Program.  Working closely with HQDA G-1, the Intelligence Personnel Management Office obtained support for such a formal exception and has now received one.  Formal notice is being distributed by the Care Office.  It should be understood, however, that this exception applies only where the Grade Band promotion is within the same position rather than from one position to another.  The latter still requires clearance of the DOD PPP.
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “Grade Band Promotions”)

     D.  A Civilian Education System (CES) is Being Proposed.  Establishing a CES was a major recommendation of the recent Army Training and Leader Development Panel-Civilian.  Another recommendation of that Panel was the transfer of proponency for civilian leadership training from the HQDA G-1 to the G-3 to permit consolidation of proponency for all components, active military, reserves and civilians.  That transfer has just been completed.  Furthermore, HQDA has delegated to TRADOC the responsibility for the actual design of the CES.  TRADOC is now marketing a proposal that builds on the existing Civilian Leader Core courses (such as the Action Officer Development Course, the Leadership Education and Development Course, and the Organizational Leadership for Executives) but expands to all pay plans and grades.  TRADOC proposes that the CES will be similar to, and integrated with, Soldier-leader development.  It will focus on developing essential interpersonal and managerial skills.  The goal is to establish common military and civilian leader competencies.  CES will also be integrated with the National Security Personnel System (NSPS) and the Strategic Army Workforce (SAW).  It is expected that policy will be modified to make this training mandatory and link it with promotions to leadership positions.  Training will be targeted against common development levels:  team member (entry level), small team leaders (direct leaders), civilian supervisors, and managers (indirect leaders).  Training for each level is envisioned to combine computer based training with residence training preceded by pre-tests to permit more focus for each student.  Resource requirements have been validated but have not yet been committed. 
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “Civilian Education System”)

     E.  Call for Nominations for Intelligence Community (IC) Awards.  The Director of Central Intelligence (DCI) IC Awards Program recognizes people or organizations within the Intelligence Community for exceptional achievement or duty performance in support of the larger U.S. Intelligence Community mission.  Nominations can be submitted at any time.
           (1)  IC Awards include:

                 (a)  The National Intelligence Distinguished Service Medal (NIDSM).  The NIDSM is awarded for distinguished meritorious service or achievement in a duty of great responsibility within the intelligence community that distinctly benefits the interests of the United States and constitutes a major contribution to the foreign intelligence mission of the U.S. Intelligence Community.  This award normally will be awarded on a very selective basis.  It is intended to recognize sustained superior service or achievements rather than one-time contributions.

              (b)  The National Intelligence Medal of Achievement (NIMOA).  The NIMOA is awarded for especially meritorious conduct in the performance of outstanding service by a member of the intelligence community.  Recognizing performance of an especially difficult duty in a clearly exceptional manner, the service must relate directly to the U.S. intelligence community's mission to provide the intelligence required for national security policy determinations.  This award is to recognize achievements that do not warrant the NIDSM.  The achievements must clearly have benefited more than just the Army, and the nomination must reflect this fact.

               (c)  The National Intelligence Certificate of Distinction (NICD).  The NICD is awarded for sustained superior performance of duty of high value by a member of the intelligence community or for a significant single act of special merit.  This award is to recognize achievements on behalf of the larger U.S. intelligence community that do not warrant the NIDSM or NIMOA.

               (d)  The National Intelligence Meritorious Unit Citation (NIMUC).  The NIMUC is awarded for collective performance of a unit or group that has resulted in accomplishments of a clearly superior nature and of significant benefit to the larger U.S. intelligence community.  This award recognizes achievements by a unit whose collective performance deserves special recognition because it achieved excellence while supporting the larger intelligence community.

               (e)  The Intelligence Community Seal Medallion (ICSM).  The ICSM is awarded for sustained superior performance of duty of high value, which distinctly benefits the interests of the United States and is directly related to the mission of the intelligence community.  This award recognizes achievements by contractors or consultants, or other U.S. Government officers, on behalf of the intelligence community or member agencies, who do not qualify for any other intelligence community award.  The achievement must have made a vital and unique contribution to the successful accomplishment of an intelligence community mission.

       (2)  The Director of Central Intelligence is the approval authority for the Intelligence Community Award Program.  DCI Directive (DCID) 7/7-1 designates the Intelligence Community Awards Review Panel (ICARP) to review nominations and forward its recommendations to the DCI.  The ICARP is established to review nominations, recommend appropriate action, maintain records, and arrange presentation of awards.  The ICARP meets quarterly.  HQDA represents Army on the ICARP.  

        (3)  Intelligence Community Awards are intended to bestow specific recognition for services of particular benefit to the United States in the execution of an intelligence community mission and do not replace any awards for which provision is made in executive orders or departmental regulations.  Service that exclusively supports the Army is not appropriate for recognition by award of an intelligence community award.  Nominations that are well written, in the correct format and endorsed through the MACOM are well received by the ICARP.  If any of these elements are missing, the nomination will be returned to the originator for completion.  Please take the necessary time to submit the nomination correctly.  Not only will properly formatted and justified awards ensure that your submission will not have been a wasted effort, but more importantly it will ensure that deserving soldiers, civilians and units are properly recognized for their contributions.  Your enthusiastic support of the intelligence community awards program is strongly encouraged and greatly appreciated.
        (4)  Nominations for Intelligence Community Awards may be initiated at any level in any component of the Intelligence Community.  In the case of individual awards initiated by other than the nominees' parent organization, the nominating component will obtain the concurrence of the parent organization.  Nominations for the NIMUC must include a list of all members assigned to the unit during the period being recognized.  All nominations must be submitted in original and three copies on Form 4239 and must be accompanied by a narrative description of performance or service warranting the nomination, an unclassified citation and a biographic profile of the nominee.  Block 14 of Form 4239 is completed by the originator, Block 16 is completed by the commander or head of the intelligence unit/organization and Block 18 is reserved for the DCS, G-2 (LTG Alexander).  All nominations must be endorsed through the appropriate MACOM.  All Army nominations must come through the HQDA G-2.  Because DCI requires a form with original signatures, faxed or emailed submissions cannot be accepted.  

          (5)  SCI nominations must be submitted through the HQDA SSO, Room 1A272, The Pentagon, Washington, DC 20310  ATTN:  Mrs. Swartz.  All other nominations must be forwarded to HQDA, ODCS, G-2, ATTN: DAMI-ZXM (Mrs. Swartz), Room 2D350, 1000 Army Pentagon, Washington, DC 20310-1000.  DCIS7/7-1, including Form 4239 has just been posted to the G-2/IPMO web pages under both “Newsroom” and “DCIPS.”
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “Intelligence Community Awards”)

     F.  Where to Direct Those Interested in Job Opportunities with Army.  DAMI-CP has a website, called “Civilian Employment with Army Military Intelligence” (CEAMI).  It can be found at: http://www.ceami.army.mil/.  It is designed primarily for those not already in Army’s Intelligence Community.  It was first developed to provide a bridge between the Intelligence Community's (IC’s) employment cite at: http://www.intelligence.gov/.  The IC site is part public relations tool as well as a recruitment tool.  It has information about the IC and about careers in the IC as well as links to each Agency's and Services' employment website.  Similarly, CEAMI also provides information about Army MI and about civilian careers with MI as well as points visitors to Army's web pages for specific job opportunities.  During development of CEAMI it also became clear that additional guidance was needed about how to surf Army's employment web pages so that the experience would be more user friendly for those looking specifically for MI type jobs.  CEAMI therefore added sections of information to assist.  DAMI-CP considers the site a work in progress and expects to continually update and improve it.  Comments, concerns and recommendations are welcome from everyone.  Help us market it.  Let your friends know!!

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “CEAMI”)

     G.  Working Group Established at HQDA to Review Suitability and Security

Clearance Issues Relating to Civilian Human Resource Management.  A working group is being established at HQDA on suitability and security clearance related issues.  Two general issue areas have arisen within the title 10, Defense Civilian Intelligence Personnel System (DCIPS) world that are similar concerns for the title 5, Competitive Service.  The first is adjudication of suitability and the second is determination of how to mitigate the negative impact on hiring of the long clearance process.  

          (1)  Suitability.  OPM has delegated more authority to agencies for suitability.  DCIPS, as a title 10 Excepted Service personnel system, does not even come under OPM.  Agreement is needed on how, when and who should make suitability determinations.  The following are early proposals for investigation:
(a)  Should Army's Civilian Personnel Operations Centers (CPOCs) serve as the adjudicative office for suitability for DCIPS positions? 

(b)  Should the HQDA G-2 (Intelligence Personnel Management Office) serve as Army's adjudicative office for cases appropriate for Army-wide debarment from further application for positions; when involving "pass over" of 30% disabled veterans; for especially difficult cases; for hearing appeals of decisions made by CPOCs, etc.? 

(c) If the Merit Systems Protection Board (MSPB) does not having jurisdiction for Title 10 Excepted Service, can Army debar for more than one year or would Army be forced to go to CPMS? 

(d)  When should OF 306, Declaration for Federal Employment, be required of a selectee that has not already completed a probationary or trial period?  If the supervisor had it from those he was going to interview, he/she could raise suitability issues sooner.  If the CPAC/CPOC had it before an EOD was established they could perform a suitability review and possibly save the government and employee the pain of a termination. 

(e)  Should the selecting supervisor have any role in suitability adjudications? As a minimum, shouldn't they be oriented on suitability factors, the CPOC's role for rendering decisions, the Civilian Personnel Advisory Center’s (CPAC’s) role for obtaining OF 306 from the applicant and the adjudicative process?  We will need supervisors to be able to recognize and point out potential suitability issues they come across. 

(f)  There are issues arising in suitability that will not lead to a suitability disqualification decision but will require an extensive period to get adjudicated for security a security clearance.  Should the supervisor be made aware of those issues before a tentative offer is given? 

(g)  Investigations or other further action may be needed besides a completed and signed OF 306 to finalize a suitability decision.  CPACs/CPOCs can take limited action such as discussions with the applicant, contact of previous employers, etc.  Their receipt of the results of a NACI or other investigation from the security office could often be a big help, but not if they are not trained on how to adjudicate.  How do we change Army practice away from letting the security clearance process work instead of making a Suitability decision? 

(h)  How would Army enforce a Debarment?  Would it only be for DCIPS positions or also for Competitive Service positions?  Can DCIPS uphold/recognize Competitive Service debarments? 

(i)  Do our vacancy announcements/other employment documents make it clear enough that offers are tentative pending completion of suitability investigations? 

           (2)  Clearance Requirements.  We would also all benefit if we had agreement on how and when we could require applicants to already have the necessary clearance access at time of application/selection and whether HR should recommend indefinite suspensions when employees have their clearances suspended.  

(a)  When and how can the use of OF 306 and suitability adjudication lessen the potential that the selectee will either not get the required clearance or the decision on granting a clearance would take an extended period of time?  Is OF 306 routinely provided to the Security Officer?  What if there are discrepancies between the OF 306 and SF 86, Questionnaire for National Security Positions? 

(b)  When can a tentative offer be revoked:  (a) After the CPOC or IPMO disqualifies based on suitability decision; (b) If the applicant cannot be granted an interim clearance and it was made a condition of entering on duty; (c) if the adjudication process has already been lengthy, there is no end in sight and another candidate has been selected with the appropriate clearance eligibility? 

(c)  When can vacancy announcements limit consideration only to those with current clearance eligibility? For only those with current eligibility or eligibility for an interim?  For temporary or emergency positions? 

(d)  Is it proper to indefinitely suspend someone who has had their clearance suspended?  Is it only appropriate if management cannot find meaningful work for them?  What happens if they are finally given the clearance? Could back pay be required? 

(e)  What steps does Army have to take in searching for other positions before a removal can be proposed based on revocation or denial of a clearance?

            (3)  First Meeting to Frame Issues.  Members of the working group include representatives from:  the HQDA G-1, both from Staffing and Management-Employee Relations, from the OTJAG; from the G-2, both from the Intelligence Personnel Management Office and the Directorate for Counterintelligence, HUMINT, Security and Foreign Disclosure; and from the Civilian Human Resources Agency. 
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “Suitability and Security”)

     H.  Consideration Being Given to Expansion of Entitlements for Deployed Civilians.  The HQDA G-1 is considering submission of a change to legislation that would give expanded entitlements to civilians that are deployed in support of contingency combat operation.  Specifically, they are seeking to use Deployment Temporary Change of Station (DTCS) for Civilian Employees instead of TDY or Permanent Change of Station (PCS).  An early summary of the proposal follows – changes are likely to occur:
          (1)  Purpose and Scope:  The proposal establishes benefits and entitlements for civilians on long-term deployments of six to thirty months.  The current regulatory and legal bases for deploying civilian personnel on Temporary Change of Station (TCS) do not meet the needs of the 21st Century military force.  Although they address the benefits and entitlements that are appropriate for TCS assignments in the normal operating environment, they do not lend themselves to the deployment of civilian employees to perform support functions for troops in a contingency environment, such as Afghanistan, Iraq, and the Balkans missions.  Since our Nation faces the unpredictable threats posed by the Global War on Terrorism (GWOT), future deployment of civilians in support of troops in a combat or peace keeping environment is a virtual certainty.  The proposal aligns TCS assignments for civilian personnel with that of military personnel when the assignment is in support of contingency operations, by providing shelter, rations and incidental expenses consistent with the military.  It also provides greater flexibility for the deployment of civilians, including new hires, by incorporating some of the aspects of the current TCS regulations, such as changing the employee’s official duty station to the deployed location that allows payment of hardship post differential (HPD) from the first day of deployment; it also provides for incorporation of some aspects of the current temporary duty (TDY) allowances.  In summary, this initiative allows for better integration of civilian support for combat troops in contingency situations by establishing similar rotation schedules and aligning civilian benefits and entitlements with those provided for deployed Soldiers and their families.  This will also aid in recruitment for deployed assignments, while providing better support for their families remaining in the US or in base areas overseas.  These issues transcend Army requirements, and the initiative will serve to better support the requirements of joint forces in field operations prosecuting the GWOT.

          (2)  Priority Advanced:  This proposal supports the President’s Management Agenda for the strategic management of human capital, the SECDEF initiatives and priorities for developing a 21st Century fighting force, and the DOD initiatives for the National Security Personnel System (NSPS).

          (3)  Action Sought:  Add Section 1599 (e) to Title 10 USC, Chapter 81, Civilian Employees, and  modify Title 5 USC 5304, 5923, 6305(a).  This initiative modifies the content of the JTR Volume II, Chapter 5, Part O.

          (4)  Legislative History:  Many of these initiatives were recommended for consideration as a part of the input on the deployment aspects of the NSPS, and were coordinated with other Army MACOMs as a part of that process.

          (5)  Funding Impact:  There may be increased costs in terms of payment of HPD and incidental expenses.  Since the HPD is already paid to civilians deployed to Iraq and Afghanistan, the cost would be minimal.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “Deployment”)

     I.  A High Level Civilian Advisory Board is Being Established at HQDA to Champion Civilian Issues.  The Army is in the process of establishing a Civilian Advisory Board (CAB) to champion civilian issues/concerns to the Chief of Staff, Army, for both the Competitive and Excepted Services.  The CAB will be comprised of civilian seniors at the Defense Intelligence Senior Executive Service (DISES) level or equivalent and by General Officers and thus strengthen the bonds between uniformed and civilian members of the Army.  The membership list of the CAB has not yet been finalized but will consist of representatives from MACOMs and the Army Staff and from selected Functional Chief Representatives from the Career Programs.  AMC will be picking the initial chairperson. 
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “CAB”)

     J.  IPMO Will Be Briefing at Ft Bragg on 13 and 14 October.  A representative of the Intelligence Personnel Management Office will be briefing a variety of civilian Human Resource Management topics at Ft Bragg on 13 and 14 October.  DCIPS employees on post should be getting more information from their Activity Career Program Managers or senior civilian.  Others may obtain information by contacting the IPMO.
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “IPMO Briefings”)

     K.  Where to Find Examples of Position Descriptions.  Question:  How can I quickly find sample job descriptions for a Security Specialist (Industrial)?  Answer:  You have access to a data base of all of Army’s position descriptions.  Go to CPOL, click on "Tools", then click on "FASSCLAS", then move your cursor to the top left hand section and a block will appear titled "Search Position Data".  Click on it and enter your query requirements.  Using “Security Specialist (Industrial)” with the “080” series resulted in 16 position descriptions, graded 12-14.  Try also Industrial Security Specialist (wrong titling practice according to the CIPMS Army Occupational Guide but could still be in there) and Security Specialist (Ind), etc.  They may turn up additional position descriptions.
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “PDs”)

II.  CPAC/CPOC Corner:
     A.  Performance Awards and Appraisals.  The Modern Defense Civilian Personnel Data System (MDCPDS) requires that a current appraisal be coded into the system before a performance award can be processed.  The West CPOC receives numerous RPAs for performance awards (cash awards, QSIs and EPAs) where there is no current appraisal on file.  Unfortunately, we are unable to process these awards until the appraisal is received.  If we receive an RPA for a performance award where there is no current appraisal on file, we will email the servicing CPAC representative who will contact the organization for submission of the appraisal.  Once the appraisal is received, the award will be processed with a current (not retroactive) effective date.  Appraisals should be sent to the CPAC for their review.  The CPAC will forward the appraisal to the CPOC for coding into MDCPDS.        

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “Commander’s Conference”)

     B.  Retired Annuitant Rehire Program.  Managers and supervisors may now hire civilian annuitants without a reduction in their annuity.  Managers can approve appointments to appropriated fund positions at grades GG-15 and below without higher-level approval, in accordance with the DoD Guidance and Procedures.  
           (1)  Criteria.  Annuitants may be employed subject to the following criteria: 
 
(a)  the annuitant must be placed in a position that is hard to fill, as evidenced by historically high turnover, a severe shortage of qualified candidates or other significant recruiting difficulty, or positions that are critical to mission accomplishment, or to complete a specific project or initiative;

(b)  the annuitant has unique or specialized skills or unusual qualifications not generally available;  
(c)  or, for not more than 2,087 hours (1 work year) to provide continuity during critical organizational transitions and/or to mentor less experienced employees. 
           (2)  Employment in Same Organization.  If the annuitant is employed in the same organization in the same (or substantially similar) position as the one from which he/she retired, the next level manager or supervisor must certify in writing that one or more of the above conditions (a – c) exist.   
           (3)  Short Break in Service/Position Tenure.  If the time between retirement and reemployment is less than 90 days, the certification must also indicate that retention options (e.g., retention allowance, flexible work schedule, telework) were considered and offered before the employee retired.  Finally, positions may be filled on a time-limited or indefinite basis.  

           (4)  Documentation Requirement.  As required with most DCIPS flexibilities, managers must document the need and identify the criteria for employment of the annuitant on their request for personnel action (RPA).  Managers must attach the certification to their RPA.  If you have questions, please contact your servicing CPAC Specialist.

      C.  Military to Civilian Conversions Update.  Program Budget Decision 712, Military to Civilian Conversions, requires the Military Services to convert 10,000 military positions to DoD civilian and/or contract performance slots.  In many of the MACOMs affected by these conversions, managers, manpower specialists and human resource specialists have identified the first 25% of the positions to be filled.  Some of these positions have already been funded and filled, with many others being “filled-targeted” for the 1st Quarter of fiscal year 2005. 
            (1)  Identification as PBD Actions.  Resource managers (RM) and the HR community are tracking the positions as they are released for recruitment and filled.  Managers who have been given the green light by their RM, should be drafting their position description(s) and coordinating with their CPAC specialist, while following their MACOM or higher headquarters guidance to establish the new job descriptions.  Supervisors must properly complete the Gatekeeper to reflect the actions as PBD 712 conversions.  It is very important that each individual RPA and Gatekeeper accurately reflect the PBD 712 action.  
            (2)  Overlap Expectation.  RPAs should allow for no more than 30 days overlap between the military incumbent and the civilian hire.  The objective is to concentrate on those conversions that are already vacant or are often vacant military positions.  As a reminder, managers should continue to work with their RM and CPAC specialist to prioritize all the military to civilian conversions (after the first 25%) in the ensuing months to be prepared for the future waves of conversions.    
III.  CAREER PROGRAM 35 (INTELLIGENCE AND SECURITY).

      A.  Still Seeking Requests for Central HQDA Funding for Professional Development.  The Intelligence Personnel Management Office is still accepting requests/nominations for central funding for training and development during FY2005.
Careerists should review their Individual Development Plans and identify training requirements for FY05 that cannot be funded locally and which would be appropriate for central funding.  Careerists should be advised that, at this time, chance for selection for opportunities is very good.  

            (1)  Eligible Programs/Costs.  CP-35 careerists may submit nominations, through their supervisory chain, for separate competitive consideration for funding for one or more of the following categories of training, development or education:  Short-term Management or Technical Training (besides Intelligence, Security and Intelligence Related training, a careerist can also include such “technical training” activities as language training or area studies); short and mid-term Developmental Assignments; full or part-time University Education (can also include such activities as TDY for attending the Joint Military Intelligence College (JMIC) or tuition and TDY to attend a foreign area studies program); or Training with Industry (TWI).  Careerists may propose programs that combine training and development from two or more categories.  They may also request funding for just a part of their training such as for TDY costs.  

            (2)  Application Information.  Further information on how to apply can be

obtained in the FY2005 Army Civilian Training, Education and Development System

(ACTEDS) Catalog available on the NIPRnet at

http://cpol.army.mil/library/train/catalog/index.html   Chapter 3 of that catalog contains

centrally funded opportunities for Professional/Administrative Career Path

employees in CP-35 as well as for other Army career programs (CPs), however,
employees in other CPs must seek funding either locally or from their own CP’s 
Functional Chief Representative (FCR).  The application process has been
streamlined for short-term training.  Go to the ACTEDS Training Catalog at
http://cpol.army.mil/library/train/catalog/index.html  Scroll down to Chapter 3 and CP-35

again and look for Section III on Administrative Requirements to see what forms are
needed for the different types of training, e.g., short-term or university training.  Once all
are completed, send package(s) up through your chain of command for nomination and
approval.  
            (3)  Management/Leadership Training:  Office of Personnel Management (OPM) Management Development Seminars will help team leaders, supervisors, managers and executives gain a better understanding of current government initiatives and events and how to achieve critical program outcomes and manage their organizational impact.  This type of training will enable supervisors and managers to expand existing team leadership skills for accomplishing critical tasks.  With the changes that are taking place in government, these courses will also provide the training essential to the professional development of team leaders, potential supervisors, supervisors, managers and executives.  The link below will provide the on-line description of courses offered through OPM’s Management Development Centers.  The link is (NIPRnet): http://www.leadership.opm.gov/schedule.cfm   



            (4).  Additional Opportunities:  This article spotlights only those competitive opportunities for CP-35 careerists found in Chapter 3 of the 5 Catalog; however, there are many other competitive opportunities in the Catalog that should be considered by careerists.  Some are the attendance at the Senior Service Colleges and the Sustaining Base Leadership and Management course, or the Organizational Leadership for Executives and Personnel Management for Executives courses.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1046.  If sending e-mail, please put in your “subject line” – “Professional Development”)

      B.  Intern Vacancies for FY05 Are Now Being Announced After an Earlier False Start.  The last issue of this Update projected that hiring for up to 49 interns for Career Program (CP) – 35 would start right away.  Last minute changes arose, however, that have resulted in a delayed start to hiring and a more extended period for filling CP-35 intern positions during FY05.  A number of announcements are now on the NC CPOC webpage for many of our intern positions.  Go to http://cpolrhp.belvoir.army.mil/ncr/  then click on “Intern Vacancies”, then click on the “Vacancy” button/bar to view the listing.  Most of the present announcements opened last Thursday, 23 Sep and will close on Wednesday, 6 October 2004.  More announcements could be published in the next 3-6 months. 

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1046.  If sending e-mail, please put in your “subject line” – “Interns”)

      C.  Call for Career Program Members to Volunteer to Assist in the Development of the Strategic Army Workforce (SAW).  The Senior Army Workforce Management Office (SAWMO) is announcing Competitive Professional Development opportunities for FY 05.  The SAWMO has been conducting briefings with Senior Army Leaders on the HQDA G Staff, Secretariat and Major Army Commands.  They have also conducted Focus Group sessions to develop career maps for many of the career programs.  They now have the task of reviewing that output and coordinating the results at all levels.  In order to ensure this is accomplished in a uniform manner, the SAWMO staff must be augmented with full-time support from each of the Career Programs.  Their timeline to complete this effort is 2nd Qtr FY05.  The SAWMO and this office request widest dissemination of the information in the following announcement and your support in selecting high quality careerists for this challenging opportunity.

DEPARTMENT OF THE ARMY COMPETITIVE 
PROFESSIONAL DEVELOPMENT ANNOUNCEMENT

TRAINING ORGANIZATION:  Headquarters, Department of the Army, Senior Army Workforce Management Office, Alexandria, Virginia 

AREA OF CONSIDERATION:  U.S. Army Civilian Employees in the following Career Programs/Fields at grades GS-12 through GS-14: 

DUTY LOCATION:  Alexandria, Virginia.  HQDA will pay travel and per diem allowed by law and Joint Travel Regulations for those selected from outside the commuting area.

LENGTH OF ASSIGNMENTS:  3-6 MONTHS

ASSIGNMENT START DATES:  1st Qtr FY05

SECURITY CLEARANCE:  N/A

APPLICATION MAILING ADDRESS: Applications should be sent to:  Senior Army Workforce Management Office, 2461 Eisenhower Avenue, Hoffman 1, RM 1108, Alexandria, Virginia 22332.

DESCRIPTION OF DUTIES:  This is an outstanding opportunity to participate in the establishment of Army’s premier Civilian Personnel Transformation!  The Senior Army Workforce will be a high performing workforce of employees with multiple and integrated skill sets, capable of adapting quickly to a changing Army mission, and competitive with the nation’s best.   The assignments will focus on the refinement of the Senior Army Workforce Management Office concept to include the coordination of output from the Career Program Focus Group sessions with FCR and other proponency offices. The ability to think strategically, with good program planning skills are necessary ingredients for the ideal candidate.   The selected careerist will participate on the ground floor in this highly visible and important step into the future of how we manage the civilian workforce.  

Selections will be made by the Career Program Functional Chief Representative.

APPLICATION FORMS:  Application forms can be obtained from the Internet Web page at: http://cpol.army.mil.  Click on ACTEDS Training Catalog, then on Table of Contents, Chapter 3, Career Program (which you fall under).  Scroll to the bottom of the page, click on “application package”, or from the Table of Contents screen, scroll to Appendix D, On-line forms and access them through there.  

1.  Application for ACTEDS Training Opportunities – complete both pages and sign.  Ensure the following areas are completed on the CPD application:


Nominee’s Statement of Interest – your motivation for wanting the training


Functional Review – Completed by the Functional Chief Representative 

(FCR)

2.  Resume

3.  Most recent performance appraisal

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “SAW”)

      D.  How to Develop an Individual Development Plan (IDP) for an Intern.  Question:  We are planning to hire a 132 Intern.  I am looking for a recommended training plan for a newly hired intern.  The grade for the position would be 7-9-11.   I would appreciate any information you can provide.  Answer:  We have guidance rather than a stock plan for interns.  You can see our guidance in the Army Civilian Training, Education and Development System (ACTEDS) plan for Career Program 35, Intelligence and Security.  Go to Civilian Personnel On Line (CPOL) at: http://cpol.army.mil/index.html  Once there, click on "Training", then on "ACTEDS Career Plans", then go to chapter 3 and find the section on Career Program 35.  You will find guidance on IDPs for interns in Appendix F.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “Intern IDP”)

     E.  Sustaining Base and Leadership Management (SBLM) Offers Mixture of 

Resident and Non-resident Program to Those Within the DC Metro Area.
  The Army Management Staff College has published the following announcement.  Although the suspense is 4 October, this notice is provided now to assist your advanced planning for next year:
FORT BELVOIR, VA. (ARMY MANAGEMENT 
STAFF COLLEGE, September 9, 2004)
Do you work in the DC Metro area?  Have you wanted to attend SBLM, but the existing program options just don’t work in your schedule/lifestyle?  Well, here’s something tailored just for you!  AMSC is piloting a new way to deliver the education you need—it’s the SBLM-Metro program.  The official designation for this class will be SBLM05-M.  It will start in January 2005 but you have to act fast to apply – applications are due to HQDA by October 4, 2004.  
What is SBLM – Metro?  This program allows students to complete the SBLM curriculum primarily by commuting to classes.  It allows flexibility and extended time to complete the course.  It requires only short residence periods at the beginning and end, and it takes advantage of the fact that there are enough potential students in the DC Metro area to form seminar groups.  

Who Can Apply?   

*Army civilians in grades GS 12 through GS-15

* Military in ranks of major or lieutenant colonel, chief warrant officers, sergeants major, or command sergeants major
What are the Key Features of SBLM-Metro? 

*It runs from January 10 to December 16 2005

*Classes are resident style but stretched out into monthly

sessions and provides portions of the curriculum with more open scheduling

*It has the same SBLM standards 

* It has the same SBLM faculty roles

*It provides more time and flexibility to meet requirements. 

* There is a Contract required between the student and supervisor so that everyone understands the commitments required. 

What are the time requirements?

*You attend three five-day sessions in full residence (in Fort Belvoir Lodging) 

     -10-14 January 2005

     -24-28 January 2005

     -12-16 December 2005

* You commute to AMSC for eleven two-day sessions that normally will take place one Wednesday-Thursday session a month, February through December.

*Additionally, you will attend AMSC’s Guest Speaker sessions but you have more flexibility to choose when you attend and you will be allowed to make some substitutions.

What are the Benefits Compared to Existing SBLM Options? 

SBLM-Metro may work better for you if:

*Your office supports your education but can’t spare you for extended blocks of time

*You have outside commitments after work or on weekends that make our other options difficult for you. 

*You have limits on your ability to go TDY

*You want to work with other highly motivated people in a face-to-face setting

The SBLM-Metro option is “nimble” and interactive:

*The overall group is smaller than our other options

*You will have time to research and reflect on learning

*You will have opportunities to use local resources

*You will get to participate in new ideas for content and methodology. 
What will SBLM-Metro cost my organization?

*SBLM-Metro is very inexpensive for the organization.

* Many of our students are eligible for HQDA central funding.  If you are, the only cost to your organization is your time.

*If you are not eligible for HQDA central funding, SBLM-Metro is a great deal because your organization will only have to fund materials, 3 weeks per diem, and whatever travel you need.

* If you live beyond a 50 mile radius from your home station

you or your organization will be responsible for your commuting costs.

To apply online please visit our web site http://amscportal.belvoir.army.mil
If you have any questions please contact Roy Eichhorn, Lead Professor of Leadership & Management,703/805-3112, DSN: 655-3112, or email at  roy.eichhorn@amsc.belvoir.army.mil.
      F.  Functional Chief Representative (FCR) Competitive Development Program (CDP) Supports University Training.  Recently, Sean Edwards, an employee from the National Ground Intelligence Center, completed an advanced degree that was funded in part from the FCR’s CDP discussed in the first article of this section.  Dr. Edwards investigated, as part of his studies, a topic of key interest to the Army.  A summary follows:
“Whenever military operations are non-linear, dispersed, and decentralized, swarming can be an effective tactic.  Today insurgents are employing swarming as a form of asymmetric warfare against superior conventional armies from the mountains of Afghanistan to the cities of Iraq.  In the future, friendly forces may employ swarming tactics themselves if several technological promises are fulfilled.  Whether we want to defeat enemy swarms or emulate them, our defense planners need to understand how military swarming works.  In my dissertation, Swarming and the Future of Warfare, I use case studies, comparative analysis, and common sense to derive a simple theory that explains the phenomenology of swarming.  A theory of swarming offers intelligence analysts an intellectual framework and an associated vocabulary to facilitate their analysis.”
The FCR CDP funds university studies that are related to intelligence and security and/or to careers with the Intelligence Community.  According to Dr. Edwards, his new degree will serve him well at NGIC where he will apply many of the qualitative and quantitative tools he learned during his education for the production of all-source intelligence products.  
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1046.  If sending e-mail, please put in your “subject line” – “FCR CDP”)

IV.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).  
A.  The Next Intelligence Community Assignment Program (ICAP) Open

Announcement Period is Here.  Interested in enhancing your professional skills by working in a different Intelligence Community (IC) component?  Looking to bolster coordination between IC member agencies?  Want to try a new job in a new location?  Then the Intelligence Community Assignment Program (ICAP) is for you!  ICAP provides civilian intelligence personnel with the opportunity to gain IC experience and perspective through rotational assignments to intelligence or intelligence-related positions external to the participant’s parent organization.  ICAP is an IC-managed program designed specifically to promote and facilitate a two-year assignment, often with an option for a third year, across the spectrum of IC functions, elements, and worldwide locations.  ICAP differs from other rotational assignments because it is employee initiated, not management dictated.
             (1)   ICAP is one of several personnel reform initiatives the IC leadership has taken to posture the U.S. civilian intelligence workforce to respond to challenges that include keen Congressional interest and scrutiny, Federal government resizing, significant changes in the type and scope of threats to national security, turbulent international relations, and dramatic shifts in the nature of military operations.  These reforms are designed to ensure an agile civilian IC workforce who has a mix of job skills and professional expertise that are transferable among IC agencies and components, which have a Community corporate perspective that positions them to respond decisively to ever-more-demanding stakeholder needs. 

             (2)  The ICAP application, endorsement, and selection process is rigorous.  All IC employees in grades 13-15 (and some GG-12’s) may apply for ICAP positions.  ICAP vacancies are announced quarterly on INTELINK- TS/JWICS (http://icap.cms.ic.gov) and INTELINK-S/SIPRnet dia.smil.mil/admin/icap/index.html.  The current open season spans the month of October.  Open seasons remaining for FY2005 are January, April and July.

             (3)  ICAP participants will enhance their professional skills by working in different components of the Community, and will be able to bring the benefit of their experience and expertise to the host organization.  This broadening experience will allow ICAP participants to bring new perspectives back into their parent organizations.  Participation in ICAP is a step toward designation as an Intelligence Community Officer (ICO), which is an intended factor for selection to the Defense Intelligence Senior Executive Service.

             (4)  Applications that have been endorsed through the command chain and by MACOM Career Program Managers from the July open season are due at the IPMO NLT 17 November 2004.  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1046.  If sending e-mail, please put in your “subject line” – “ICAP”)

       B.  Significant Leadership Training Opportunities – Organizational Leadership for Executives (OLE) Course.  The Center for Army Leadership has issued the following notice:  Have you ever wished that your organization had better leadership?  Many of us have had similar thoughts at some point in our careers.  Why wait for others to determine your expectations of what the leaders and leadership should be in your organization?  Waiting only perpetuates the ineffectiveness that is found in many organizations today.  In the Federal Government, as well as the private sector, we have come to realize that old ways of doing things do not work anymore. Creative and adaptive leaders who have honed the ability to visualize, communicate, and forge the futures of their organizations are needed for today's Army.  The Center for Army Leadership's, Organizational Leadership for Executives (OLE) course, aims at building those skills. 

Vacancies exist and applications are now being accepted for attendance in OLE classes scheduled for January and February 2005.  The current FY05 OLE schedule is posted on the Civilian Leadership Training Division (CLTD) website at http://cgsc.leavenworth.army.mil/CAL/CLTD/.  OLE course on-line applications are available on the web site or for further information concerning application procedures contact the course instructors at (913) 758-3506 or DSN 585-3506.  Applications (DD Form 1556) may also be completed and faxed to (913) 758-3508 or DSN 585-3508. 

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1046.  If sending e-mail, please put in your “subject line” – “OLE”)

V.  IPMO WEBSITES AND STAFF LISTING.

     A.  Pending Departures and New Faces in the IPMO.  
           (1)  Departures.  Tim Burcroff, responsible for training policy and career management, departed recently for a promotion with the HQDA G-1.  Lee Ann Eudaily, responsible for Seniors programs, Classification and Position Management and Management-Employee Relations, and Cheryle Luzack who has been responsible for the Functional Chief Representative’s Competitive Development Program, Interns and the Intelligence Community Officer Designation programs will be both leaving in mid-October for assignments with Army in Germany.  

           (2)  Arrivals.  Hewana Fauntleroy has jointed the IPMO staff as a functional intern and is providing important support for the Functional Chief Representative’s Competitive Development Program.  Michele Grimm has also recently jointed the staff from the 501st Brigade in Korea and will initially take over responsibility for managing Seniors Programs.
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “IPMO Personnel Changes”)

     B.  IPMO Will Use This Update and PERMISS Articles to Communicate Official

Guidance/Interpretations.  The Intelligence Personnel Management Office (IPMO) will communicate policy interpretations in this publication.  Recent policy interpretations will be highlighted in the title of each article in the DCIPS/IPMO Update such as “IPMO Will Use This Update and PERMISS Articles to Communicate Official Guidance/Interpretations (Policy Interpretation)”.  The Index of Update Articles will also be revised to highlight which articles contain policy interpretations.  DCIPS also has a section in PERMISS with can be found on CPOL.  Once at CPOL (at www.cpol.army.mil) click on “Tools”, then “PERMISS”, then on “DCIPS.”  PERMISS is and will remain the repository for policy interpretation and guidelines.  Newly revised articles will be so annotated starting in June 2004.  
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “Policy Interpretations”)

     C.  Information from Back Issues of DCIPS/IPMO Updates Are Now Easier to Find.  Back issues of the DCIPS/IPMO Update are posted on the IPMO’s web sites.  On the NIPRnet go to:  http://www.dami.army.pentagon.mil/offices/dami-cp/guidance/.  An Index is also posted that is formatted according to the broad topic areas reflected in the Chapter and Paragraph headings found in AR690-13.  Only Update articles that are still current are listed along with listings of related DCIPS Personnel Management and Information Support System (PERMISS) articles.  This should make it easier to not only find the Update article on the subject you are looking for but also find out what other relevant policy or guidance exists. 

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “UPDATE Index”)

     D.  IPMO Staff Listing.  Changes in security procedures have resulted in a change in practice in listing the names of the Actions Officers from the IPMO within each Update article.  We will now list the following “address”- mailto:dcips@hqda.army.mil along with the POCs phone number.  If sending e-mail, please put in your “subject line” enough information so we can route it to the right action officer.  E-mail sent to this address will arrive at a common website for the Intelligence Personnel Management Office where it will be screened on a daily basis and forwarded to the appropriate action officer.  The phone number listed with the “address” in any Update Article will be that of the appropriate action officer.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  If sending e-mail, please put in your “subject line” – “Staff Listing”.)

     E.  IPMO Websites.  

AKO    The IPMO has launched a Civilian HR website on AKO under the "Intelligence" subdivision of the "Army Communities" section.  Once you reach the Intelligence Community website, look toward the top, just above the G-2's picture where the several subdivisions of the Intelligence Community are posted for:  Sci Tech, Disclosure, SCI IA, M & S and now Civilian HR.  This website for Civilian HR should be added to your communities section on your AKO page.  You can do this by clicking on the "Add to My Communities" button at the top right-hand side of the webpage.  

Internet/NIPRNET - ODCSINT (DAMI-CP)
http://www.dami.army.pentagon.mil/offices/dami-cp/

Intelink-S/SIPRNET - ODCSINT (DAMI-CP)
http://www.dami.army.smil.mil/offices/dami-cp/
Intelink-TS/JWICS - ODCSINT (DAMI-CP)
http://www.dami.ic.gov/offices/dami_cp/
Purpose and Intended Audience.  This Update on the Defense Civilian Intelligence Personnel System 

(DCIPS) and actions of the Intelligence Personnel Management Office (IPMO) are disseminated to:  Army’s DCIPS civilians and their supervisors through their Major Command and Activity Career Program 35 (Intelligence) Career Program Managers; to Senior Civilian Military Intelligence Leaders; and to Army’s Civilian Personnel Management Community.  The information it contains is from authoritative sources but is in itself not regulatory in nature with the exception for articles with titles that include “(Policy Interpretation)”.  This issue, as well as previous issues, will be posted on the NIPERNET, SIPRNET and INTELINK-TS/JWICS.  On the NIPRNET go to http://www.dami.army.pentagon.mil/offices/dami-cp/newsroom.asp  An important additional source of information on DCIPS is the DCIPS articles in Army’s Personnel Management Information Support System (PERMISS).  They can be viewed on the NIPRNET at http://cpol.army.mil/index.html.  Once there, click on Reference, then PERMISS and then on DCIPS.     

Questions, Concerns and Recommendations about DCIPS/IPMO Updates.  Direct concerns about the format, frequency and distribution to IPMO POC mailto:dcips@hqda.army.mil or by phone at DSN225-1005.  Direct questions concerning content of individual articles to the indicated IPMO staff POC.
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