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I.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN.
     A.  Army Obtains Special Salary Rate for Polygraphers.  The Principle Deputy Under Secretary of Defense (Personnel and Readiness) approved subject salary rates  on 2 November and the DOD Civilian Personnel Management Service (CPMS) issued tables DG-01, DG-02, and DG-03 on 10 November 2004.  These rates will apply to GG-132 Intelligence Specialists, grades 7-15, who are “certified polygraph examiners” in specifically identified locations.  The authorization was effective on the first day of the first pay period beginning on or after November 10, 2004.  This is the initial implementation of the special rate ranges and the Special Salary Rate (SSR) schedules may be adjusted annually in accordance with General Schedule increases.  The SSR table will provide a pay increase of between 15 and 22% (adjusted for each grade and step) for GG-132 polygraph positions.  These are the first Army SSRs under CIPMS/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” – “Special Salary Rate”)

      B.  Publication Made of DCIPS Grade Band Promotion Exception to Priority

Placement Program (PPP). The administrators of the DOD Priority Placement Program/CARE had raised a concern that they had never granted approval for CIPMS Grade Band promotions to be treated as an exception to the requirement to consider displaced employees registered in the Priority Placement Program.  Working closely with HQDA G-1, the Intelligence Personnel Management Office (IPMO) obtained OSD support in recognizing DCIPS Grade Band Promotion of an encumbered position as an exception to PPP.  It should be understood, however, that this exception applies only where the Grade Band promotion is within the same position (encumbered) rather than from one position to a vacant one.  The latter still requires clearance of the DOD PPP.  Official recognition of this exception was published in the recent change (OM-FY2005-01.doc) to the DOD PPP Operations Manual and incorporated in Chapter 4 which can be found on the CARE website  http://dayton.cpms.osd.mil/public/manindex.cfm 

(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”)

      C.  Legislation in Response to 9/11 Commission Delaying New DCIPS Policy.  The DOD Intelligence Community has been working for some time toward finalization of new human resource management policy for the Defense Civilian Intelligence Personnel System (DCIPS).   Finalization of this policy is being delayed due to two other initiatives.  First, while It is true that DCIPS is formally excluded from the National Security Personnel System (NSPS), (DCIPS is title 10 and NSPS is title 5), it has been agreed in OSD that the New DCIPS will be comparable to the policy being developed by OSD for implementation of NSPS.  Development of policy for NSPS went through a strategic pause very early in the year, however, and will not be even ready for review by the Intelligence Community before January 2005.  Secondly,  Presidential Executive Order 13355, and legislation working in Congress in response to the 9/11 Commission’s findings and recommendations have  identified the need for Federal-wide human resource policy and system changes that could result in actions that would take precedence over unilateral DOD action/policy.  It is now expected that it will be no sooner than the first quarter of the calendar year before clear direction will be available for the development of a new system for the Defense Intelligence Community.
(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” – “New DCIPS Policy”)

      D.  Reminder, GG-080-9 Positions Are Not Full Performance Positions (Policy Interpretation).  Intelligence Specialists and Security Specialists are covered by the DCIPS Professional/Administrative Career Path (as are the other two-grade interval series.)  The CIPMS Classification System has placed full performance levels for occupations in this Career Path in the GG 10-13 Band.  Positions filled below the Full Performance Band (i.e., grades -05/-07/-09) in this Career Path are considered Entry or Developmental (usually filled by locally funded or ACTEDS interns).  Full Performance positions established at the GG-9 level are therefore generally assigned to the Technician Career Path.  The Technician Career Path covers one-grade interval series (e.g., Intelligence Assistants/Technicians -0134; Security Assistants/ Technicians - 086.)  The Full Performance band for occupations in the Technician Career path includes grades GG-05, -06, -07, -08, and -09.   
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(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” – “Full Performance Level”)

      E.  Do DCIPS Employees Have Reinstatement Eligibility? Maybe; Maybe Not (Policy Interpretation). Reinstatement of employees, as described in 5 CFR 315 Subpart D, is applicable to title 5, Competitive Service positions but is not a provision used under the DCIPS title 10, Excepted Service personnel system.  


     (1)  DCIPS Employees Returning to a DCIPS Position.  Current CIPMS/DCIPS policy does not afford a former DCIPS employee “reinstatement eligibility” to a DCIPS Excepted Service position.  Neither the CIPMS DoD Manual, AR 690-13, nor CIPMS Memo #5. (Model External Recruitment and Merit Promotion Plan) speaks specifically to a reinstatement provision.  CIPMS/DCIPS policy instead allows management “direct to public access recruitment” that permits consideration of former DCIPS employees along with those without previous Federal Service.  If a former DCIPS employee is hired back into a DCIPS position, the employee is appointed under another “excepted appointment”.  Returning DCIPS employees can be given credit for completion of a trial or period if previously completed.  It has been recognized, however, that a tool to non-competitively reinstate former DCIPS employees would be beneficial, therefore,  language is being proposed in current draft DCIPS policy that will address this issue. 


   (2)  DCIPS Employees Returning to the Competitive Service:  If a current or former DCIPS employee has personal competitive status they may move or be appointed back into a Competitive Service position under OPM provisions for reinstatement.  If a current DCIPS employee does not have personal competitive status, but is currently serving in a DCIPS position without time limits, they may be “converted” into a Competitive Service position by new appointment (if no break in service) through the DoD/OPM DCIPS (Mil Dept Only) Personnel Interchange Agreement.  
(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” – “Reinstatement”)

     F.  General Guidance for Recent College Graduates or Students Seeking Employment.  We frequently get questions from students and others seeking guidance on seeking an entry level position (GG-5, 7 or 9) in the Professional/Administrative Career Path in Army Intelligence such as an Intelligence Specialist or Security Specialist position.  

           (1)  Majority of Army’s Vacancies Are Above the Entry Level.  We advise students and others seeking Entry Level positions that Army generally hires those with some experience in intelligence or intelligence related areas - at grades above the "entry" level (GG-11, 12, 13, etc).  Military experience in Intelligence is the most frequent prerequisite for Intelligence Specialist positions.  These positions are found on the following website:  https://www.chra.army.mil/  in the “Employment” subsection.  Chose “Intelligence and Investigations” to sort for appropriate positions.  
           (2)  Some Entry Level Positions are Offered at Irregular Times.  Army also has a webpage for civilian employment opportunities in intelligence.  Go to: http://www.ceami.army.mil.  It provides general information about the Military Intelligence Career Field, about the various missions of each MACOM and about information regarding salaries and benefits.  Army centrally hires “interns” for entry level positions at the GG-7 and sometimes GG-9 levels.  We are hiring between 30 and 50 in FY05.  Army centrally advertises these positions.  This year we advertised in the Fall for 30 and will recruit for the others likely in the late Winter.  The next big group of central hires is likely to be not until the late summer of 2005.  These positions are most frequently found on the following website:  https://www.chra.army.mil/  Once there click on “Employment” and then on “Intern Vacancies.  Additionally, each Army commands could offer one or two entry positions at any time during the year depending on local requirements.  These positions are most frequently found on:  https://cpolwapp.belvoir.army.mil/public/vabSelfNom/  Chose “Intelligence and Investigations” and/or “Entry Level Civilian Careers” to sort for appropriate positions.  Interested candidates need to continually monitor Army’s job postings.  
           (3)  Intelligence Agencies Can Be An Alternative.  The Intelligence Agencies also hire at the entry level and can be a good alternative opportunity.  Movement back to Army is possible.  Movement between Agencies and Services is becoming more and more the norm.  The Federal Intelligence Community has a central website that will explain intelligence and link to each Agency's and Service's website.  Go to: http://www.intelligence.gov.

(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” – “Employment”)

    G.  Advanced Hiring Salary – A Useful Tool in Competitive Labor Markets (Policy Interpetation)
.  The labor market is becoming more competitive.  Army managers need to consider offering additional  incentives.  An important incentive for attracting highly qualified employees can be an Advanced Hiring Salary.  Para 6-4 of Army Regulation in AR690-13, Civilian Intelligence Personnel Management System (CIPMS), defines Advanced Hiring Salary as “similar to an advanced in-hire rate (FPM, chap 338) used in the Competitive Service, in that it allows the flexibility to set starting base pay for a new employee at a step above step 1.”   That paragraph also states that the “procedures and rules that govern the advanced in-hire rate in the FPM do not apply to CIPMS, however, they should be used as guidance in the decision-making process.”  Criteria from the AR follow:
         “(1)  Advanced hiring salary may be paid to a new employee at any grade level.  A new employee is defined for this purpose as one who is not currently on the rolls of a Federal agency as a civilian and, if a former Federal civilian employee, has a break of at least 90 days since last holding a Federal civilian position of any type.  (It should be noted that there are no exceptions to the requirement for a 90 day break in service for experts and consultants as there is in the Competitive Service.)  

         (2)  This authority may only be used when needed to recruit an applicant under the conditions described in paragraph 6-1b. (Be used only when there is a clearly documented need and a positive cost benefit.  Evidence of need may include such factors as the following:  (a) A high rate of vacant positions in the specialty despite extensive recruitment efforts; (b) An unacceptably high turnover rate; (c) A high rate of declinations from well-qualified individuals; (d) A scarcity of applicants possessing a particular skill; (e) The particularly high level of qualifications possessed by the applicant in question; (f) Others as determined appropriate by management.)
         (3)  Consideration in pay setting must be given to the applicant's current salary, other bona fide job offers, labor market conditions, fund availability, and scarcity of skills sought.
         (4)  The rate to be offered may not exceed the candidate's current rate of pay or other bona fide job offer by more than 20 percent.

         (5)  Approval authority is delegated to the MACOM commander who may authorize re-delegation to line managers at the activity level (those with personnel management budget authority)."

(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” – “Advanced Hiring Salary”)

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 Requests for Personnel Actions (RPAs) for performance awards (cash awards, Quality Step Increases [QSI] and Exemplary Performance Awards [EPA]) where there is no current appraisal on file.  Unfortunately, they are unable to process these awards until the appraisal is received.  If they receive an RPA for a performance award where there is no current appraisal on file, they will email the servicing Civilian Personnel Advisory Center (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” – “Awards and Appraisals”)

     B.  Merit System Principles and Prohibited Personnel Practices Reminder.
 As an Army Manager, it is vital that you be familiar with the Merit System Principles and with Prohibited Personnel Practices.  All government employees with personnel authority (managers and supervisors) are charged with personal adherence to the Merit System Principles and avoidance of Prohibited Personnel Practices.  This includes all Federal employees who are authorized to take, direct others to take, recommend, or approve any personnel action.  This also encompasses managers and supervisors making appointments, promotions, details, transfers, reassignments, reinstatements, taking disciplinary actions or making any decisions concerning pay, benefits, training, and taking any action to order psychiatric testing or examination.  Recent changes to the law were made to protect Department of Defense veterans.  A personnel action now also includes any significant change in duties, responsibilities, or working conditions which is inconsistent with the employee’s salary or grade. 
          (1)  The Merit System Principles are philosophical guidelines and provide a framework for ethical personnel management.  The entire personnel management system is based on and embodies the Merit System Principles.  It is the framework and foundation for making all personnel decisions in the Civil Service.  The Merit System Principles are the public’s expectations of a system that is efficient, effective, fair, open to all, free from political interference, and staffed by honest, competent, and dedicated employees.  It is extremely important that each supervisor and manager incorporate the Merit System Principles into every decision-making process they use. 
          (2)  The Prohibited Personnel Practices support Merit System Principles and carry the weight of the law.  Merit System Principles are defined by 5 U.S.C. §2301(b) and Prohibited Personnel Practices are defined by §2302(b).  Prohibited Personnel Practices are those things a Federal employee with personnel authority may not do.  They are the admonitions against specific practices that conflict with the Merit Systems Principles such as:  disciminating for or against based on race, color, religion, etc; coercing political activity; obstructing someone’s right to compete for employment; etc.
          (3)  Role of OSC and MSPB.  Two independent Federal agencies become involved should a violation occur.  The first is the Office of Special Counsel (OSC) which is a federal investigative and prosecutorial agency whose primary mission is to safegard the Merit System by protecting federal employees and applicants from Prohibited Personnel Practices.  The OSC receives and investigates allegations of Prohibited Personnel Practices and provides a secure channel for disclosure of violations of law, gross mismanagement, etc.  The second, the Merit Systems Protection Board (MSPB), serves as the guardian of the Federal Merit Systems.  One of their missions is to hear and decide cases brought by the OSC involving allgeged abuses of the Merit System.  

          (4)  Additional Information.  Following Merit Principles and avoiding Prohibited Personnel Practices will not guarantee that you will never have to defend a decision or action but it will give you a firm basis from which to start.  You should remain conscious of the Merit System Principles and Prohibited Personnel Practices and the problems you can cause yourself by not keeping the legal requirements in mind.  For more information on Merit Principles, access the following link:  http://www.opm.gov/omsoe/merit/legal.htm.  For additional information on Prohibited Personnel Practices, click on the following link:  http://www.opm.gov/omsoe/prohibit/legal.htm.  Contact your servicing CPAC representative if you have questions or concerns.

(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” – “Merit Principles”)

     C.  Deployment of Civilians – With the on-going military operations in Iraq, Afghanistan and other parts of the world, we want to remind our employees about some of Army’s deployment guidelines.  As you know, Department of Army civilians have played an important role in the conduct of U.S. military operations over the years.  Civilian employees have established themselves as an integral and vital part of the Army team performing critical duties in virtually every functional area of combat support and combat service support, both at home and abroad.  Serving beside Soldiers, our civilian employees provide the critical skills necessary to assure the availability of essential combat systems, weaponry and programs; thus maximizing the fighting capability of the combat Soldier and ensuring success of the Army wartime and emergency missions.
          (1)  Pre-identification.  When the need for a particular civilian skill arises, civilian employees who possess the required skills and have been pre-identified for possible deployment (for example, those serving in Emergency Essential positions or who otherwise volunteer for the particular assignment) will be assigned such duties before other employees.  This policy does not, however, limit Army to only pre-identified employees or require the conduct of an exhaustive search for qualified volunteers when the need exists to quickly fill a requirement.

          (2)  Army May Direct Deployment at Any Time.  DoD and Army policy vests Commanders and managers with the authority to direct and assign civilian employees to perform duties necessary to accomplish the military mission.  This authority is found in law (5 U.S.C. §7106) and regulation (DoD Directive 1404.10 and Army Regulation (690-11).  Assignments may be directed on a voluntarily, involuntarily or unexpected basis and may require civilian employees to perform combat support or other crisis-essential functions.  Army policy is to minimize the number of employees who must be involuntarily deployed, and the Army is committed to providing all personnel who are sent to perform combat support or other crisis-essential functions with proper training, equipment and protection.  

          (3)  Enforcement.  Commanders and managers may take appropriate administrative action, including separation from the Federal service, if a civilian employee refuses to perform such assignments or functions.  Employees may be directed to perform these tasks regardless of whether they have been pre-identified as Emergency Essential, have signed the Emergency Essential agreement or had previously agreed to perform such functions.
          (4)  Additional Information.  For more information concerning Army civilian employee deployment, see DA Pamphlet 690-47 - DA Civilian Employee Deployment Guide at the following link:

http://www.usapa.army.mil/cpol/dapam690-47/dapam690-47.html.
(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” – “Deployment”)

     D.  Danger Pay.  The Department of the Army issued a policy memorandum in May 2004 which changed the filing procedures to obtain danger pay and post differential (this policy change does not apply to LQA).  The policy memo directed employees under contingency operations or in conjunction with the reconstruction of Iraq to submit the Standard Form (SF) 1190 (Foreign Allowances Application, Grant and Report) upon arrival at the danger pay or post differential location instead of filing for reimbursement after returning from the overseas detail or temporary duty travel (TDY).  Employees must submit the SF 1190 upon arrival or change in the foreign duty location even if the expected period of deployment is of short duration.  Administrative issues such as receipt of the SF 1190, processing periods, payroll deadlines, etc., may preclude actual payment during deployment; however, in such instances, the employee would receive payment upon return.  The SF 1190 can be found at the following link:  http://www.army.mil/usapa/eforms/pdf/S1190.PDF.  Contact your servicing CPAC representative if you have any questions.

(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” – “Danger Pay”)

     E.  Thrift Savings Plan (TSP).  We are in the middle of a TSP open season.  The open season ends December 31, 2004.  The TSP open season is your chance to start or change the amount of your contributions to your thrift savings account.  Your contributions will be made automatically from your pay each pay period.  To review the TSP open season information, click on the following link: http://www.tsp.gov/forms/ocupdate1004.pdf.  You can also download a copy of the TSP Election Form (TSP-1) from the following link:  http://www.tsp.gov/forms/tsp-1.pdf.  For general information about the TSP, you can access the TSP website at www.tsp.gov.  
Note:  On Saturday, 20 November 04, the latest version of Employees Benefits Information System (EBIS) was loaded on the ABC-C website.  This load includes an interface to the TSP website.  When an employee enters into EBIS and clicks on My Benefits, then TSP, the employee is offered the opportunity to enter their TSP (website) personal identification number (PIN) to retrieve fund balances.  The software then retrieves balances only from the TSP website (it will not yet retrieve the fund allocations).  The PIN is not stored so each time the user retrieves their balances, s/he will need to re-enter their TSP PIN.

     F.  Federal Employees Health Benefits (FEHB).  The current FEHB open season began 8 November 2004 and ends 13 December 2004.  During the annual FEHB open season, anyone eligible to participate in the FEHB program may enroll, change health plans or options, cancel a FEHB enrollment, and change participation in premium conversion (waive or begin participation).  Employees must use the Army Benefits Center - Civilian (ABC-C) system at https://www.abc.army.mil to make elections.  The ABC-C system is a secure site so you will need to establish a user id and password to get into the system.  Since you will need information about your current employment status, it is a good idea to have your last leave and earnings statement available for reference.   
         (1)  Further Information from ABC-C.  The good folks at ABC-C can answer all your questions about health benefits.   For on-line information and assistance, you can access ABC-C at https://www.abc.army.mil.  You can speak with an ABC-C benefits advisor by calling 1-877-276-9287, TDD 1-877-276-9833.  Listen to all the prompts on the phone system.  Once you select the Category you want (for example, Health, Life, etc.), you will be able to speak to a counselor by pressing "0" but you must be in a sub-menu first.  

         (2)  Further Information from OPM.  You can also find the FEHB handbook and plan brochures on the OPM website at http://www.opm.gov/insure/04/index.asp.  You should take advantage of these resources to help you make the best decision about your benefits.  

     G.  Federal Flexible Spending Account Program (FSAFEDS).  The Federal Flexible Spending Account Program (FSAFEDS) Open Season began November 8 and ends December 13, 2004 (same dates as the FEHB Open Season).  The FSAFEDS offers two different flexible spending accounts:  1) a health care flexible spending account which allows you to be reimbursed for health care expenses that are not covered by insurance, such as co-payments for doctor visits and prescription drugs, and 2) a dependent care flexible spending account that allows you to be reimbursed for dependent care expenses, such as daycare, that are necessary to allow you and your spouse (if married) to work, look for work or attend school full-time.  

For more information and to enroll, go to the FSAFEDS website at www.FSAFEDS.com or speak with their benefits counselor at 1-877-372-3337, Mon - Fri 9:00 a.m. to 9:00 p.m. Eastern time.
     H.  Forfeiture of Annual Leave.  Managers -- it's that time of year to make sure that your employees do not forfeit their annual leave.  By law, the maximum amount of annual leave that may be carried forward into the new leave year is 240 hours for most employees.  Annual leave subject to forfeiture, or "use or lose" leave, is the amount of leave above an employee's applicable leave ceiling (240 hours for most of us).  "Use or lose" leave should be scheduled immediately.  Employees who have scheduled "use or lose" leave that is approved in writing by November 27, and who are unable to use it, may have the leave restored for future use under limited circumstances.  Contact your servicing CPAC representative if you have questions.
     I.  Inquiries Regarding Job Referrals.  Sometimes decisions are made as to who gets placed on a referral list and who do not that require additional explanation.  Army has established a system for applicants to get this additional information.  All inquiries should be sent through the central Resumix cell at the North East Civilian Personnel Operations Center (NECPOC).  They maintain statistics for Army on the number and nature of inquiries.  That e-mail address is:   applicanthelp@cpsrxtp.belvoir.army.mil.
(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” – “Inquiries Regarding Job Referrals”)

     J.  Requests for Second or Subsequent Referrals.  The Civilian Human Resources Agency (CHRA) has established policy that allows managers to request a second or subsequent referral list when the reasons are merit based.  This is in keeping with the spirit of Merit Systems Principles.   
         (1)  Some examples of when it is appropriate to request a new referral list are:
· Most of the candidates referred declined, or

 

· The skills (terms for the skills) used to arrive at the top group of candidates (best qualified) obviously resulted in the wrong type of candidate being referred (example, if the required skill used was counterterrorism, but none the candidates demonstrated any experience with counterterrorim), or

 

· The candidates referred do not meet the minimum qualification requirements for the position being filled.  Generally, this means that they do not meet the one year of specialized experience (experience in the work of the position being filled, or directly related work that is at, or equivalent to, the next lower grade).   It could also mean that they do not meet the education requirements an occupation that requires a specific college degree and/or specific college course work.
                                                                            

        (2)  Examples of when it’s not appropriate to issue a new referral list:  
· A particular individual did not appear on the referral, or

 

· The manager desires candidates to have backgrounds in work other than that described in the job description.  For example, the job description addresses SIGINT collection duties; however, the manager wants to reject candidates because they do not possess experience with IMAGERY analysis work.

· The selecting official desires qualifications above and beyond the basic qualification requirements (for example, the manager desires candidates for 
           GG-132 positions to have masters or doctorate degrees (there is no requirement 
           to have any college education to be qualified for positions in the 132 series,
           only requisite experience).  Another example is that the manager wishes
           candidates to have 10-15 years of experience.  The qualification requirement for
           most series/grades is one year of specialized experience at the next lower
           grade). 
       (3)  Justifications Required.  Requests for second or subsequent referral lists should be accompanied by information that clearly shows why the request is merit based.  In cases where the request is not appropriate, the manager should select from the list of candidates referred, or cancel the recruitment action.

(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” – “Requests for Second or Subsequent Referrals”)

 
III.  CAREER PROGRAM 35 (INTELLIGENCE AND SECURITY).

      A.  Central Funding for Training and Professional Development is Dwindling.  The Intelligence Personnel Management Office (IPMO) is still accepting requests/nominations for central funding for training and development during FY2005.  Available funds, however, are shrinking fast.  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.  New requests/
nominations should be submitted NLT 14 January 2005 to be seriously considered for funding with FY05 funds.
            (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.  
(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.  Short Cut Instructions for Requesting Funding for Short-Term Training.
The following link will take you to the ACTEDS Catalog for CP-35 training requests:  http://cpol.army.mil/library/train/catalog/ch03cp35.html.  Here you will find the requirements for requesting funds for both short-term training, such as OPM courses, and long-term training, such as University degrees.  
           (1)  Short-term Training.  Short-term training is any training that lasts less than 120 consecutive days.  Recently we have been receiving requests for training that have not gone through the proper channels and have not had enough information submitted to make a determination for approving funding.  In order to alleviate delays, a lot of back tracking and several additional requests for information, please follow the instructions below to include submission through the proper channels.  
ADDRESS

 HQDA, ODCS, G-2 (DAMI-CP)
 Intelligence Personnel Management Office (ATTN: Hewana Fauntleroy)

 1000 Army Pentagon, Washington, DC 20310-1000

CAREERIST INFO
Name, SSN, Grade, Series, POC # for careerist and his/her e-mail address
COURSE INFO
Vendor name, Course title, Location of training, Dates of training
COST INFORMATION
Tuition costs, per diem cost estimate, travel cost estimate, and the estimated total of the costs associated with the course
     JUSTIFICATION ** please note that this funding is competitive, so be sure that
     you have good justification!  Describe - Why the individual should be funded
     for this training; The relation of the individual’s current position or Career

     Area/Track to this training; and How will the training obtaining from this
     course be utilized back on the job or in later positions with Army. 
Fax signed memorandum to:  (703) 695-3149 or DSN: 225-3149.  The MACOM Career Program Manager (CPM) and/or training coordinator will be notified of all approvals.  If approved, the CPM/Training Coordinator will be contact and instructed on what action to take next, i.e., submitting DD 1556 or DD 1610 or additional documentation that would be required. 

IMPORTANT: Careerists must provide copy of paid travel voucher to our office at the address or fax above. 
           (2)  Long-Term Training.  You may also apply for long term training by selecting the "Click for Application Package" link at the bottom of the above listed web page.  This link will take you to a check list that has the links to all of the forms that you will need to fill out.  No short cuts are possible for Long-Term Training.

(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” – “Short Cut Instructions”)

      C.  FCR Funds Available for University Education.  Long-term training is training that lasts longer than 120 consecutive days of training.  College education is the most common form of long-term training.  The Functional Chief Representative’s (FCR’s) Competitive Development Program (CDP) can also fund this type of development.   For your University training to be funded with CP-35 funds, the degree must be relative to your current position or career path/career track and be endorsed by your chain of command.  
          (1)  Applicant’s Responsibility.  It will be the applicant’s responsibility to make sure all required information is completed and submitted to the IPMO in a timely matter to ensure that the processing of the application will be done well before the start of classes.  Upon approval of the application, the applicant will be responsible for submitting a DD 1556 to the IPMO for each class that they will be taking each quarter in advance of the course start date.  Should a course change because of a schedule change in the school catalog or for any other reason after the applicant has submitted a 1556 for it, they will need to submit a new 1556 for the corrected course and let the IPMO know the reason for the change.  If the college program will continue into the next fiscal year, we ask that the applicant contact us before the end of the fiscal year (August-September time frame) and let us know that they will continue with their

studies as well as submit a request for central funding form (located on the checklist [3rd link below]).  We will be sure and ear mark those funds for the applicant in the upcoming fiscal year.  If the applicant fails to notify us of their choice to continue their studies, they may be required to resubmit an entirely new ACTEDS application package and re-compete for funding.

          (2)  Resources.  

- ACTEDS Catalogue--   http://cpol.army.mil/library/train/catalog/toc.html 

- CP-35 Info-- http://cpol.army.mil/library/train/catalog/ch03cp35.html
          (3)  Forms and Procedures.  You must fill out, endorse, and submit the complete ACTEDS Application package.  The following link has a complete check list with links to all of the forms that you will need to fill out in order to complete your package: http://cpol.army.mil/library/train/catalog/pkt_fcrcpd.html .  

(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 Funding”)

      D.  Referral Lists Have Been Issued for Thirty Intern Vacancies for FY05.              Selecting supervisors are now completing interviews for thirty centrally funded CP-35 intern positions.  Hundreds and hundreds of applications were received.  The servicing Civilian Personnel Advisory Center determined basic qualifications that resulted in approximately 250 applications for Security Specialist and another 250 applications for Intelligence Specialist vacancies.  Panels of subject matter specialists then met in early November and further refined the applicant numbers and forwarded referrals lists to each of the selecting supervisors.  Generally the most competitive candidates were those with closely related degrees and/or prior related military experience.  Selections are expected by the end of the calendar year.
(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” – “Interns”)

      E.  The Installation Management Agency Drafts Standard Intern Development Plans.  The Installation Management Agency (IMA) is establishing detailed guidance for the development of their Security Specialist interns.  They have developed an Intern Training and Development Plan that includes a detailed, “baseline” Intern Career Development Plan, an Orientation Checklist and a Welcome Packet.  They are also going to strongly encourage a Mentor Program.  Other MACOMs are highly encouraged to follow their example.  
(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”)

      F.  Key Website For Intelligence and Intelligence Related Training.  The Defense Intelligence Agency maintains a website that connects to most other Intelligence Community training websites.  It is a key source for training.  It is found on SIPRnet/INTELINK-S at:  http://www.dia.smil.mil/proj/jmitc/gits/index.html   Once there, look for “Directory of Training Catalogs” under the “Links to Training” section.  Happy surfing!
(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 Training”)

     G. What Is the Most Beneficial Training for Security and Intelligence Specialists?  There is no one answer to this question.  It varies depending on:  career level (entry/developmental, full performance/journeyman, expert, senior expert); career track (non-supervisory vs supervisory); and specialty within the CI/Security Countermeasures Career Area for Security Specialists and within the CI, Production/Analysis, Collection Management, and Intelligence Combat Development Career Areas for Intelligence Specialists.  The ACTEDS plan should be carefully reviewed and applied to each careerist's individual situation.  See our website at:  http://www.dami.army.pentagon.mil/offices/dami-cp/   Some general advice:  give weight to Diagram 8 in the ACTEDS plan on Career Planning Guidance (Assignments, Studies and Training), especially the recommendation for two or more varied assignments at each career level, and consideration of pursuing the Intelligence Community Officer Designation programs.  This Update usually contains information about training and development programs and courses.  Recommend you continue to monitor it.  You can find back issues on our website under Guidance Library.

(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” – “ACTEDS”)

IV.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).  
      A.  Joint Intelligence Virtual University (JIVU) Usage Significantly Expands.   Army’s usage of JIVU approximately tripled in 2004 from that in 2003.  884 course modules were completed by Army students (military and civilian) in 2003 and  2,418 were completed in 2004.  The Defense Intelligence Agency serves as the Intelligence Community’s agent for the Joint Intelligence Virtual University (JIVU).  JIVU provides computer based training on both the SIPRnet and JWICS.  The JIVU offers both intelligence and intelligence related training developed by DIA and other Intelligence Community Agencies as well as vendor based business and information technology training.   It is available to all that have access to the SIPRnet or JWICS.  You will have to set up an ID and password after which you will be able to view their course listing and take courses.  You will note that DIA also lists their resident classes as well as on-line offerings.  JIVU can be found on the INTELINK-TS/JWICS at:  http://jivudc1.diac.jol.ic.gov/kc/default.asp and on the INTELINK-S/SIPRnet at  http://206.36.151.210/kc/default.asp.   
(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” – “JIVU”)

      B.  Intelligence Community Assignment Program (ICAP) Open Announcement Period Has Closed – Next One Will Be During January.  The next open period of vacancy announcements for ICAP will be during the month of January.  Organizations are encouraged to review and improve the vacancy announcements they have used in the past and/or consider developing new ones.  

(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”)

      C.  Registration Has Begun for OPM’s Senior Executive Service Competitive Development Program – DCIPS Employees Eligible.  On Monday, Nov. 15, federal employees and the general public began to be able to formally register their interest online for the Office of Personnel Management's Candidate Development Program - a preparatory program for future government executives.  According to OPM Director Kay Coles James:
"The Senior Executive Service Federal Candidate Development Program will be the springboard for many of the government's future executives and leaders," James said.  "I challenge every organization or stakeholder group interested in the future strength, qualifications and diversity of the Senior Executive Service to communicate news of this program to their membership immediately.  The comprehensive structure of the FED CDP will further develop the leadership skills and attributes that candidates must demonstrate prior to their acceptance into the program.  At the program's conclusion, graduates will be ready to make an immediate impact on the smooth and efficient operation of programs across government.  Agency managers must prepare now to incorporate these qualified graduates as they refine agency succession and human capital plans to meet future needs."

The FED CDP is open to current federal employees and the general public who want to pursue an ambitious career path and can demonstrate one year of previous supervisory experience at the GS-14 level or above, or comparable non-federal supervisory experience.  Participants in the FED CDP will be challenged by a gauntlet of formal training, competitive, real-life programs and mentoring relationships. Before graduating from the 14-month program, class members will demonstrate their leadership skills and agility as they are immersed in actual programs requiring a demonstration of their problem-solving, team-building and people skills.  For more information about the FED CDP, go to www.opm.gov/ses/fedcdp.
(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” – “SES Competitive Development Program”)

      D.  Applications Are Now Due for Senior Service Colleges (SSCs).  Applications are currently being accepted for the following Senior Service College (SSC) Programs for FY05:

Army War College (AWC) - Resident

Army War College - Distance Education Course (AWC-DE)

National War College (NWC)

Industrial College of the Armed Forces (ICAF)

Please go to the following website for detailed information on each program and the application forms required:  www.cpol.army.mil; click on FY05 ACTEDS Catalog; click on Table of Contents; scroll down to Chapter 2 and click on the appropriate program announcement.  Application forms are available by clicking on the icon at the end of each announcement.  All civilian employees GG14/15 are eligible to apply for SSC (high potential GG13's may only apply for the Army War College Resident Program and the Army War College Distance Education Course).  All applications must include a draft command endorsement memorandum.  Individuals who are applying for more than one program must submit an application packet for each program.  All applications must be endorsed by the Activity Career Program Manager (ACPM) and the MACOM Career Program Manager before submission.  General due date to HQDA, G-1 is 5 January 2005.   Each MACOM has established earlier cut offs. 
(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” – “SSC”)

      E.  Ground Intelligence Support Activity (GISA) Training Schedule.  GISA offers a number of intelligence related information technology courses each year such as Pathfinder, M3, Firewall, TNCC, DODIIS, Fastlane and ISSO/ASID.  The FY05 class schedule is being updated and will soon be available on their websites at: 
JWICS:  www.gisa.ic.gov
SIPRNET: www.gisa.army.smil.mil
UNCLAS:  www.bragg.army.mil/gisa
OSIS:   www.gisa.osis.gov
(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” – “GISA”)

F.  National Security Management Course (NSMC) Nominations Due.  
Nominations are due at HQDA G-1 for this 5 and ½ week program at Syracuse University by 4 February 2005.  MACOMs and installations will have set earlier cutoffs.  It purpose is to give GG-15s and selected 14s an understanding of the factors and forces that shape national security strategy and policy.  The course objective is to improve the management and leadership skills necessary to successfully influence the various processes within DOD.  Please go to the following website for detailed information on this program and the application forms required:  www.cpol.army.mil; click on FY05 ACTEDS Catalog; click on Table of Contents; scroll down to Chapter 4 and click on the appropriate program announcement.  For further information, go to the National Security Studies website at http://www.nss.edu.
(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” – “GISA”)

      G.  Harvard University Program for Senior Executive Fellows (SEF) Are Being

Accepted.  Nominations are now being accepted for the Harvard University Program for Senior Executive Fellows (SEF).  All applications are due in HQDA by COB February 4, 2005 for the March 6, 2005 through April 1, 2005 class.  The purpose of the 4-week course, which is open to GS-14/15 managers and above, is to build executive skills in political and public management, human resource management, organizational strategy, communication and leadership.  A full description of the course and the application process can be found in the ACTEDS FY 2005 Training Catalog at www.cpol.army.mil.  
	Course 
	MACOM/FCR 
Susp. to DA 
	Board Dates 
	Class Dates 

	SEF 
	04 Feb 05 
	(Harvard) 14 Feb 05 
	06 Mar - 01 Apr 05 

	SEF 
	01 Apr 05 
	(Harvard) 18 Apr 05 
	01 May - 27 May 05 

	SEF 
	03 Oct 05 
	(Harvard) 10 Oct 05 
	23 Oct - 18 Nov 05 


 

(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” – “Harvard”)

V.  IPMO WEBSITES AND STAFF LISTING.

     A.  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”)

     B.  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, CIPMS.  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”)

     C.  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”.)

     D.  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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