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I.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN. 
      A.  Army Training and Leader Development Panel (ATLDP) Study on Civilians Approved – Four Broad Imperatives With Supporting General and Specific Recommendations.  The last issue of this Update, dated 31 January, advised of the impending publication of the ATLDP Study on the civilian component.  The Secretary of the Army has just been briefed on the study and directed its implementation.  The following URL directs users to the recently published Army Training and Leader Development Panel (ATLDP) report:  http://www.army.mil/features/atldpciv/   An ATLDP-CIV Implementation Process Action Team (IPAT) is being established.  MACOM commanders and respective army staff (ARSTAF) have been tasked to develop proposed recommendations, courses of action, and implementation plans for the recommended actions in the ATLDP civilian study.  The civilian panel produced 53 of the recommendations (12 general recommendations further broken down into 41 specific) initially grouped into four study imperatives: accountability, lifelong learning, interpersonal skills, and army culture.  Key recommendations follow:

Imperative 1:  Army culture

1b1—periodically renew and reaffirm the oath of office for civilians.   

1c1---strengthen and integrate the relationship between the four Army cohorts (officer, noncommissioned officer, warrant officer, and civilian).

1e1—establish a civilian advisory board whose chairperson will act as an advocate on army civilian matters for the CSA.  

Imperative 2:  education

2a1—develop a centralized army education system integrating civilian and military individual training, education, and development where appropriate.

2b2—provide “greening and graying” courses.  

Imperative 3:  training

3a1—train feedback and development counseling skills in all army leadership courses.

3b1—increase access to training and development through a variety of sources (college and universities, developmental assignments, distributed learning, etc.) while enforcing systemic accountability.  

Imperative 4:  systems approach to training

4b1—define functional areas, technical, and leader competencies.  

4e1—broaden the targeted civilian education training base (eg. Earlier in career, lower grade level, career and non-career programs).  

4f1—publish and make accessible the guidelines, definition, and best practices for mentoring partnerships.  

Imperative 6: management process

6c1—provide and protect resources (e.g. people, time, funding, availability).

6c2---move proponency for civilian leader development from G-1to G-3.

6d1—ensure the army civilian performance evaluation system provides effective performance accountability and feedback, and provides for professional development.  

6f1—provide incentives to enhance performance and encourage life long learning.  

6g1—provide on-going, documented feedback (counseling) regarding: performance, individual development goals, and career development.    

6h1—monitor compliance of organizations and leaders regarding the implementation and documentation of the performance evaluation cycle. 

6h2—determine appropriate consequences for noncompliance and means for enforcement.  

6i1—replace current civilian career programs and career fields with a broad career management system for all army civilians in support of readiness that include both leader and technical tracks.  

6j1—develop an army-wide system for organizations and individuals to forecast, plan, monitor, and track training experiences. 

6l1—make interpersonal skills a dimension of performance evaluation for people in the leadership track.  

6l2—make interpersonal skills a selection criterion for leadership positions.  

Imperative 7:  lifelong learning

7a1—create a training and development paradigm that incorporates a lifelong learning philosophy. 

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-0343.  If sending e-mail, please put in your “subject line” – “Civilian Leadership Study”)

     B.  Strategic Army Workforce (SAW) Concept for a Transformed Civilian Career Development System (Early Version).  Career Program 35 and the Defense Civilian Intelligence Personnel System (DCIPS) were recently represented by a member from IPMO at a G-1 lead conference at Ft. Leavenworth charged with further developing the SAW concept.  The G-1 has had a contractor working on a construct plan for the SAW for over a year.  The SAW will be a key implementation item stemming from the Army Training and Leader Development Panel (Civilian Study) report, discussed above and highlighted with italics. 

          (1)  Purpose.  The SAW’s purpose is to transform the U.S. Army Civilian component and more effectively align critical civilian support functions with a fully transformed Army.  The SAW will be a centrally managed, multi-functional core of civilian leaders trained, organized and assigned to team with the Objective Force.  As the Army transforms to a lighter more agile, affordable and effective force, Army civilians must also transform to synchronize the vital support functions of the civilian professional force with the more flexible and rapidly changing processes of today’s and tomorrow’s Army.  

          (2)  Objectives.  The objectives of the Strategic Army Workforce construct are to:

· Create a high-performing component of employees who possess multiple and integrated skill sets, are capable of adapting quickly to a changing Army mission, and are competitive with the nation’s best. 

· Create an institutional approach focused on tomorrow’s Army that is structured, progressive, and sequential in nature, and designed to increase leadership competencies throughout an individual’s career.

· Strategically manage a cadre of GS-12 and above leaders (and equivalent) to meet future Army needs.  The phasing-in process will begin with designated GS-15s and SES members. 

· Develop an Army-wide structure to forecast, plan, monitor, and track training experiences and assignments based on needs of the Army. 

· Replace current civilian career programs and career fields with a broad career management system for all civilian personnel leaders that aligns itself with the requirements of the Objective Force and engenders unit cohesion.

· Partner with other Federal, State, County and Municipal models, private industry, and academia to attain state-of-the-art civilian systems, that better meet our needs that enable the Army to attract and retain the best and the brightest. 

          (3)  Career Programs to Career Tracks.  Current career programs will be compressed into five career tracks.  Competencies will be identified for each career track to include desired leadership and technical skills, knowledges, behavioral attributes, and other combined requirements for multi-skilled development of SAW personnel.  The five career tracks are preliminarily identified

as:  a) Institutional Support, b) Acquisition Management, c) Science and Engineering Management, d) Information Management and e) Medical Support.  The five career tracks include all career programs and career fields.  Leadership competencies pared with other job requirements, inherent in respective positions, will be the criteria used to determine assignments, promotions, training/education, and development of our future leaders.  

          (4)  TTHS-Like Account and Mandatory Mobility.  A Training and Development Account (T&D) (similar to a Transients, Trainees, Holdees, and Students (TTHS) system used by the military) will be established to manage and track movements.  Those SAW employees on developmental assignments, such as to the private sector, schools and/or long-term training, will be coded and considered part of a unique Table of Distribution and Allowances (TDA).  SAW management will provide a planned program and process of rotational assignments that ensure all SAW members have the necessary training, developmental and experiential assignments for the purpose of developing future multi-functional/multi-faceted leaders.  All SAW members will be required to sign a mobility agreement and to meet mandatory developmental requirements.  Rotations will be based on needs of the Army and considerations of SAW employees.  

          (5)  Initial Consideration of Career Program 35.  Career Program 35, Intelligence is presently “provisionally” programmed to be included within the Information Management career track along with those in the Public Affairs, Historian and Information Management Career Programs.  

          (6)  Advantages.  The proposal offers the following advantages:  Offers real chance for developmental assignments and “planned/managed” career development; Offers real chance for reasonable resourcing of supervisory training and development; Could “save”/reinvigorate ACTEDS training objectives, the Intelligence Community Assignment Program (ICAP) and Intelligence Community Officer Training (ICOT) program because of its proposed resourcing and the TTHS account; and Will also integrate improvements coming from the recent Army-wide Leadership and Development Studies for each of the components - officer, enlisted, warrant and civilian.  

          (7)  Areas Requiring More Work.  The present drawbacks of the concept are:  Potential for “We-They” (Although they say there will be programs for technical track people, they are not yet included or discussed); Exchanging the present 27 Career Program “boxes” for 5 Career Track Boxes (Intelligence and Security is neither homogeneous nor static.  This is true to a greater or lesser extent for all of the Career Tracks not just the one they will put Career Program 35 in.); They have not yet established policy for cross-Career Track developmental assignments (CP-35 will need the ability to send trainers, educators, combat developers, information operations officers and security specialists to tracks and subtrack positions outside of the Information Management Career Track); They have not established “expectations” based on reality of likely resourcing levels and limited jobs opportunities (Many will wrongly believe that they will be asked to become generalists and nomads); No provision yet for return rights for those with roots in a specific location (Many would accept an assignment requiring PCS if they knew they would be coming back); Mobility requirement and preference for SAW participants to fill SAW positions could drive out good people, often the older worker that we need to retain; and, It is based on the debatable assumption/myth that technical competencies are not preeminent in the eyes of senior leaders when filling supervisory/managerial/ executive positions (Also leaves the question of who will train and technically direct our new workforce if supervisors are not technical experts).  

             (8)  Way Ahead:  DAMI-CP will continue to work closely with the G-1 to improve the proposal.  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-0343.  If sending e-mail, please put in your “subject line” – “SAW”)

      C.  New and Updated Material Available on CPOL Regarding Mobilization

Of DCIPS Employees Who Are Reservists or Who Are Being Deployed as Civilians.  As the country prepares for war, many DCIPS members will be called up from the reserves and some DCIPS employees will be asked to deploy.  Generally, policies and procedures regarding entitlements and benefits in these situations are the same for DCIPS employees as for Competitive Service employees.  Army collects current information on these subjects on the Civilian Personnel On Line website at:  http://cpol.army.mil/library/911info/911mobil.html    Additionally:

          (1)  Continued FEGLI Coverage for Civilians Serving in Combat Zones.  Issues have arisen concerning the continued Federal Employees Group Life Insurance (FEGLI) coverage for civilians serving in combat zones, employees called-up to active duty and the payment of Accidental Death and Dismemberment benefits.  OPM has provided Q&A's on their FEGLI home page http://www.opm.gov/insure/life/index.asp.  OPM has clarified that being sent to a combat zone does not cancel FEGLI coverage or affect the amount of FEGLI coverage.  Civilian employees who are sent to a war zone or combat zone in a support capacity keep their FEGLI coverage, including Accidental Death & Dismemberment (AD&D) coverage.  AD&D benefits may only be affected if the individual is "in actual combat".  Civilians called to active duty in a LWOP-US status, or separated with return rights keep their FEGLI coverage at no cost for up to 12 months.  The same rules regarding coverage apply - the individual would have to be in actual combat for AD&D benefits to be non payable.  OPM has continued to stress that each situation will be reviewed on an individual basis and the specific details of the death or dismemberment will be the determining factors for claims payments.  Employees can obtain assistance from the Army Benefits Center - Civilian (ABC-C) for assistance:  

Country

    ABC-C Toll Free Number

CONUS



1-877-276-9287


BELGIUM



0800-78245


GERMANY



0800-1010282


ITALY




800-780821


JAPAN




00531-1-20378


KOREA




00798-14-800-4766


NETHERLANDS

0800-0232739


SAUDI ARABIA


1-877-276-9287


UNITED KINGDOM

08-000857723


          (2)  Importance Of An Accurate Count Of All Civilians Currently Deployed To SWA.  Civilians deploying must:

-- Not deploy without being processed through a CONUS Replacement Center (CRC) or power projection platform/mobilization station;

-- Register in CIVTRACKS regardless of the length of time they expect to be deployed (i.e., use of CIVTRACKS is mandatory) and they must update their record in CIVTRACKS as they move within the theater.  The CIVTRACKS record must also be updated upon return to CONUS;

-- Be given priority for and have a CAC card before deployment, if they are to be deployed and they do not already possess a CAC card; and,

-- Have a DNA sample on file.

(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” – “Reservists and Deployment”)

      D.   Where to Refer Arab Speakers for DOD or Army Employment. 

            (1)  DOD Website for General Public.  OSD has a recruitment website (http://www.go-defense.com/invitation_to_serve.htm) that has a section called "Arabic-English Speakers, Invitation to Serve".  It seeks individuals who are proficient in Arabic and English.  There are four options for participation:  (1) Government Limited Term Hire; (2) Personal Services Contract; (3) Contractor Employee; (4) Direct Entry -  Individual Ready Reserve.  The website provides an "Interest Form", that can be returned electronically or hard copy.  

             (2)  Army Employees.  Interested Army employees may also serve with the permission of their command.  Individuals with proficiency in Arabic, Turkish and Kurdish (Sorani, Kurmanci and Bedini) are needed to perform interpretation and translation duties.  Positions are available worldwide, depending on the clearance level and fluency of the individual.  For example, linguists with TS/SCI clearances there are requirements in CONUS and Germany in addition to those in the Middle East.  The majority of requirements for those with Secret clearances and all the requirements for those with no clearances are in the Middle East.  Interested applicants will be matched to the position commensurate with their qualifications.  Primary interest is in individuals with level 2 proficiency (minimum working proficiency) in listening and reading or listening and speaking.  This can be verified via the Defense Language Proficiency Test (DLPT) which can only be administered to civilians who are in positions requiring language proficiency.  Testing can be coordinated through the HQDA G-2’s office.  The need is immediate and will continue for an undetermined duration.  TDY and any training costs will be paid from GWOT funds managed by DCS, G-2.
Additional languages may be required in the future.  Individuals with skills in Korean, Filipino, Tagalog, Tausug, Cebuano, Ilocan and Ilonggo are also encouraged to apply so that your information and expression of interest is on file. 

(Contact:  Headquarters, Dept. of the Army, G-2, Integration Team, 703-695-1352 or DSN 225-1352.)

      E.  Priority Being Considered for the Security Clearance Investigations and Adjudications of ACTEDS Interns Required to Have Either a Top Secret (TS) or Sensitive Compartmented Intelligence (SCI) Clearance.  The G-2 staff had been  working on a proposal to give priority to the clearance investigations and adjudications for all DCIPS interns.  The staff is now considering granting priority (on a test basis) to the clearance investigations and adjudications for all ACTEDS interns, DCIPS and Competitive Service) who are required to have either a TS or an SCI clearance.  This could lower the average time waiting for a clearance from 300+ to 100+ days but would cost Army an additional $345 each.  The cost of clearances is a big issue for Senior Army Leadership.  We hope that the number of ACTEDS interns needing the specified clearances will be at an acceptable level not just for direct cost considerations but also for the probable negative impact on the average time for completing all other clearances.  Getting the average time to complete an investigation down is also a big issue for Army Leadership.  Priority is not being considered for interns that require just a secret clearance because of the larger numbers and the local option that already exists for granting an interim clearance and bringing the intern on board pending the final clearance if the applicant has not disclosed potentially derogatory information.  

(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” – “Intern Security Clearances”)

      F.  The Initial Phase of Resumix Centralization Has Been Completed.  Army has consolidated all the resumes maintained by the Northeast, Southwest, South Central, North Central, West and Europe Civilian Personnel Operations Centers into one central database.  Please read the information below to find out what this means to you as an applicant: 

[image: image1.png]


One resume will be on file for the centralized regions.  There is no need to submit a new resume if you have one on file. 

[image: image2.png]


Resumes submitted through the Army Civilian Resume Builder (http://cpol.army.mil/ click on Employment, then Army's Resume Builder) will automatically flow into the centralized referral database.  This is the fastest way to get a resume into the centralized referral database.  If you are applying through the Army Civilian Resume Builder, you will continue to select the CPOC(s) as you do now to send your resume. The system will automatically send the resume to the CPOC you identified or to the centralized referral database as appropriate. 

[image: image3.png]


Applicants will submit a new resume after they have accepted a permanent position. This does not apply to temporary promotions or temporary reassignments. 


[image: image4.png]


ANSWER ([http://cpol.army.mil/] click on Employment, then ANSWER) will be the method for applicant notification.  It is the best way to review your most recent resume on file. 

[image: image5.png]


The Pacific and Korea CPOCs will join the consolidation in the near future of Phase II of this process.  Until then, applicants wishing consideration for positions in these non-centralized regions will need to submit a separate resume with the appropriate supplemental data sheet to each of the non-centralized regions. 


ROAR versus ANSWER 

Before submitting a resume or self-nomination, use the table below.  This table will assist you in determining where to view the status of your resume and self-nomination.  Letters will no longer be issued. 

	If you submitted a resume to: 
	If the Referral List issued is: 
	Resume Database: 
	Notification System to Review 
	ROAR, and/or ANSWER will not be available: 
Access ROAR through: 
http://cpolrhp.belvoir.army.mil/west/ 
Access ANSWER through: 
http://cpol.army.mil/ 

	West CPOC 
	On or Before Feb 13, 2003
	Local CPOC 
	ROAR
	5:00 p.m. Feb 13, 9:00 a.m. Feb 18, 2003 Eastern Time

	
	After Feb 18, 2003 
	Centralized 
	ANSWER 
	



For more information about this topic, please go to our Frequently Asked Questions link at http://cpol.army.mil/faqs/faq_resumix.html 

      G.  Pay Setting/Step Increases.

Questions:  I need guidance regarding setting pay for CIPMS employees on retained pay. We are trying to process a pay adjustment on one of our employees but have run into the following complications: 1.  According to DCIPS guidance, pay rates are equivalent to established rates on OPM except in the case of an EPA.  However, when trying to process the 894, DCPDS automatically sets the pay at Step 11 since the table exists for EPA purposes.  Thus, since step 11 and 12 are only for EPAs, we are of the opinion that step 10 applies.  Setting the pay at step 11 would  be over $300.00 less than the entitlement should be.  2.  If Step 11 and 12 are valid for all purposes besides EPA, then the pay should be set at step 12, not 11.

Answer:  DCIPS pay, like title 5 GS, is based on a 10-step structure.  Steps -11 and -12 are "constructed" steps to accommodate the EPA, but are not part of the regular table used for pay setting purposes.  Annual pay adjustments for DCIPS employees on retained rates should be processed in the same manner as for your title 5 General Schedule employees - meaning that for pay setting purposes, the step 10 is the top of the pay range.  Although retained rate computations may require manual processing, DCPDS should not default to steps -11 or -12, so you may want to check with your systems people.  

(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” – “Pay Setting”)

      H.  Overseas Tour Limitations.  

Question:  Do you know of anything that is written into the CIPMS/DCIPS program documentation addressing overseas tours? 
Answer:  Since CIPMS/DCIPS co-exists with title 5 in the MilDepts, it is common practice within the system to use title 5 issuances for guidance in the absence of separate title 10 system policy.  For this reason, many CIPMS/DCIPS policies and practices are not "subject to" - but - "consistent" with title 5 regulations.  CIPMS/DCIPS overseas tour limits were not mandated on a system-wide basis at the time AR690-13 was published in 1990 because of the variety of circumstances relating to intelligence and support missions.  However, as with title 5, conditions of employment/assignment can be applied at the discretion of Commanders consistent with their responsibilities to effectively utilize their resources to accomplish/sustain worldwide missions.  This discretion recognizes the need to employ an appropriate civilian manpower mix, encourage CONUS employees to accept overseas assignments, and obtain and maintain currency of skills and competencies.  Within Army, INSCOM, USAREUR, and 650th MI Group Commanders have implemented policies establishing overseas tour limits for their CIPMS/DCIPS employees consistent with DoD and Army title 5 guidance.  Exceptions to tour limits (again consistent with those allowed under title 5) are available, subject to approval of the appropriate Commander.  Upon completion of overseas tours, employees can return to CONUS either through the exercise of administrative return rights or by registration and placement through the DoD Priority Placement Program as appropriate.  An overseas commander would be operating within his delegated authority to establish and implement policy imposing tour limits for incumbents and selectees for all command positions (to include DCIPS in the G-2 or other units). Advance notice and acknowledgement of the new condition would be required for current employees.  For future recruitments, the tour policy should be made known to all prospective candidates, and appropriate documentation completed prior to reporting dates.  A renewal agreement tour would be appropriate for current employees upon implementation of the new policy.  

(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” – “Overseas Tours”)

      I.  Announcement of DCIPS Positions With Promotion Potential vs Grade Band Promotions.

Question:  Can DCIPS announce a vacancy at one grade with potential for a higher grade?  An organization wants to announce a GG-07 with potential to GG-09, 
knowing that the person will have to go 7, 8 and 9 since this is a one grade interval position.

Answer:  DCIPS positions can be announced with promotion potential to a higher targeted grade.  However, if such promotions will occur within a band of the same career path - the noncompetitive DCIPS Grade Band Promotion can be used instead.  As an example (assuming you're referring to 086 positions), grades -05, -06, -07, -08, and -09 are in the Full Performance Band of the Technician Career Path (see attached illustration of the DCIPS Path/Band structure).  Because all of these grades are in the same Band, individuals hired at any of the grades can be noncompetitively promoted - in one-grade increments - within the Band.  There are only two requirements to do a Grade Band Promotion - the organization must have the work at the higher level, and the individual must be qualified to do that work.  So, your organization could choose to fill a position at the -07 level and then, when the individual is qualified (after a year of specialized experience), simply submit an RPA to promote to the -08 level.  If all positions in the organization can be expected to go to the -09 level, then Grade Band promotions would be appropriate - and no additional announcements would be necessary.  If there is not sufficient work at the -09 level for all positions, the Grade Band Promotion can be used to the highest level appropriate and competitive action can be taken to fill the -09s when opportunities become available.

(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” – “Positions with Promotion Potential”)

      J.  Use of Possession of Required Security Clearance in Selection Actions.

Question:  My PERSEC folks and I get beat up all the time on how long it sometimes takes to get a security clearance and the resulting long delays in filling positions.  The clearance process is not the problem.  The counter-argument that we often make is that it's not really a clearance issue, but a hiring/selection process issue.  We have been considering the use of security clearance as a criteria for selection. The DA G1 could work to change the policy at the CPACs to make final selection decisions based on the candidate’s ability to get a clearance, and non-select those candidates who have derogatory information in their background that will delay or prohibit them from getting a clearance.  Managers/selecting officials should be able to ascertain a person’s ability to get a clearance during the hiring process.  Managers could score each candidate accordingly.  For example, if their scoring system for skills/qualifications is 1-5, with 5 being the best, they could do so as follows--

                Current TS (recent retiree) - 5

                TS clearance is less than two years old - 4

                Clearance is five years old - 3

                Clearance is over five years old - 2

                Clearance is ten years old or the candidate indicated they might have a

                         problem getting a clearance -1

                Candidate never had a clearance – 0

Answer:  DCIPS is bound by statute to the Merit Principles found in federal law.  One of which is full and open competition and selection based on job-related merits.  Right now we can only recommend consideration of the applicant’s “clearability” as a tie-breaker used to determine which of the two or three "finalists" (a subset of those on the referral list, who were interviewed) a supervisor should actually select.  Imposing it before that point could result in at least the perception of undermining "merit" considerations.  It must be remembered that initially disclosed information that seems derogatory often is reconciled during the adjudication process in the applicant’s favor.  The ability to obtain and maintain a clearance is properly a condition of employment but should not be used in the selection process until after all other qualifications issues have been resolved.  

There is some truth to the complaint that the employment process fails to address “suitability” issues.  Suitability for Federal employment can be considered and could screen out candidates without use of the security investigation and adjudication process.  Significant and credible derogatory information (such as a recent criminal record of felonies, falsification of applicant information, etc.) disclosed during the application process, to include discussions with the applicant and either the selecting supervisor or supporting security specialist, may be used by the HR office to disqualify an applicant independent of the security clearance process.   

(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” – “Consideration of Clearances in Employment Process”)

     K.  Assistance Requested to Complete a Customer Satisfaction Survey from Users of the Defense Civilian Personnel Data System (DCPDS).  Participation is being solicited, at the request of the Defense Civilian Personnel Management Service,  in completing a Customer Satisfaction Survey for Defense Civilian Personnel Data System (DCPDS) users.  DCPDS is the DOD automated Human Resource management system used by Army.  The web-based survey is targeted all users of DCPDS, including personnelists, managers and supervisors.  The survey is located on the CPMS website, at the following link:

http://www.cpms.osd.mil/regmod/regmod_survey/regmod_survey.html  The survey

will be on their website for approximately three weeks.  

II.  CAREER PROGRAM 35 (INTELLIGENCE AND SECURITY).

     A.  UFR for $87,000 Approved for Training that Will Start in Fourth Quarter FY03.   Unexpectedly, the G-1 has already approved our Unfinanced Requirement (UFR) for additional Competitive Development funds for Fourth Quarter FY03.  Virtually all of the meritorious request received by the IPMO to date will be supported!  We will be funding over $285,000 in training and development in FY03.  Approximately 97 instances of training will be funded including 30 for university training; 34 for short-term technical training and 33 for short-term management/ leadership training.  We believe that even more funding can be obtained for FY03.  Keep those requests coming!          

           (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); short and mid-term Developmental Assignments; or 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).  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 just for the TDY costs.  

           (2)  Application Information.  Further information on how to apply can be obtained in the FY2003 Army Civilian Training, Education and Development System (ACTEDS) Catalog available on the NIPRnet at http://cpol.army.mil/train/catalog/index.html   Chapter 3 of that catalog contains centrally funded opportunities for Professional/Administrative Career Path Defense Civilian Intelligence Personnel System (DCIPS) 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).

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “FCR CPD”)

     B.  Sustaining Base Leadership and Management (SBLM) Non-Resident Course Now Opens to GG-11s.  The Army Management Staff College (AMSC) will begin accepting GS-11s for the SBLM non-resident class beginning with Class NR04 (19 May 2003 – 28 July 2004).  Applications must include the “Request for Grade Waiver”.  Previously, GS-11s were only considered for the Resident class, however, the course director has deemed it appropriate to accept board-selected GS-11s for the non-resident program as well.  The Sustaining Base Leadership and Management Program (SBLMP) at the Army Management Staff College (AMSC) Ft. Belvoir, VA provides graduate–level professional development by teaching competencies that add to the body of knowledge and experience in sustaining base leadership management and decision making for high potential Army employees.

Interested personnel who meet the criteria as described in the ACTEDS Catalog are invited to apply through their chain of command to the DCSPER G1.  Military personnel may apply via their Branch Assignments Officer or through the Registrar at AMSC.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “SBLM”).

     C.   Six Additional Intern Spaces Given to MI for FY03.  HQDA G-1 is worried that they are not bringing on interns quick enough to obligate their assigned workyears.  They have offered Career Program 35 (Intelligence and Security) six additional intern spaces if we can bring them on in FY03 - generally with interim clearances.  We received requests for 9 spaces -- (4) from AMC, (2) from USARPAC, (2) from USASOC, (1) from TRADOC and (1) from USAREUR.  We are recommending that AMC get two and each of the others one.  This would be four Security Specialists and two Intelligence Specialists.  USASOC has already begun recruiting.  Simultaneously, MACOMs should be working to submit their FY04 requirements.  CP-35 was given 28 workyears at the beginning of FY03.  Hopefully, we will be granted somewhere in the range of 32-36 in FY04.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “Interns for FY03”).

     D.  Deadline for Applications to HQDA, G-1 for Sustaining Base Leadership and Management (SBLM) Course, Class 03-3 (September 15 to December 10, 2003) and Non-resident 04 class is 2 June 2003.  

          (1)  Army’s Electronic Application Process (EAP) is currently accepting nominations for the Resident 03-3 and Non-Resident 04 classes.  The suspense date for the submission of applications is June 2, 2003 for the resident as well as non-resident class.  Class dates for the resident class are September 15, 2003 through December 10, 2003 and the non-resident class is August 19, 2003 through July 28, 2004.  Interested applicants should access the appropriate SBLM announcement in the FY03 Catalog of Army Civilian Training, Education and Professional Development Opportunities on the Civilian Personnel On-Line home page (http://cpol.army.mil) for a description of the course, eligibility requirements and application forms.  The EAP System can be accessed through the fiscal year 2003 Army Civilian Training Education and Development System Training Catalog on the Civilian Personnel Online home page at http://cpol.army.mil/train/catalog/ or through the Army Management Staff College home page at http://www.amsc.belvoir.army.mil/.  Both sites also provide a description of the course and eligibility requirements.  

          (2)  The SBLM course is a 12-week graduate-level program that covers the body of knowledge and experience of sustaining base leadership, management, and decision making by blending student experience with program design and development.  Active participation in seminars, case studies, independent and team research, topical discussions by guest speakers, and practical exercises will meet leadership objectives and reinforce Army concepts and principles. The SBLM course is open to civilian Army employees in grades GS-12-14; however, GS-11s and GS-15s may apply with a waiver.  In order to compete successfully in the selection process, it is crucial that you prepare your application package carefully.  Applications submitted by means other than the EAP System will not be accepted and will be returned without action. 

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “SBLM”)

     E.  “Standards” for Certification of ACTEDS Competencies.

Questions:  How does one gain competency, i.e., thru training or experience, or both?  How is that determination made?  If an individual attends a week course, is he/she then certified in an associated competency?  At what "level", i.e., introductory, intermediate, advanced, listed on the competency matrix would they be certified?  Can you double count? --i.e. I used both training and experience for almost each competency.  Others who are new to the government may have only training.  Should they list a competency as completed if they only take one course with no experience?  If they are working on counter terrorism competency, but are not in the Terrorism field, the only avenue open to them is a terrorism course.  A good example of this is the intern program.  We have an intern who might be seen to have completed the competencies (through attendance at training courses) when he finishes his intern program.  What then?  Does he then have to prepare new competencies for his next level (intermediate or journeyman)?  There may be no other courses for him to take.

Answer:  The Career Program, and most of Defense Intelligence, is not yet at a place where it can effectively pre-establish specific Army or IC-wide "measures" for each competency at each Career Level (i.e., what kind, amount and quality of training and/or experience).  We do not even know what the "average" is within the workforce, because we have no accurate training or experience database.  We rely instead on the "generic" measures/definitions for each of the progressively more challenging Career Levels of Entry/Developmental, Full Performance/

Journeyman, Expert and Senior Expert and on the policy contained in the current edition of the ACTEDS plan.  

Current ACTEDS policy puts a burden on each command and its supervisors to adjudicate attainment of the competency for each Career Level.   We have left it up to each MACOM's Career Program Manager to set and enforce a "standard" of attainment (strict or lenient) for each Career Level to include the appropriate mix of training/education and experience.  We do, however, caution as a general rule, against just training/education or experience.  Ideally, there should be a blend with usually a marked heavier emphasis on experience (assignments).  This will vary, however, at each Career Level.  Those in the Entry/Development Career Level will likely have a considerably stronger training/education to experience mix and be considered to have attain their competency level while those in the Expert Career Level with little or no experience at the higher career levels will likely not be seen to have sufficient.

Please note, that the 66% preponderance rule for quantity of required competencies provides not only for variations in competency requirements for positions consisting of newly emerging specialties or for mixed specialty positions but also provides flexibility to meet the requirements for experience where varied developmental assignments or details have not been practical for a careerist (i.e., the careerist works at attaining at least 66% of the required competencies where experience has or can be more practically gained).  
Similarly, to the "quantity' issue of training/education and experience is the "quality" issue.  For courses, a beginning course will not be sufficient for someone trying to meet the definition for the Expert level for that competency.  For experience, the level of the experience (experience at a lower Career Level will not be sufficient) and often the age of the experience (if it was so long ago that is no longer relevant to today's requirements) will be very relevant.  

The goal for ACTEDS certification is to be challenging but not unattainable to most careerists.  I also assume that we will be somewhat more lenient initially as compared to later in this decade when more training will be available from "distance learning" sources and when, hopefully, more funding will be available for tuition and TDY.  The initiatives coming out of the recently released Army Training and Leader Development Panel (ATLDP) Study on Civilians should power many positive changes.  The trend within the Intel Community that requires Commands to continually adjust to changing requirements by assigning new duties to their careerists, as well as the many new opportunities available throughout the IC and the premium assigned to mobility, will also help to expand the workforce's experience base.  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “ACTEDS Competency Adjudication.”)

      F.  How to Apply to Attend MI Military Training.  

Question:  Many of the competencies presently required by ACTEDS can be obtained through military training.  Is any MI military training open to civilians?  

Answer:  Civilians have attended many of the MI courses.  Class quotas, however,  are highly competitive and quickly filled through the Army Training Requirements and Resources System (ATARRS), however, spaces can often be obtained for civilians on a “space available” basis by contacting the course directors.  Attendance of civilians at the MIOBC is normally restricted to “interns”.  Those at grades GG-10 and above could consider instead the MI Career Captain’s Course (MICCC), however, attendance at MIOBC is normally a prerequisite for MICCC, or the Officer Transition Course (normally for officers who are changing Branches).  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “Military MI Training”)

III.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).  

      A.  Intelligence Community Assignment Program (ICAP) Vacancies Will Reopen on 1 April 2003.  The next cycle of ICAP announcements will be during the month of April.  At that time you may browse through announcements on the JWICS system at icap.cms.ic.gov.  At this site you will have the ability to search by position title, grade, duty station and agency or you can just scroll down and look at them all.  They will also be posted in April on the SIPRnet at dia.smil.mil/admin/icap/index.html.  Information about the ICAP can be found now on the NIPRnet at:  http://www.dami.army.pentagon.mil/offices/dami-cp/programs/ico/  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “ICAP”)

      B.  Command and IPMO to Work Together to Facilitate ICAP Assignments.
Question:  My command has never received an applicant for any of it's postings.  If this is correct, we must be doing something wrong.  Has there been any thought to assigning an "assignments monitor" to try to broker exchanges between the Army and the other services, rather than hoping that an agency is willing to loose an employee for two years without compensation?  

Answer:  As to an "assignments monitor" - we (IPMO) have definitely thought of that and are willing to help.  What we need is some clue on what organizations you have contact with where this may be possible.  Where do you think good people could come from.(what specific organizations within Air Force, NIMA, DIA, etc)?  This information will help us when we contact that agency.  We can have their ICAP POC query that specific organization.  Call us!!

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “ICAP”)

      C.  Authority to Pay the Expenses Required to Obtain Professional Credentials for Army Civilian Employees is Being Delegated Within Army.  Section 1112 of the National Defense Authorization Act for Fiscal Year 2002, Public Law 107-107, amending Title 5, United States Code, Section 5757 permits the payment of expenses to obtain professional credentials.  The Deputy Assistant Secretary of Defense (Civilian Personnel Policy), DASD (CPP), has delegated the authority to implement and approve payment of expenses to obtain professional licenses and credentials to the Department of the Army.  Army is now intending to further delegate the authority to approve payment for licenses, certifications, and related expenses to Major Army Commands, Independent Reporting Activities (IRA), and to the Administrative Assistant to the Secretary of the Army with respect to civilian employees assigned to Headquarters, Department of the Army or other organizations that are not included within a Major Army Command or IRA.  Further re-delegation is expected.  DoD’s recent policy memo with attachments will be used in conjunction with the following Army specific criteria:   

         1).  Army’s first priority is to pay for expenses associated with licenses and certification when it is required by appropriate local, state, or federal government authority to perform the work required by an employee’s position.

         2).  No additional Army funds have been allocated for payment of expenses to obtain professional licenses or certification.  

         3).  Payments may not include fees for membership in professional

societies and / or associations.  

         4).  This authority will not apply to payment for academic degrees.

         5).  Reimbursement of expenses covered under this authority may not be made retroactive to the date of the memo.  

         6).  The employee requesting reimbursement under this authority must have prior written approval to incur the expenses from the approving official.     

              7).   Payment shall be made on a reimbursable basis upon successful receipt    

of the credential.  Reimbursement shall be through the completion of the SF 1164 and should be paid from the appropriation that pays the employee’s salary.

         8).  DoD will issue instructions on recording payment for licenses and

professional credentials in the Defense Civilian Personnel Data System (DCPDS).  Until further instructions are issued, information will be maintained using Attachment 2 of the enclosed DoD guidance.  Data will be maintained by the approving official.  This information is not required to be posted in the employee’s official personnel file.  Approving officials will submit this data to the appropriate Civilian Personnel Operations Center upon request.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “Payment for Credentials”)

      D.  Applications Due by COB 28 March for the Harvard University Program for Senior Executive Fellows (SEF) and for the DOD Executive Leadership

Development Program (DELDP).













            (1)  SEF.  The suspense for the Harvard University Program for SEF is fast approaching!  All applications are due in HQDA by close of business (COB) March 28, 2003 for the June 8, 2003 through July 2, 2003 class.  This is the last class for the year and interested personnel are encouraged to attend.  The purpose of the 4-week course, which is open to GS-14/GS-15 managers, 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 Army Civilian Training, Education and Development System (ACTEDS) FY 2003 Training Catalog at http://cpol.army.mil/train/catalog/. This program is not centrally funded. 

           (2)  DELDP.  Applications are now being accepted for the DELDP Program.  This 10-month course is scheduled for September 2, 2003 through June 18, 2004.  All applications are due in HQDA by COB March 28, 2003.  The course will be held at various locations throughout the U. S. and is open to civilians at the GS 12 and 13 levels.  The course is designed for participants to learn about the overall Department of Defense mission and receive training that will prepare them for positions in executive leadership roles.  A full description of the course and the application process can be found in the ACTEDS FY 2003 Training Catalog at http://cpol.army.mil/train/catalog/. 
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “SEF/DELDP”)

IV.  REVITALIZATION AND RESHAPING OF THE CIVILIAN WORKFORCE.

      A.  Joint Recruitment Event Takes Place – National Society of Black Engineers.
 Army is sending a number of representatives to the National Society of Black Engineers (NSBE) Conference and Career Fair this month in Anaheim, California.  

Army representatives will be manning a joint Intelligence Community booth, with representatives for other DOD agencies and services.  This is the third year joint initiatives have been completed.  Future opportunities to represent Army on a joint IC recruitment initiative are being planned.  Functional “intelligence and security” managers, especially recent graduates, are needed.

(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” – “Joint Recruitment”)

      B.  Army DCIPS Employee Named Black Engineer of the Year.  Darrell Quarles of the Program Executive Office for Simulation, Training and Instrumentation's (PEO STRI) Threat Systems Management Office (TSMO) of the Project Manager for Instrumentation, Targets and Threat Simulators (PM ITTS) received national recognition as “Black Engineer of the Year" in the category of “Most Promising Engineer in Government.”  Darrell received the award at the 17th annual Black Engineer of the Year Awards Conference Hosted by US Black Engineer & Information Technology magazine, the Council of Engineering Deans of the Historically Black Colleges and Universities, and Lockheed Martin Corporation.  The conference, held at the Baltimore Convention Center in Baltimore, MD, February 13-15, 2003, was attended by 10,000 participants and 100 corporate exhibitors, and was supported by all of the accredited historically Black college and university engineering programs in the U.S.  Quarles was selected to receive this honor by the Black Engineer of the Year Selection Panel comprised of representatives of several major companies and the U.S. Government.  Darrell was nominated for the Black Engineer of the Year Award by the Simulation, Training and Instrumentation Command (the predecessor organization to PEO STRI) in a nomination package containing letters of recommendation from BG Seay and former employers.  Mr. Quarles will be one of Army’s representatives manning the Intelligence Community booth at this year’s NSBE Conference and Career Fair.

(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” – “Joint Recruitment”)

V.  IPMO WEBSITES AND STAFF LISTING.

      A.  IPMO Has Launched its AKO Website on the NIPRnet!  The IPMO has begun a new 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.  This site is

planned to become the major NIPRnet site for Civilian HR information on the Defense Civilian Intelligence Personnel System (DCIPS) - eventually replacing our major presence on the Public INTERNET Site.  The AKO offers several important advantages:  It permits the display of more information on a web page; It offers a “search” feature to ensure you have found everything on a subject; It permits users to “subscribe” to specific documents to ensure they get the latest changes; It offers the ability to collaborate on-line and comment on draft documents; and, because it is restricted to those with AKO accounts, it will permit the direct posting of e-mail addresses of IPMO staff members.  We will use the migration to the AKO to restructure our DCIPS information so that information on a subject will be linked together regardless of the type of document.  Also once the AKO site has been up for a while we will begin sending out only an announcement that a new DCIPS/IPMO Update has been posted along with its web site.  We will no longer e-mail this entire document to you.  If you have not yet registered on AKO do so now.  Check out our new site!  

(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” – IPMO’s AKO Site”)

      B.  IPMO Has Moved Back to the Pentagon and Has New Phone and Fax

Numbers!  The IPMO moved back to the Pentagon with the rest of the Office of the Deputy Chief of Staff, G-2.  We are located in an “area” designated 2E367 and are most easily reached from the entrance to the G-2 at 2D350 located on the second floor and off of the 3rd Corridor between the Food Court and E ring.  Our new mailing address is:

HQDA DCS, G-2

ATTN:  DAMI-CP (Name of IPMO Member)

1000 Army Pentagon

Washington, D.C.  20310-1000.  

Our unclassified fax number is (703) 695-3149 and the DSN is 225.  (The fax number has changed again from what was separately circulated by e-mail during the week of 18 November and included in our Update No 2003-2.)  Our classified fax number is (703) 695-3098.  The phone numbers listed for IPMO action officers in each of these articles are for the new Pentagon address.

(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” – “Return to Pentagon”)
     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.  Now, 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 DSN225-0343.  If sending e-mail, please put in your “subject line” – “UPDATE Index”)

     D.  IPMO Staff Listing.  Recent 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.

     E.  IPMO Websites.  

AKO   

The IPMO has begun a new 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) is 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.  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 DSN225-0343.  Direct questions concerning content of individual articles to the indicated IPMO staff POC.
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