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I.  CAREER PROGRAM 35 (INTELLIGENCE AND SECURITY).

      A.  Deadline for Applications for Training and Development Opportunities

that Start in 1st Qtr FYO4 And Are To Be Funded by the Functional Chief Representative (FCR) Competitive Development Program (CDP) Is NLT 11 August 2003.  Careerists and their supervisors should immediately submit nominations for FY2004 Functional Chief’s Representative (FCR) funded competitive career development opportunities.  These training opportunities provide an excellent source for professional development and enable careerists to better compete for advancement.  We especially want intelligence managers, supervisors, and the Activity Career Program Managers (ACPMs) to counsel and encourage qualified minorities and women to apply for consideration.  These opportunities can help prepare for higher level responsibilities/positions within the career program.  Careerists should be advised that, at this time, chance for selection for opportunities is very good.  Careerists should review their Individual Development Plans and identify training requirements for FY04 that cannot be funded locally and which would be appropriate for central funding.  Completed and approved nomination packages should be submitted to the IPMO  no later than 11 August 2003 to be considered for funding in 1st Qtr FY04.  Completed, approved packages will be accepted via fax (703) 695-3149.  Packages received after 11 August will be considered on a first come, first serve basis for the remaining available funds.  Subsequent HQDA G-2 decision points for determining which gets funded will be in November, February and lastly in May 04, if any funds remain.

            (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 just for the TDY costs.  

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

obtained in the FY2004 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).  The application process has been streamlined this year for 

short-term training.  Go to the ACTEDS Training Catalog at 

http://cpol.army.mil/train/catalog/ch03cp35.html   Scroll down to Section III-

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.  The training office

for your organization will need to attach a DD Form 1556-1, Request, 

Authorization, Agreement Certification of Training and Reimbursement to your

package(s) and the DD Form 1610, Request and Authorization for TDY Travel of

DoD Personnel, if required.  No funding or cost information should be entered on

these forms.  The Intelligence Personnel Management Office (IPMO) will enter such

information for individuals who have been selected to attend training.  

            (3)  Management/Leadership Training:  Office of Personnel Management (OPM) Management Development Seminars will help team leaders, supervisors, managers and executives gain a better understanding of current government initiatives and events and how to achieve critical program outcomes and manage their organizational impact.  This type of training will enable supervisors and managers to expand existing team leadership skills for accomplishing critical tasks.  With the changes that are taking place in government, these courses will also provide the training essential to the professional development of team leaders, potential supervisors, supervisors, managers and executives.  Listed in Appendix A are tentative titles of courses planned for next fiscal year by OPM.  OPM’s FY04 catalog is not available yet but the courses are expected to remain the same.  The link below will provide the on-line description of courses offered through OPM’s Management Development Centers.  The link is (NIPRnet): http://www.leadership.opm.gov/schedule.cfm   

            (4).  Identifying Course Offerings:  

                    a.  USDA Graduate School.  Another source of training is USDA Graduate School at (NIPRnet): http://grad.usda.gov/   They provide excellent leadership programs.  After you get to the home page, click into the Leadership Development Academy and the International Institute to find relevant courses.

               b.
DIA-sponsored training – access the Joint Intelligence Virtual

University (JIVU) from the SIPRnet.  You will have to set up your ID and password after

which you will be able to view their course listing.  The courses listed there include 

resident classes as well as on-line offerings.  DIA – Intelink-TS: 

http://www.dia.ic.gov/proj/jmitc/gits/catalog.htm
    c.  NIMA – SIPRnet:

http://college.nima.smil.mil/htbin/td/dbman/db.cgi?db=catalog&uid=default&view_records=1&start-gt=&re=on&sb=3&so=ascend&title=^A
    d.  Joint Counterintelligence Training Academy (JCITA) – SIPRnet: 

http://jcita.north-  inscom.army.smil.mil/Training/resident/residentcourses.asp
                    e.  DSSA – NIPRnet:  http://www.dss.mil/training/courses.htm


                    f.  NSA/Information Assurance and OPSEC -- SIPRnet: http://www.iad.nsa.smil.mil/services/html/ia_training.cfm  

Most of the courses at DIA, NIMA, NSA, DSSA and JCITA are tuition-free.  However, you may need funding for travel and per diem expenses if traveling from outside the commuting area of where the course is being held.

             (5).  Additional Opportunities:  This article spotlights only those competitive opportunities for CP-35 careerists found in Chapter 3 of the FY04 Catalog; however, there are many other competitive opportunities in the Catalog that should be considered by careerists.  Some are the attendance at the Senior Service Colleges and the Sustaining Base Leadership and Management school, or the Organizational Leadership for Executives and Personnel Management for Executives courses.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1063.  If sending e-mail, please put in your “subject line” – “FCR CPD”)

     B.  Many Intern Spaces Are Now Being Advertised.  Career Program 35 (Intelligence and Security) is currently recruiting for a number of interns.  Vacancies are presently posted on Army’s Civilian Personnel On-Line website at: http://ncweb.ria.army.mil/dainterns/toppage2.htm for eleven Intelligence Specialists, GG-132-7.  We expect up to an additional six vacancies for Security Specialists, GG-080-7 to be posted in the very near future.  This in on top of the six positions discussed in the last UPDATE.  The distribution and locations for their training should be approximately as follows:

   (1).  AMC
   (a)  TACOM G2/Warren Mi - GG-132-7

   (b)  CECOM/Ft Monmouth, NJ - GG-132-7

   (c)  TACOM-RI Ops Ctr/Rock Island - GG-080-7 

   (d)  CECOM/Ft Monmouth, NJ - GG-080-7

   (e)  FCS/Warren Mi - GG-080-7

   (f)  CECOM/Ft Monmouth, NJ - GG-132-7

   (g)  CECOM/Ft Monmouth, NJ - GG-080-7

   (2).  HQDA G-2

   (a) DAMI-CD/Pentagon - GG-132-7

   (3).  USAWC

          (a) USAWC/Carlisle, PA - GG-080-7.  

   (4).  MEDCOM

           (a) MEDCOM/Madigan Army Medical Center, Ft. Lewis, WA - GG-080-7

   (5).  USAREUR

          (a) USAREUR/DCS, G2 Heidelberg, Germany - GG-132-7

          (b) USAREUR/DCS, G2 Heidelberg, Germany - GG-132-7

          (c) USAREUR/DCS, G2 (SETAF)/Vicenza, Italy - GG-132-7

          (6).  INSCOM

    (a)  66th MIGP/Darmstadt, Germany - GG-132-7

    (b)  66th MIGP/Darmstadt, Germany - GG-132-7

          (7).  FORSCOM

                 (a)  Ft. McPherson, Atlanta, GA – GG-132-7

           (b)  Ft. McPherson, Atlanta, GA – GG-132-7

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1063.  If sending e-mail, please put in your “subject line” – “Interns for FY04”).

      C.  All Five CP-35 Candidates Were Selected for the Sustaining Base Leadership and Management (SBLM) Course, Class 03-3 (September 15 to December 10, 2003) and Non-resident 04 class.  The following were selected for resident Class 03-3:  

SOUTHCOM - Couto, Jose M.  

INSCOM - Heide, Calvin F. and Sutton, Frank A.    

The following were selected for the non-resident class NR-04:

FORSCOM   Koehlert, Jill D. and 

TRADOC - Mellies, Penny L. 

Army’s Electronic Application Process (EAP) is currently accepting nominations for the Resident 04-1 class.  The suspense date for the submission of applications is September 29, 2003.  Class dates are January 12, 2004 through April 2, 2004.  Interested applicants should access the appropriate SBLM announcement in the FY04 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.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1063.  If sending e-mail, please put in your “subject line” – “SBLM”)

     D.  Nominations Sought for the Exceptional Intelligence Officer Program (EIOP).  This program expands the former Exceptional Intelligence Analyst Program (EIAP) by opening it to all intelligence professionals, including analysts, operations officers, engineers and scientists.  Applications are invited which:  (1) reflect important lessons that, if well documented and incorporated into practice, could substantially enhance the IC's effectiveness in addressing high priority intelligence challenges; (2) reflect an idea for a new, innovative way to addressing a high priority intelligence issue, or (3) would result in a 6-12 month research, analysis and writing project on one of the IC's principal business areas.  The EIOP will fund TDY, travel, books, computer software and other similar expenses that do not exceed $20,000.  Applications may be for either an Independent EIO, or a Resident EIO (workspace provided in the DC metro area).  Applicants with extensive experience in intelligence work in grades GG-11 - GG-15, E-6 - E-8, W-1 - W-4, and O-2 - O-6 will be considered.  Applications must be submitted through HQDA, G-2, to the Director, Center for the Study of Intelligence NLT 31 July 2003.  Please contact Mr. George Matsui ((703) 695-1632, DSN 225-1632) ASAP.  The EIOP 2004 program will begin 02 October 2003.  Final drafts of participants' papers and reports are due no later than 01 November 2004.

(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” – “EIOP”)

     E.  Joint Security Training Consortium (JSTC) Website Contains Valuable Information for Security Professionals.  The JSTC is a jointly coordinated and funded initiative of the Department of Defense and the Intelligence Community. These sponsors have identified $22 million over the FY02-07 Program to support JSTC activities.  The JSTC is intended to provide a coordinated cross-community response to several long-term issues associated with the training and professional development of security practitioners.  The JSTC Web Site at http://www.jstc.gov/ provides additional information regarding JSTC initiatives, products, and professional development training opportunities and schedules.

(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” – “JSTC”)

     F.  Update on Foreign Language Proficiency Pay (FLPP) for Civilians.  Army presently does not have a FLPP program for its civilians.  See the article on FLPP in our DCIPS/IPMO Update Number 2001-8, dated 15 May 2001 at http://www.dami.army.pentagon.mil/offices/dami-cp/guidance/.  Skills required for a position are normally compensated for through basic pay.  Additional Proficiency Pay, such as for languages, is appropriate to obtain or retain in the workforce a critical/key skill when basic pay is not sufficient.  The need to utilize Proficiency Pay varies by organizations based on their mission requirements and the scarcity of the skill.  Army MACOMs have never identified a deficiency to the degree that FLPP would be required.  The fact that other Defense Agencies, such as NSA and DIA, do pay FLPP (the equity issue) is immaterial.  Army cannot afford to expend funds for something it does not need.  Since the article referenced above we have been advised that Air Force has begun a civilian FLPP but have still not received any requests from MACOMs.  The key issue remains cost/benefit rather that equity.  

(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” – “FLPP”)

II.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN. 
      A.   Stand Up of the Strategic Army Workforce Management Office (SAWMO). The Vice Chief of Staff of the Army gave the order to execute the SAWMO (the management office of the Strategic Army Workforce [SAW]) on 5 March 03.  The SAWMO will be identifying and managing the careers and training and development of all civilian leaders (team leaders, supervisors and managers), grade 12 and above.  Actual reassignment of SAW members could happen as soon as FY05. 

            (1)  Establishment of the Office.  The SAWMO has received its FY03 UFR funding, has a validated FY04 UFR and a validated POM for FY05-09.  An Acting Director of the SAWMO has been appointed with the task of standing up the organization.  The SAWMO concept plan is in draft format and a detailed project plan has been developed.  The SAWMO has been given the go-ahead to do some over hires and has a developmental assignment announcement out that has received over 80 applications from GS-12 through GS-14s. 

             (2)  Early Tasks.  Work is underway to determine and develop the automated systems needed to operate the SAW.  The cadre presently assigned to the SAWMO is working to create a competency-based developmental and promotional system and are attempting to identify competency gaps (this is in response to a requirement from GAO).  They will be scheduling mini-workshops by recommended tracks and subtracks (the replacements for Career Programs) to determine functional/ technical competencies and required training, development and assignments.  Once the technical competencies are identified, developmental matrices GS/GG-5 thru GS/GG-15, will be developed for each subtrack and a framework for determining equivalencies, and what tools to use to measure the competencies (by skill, knowledge, ability and behavior) will be developed.  They will be heavily influenced by the Office of Personnel Management’s Senior Executive Service Executive Core Qualifications (ECQs) and with their supporting competencies.  Fortunately, these leadership competencies are already well integrated within the Army Civilian Training Education and Development System (ACTEDS) plan for Career Program 35, Intelligence and Security, for the Supervisory/Managerial Track.
            (3)  IPMO Role.  The Intelligence Personnel Management Office (IPMO) will represent the Functional Chief Representative in the construction of the framework to management the careers and training and development of civilian leaders in Army’s intelligence community.  

(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” – “SAWMO.”)

     B.  Update on Thrift Savings Program (TSP) Catch Up Contributions.  This subject is of great interest to many.  Information is now available on the front page of the ABC-C website at https://www.abc.army.mil/ with links to more detailed information and Q&A's regarding this new benefit.  You will be able to make your own elections for this program by using the ABC-C website given above or at 1-877-276-9287 – (TDD 1-877-276-9833) once the changes to allow these transactions are in place in the personnel and payroll systems.  Personnel and payroll systems should be ready to begin accepting enrollments for this program in September of this year.  As soon as the systems are operational, Army will announce on its website the effective date you may begin using the system to make elections.  
     C.   Payment of Expenses Now Possible to Obtain Professional Credentials.  In order to provide an incentive for recruiting and retention of civilians, the National Defense Authorization Act for Fiscal Year 2002, permits agencies to pay expenses for employees to obtain professional credentials.  The Department of Defense policy authorized the military Services to capitalize on this opportunity for both appropriated and nonappropriated fund employees.  This policy permits agencies to pay expenses for employees to obtain and renew professional credentials, including expenses for professional accreditation, professional licenses, certification, and examinations to obtain such credentials.  Authority to approve payment for professional credentials has recently been delegated to MACOMs and may be further delegated in writing to the lowest practicable level.  It may be used when funding permits and when it benefits the systematic development and enhances the job performance of employees in support of Army mission and goals.  The Defense Civilian Personnel Data System must be used to record payments made pursuant to this authority.  Authorization of payment must be in complete compliance with Department of Defense policy and Army requirements.  See Appendix B for more information.

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1063.  If sending e-mail, please put in your “subject line” – “Payment of Expenses for Professional Credentials.”)

      D.   Clarification on Applying Veteran’s Preference.  We have heard in one or two cases that there may be a misunderstanding about applying Veterans Preference under DCIPS procedures.  To review, AR 690-13 states that:  “Veterans preference will be applied in the following manner to all employment lists derived from external applicants:  

            (1) Criteria in the FPM for determining the preference eligibility of each applicant apply to CIPMS without change.

            (2) Neither the "rule of three" nor the referral of preference eligible by category (for example, compensable or noncompensable) is required.

            (3) Activities will devise specific procedures for the application of veterans preference.  At a minimum, such procedures will ensure that-

                (a) Veterans preference is weighed as a positive factor in the selection process.

                (b) Preference eligibles are granted preference in selection over nonpreference eligibles with substantially equal qualifications.

                (c) When a nonpreference eligible is selected, the reasons for nonselection of any preference eligible on the referral list are documented and provided to the applicant, upon request,

               (d) Guards, messengers, and custodians arc appointed from among preference eligibles as long as preference eligibles are available.”

      Subsequent to publication of the AR, the Office of Personnel Management requested that the decision by a selecting official that a nonpreference eligible had superior qualifications to a preference eligible be reviewed by another official.  This review can be completed by the next line supervisor above the selecting supervisor or by an official designated to make those reviews within the organization.   

QUESTION:  How do you consider and document veterans' preference when both internal and external candidates are referred for selection?

ANSWER: Veterans' preference is applicable only to consideration and selection of external (non-Federal) candidates.  If both internal (current Federal employees) and external candidates are referred, the supervisor may consider and select any of the candidates from the internal group without regard to external candidates on the list, and without consideration of veterans' preference.  If the supervisor wishes to consider and select from the external group, veterans' preference is applicable.  External lists are annotated to identify candidates with veterans' preference.  It is expected that in groups of candidates with substantially equal qualifications, veterans' preference candidates will be selected over those without veterans’ preference.   If the supervisor chooses an external candidate without veterans' preference, the supervisor must document the reasons for the selection and show how the selectee is superior to the veterans' preference eligibles in the external candidate group.  This information must be documented in writing, separately reviewed and verified for appropriateness, and made part of the selection record.  

(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” – “Veteran’s Preference.”)

     E.  Need Your Help to Complete Army’s Exit Survey.  Army implemented an Exit Survey in June 2000 to determine patterns of turnover and reasons why civilian employees voluntarily leave Army service.  Command results and other reports by installation or by job series are distributed once a year.  Although the survey is voluntary, low response rates are jeopardizing the validity of the results.  Employees separating from the Army should take the time to complete the survey.  It will help us determine what is most important to change to make the Army the best place to work.  The URL for the Exit Survey is http://cpol.army.mil/survey/exitsurvey/survey.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” – “Army Exit Survey”)

III.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).  

      A.  Intelligence Community Assignment Program (ICAP) Vacancies Have

Reopened During July.  You may now 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 are also posted on the SIPRnet at dia.smil.mil/admin/icap/index.html.  Information about the ICAP (but not the vacancy announcements) can be found on the NIPRnet at:  http://www.dami.army.pentagon.mil/offices/dami-cp/programs/ico/   Applications that have been endorsed through the command chain and by MACOM Career Program Managers are due at the IPMO NLT 15 August 2003.  The next cycle of ICAP announcements will be during the month of October.  

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1063.  If sending e-mail, please put in your “subject line” – “ICAP”)

      B.  Defense Security Service E-News – Information about DSSA Courses, 

Projects and Security Awareness Initiatives.  You can subscribe (and unsubscribe) to the E-News through http://www.dss.mil/enews/enews.request.htm.  DSSA provides security education, training, awareness, and professional development services for:
*The Department of Defense (DoD) Components including the DSS Workforce

*DoD Contractors

*Employees of other Federal Agencies

*Selected Foreign Governments

The DSSA curriculum focus is Information Security, Personnel Security, Industrial Security, Information Assurance, Special Access Programs, Counterintelligence, General Security and Distributed Learning Courses in Security.  View the Fiscal Year 2003 and 2004 Course Schedules at http://www.dss.mil/training/schedule.htm
(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” – “DSS E-News.”)

     C.  Latest Policy on Payment for Academic Degree Training.  Army delegates approval authority for Civilian Academic Degree Training to Major Army Command (MACOM) Commanders, Independent Reporting Activity (IRA) Directors, and the Administrative Assistant to the Secretary of the Army, who may further delegate this approval authority to commanders and heads of activities at the installation level.  No additional Army funds have been allocated for Civilian Academic Degree Training.  As available, appropriated funds or Army Civilian Training, Education, and Development System (ACTEDS) funds will be designated, allocated, and used for Civilian Academic Degree Training.  Army may not approve the selection and assignment of the employee under the authority of the Civilian Academic Degree Training Program, or payment or reimbursement of the costs of training for- 

           (1) the purpose of providing an opportunity to the employee to obtain an academic degree in order to qualify for appointment to a particular position for which the academic degree is a basic requirement.

           (2) the sole purpose of providing an opportunity to the employee to obtain an

academic degree unless such opportunity is part of a planned, systematic, program of professional development endorsed by the Department of the Army such as academic degree training identified in an appropriate Army Civilian Training, Education, and Development System (ACTEDS) plan or as part of the Defense Leadership and Management Program (DLAMP), or other competitive leader / management development programs endorsed by the Department of the Army.  For further information, go to:  http://cpol.army.mil/library/tld/tld_102601.html
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1063.  If sending e-mail, please put in your “subject line” – “Academic Degree Training”)
      D.  Latest Schedule of Submission Dates for Centralized HQDA Training.

The following is a list of board and nomination dates on various programs.  The 

Electronic Application Process (EAP) system will automatically lock-out applicants at COB (5 p.m. EST) on day of deadline.

FY04 HQDA PROGRAM DATES: APPLICATION DEADLINE; NOM DEADLINES;

 BOARD DATES AND CLASS DATES:






                       DA SUSP FROM

COURSE          

  EAP SUSP   MACOM/FCR   BRD DATES
     CLASS DATES

SBLM (Class 04-1)
    29 Sep 03     10 Oct 03
28-31 Oct 03
12 Jan - 02 Apr 04

SBLM (Class 04-2)      12 Feb 04
20 Feb 04
09 -12 Mar 04
17 May-06 Aug 04

SBLM (Class NR05)    27 May 04
08 Jun 04
22-25 Jun 04
 02 Aug 04-27 Jul 05

SBLM (Class 04-3)
    27 May 04
08 Jun 04
22-25 Jun 04     13 Sep-08 Dec 04

SBLM (Class 05-1)       04 Oct 04
13 Oct 04
26-29 Oct 04
10 Jan 05-04 Apr 05

SENIOR SERVICE COLLEGES:

AWC

                  N/A

       05 Jan 04
10-13 Feb 04
21 Jul 04 - 04 Jun 05

AWC-DE (Correspondence)  

05 Jan 04    10-13  Feb 04
02 Jul 04 - 03 Jun 06

NWC


            N/A

       05 Jan 04
10-13 Feb 04
11 Aug 04 - 11 Jun 05

ICAF


            N/A

       05 Jan 04
10-13 Feb 04
11 Aug 04 - 11 Jun 05

OTHER SCHOOLS/TRAINING:

Army Congressional Fellowship    14 Nov 03
2-4 Dec 03

Aug 04 - Dec 05

Program (ACFP)

DOD Executive Leadership
Development Program (DELDP)  26 Mar 04   (To OSD) 30 Apr 04
01Sep04–15Jun05

Harvard Univ Prog. for Senior


Executive Fellows (SEF)
          11 Aug 03     (Harvard) 26Aug03    26Oct -21Nov 03






                 08 Dec 03    (Harvard) 28 Jan 04
  28Mar–23Apr 04

National Security

Management Course (NSMC)      06 Feb 04   (Syracuse) 27 Feb 04    21Mar–30Apr04

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1063.  If sending e-mail, please put in your “subject line” – “HQDA Training”)
IV.  REVITALIZATION AND RESHAPING OF THE CIVILIAN WORKFORCE.

     A.  The National Security Personnel System (NSPS) Will Have a Big Impact on DCIPS.  The NSPS has still to be passed by Congress and signed by the President.  Indications are, however, that it will pass and will result in a significant impact on civilian Human Resource (HR) management in DOD.  Regardless, the DOD Intelligence Community has been asked by the Under Secretary of Defense (Personnel and Readiness) to transform its civilian HR system to resemble NSPS.  The Secretary of Defense does not need NSPS to be passed to see those changes implemented in the Defense Civilian Intelligence Personnel System (DCIPS).  He has already been given equivalent authorities when Congress gave him the authority to establish DCIPS.  

          (1).  Intelligence Community Interests and Culture Being Reflected in Policy.  The IPMO has been working hard for the last four to five months with other DOD intelligence Agencies and Services to devise an HR system that will meet both the spirit of NSPS and the core business requirements and culture of the intelligence community.  A draft of this policy should be ready for headquarters coordination by the end of the summer. 

           (2)  NSPS Changes are Not Without Controversy.  Recently, a good article was published on NSPS in CQ Today, Air Force Magazine.  It is provided at Appendix C.  Reading it, you will note that there have been extreme charges leveled against it by some and maybe extreme expectations for benefits put forth by others.  Try to discount both when reading the article.  Focus especially on what is said about Pay Banding and Pay for Performance.  They will be the key new features in our DCIPS.  One major area of controversy that was cited has been around the impact on Labor Relations.  The DOD Intelligence Community and DCIPS is exempted from Labor Relations and therefore, the arguments for and against in the cited articles do not apply.   

(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” – “NSPS.”)

     B.  Plans Well Underway for Joint Intelligence Community Recruitment in FY04.   The DOD Intelligence Community will be starting its third year of joint recruitment initiatives.  The recruiting events planned for FY04 to fill entry level professional positions are listed below.  Note that this year Army will be sponsoring a booth.

(1).  Organization:  Women For Hire 

Event:  Women For Hire Career Fair

Date:  13 November 2003, Arlington, VA

IC Booth Sponsor:  NSA

(2).  Organization;  CAREERS and the disabled

Event:  Career Expo for People with Disabilities

Date:  14 November 2003, Washington, DC

IC Booth Sponsor:  NSA

(3).  Organization:  Asian Diversity Inc (ADI)

Events:  2nd Annual AD Conference Career Expo

Date: 14-15 November 2003, New York City

IC Booth Sponsor:  NIMA

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

Event:  25th AISES National Conference  

Date:  20-23 November 2003, Albuquerque, NM

IC Booth Sponsor: Army

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

Event:  2004 National Technical and Career Conference

Date:  9-10 January 2004, Chicago, IL

IC Booth Sponsor:  NSA

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

Event:  Annual National Convention and Career Fair

Date:  18-19 March 2004, Dallas, TX

IC Booth Sponsor:  DIA/Army

(7).  Organization:  OPM  

Event:  3rd Annual National Career Services Conference

Date:  May 2004, 

IC Booth and IC Presentation Coordinator:  NSA

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

Event:  NACE National Meeting and Expo

Date:  1-4 June 2004, Orlando FL

IC Booth Sponsor:  NSA

       (9)  15 September 2003, New Mexico State Colloquia, Las Cruces, NM sponsored by CMS/CDIB prior to the NM State Career Fair on Sept 16 & 17.

       (10)  16 September 2003, HBCU White House Initiative Luncheon (350-400 people including University Presidents & others, as well as Agency/Service attendees) sponsored by CIA & CMS.

We are always looking for Army managers and intelligence and security careerists to participate as recruiters.  To build that cadre of civilian recruiters, we’re looking for functional representatives specializing in the various Intelligence disciplines, Electrical Engineering, Mathematics, and Information Technology.  Representatives should not only be recognized as good at what they do, but be pro-active in knowing what skills their organization is looking for, have positive attitudes, and be able to discuss with applicants the benefits of working with Army MI.  College graduates who have joined our workforce within the last 2 to 3 years, seasoned careerists, military who directly supervise civilians are the types of individuals we are looking for to build that cadre of civilian recruiters.  If interested, give us a call!!
(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” – “IC Recruitment.”)

V.  IPMO WEBSITES AND STAFF LISTING.

     A.  You Can Now Subscribe to DCIPS/IPMO Information and References on the NIPRnet/Unclass AKO.  In order to view files and folders on DCIPS on AKO you need to subscribe to the DCIPS Civilian HR KC.  After doing so, you are automatically approved for Read-Only Access.  Subscribing will ensure you immediately receive notice of all new postings.  The following steps explain how to subscribe.   First log into AKO on the NIPRnet
 

1.  Click on the Collaborate tab.

2.  Scroll down to the Search & Subscribe area.
3.  Select Intelligence from the View Knowledge Centers by Army Community drop down menu.
4.  Click View.

5.  Check the box next to Civilian HR.
6.  Click Subscribe in the grey menu area at the top.

To view detailed information on how to access documents within the KCC go to the AKO, click on the collaborative tab, and click on KCC Guide.

(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” – “Subscribe to DCIPS/IPMO Information.”)

     B.  Intelligence and Intelligence Related Position Vacancies from Other Services and Agencies as well as Contractor Opportunities Can Now Be Posted on a Knowledge Collaboration Center (KCC) of the “Intelligence Community” on AKO.  The Office of the G-2 has recently set up an “Intel Job Positions” KCC under the Intelligence Community on AKO.   Anyone, government or industry (with AKO access), can post job announcements to this AKO KCC.  The file expiration is established at 30 days, so that old listing will disappear after a month.  There are already over a dozen jobs posted there.  The current folders are as follows: 

   All Source Intelligence 
   Analyst Positions 
   CI Positions 
   Collection Management 
   Combat Development 
   HUMINT Positions 
   IMINT Positions 
   Instructors & Trainers-Training 
   Intel Staff Mgt Positions 
   Intel job websites 
   Linguist Positions 
    MASINT Positions 
   Operations Positions 
   SIGINT Positions 
   Security Positions 
   Simulations Positions 

To get to this KCC, first go to the Army Communities box and click on the Intelligence Community.  Then click on the green Collaborate tab up on the top.  Click on “Army Communities” in the left hand column, then click on “Intelligence”, and then click on “Intel Job Positions.”  You can subscribe to this feature by checking the box to the right under Unsubscribed Army Communities and Knowledge Centers.

(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” – “Intel Job Positions” KCC.”)

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

(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-0343.  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.

(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” – “Staff Listing”.)

     E.  IPMO Websites.  

AKO    The IPMO has launched a Civilian HR website on AKO under the "Intelligence" subdivision of the "Army Communities" section.  Once you reach the Intelligence Community website, look toward the top, just above the G-2's picture where the several subdivisions of the Intelligence Community are posted for:  Sci Tech, Disclosure, SCI IA, M & S and now Civilian HR.  This website for Civilian HR should be added to your communities section on your AKO page.  You can do this by clicking on the "Add to My Communities" button at the top right-hand side of the webpage.  This website will soon replace the regular NIPRnet website, NOW PROJECTED FOR 1 OCTOBER 2003.
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/

APPENDIX A - TENTATIVE SCHEDULE of the Office of Personnel Management (OPM) Management Development Centers for FY04

Conflict Resolution Skills:  Positive Approaches to Difficult People (Nov 03 & Feb 04)

Contemporary Leadership Issues (Sep 04)

Counterintelligence Seminar (Nov 03, Apr, Nov 04)

Countering Terrorism Seminar (May 04)

Developing and Communicating Leadership Competencies (Nov 03, Mar, Aug, Nov 04)

Developing High Performing Teams (Oct 03, Mar, Jul, Sep 04)

Dynamics of Public Policy (Oct 03, May, Oct 04)

Emotional Intelligence as a Leadership Skill (May, Oct 04)

Executive Assessment Program (May 04)

Executive Communications Workshop:  Representing Your Agency to External Customers (Feb, May, Oct 04)

Executive Development Seminar: Leading Change (Oct 03, Jan, Feb, Mar, May, Jun, Jul, Aug, Sep, Nov 04)

Executive Supervisory Skills (Nov 03, Aug 04)

Facilitative Leadership (Nov 03, Jan, Mar, Jun 04)

Government Performance and Results:  Managing Your Organization to Outcomes and Results (Jan 04)

Homeland Security:  Critical Infrastructure Protection (Feb, Aug 04)

Leadership Assessment Program (Nov 03, Feb, Apr, May, Jun, Aug, Nov 04)

Leadership Communications Workshop: Interpersonal Communication (Nov 03, Mar, Jul, Sep 04)

Leadership Foundation Seminar (Jun, Oct 04)

Leadership Potential Seminar (Oct, Dec 03, Jan, Feb, Mar, May, Jun, Jul, Aug, Sep, Oct, Nov 04)

Leadership Skills for Non-Supervisors/Managers (Nov, Dec 03, Feb, Mar, Jun, Jul, Sep, Dec 04)

Management Assessment Program (Dec 03, Mar, May, Jun, Jul, Aug 04)

Management Development Seminar (Oct, Dec 03, Jan, Feb, Mar, Apr, May, Jun, Jul, Aug, Sep, Nov 04)

Managing Project Teams (Nov 03, Mar, May, Jul, Sep 04)

Managing Projects Well (Apr 04, Aug 04)

Motivating for Results (Aug 04)

National Security Policy (Feb 04, Sep 04)

Seminar for New Managers: Leading People (Oct, Dec 03, Jan, Feb, Mar, Apr, May, Jun, Jul, Aug, Sep, Oct, Nov 04)

Senior Leadership Workshop (Sep 04)

Supervisory Leadership Seminar (Oct, Dec 03, Feb, May, Jun, Aug, Sep, Nov 04)

Team Building and Team Leadership (Nov, Dec 03, Jan, Mar, May, Jul, Aug, Sep, Nov 04)

United States Foreign Policy (Jan 04)

Women’s Assessment Program (Apr 04)

Women’s Leadership Seminar (Aug 04)

Appendix B- Army Policy on Payment of Expenses to Obtain Professional Credentials

References:  

a. Department of Defense (DoD) Policy – Civilian Licenses, Certifications, and Related Expenses (Enclosure 2)

b. Section 1112 of the National Defense Authorization Act for Fiscal Year 2002, Public Law 107-107, amending Title 5, United States Code, Section 5757

Reference a. delegates the authority to approve payment for licenses, certification, and related expenses, with the ability to further delegate this authority in writing.  The Assistant Secretary of the Army (Manpower and Reserve Affairs) delegated this authority to major Army commands, independent reporting activities, and to the Administrative Assistant to the Secretary of the Army.  This authority may be further delegated in Army, in writing, to the lowest practicable level.  

All authorization on payments under this authority must completely comply with DoD policy and with the following Army requirements.  

1. Payment of expenses under this authority is NOT an entitlement.  Continued payment of expenses associated with licenses and certification is discretionary and not guaranteed.  

2. Priority for payment for expenses associated with licenses and certification and related expenses will be given when it is required by appropriate local, state, or Federal Government authority to perform the work required by an employee’s position.  

3. This authority does not apply to payment for academic degrees or fees for membership in professional societies or associations  

4. Payment shall be made on a reimbursable basis upon the successful receipt of the credential.  Reimbursement will be through the completion of the SF 1164 and will be paid from the appropriation that pays the employee’s salary.  

5. Reimbursement of expenses covered under this authority may not be retroactive.  The employee requesting reimbursement under this authority must have written approval from the appropriate approving official prior to incurring the expense.

6. Payment of certification expenses for a non-appropriated (NAF) fund employee will be from the funds used to pay other pay and benefits to that employee.  If a NAF employee is paid with NAF funds exclusively, then NAF funds will be the exclusive source of funds for those payments.  If a NAF employee is paid with NAF funds derived from contributions made from appropriated funds, then the contributions from appropriated funds to non-appropriated funds for that employee could include any certification expenses incurred by that employee.  In every case the payments will come from NAF.  

7. Functional chiefs and career field proponents may issue guidance on payments to employees in their respective career programs and career fields for career related professional credentials, professional accreditation, licenses, professional certification, and examinations to obtain such credentials.  

8. To ensure oversight of this program, the Office of the Deputy Chief of Staff, G-1 (DCS, G-1) will provide an annual report, effective March 2004, to the ASA(M&RA), evaluating the effectiveness of this program.  This will include, at a minimum, payments made (by MACOM) by job series and grades.  RNO data will also be reflected.

9. Local bargaining unit obligations must be met prior to implementation.

APPENDIX C - Article on the National Security Personnel System (NSPS)

Source: CQ Today 
Air Force Magazine
July 2003 
Pg. 56

Rumsfeld Tackles The Civil Service

It would be “the end of civil service as we know it,” but is that bad?

By John T. Correll, Contributing Editor

The federal Civil Service dates back for more than 100 years, but it was jelled into its present form by the Classification Act of 1949.

The Classification Act reflected the world as it was then. More than 70 percent of the government jobs consisted of clerical work, and 75 percent of the workers were in the lower grades, GS-7 and below.

The assumptions of 1949 did not anticipate the situation today, when clerical workers are in the minority and only 30 percent of federal civilians are in grades GS-7 and below.

“ In the age of the computer, the federal government is still using-with relatively minor modifications-a compensation system that was custom-built for the process-obsessed age of the file clerk,” said Kay Coles James, director of the Office of Personnel Management. “A structure that regarded performance differences as negligible in the context of highly standardized clerical routines has lasted to a time when the nature of knowledge work makes performance differences a crucial element in the value of many jobs.”

In today’s system, “performance does not matter very much,” James said in a 2002 white paper. Pay increases depend chiefly on remaining on the employment rolls instead of on meeting or exceeding performance expectations.

Rep. Tom Davis III (R-Va.), chairman, House Government Reform Committee, agrees with James. “Civil Service is more of a seniority system than a merit system,” he said.

Hiring new people is a drawn-out process under Civil Service rules, making it difficult to compete in the marketplace for the occupational specialties most in demand.

Disciplinary actions are subject to extensive review, and poor performers must be given a “performance improvement period” before action can be taken against them.

“ In one case at the Defense Logistics Agency, it took nine months to fire an employee-with previous suspensions and corrective actions-who had repeatedly been found sleeping on the job,” said Deputy Secretary of Defense Paul D. Wolfowitz.

Last year, Congress authorized the new Department of Homeland Security to depart from traditional Civil Service procedures in hiring and firing.

Pentagon Seeks Major Change
This spring, Secretary of Defense Donald H. Rumsfeld called for sweeping changes that go far beyond anything seen at Homeland Security. His plan is to introduce a whole new personnel system for the 700,000 civilian employees of the Department of Defense.

Rumsfeld’s proposal was the lead item in a 205-page legislative package, “The Defense Transformation for the 21st Century Act,” that the Pentagon sent to both houses of Congress on April 10.

The heart of the package was the “National Security Personnel System,” which would exempt the Defense Department from many current rules on how civil servants are hired, fired, promoted, and paid. It would authorize the Secretary of Defense to “establish, and from time to time adjust, a human resources management system” for the department.

It would feature pay for performance, replacing the present procedure in which pay is based mainly on longevity and seniority.

“ Most of the plan has been tried before here and there across government: pay for performance, a faster hiring process, more managerial authority, and streamlined job descriptions,” said Paul C. Light, a professor at New York University and a senior fellow of the Brookings Institution, writing in the Washington Post on May 9. “But because the proposal covers more than a third of the federal workforce, contains unreviewable authorities for the Secretary that have never been tried, and comes on the heels of the Homeland Security breakout, it would effectively mark the end of the Civil Service as we know it.”

The key portion of Rumsfeld’s proposal is entitled “Transformation of Civilian Personnel.” It accounts for only 33 pages of the 205-page document, and that includes a “section-by-section analysis,” written by the Pentagon lawyers. Of that, draft legislation for the National Security Personnel System is 17 double-spaced pages.

The package includes a mixed bag of other proposals-ranging from extension of term and age limits for general and flag officers to environmental exemptions and the elimination of 183 Pentagon reports to Congress-but these have gotten less public notice. Attention has fixed on the big plans for Civil Service.

Details Not Specified
One of the startling things about the National Security Personnel System is the absence of detail on what the Pentagon actually proposes to do. The requested powers for the Secretary of Defense are stated in very broad terms.

“ We are not being asked to approve a new personnel plan,” said Rep. Jim Cooper (D-Tenn.). “We are being asked to allow the Secretary to think up a new plan.”

David S.C. Chu, undersecretary of defense for personnel and readiness, said the Pentagon’s intention is to draw on alternative civilian personnel management approaches demonstrated over the past 20 years in test programs involving 30,000 civilian employees. Chu pointed to a summary of these approaches published recently in the Federal Register. “We need the authority to extend these best practices to the entire Department of Defense,” said Chu.

However, Cooper pointed out, “There is no statutory language that requires you to follow these recommendations. You’re asking us to buy your good intentions.”

Rep. Henry A. Waxman (D-Calif.) was likewise suspicious of the proposal. “It gives the Secretary of Defense a blank check to undo, in whole or in part, many of the Civil Service laws in the United States code,” said Waxman. “These provisions have been adopted over the past century to ensure that our federal government did not become a patronage system.”

The draft prescribes extraordinary powers for the Secretary of Defense. It produced this exchange between Chu and Rep. John M. Spratt Jr. (D-S.C.) at a recent House Armed Services Committee hearing:

“ Spratt: I keep coming across this phrase in the draft, ‘at the Secretary’s sole, exclusive, and unreviewable discretion.’ ... Those are strange words for the government of the United States of America. ... What is the remedy in case the Secretary abuses that enormous authority?

“ Chu: I’m not a lawyer. ...

“ Spratt: I am. And I’m telling you this is-this is a hell of a grant of authority.”

Nobody is more opposed to the bill than Bobby L. Harnage Sr., national president of the American Federation of Government Employees, whose union represents some 600,000 federal workers.

“ It’s about unbridled power to move money and jobs to political favorites, cronies, relatives, and concubines,” Harnage thundered. “DOD’s legislative proposal amounts to nothing more than giving the Secretary of Defense the power to decide which laws and regulations he’d rather do without.”

Davis, the Virginia Republican, said that objections were coming mainly from unions and their supporters. “You have a handful of union bosses who are afraid of losing their power,” Davis told the Washington Times. “The unions give millions to the Democrats, and now they’re calling in their marker.”

Moving Fast
The House moved out promptly. In April, Davis and Rep. Duncan Hunter (R-Calif.), chairman of the House Armed Services Committee, jointly introduced the proposal as H.R. 1836, the Civil Service and National Security Personnel Improvement Act.

It passed Davis’s committee, with minor modifications, on May 7. Hunter’s committee sent the Civil Service reforms forward May 13 as a recommended part of the defense authorization bill.

The Senate was slower to move. Sen. John Warner (R-Va.), chairman of the Senate Armed Services Committee, deferred to the Senate Governmental Affairs Committee on the Civil Service portions of the Pentagon draft.

Some members of Congress thought the bill was moving too fast.

“ Congress received this 200-page bill two weeks ago, on the day we left town before the recess,” said Rep. Ike Skelton of Missouri, the ranking Democrat on the House Armed Services Committee. “Its scope is absolutely enormous. ... This bill seeks to make the most sweeping changes to the Department of Defense since the Goldwater-Nichols legislation. ... The Goldwater-Nichols bill was developed over a period of five legislative years. And this committee will have less than three weeks to consider these sweeping changes. ... I have serious reservations about the substance of many of the proposals.”

Wolfowitz stuck by the desire for urgency when he appeared before the House Government Reform Committee on May 6.

“ We understand it would be ideal if there were more time for you to consider this bill,” said Wolfowitz. “But we also recognize the fact that if we were to delay and not get on this year’s defense authorization bill, this legislation may not become law until late 2004 or even 2005.”

Waxman objected, “Now that the Defense Department has marched through Iraq in three weeks, it intends to do the same with Congress.”

Wolfowitz noted that the final bill may not have reached Congress until April 10 but that DOD officials, in the months leading up to formal delivery, met with members and staff on more than 100 occasions to discuss various provisions.

That prompted Waxman to reply, “On the Democratic side of the aisle of this committee, which has primary jurisdiction over the Civil Service issues, we haven’t had any consultation with anyone until the proposal was laid out before us. ... We also heard last week from the unions that they weren’t consulted about it either.”

A mild dissent was heard from Republican Sen. Saxby Chambliss of Georgia. “We agree with the Department of Defense that we need to give as much flexibility as possible when it comes to civilian employees,” Chambliss told the newspaper Roll Call, “but I’m not prepared to say today that I want to give complete control over civilians to the department. This is such a major restructuring. I’m not going to do something that major in a two- or three-day period.”

The Civil Service package passed the House May 22 by a vote of 361-68 as part of the defense authorization bill. However, it was not included in the authorization bill adopted by the Senate, leaving the final decision to be ironed out in conference.

The Problem With Civil Service
Most criticisms of the Pentagon’s proposal were about the rushed timing and the lack of specificity. There is considerable agreement that Civil Service is in dire need of reform.

Davis, opening a hearing of the House Government Reform Committee, said that “it takes an average of five months to hire a new federal employee; 18 months to fire a federal employee; pay raises are based on longevity rather than performance; and the protracted collective bargaining process set up in Title 5 can delay crucial action for months and in some cases years. On top of all that, the vast majority of federal employees themselves recognize that dealing with poor performance is a serious problem in their agencies.”

At a hearing of the House Armed Services Committee, Hunter added, “If you need a position filled, you need to do something quickly. And, instead of being able to have a civil servant do it and wait that three months, it’s easier simply to order a sergeant to do it, because he’s under the direct chain of command in the military.

And he marches out smartly and gets it done. But the preferable thing to do is to keep the sergeant in his military billet and use a civil servant, if possible, if you could qualify him quickly.”

Chu, testifying April 29, said that “in the Iraqi theater of operations, only 1,500 of the 9,000 civilians supporting the effort are defense civilian employees. The rest are contractors. We should have the flexibility to identify, deploy, and sustain more of our civilian workforce in these operations, when necessary.”

Rumsfeld himself argued the reform case at a May 14 Senate hearing. “Today we have some 320,000 uniformed people doing what are essentially nonmilitary jobs,” Rumsfeld said, “and yet we are calling up Reserves to help deal with the global war on terror. The inability to put civilians in hundreds of thousands of jobs that do not need to be performed by men and women in uniform puts unnecessary strain on our uniformed personnel and added cost to the taxpayers. This has to be fixed.”

Writing on the op-ed page of the Washington Post, Philip K. Howard, a lawyer and author of The Death of Common Sense: How Law Is Suffocating America, described the endless delays that go with attempted disciplinary actions. He said that, according to data from the Office of Personnel Management, 64,000 federal employees were designated “poor performers” in 2001. However, only 434 of these were dismissed.

“ After Sept. 11, 2001, the US Customs Service immediately reassigned its best inspectors to better secure our northern border,” Howard said. “The union filed a legal proceeding claiming that the reassignments required a nationwide survey of interested civil servants, from which choices should be made on the basis of seniority.”

The Pentagon’s manpower chief, Chu, said that changing or enlarging an employee’s duties is a major problem. “Under the current system,” he said, “you have to rewrite the job description [and] recompete the position, which actually leads to some employees declining to be considered for expanded responsibilities, for fear they won’t win the next competition.”

Donald Devine, a former director of the Office of Personnel Management, is a strong supporter of the proposed changes. “The prognosis for reform has never been brighter,” Devine wrote in a column for the Washington Times. “War is simply too important to be left to union micromanaging or in the hands of an incompetent executive who has been inappropriately promoted simply because he or she had seniority.”

National Security Personnel System
The new system, according to the section-by-section analysis in the Pentagon package, “would feature streamlined recruitment and candidate ranking, universal pay banding for five career groups, supervisory pay, and simplified appointments, assignments, and reductions in force.”

*Pay for Performance. Edward C. Aldridge, then undersecretary of defense for acquisition, technology, and logistics, told Congress that the pay-for-performance approach has worked well in test programs.

“ You probably will get some criticism of it, but it’s mostly from those people who are not performing,” Aldridge said. “They don’t like it because they are not given the automatic pay raises every year. This system pays for performance, not for attendance. ... The people who are the high performers-who are the ones you really want to keep-love it. And some of the lower performers do not.”

In February, the US Merit Systems Protection Board newsletter summarized the results of an ongoing demonstration project at the Air Force Research Lab. “The average 2002 pay increase for employees in this demonstration project was 5.8 percent,” the newsletter said. “The largest was 31.8 percent. Just as importantly, employees who have not made significant contributions to organizational performance often choose to work elsewhere.”

Harnage and AFGE oppose this approach. “At a minimum, if performance-based contingent pay is on an individual-by-individual basis, the message is that the work of lone rangers is valued more than cooperation and teamwork,” Harnage testified in April. “Further, it states at the outset that there will be designated losers. Everyone cannot be a winner; someone must suffer.”

“ If an employee has performed so badly that a salary reduction is appropriate, there is the opportunity for a limited salary reduction in the pay-for-performance approach that we would recommend,” Chu told Congress. “The employee, of course, has the right to appeal those decisions.”

The major difficulty with pay-for-performance systems is figuring out how to rate an employee’s performance. “Most existing federal performance appraisal systems, including a vast majority of DOD’s systems, are not currently designed to support a meaningful performance-based pay system,” said David M. Walker, comptroller general and head of the General Accounting Office, in testimony May 1 to the House Armed Services Committee.

Apparently, however, Walker does not regard this as an insurmountable problem. In April, he requested Congressional approval for GAO to create a performance-based pay system for its own employees.

*Pay Banding. The Defense Department plan calls for doing away with the General Schedule, with its traditional grades GS-1 through GS-15. Replacing it would be a system comprising five career groups with their corresponding “pay bands.” DOD no longer would grant step increases or across-the-board annual raises.

It would be possible to offer higher starting salaries. The Merit Systems Protection Board says, “A high performing employee could move to the top salary of a pay band much more quickly than is possible in the GS system. In contrast, a low or marginal employee might get no incentive pay and only part-or even none-of the general increase.”

The notice in the Federal Register identified these five career groups, or “CGs”:

*CG1 Scientific and Engineering Research.

*CG2 Professional and Administrative Management.

*CG3 Engineering, Scientific, and Medical Support.

*CG4 Business and Administrative Support.

*CG5 College Cooperative Education Program.

Every occupational specialty fits into one of these groups. Firefighters, for example, would be part of CG4.

Easier Hiring. Chu told the House Armed Services Committee, “We are not going to succeed if we send our representatives, as I do, to college job fairs and we tell young men and young women, ‘I’ll let you know in three months whether you have a job.’ The next table-where GE sits, where Microsoft sits-they’re telling ... the quality college graduate, ‘You have a job. I’ll check your references. As long as those pan out, it’s yours.’ We’re not going to succeed if it takes three months to change someone’s job qualification.”

The proposal also gives the Secretary of Defense considerable latitude in hiring “highly qualified experts” and in contracting for “personal services” to carry out the national security mission. Federal retirees, age 55 and older, could be hired for periods of two years without loss of their pensions “to fill needs that are not otherwise met by civilian employees.”

*Labor Relations. The bill would allow the Department of Defense to engage in collective bargaining at the national level in lieu of dealing with 1,366 union locals. Some union leaders see this as further evidence that the Pentagon’s real agenda with this proposal is union busting.

They also complain that they were not consulted before the Defense Department sent the proposal to Congress, but DOD insists that is not the case. “We have listened to our employees and to labor, which is different than saying ‘labor unions,’ before we designed this system,” Chu said.

Rep. Steny H. Hoyer (D-Md.), whose district has a big population of government workers, is not convinced. “This measure was conceived, as I understand it, by a handful of the President’s closest advisors in the department and perhaps in the White House as well, without any public input,” Hoyer said. “Regrettably, not a single federal employee group was consulted, not one.”

*Precedence Over OPM. Regulations for the National Security Personnel System would be “prescribed jointly” with the Office of Personnel Management, but in case of disagreement, the Pentagon’s view prevails.

OPM supports the reorganization proposal. At an April hearing, Cooper, the Tennessee Democrat, rhetorically asked Dan G. Blair, OPM’s deputy director, why OPM is so compliant. “If you’re so willing to concede-what?-one-third of your jurisdiction, why you don’t resign in protest, or why you don’t, you know, have something more significant to say at a historic moment like this?”

Chester A. Newland, a professor of public administration at the University of Southern California, maintains that “OPM, which is already cut down to where it’s almost a toothless Chihuahua, will really amount to nothing” after the changes have been made.

*Reduction in Force. In GAO’s assessment, the legislation would allow the Department of Defense to revise reduction-in-force (RIF) rules to place greater emphasis on employee performance.

House Del. Eleanor Holmes Norton, a Democrat of the District of Columbia, said she knew from personal experience the undesirability of seniority and tenure as the basis for force reductions. “But why do people go to tenure?” she asked. “They go to tenure because, in 100 years of the Civil Service, nobody has been able to come up with anything other than arbitrary ways to ... lay off people.”

Chu replied, “We shrank the armed forces-the uniformed forces of the United States-by several hundred thousand people in the early years of the 1990s, and we did it with a non-tenure system. We did it with a system that was performance-oriented.”

For its part, AFGE said that changing the rules for RIFs would mean just this: “Supervisors could pick and choose.”

What About Outsourcing?
Lurking in the background of the debate is the question of outsourcing.

Federal departments and agencies have identified 850,000 government jobs-about half of them in the Defense Department-that could potentially be put out for bid to private contractors, prompting union leader Harnage to say the Administration had “declared all-out war on federal employees.”

The interim goal of the Office of Management and Budget is to outsource 15 percent of these positions by July 2004.

Wolfowitz, in testimony on the transformation act, said, “This bill doesn’t address the issue of outsourcing. It’s a major concern that’s obviously in separate actions in legislation. We are seeking authority to outsource those things that we think are not appropriate for federal employees.”

Rumsfeld told Congress in February, “There is no reason ... that the Defense Department should be in the business of making eyeglasses, when the private sector makes them better, faster, and cheaper.”

The unions have taken this as a threat, but Rumsfeld’s proposal indicates that he wants to change the Civil Service, not dismantle it. He has been under fire constantly for his refusal to increase the military strength of the armed forces. He agrees the troops are stretched too thin, but argues that the problem can be relieved by transferring military support jobs to civilians, either government employees or contractors.

“ Consider: We have more than 300,000 uniformed personnel doing jobs that should be done by civilians,” Rumsfeld said in an op-ed column in the Washington Post May 22. “That means that nearly three times the number of troops that were on the ground in Iraq during Operation Iraqi Freedom are doing nonmilitary jobs that should be done by civilian personnel.”

A big reason for that, he said, is that, under the present system, it is not possible to manage civilian employees, put them in jobs, give them guidance, and transfer them from one task to another and adjust to requirements in the way it can be done with military people and contractors.

That, in considerable part, is what the reform package is all about.

In his op-ed column, Rumsfeld also took note of Skelton’s observation that Goldwater-Nichols took years to pass.

“ We do not have four years to wait before we transform,” Rumsfeld said. “Our enemies are watching us-studying how we were successfully attacked, how we are responding, and how we may be vulnerable again. In distant caves and bunkers, they are busy developing new ways to harm our people. ... And they are not struggling with bureaucratic red tape fashioned in the last century as they do so.”

Problems and Exceptions
Several non-Civil Service parts of the Defense Transformation for the 21st Century Act ran into some emphatic resistance in Congress. Among the embattled provisions:

*The Department of Defense wanted to raise the retirement age for general and flag officers from 62 to 68 years-with the possibility of extension to 72 years-and eliminate restrictions on tour lengths for service chiefs and the Chairman and Vice Chairman of the Joint Chiefs of Staff. The House Armed Services Committee cut those provisions from the bill in markup.

*The draft legislation would set aside buy-American rules and “allow the Secretary of Defense to waive domestic source or content requirements when such requirements are not in consonance with security interests.”That aroused fierce opposition from the American Shipbuilding Association, but it drew support from the Aerospace Industries Association. Defense News quoted Joel Johnson, an AIA spokesman, as saying, “It is hard to explain to customers [outside the United States] why they should buy planes from us, but we can’t buy bits and pieces [of equipment] from them.”Another provision would let a Navy ship be “overhauled, repaired, or maintained in a shipyard outside the United States or Guam, if it is on an extended deployment.”

That proposal did not sit well with House Del. Madeleine Z. Bordallo (D-Guam). At a May 1 hearing of the House Armed Services Committee, she claimed it would mean “ships deployed in Asia would steam right past Guam-and Guam has a major ship repair facility-on their way to being serviced in Singapore or wherever they’re going.” Her stance was viewed somewhat sympathetically by the committee chairman, Rep. Duncan Hunter (R-Calif.), who represents San Diego. He said commanders might be prone to do repairs in foreign countries in order to get lower prices, but that will only further weaken the US shipyard base. “I have come down on the side of keeping this very fragile part of our industrial base intact,” Hunter concluded. The foreign repair initiative was rejected by both the House and the Senate.

*Almost half of the 205-page legislative package was taken up with a listing and analysis of 183 reports to Congress that the Pentagon would like to dump. Some of them have obviously outlived their value.  One such is “Limitation on Creation of New Federally Funded Research and Development Centers.” According to the Pentagon’s analysis, “The report is obsolete. DOD has not established a new research and development center since 1984, nor does it intend to establish such a new center in the foreseeable future.” The wisdom of terminating reports on accounting and contracting is less obvious. Four House Democrats-David R. Obey of Wisconsin, Ike Skelton of Missouri, Henry A. Waxman of California, and John M. Spratt Jr. of South Carolina-sent a letter on May 13 to House Speaker Dennis Hastert (R-Ill.) and Minority Leader Nancy Pelosi (R-Calif.). They claimed that eliminating some of these reports would “significantly curtail Congress’ ability to monitor the spending of taxpayer dollars at the Defense Department.” They were reluctant to reduce Congressional oversight when “no major part of the Department of Defense has passed the test of an independent audit, ... cannot properly account for over $1 trillion in transactions, ... [and] is responsible for nine of the 25 highest risk areas in the federal government.”

*Environmentalists denounced DOD’s bid to strike a new balance between military readiness and environmental regulation, calling it “a sneak attack on critical wildlife protections.”

The Pentagon’s analysis of the situation says, “In recent years, however, novel interpretations and extensions of environmental laws and regulations, along with such factors as population growth and economic development, have significantly restricted the military’s access to and use of military lands and test and training ranges and limited its ability to engage in live-fire testing and training.”

For example, Marines today can train on only 200 yards of the 17-mile shoreline at Camp Pendleton, Calif. They are limited by laws and regulations protecting an endangered gnatcatcher and certain types of vegetation, plus environmentalist lawsuits.

The proposal asks for clarification of and exceptions to several laws, including the Marine Mammal Protection Act and Endangered Species Act, to “prevent further extension of regulation.” It does not seek to roll back existing regulations.

“ As a solidly pro-military member of Congress, I believe the readiness and exceptional training of our troops are of paramount importance and should be taken into account in our environmental laws,” Skelton wrote in the Washington Post on May 21. “But the Defense Department has not yet made use of the legal remedies that already exist to accommodate military readiness.”

The House on May 21 passed the environmental exemptions, but they were later voted down in the Senate. That leaves the final decision on the matter to a House-Senate panel that will try to reconcile the two views this fall.


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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