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I.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN. 
     A.  New Website Available for Information About the National Security

Personnel System (NSPS).  The Office of the Secretary of Defense’s revised NSPS web site has been launched.  This site will serve as the primary source of information on NSPS and it will be updated frequently.  It is recommended that all civilian employees and military supervisors of Army civilian employees who are in the Competitive Service regularly visit this site. The site may be accessed at the following link: http://www.cpms.osd.mil/nsps/.  The Army G-1 will also continue to post significant releases and Army-unique information on the Army NSPS web site found on Civilian Personnel On Line (CPOL) at:  http://cpol.army.mil/index.html
The Defense Civilian Intelligence Personnel System (DCIPS) will only be indirectly impacted by NSPS.  OSD has determined that DCIPS will be similar but not always identical to NSPS.  Development of DCIPS policy is well underway, will likely reflect early proposals for NSPS and will not wait for the final NSPS being developed for the Competitive Service.  We expect to provide detailed information on the new DCIPS system in the next several months. 

(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” – “NSPS”)

     B.  Full Benefits Available to “Not-To-Exceed” (NTE) Appointments Greater Than One Year (Policy Interpretation).  Limited term “NTE” appointments are appointments made for more than one year but not more than four years to positions where the need for an employee's services is not permanent.  They are similar to Term Appointments in the Competitive Service.  Employees who accept non-permanent  appointments established to last for more than a year are eligible for the same full range of benefits as those who have accepted permanent appointments.  NTE  employees in the GG Pay Schedule are eligible for within-grade increases.  NTE employees with full or part-time work schedules are eligible for coverage under the Federal Employees Health Benefits Program, the Federal Employees Group Life Insurance Program, and the Federal Employees Retirement System.  NTE employees are covered by reduction in force (RIF) procedures as Tenure Group III employees if affected by a RIF action prior to the expiration of their NTE appointments.  RIF procedures do not apply when NTE employees are separated on their appointment expiration dates. 

Although not on permanent appointments, those on NTE appointments are still government officials that can fully represent the government – a major advantage over contractors.
(IPMO POC can be reached by e-mail at mailto:dcips@hqda.army.mil or by phone at DSN225-1045.  If sending e-mail, please put in your “subject line” – “Benefits”)

     C.  Results of the Civilian Attitude Survey for FY03 Help Focus Revitalization.

The results of the FY03 civilian attitude survey were recently released by the G-1 and reported on in the last edition of this Update.  MACOMs and Functional Chief Representatives for each Career Program were asked to analyze the data and take action to redress deficiencies.  Generally, Career Program 35, compared closely to Army-Wide averages.  
         (1)  Recommendations for Improvement.  The Intelligence Personnel Management Offices’ recommendations for improvement revolve around the need for better dialog between management and the workforce in following five areas:  

Recommendations to Improve Satisfaction with Job Placement/Promotion:  Improve communications about the process to fill vacancies; Publicize the fair treatment in placements and promotions; Ensure best qualified get promoted and publicize; and Ensure and publicize that there is equal chance for promotion. 

Recommendations to Improve Satisfaction with Management:  Improve timeliness of decisions; Improve communications; Reduce unnecessary rules and regulations; and Increase communications about (Strategic) planning; 

Recommendations to Improve Satisfaction with Supervisors:  Increase career counseling; More clearly outline goals and work priorities; Increase concern about job satisfaction; and Stay alert to quash harassment in all of its forms 

Recommendations to Improve Satisfaction with Discipline/Grievances/EEO Procedures and Fairness:   Publicize the fair treatment of employees with grievances and appeals; Publicize the fair treatment of those receiving discipline; Publicize the effectiveness of dealing with reports of prejudice and discrimination;  Show that grievances aren’t held against employees; and Publicize equal treatment for non-minorities and males.

Recommendations to Improve Satisfaction with Awards and Recognition. Demonstrate that awards are going to those with initiative and innovation. 
(2)  Methods for Implementing Recommendations.  Supervisors, military as well
as civilian, are responsible for maintaining a dialog with their employees on human resource matters and working conditions.  Based on the results of the recent attitude survey, supervisors of employees in the Defense Civilian Intelligence Personnel System (DCIPS) should look for opportunities to discuss the five areas above and implement the recommendations.  The most frequent method is through one-on-one communications about specific issues.  Higher level supervisors should be supporting those efforts through discussions with their subordinate supervisors and through the holding of “all hands” meetings and “town halls” with their employees.  Supporting Civilian Personnel Advisory Center specialists can assist with statistics on personnel actions and recommendations on what to stress.
(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” – “Attitude Survey”)

        D.  Personnel Interchange Agreement - OSD, Civilian Personnel Management Service (CPMS) Conducts Audit of the Services’ DCIPS.  During the period of June 21-25 2004, DOD CPMS, an organization under the Office of the Under Secretary of Defense for Personnel and Readiness, led a team of HR specialists, representing each military service in reviewing a random sample of official personnel files and hiring actions covered by DCIPS dating from September 2001 to May 2004.  The objectives of the audit were to evaluate the effectiveness of the Interchange Agreement process; determine program administration and regulatory compliance; evaluate the effectiveness of guidance provided by DoD; and make recommendations for improvement where necessary.  The results of the review will be used to determine if and how to request renewal of the Personnel Interchange Agreement between DOD DCIPS (for Service components only) and the Office of Personnel Management.  The Personnel Interchange Agreement provides Army, Navy and Air Force DCIPS employees, without competitive status, the ability to be considered for competitive service positions.  Coverage under the Interchange Agreement is currently in effect until September 30, 2004.  This Agreement is restricted to the Services and is not extended to other components covered under DCIPS such as DIA, NSA and NGA.  You can obtain a copy of the current agreement at: 

http://www.dami.army.pentagon.mil/pub/dami-cp/opm-policy-interchange-agreement.pdf
(IPMO POC can be reached by email at DCIPS@hqda.army.mil or by phone at DSN 225-1047.  If sending email, please put in your “subject line” – Interchange Agreement)

        E.  Applying Veterans’ Preference for DCIPS Positions (Policy Interpretation).  It has been brought to our attention that clarification is still needed as to how Veterans’ Preference should be applied under DCIPS and most importantly, what documentation is required when a non-preference eligible is selected.  
             (1).  AR 690-13 states that:  “Veterans preference will be applied in the following manner to all employment lists derived from external applicants:
                   (a) Criteria in the FPM for determining the preference eligibility of each applicant apply to CIPMS without change.

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

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

· Veterans’ preference is weighed as a positive factor in the selection process.

· Preference eligibles are granted preference in selection over non-preference eligibles with substantially equal qualifications.

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

           (2).  Subsequent to publication of the AR, the Office of Personnel Management requested that if the decision by a selecting official was that a non-preference eligible had superior qualifications to a preference eligible, the selection must 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.   

           (3).  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 for 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 external 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 thoroughly document the reasons for the selection and show specifically 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 personnel action case file.  

(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” – “Veteran’s Preference.”)

         F.  Have You Ever Noticed the “Remarks” On Your Notice of Personnel Action (SF 50-B)?  The SF 50-B, Notice of Personnel Action (NPA) is an official notification to the employee that a personnel action has occurred and is the official documentation of the action.  The Remarks, block 45 on the SF 50-B are put there to explain the action to the employee, the payroll office, future employers, OPM, and to other Federal agencies and if not properly documented, can inhibit future actions.  For some actions, specific remarks are always required; for others, the remarks will vary according to the employee’s work history.  As a person is appointed or converted into a DCIPS position, there are DCIPS specific remarks to help explain the action.  One should see one or two of the following remarks.  If not, contact your Civilian Personnel Advisory Center.:

“This action appoints the employee to the Defense Civilian Intelligence Personnel System (DCIPS) IAW National Defense Authorization Act FY97, PL 104-201 and OPM Letter dated 10 Sep 99.”

This action converts the employee to the Defense Civilian Intelligence Personnel System (DCIPS) IAW National Defense Authorization Act FY97, PL 104-201 and OPM Letter dated 10 Sep 99.”
“The Personnel Interchange Agreement authorizes movement between DCIPS and the competitive service after one year of current continuous permanent service.”

“CIPMS/DCIPS Advanced Hiring Rate.  Salary does not exceed current compensation or other valid offer by more than 20%.”

“CIPMS/DCIPS Direct Hire Recruitment Authority, AR 690-13”

(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” – “Coding NPAs”)

     G.  Summary of IPMO Activity in FY03.  The IPMO split its efforts during the fiscal year between initiatives to improve the present Army civilian human resource management system and efforts in support of the larger Department of Defense Intelligence Community’s plans to revitalize and reshape the workforce.  

          (1)  Present HR Operations.  Army’s intelligence civilian human resource management community completed planning in FY03 for the additional transfer of Civilian Intelligence Personnel Management System (CIPMS) servicing from volunteering commands in the continental United States to Ft. Huachuca, AZ.  Centralized servicing will permit servicing human resource centers to specialize in both the Excepted Service, CIPMS and in intelligence and security functions as well as promote consistency in quality.  Ninety-five percent of all CIPMS employees in the continental United States should be serviced centrally by the first half of FY04.  The IPMO completed assistance visits to supporting human resource centers and intelligence and security organizations in Ft Huachuca, AZ, Alaska, Korea, Japan, and Hawaii as well as to SOUTHCOM in Florida and Ft Monmouth, New Jersey.  These visits both provided updates from Army headquarters and solicited issues and concerns requiring intervention.  The IPMO completed work on an Army Intelligence Community recruitment website and began initial operational capability.  The website is linked to both Army’s Civilian Personnel On Line (CPOL) master website of job information and the Intelligence Community’s operated by the Central Intelligence Agency.  It is designed to explain the complexity and variety of intelligence and security work in Army and generate informed interest in employment.  A web presence was also established to attract Arab speakers for deployment in Iraq that would help meet Army’s ever growing requirements.  
           (2)  Future HR.  In conjunction with the DOD Intelligence Community, the IPMO assisted the Office of the Under Secretary of Defense (Intelligence) in finalizing policy for a Defense-wide Defense Civilian Intelligence Personnel System (DCIPS) that would replace the tri-service CIPMS.  IPMO participated in even more joint recruitment ventures than in previous years with other DOD Intelligence Community Agencies and Services and maintained its participation in a joint rotational program entitled the Intelligence Community Assignment Program (ICAP).  It also further marketed an important new source of web-based training - the Joint Intelligence Virtual University.  

(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” – “IPMO Activity”)

     H.  Mixed Positions Also Eligible for Coverage Under DCIPS Based on

Occupational Coverage (Policy Interpretation).  Policy on coverage under the Civilian Intelligence Personnel Management System (CIPMS)/Defense Civilian Intelligence Personnel System (DCIPS) is contained both in AR690-13 and in a memoranda approved by the Assistant Secretary of the Army (Manpower and Reserve Affairs).  
        (1)  General.  AR690-13 addresses Occupational Coverage while the ASA(M&RA) memo addresses Organizational and Discretionary Coverage.  An article in Update 2004-5, dated 13 May 2004, discussed Organizational and Discretionary Coverage but also restated AR690-13 on Occupational Coverage.  All those in the 132 and 134 series anywhere in the Army and all those in the 080, 086 series, those in the 1710, 1712 and 1702 series and those in scientific and technical positions that meet certain additional requirements are to be included in CIPMS/DCIPS.  Decisions on Occupational Coverage are to be made locally while decisions on Organizational and Discretionary Coverage are to be made at HQDA.  

        (2)  Treatment of 301 Positions.  Lately enquiries have been made on how to treat positions classified as 301 positions that include significant duties, responsibilities and knowledge, skill and ability requirements in the intelligence or security fields.  Position classification policy for CIPMS/DCIPS is similar to the Competitive Service.  The 301 series should be avoided if at all possible.  If used, 301 positions should be included under CIPMS/DCIPS if the predominate aspects of the positions are most closely related to intelligence and security work that is covered under CIPMS/DCIPS through Occupational Coverage.  As stated above, decisions on occupational coverage are a local responsibility worked out between the supporting Human Resource offices and the serviced position’s supervisory chain of command.  The Intelligence Personnel Management Office remains available, however, to assist when necessary.
(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” – “CIPMS Coverage”)

      I.  New Website for Those Interested in Opportunities in the Military Intelligence Civilian Excepted Career Program (MICECP) for Counterintelligence, HUMINT and Related Positions.  The Army Field Support Center, US Army Intelligence and Security Command, has recently launched a website to recruit for Military Intelligence Civilian Excepted Career Program (MICECP) positions world-wide.  The new website is found at:  http://www.inscom.army.mil/MICECP/index.htm   Army is looking for a number of qualified Intelligence Specialists, GG-132 in Counterintelligence or HUMINT as well as a number of Information Management Specialists, GG-2210 in related functions. 

The MICECP is an operational career management program that requires its members be dedicated to the missions of intelligence and counterintelligence.  Members must also agree to be mobile.  Positions filled by MICECP employees may demand competency in Foreign Counterintelligence, Offensive Counterintelligence Operations (OFCO), counterintelligence investigations, collection, analysis, production, Force Protection, Target Exploitation (TAREX), overt Human Intelligence (HUMINT) Debriefing, counterintelligence force protection source operations (CFSO), passive source operations (PSO), liaison, intelligence support, staff management, technical intelligence disciplines, support to special mission units/special operations forces (SMU/SOF), foreign languages, technology protection, and advice and assistance.
(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” – “MICECP”)

II.  CPAC/CPOC Corner:

     A.  New Civilian Personnel Office Identification (CPOID) Code for Centrally Serviced DCIPS.  Headquarters, Department of the Army has approved a new CPOID to identify those DCIPS employees/organizational segments centrally serviced by the West Civilian Personnel Operations Center and the Fort Huachuca Civilian Personnel Advisory Center (CPAC).  Currently, centrally serviced DCIPS employees/organizations are grouped together with Fort Huachuca employees under the CPOID of EJ.  On July 2, 2004, the new CPOID of ST will begin to be employed to separate centrally serviced DCIPS employees from other Fort Huachuca employees.  The new CPOID will be called “Centralized DCIPS” and will be listed as a separate CPAC in the Army Regional Tools (ART).  The Modern and CSU/ART accounts are being updated for managers who have centrally serviced DCIPS employees in their organizations to reflect the new CPOID in their permissions.  Managers having problems accessing their employees should contact their servicing CPAC specialist.

(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” – “CPOID”)

     B.  Army to Deploy New Automated Human Resources (HR) Tools.  During the last two years, the HR community has been diligently working to enhance Resumix functionalities in order to improve the Army suite of recruitment and staffing tools and to develop and deploy additional automated HR tools.  The Resumix Redesign effort was to be accomplished in three phases.  
         (1)  Phases I and II are complete.  These two phases involved changes to accommodate the move to a single, centralized Resumix database and deployment of Web-based Referral Lists, enhanced vacancy announcement builder, ANSWER applicant notification system, standardized application processes, automated Reemployment Priority List (RPL) program and OPM authority to conduct Administrative Careers With America (ACWA) examinations (ACWA is not applicable to DCIPS).

         (2)  The Army's implementation of Phase III is scheduled to begin in August.  The first tools to be deployed will be the automated Delegated Examining Unit (DEU) and the Electronic Recruitment Case File tool.  Deployment of the automated Delegated Examining tool is a huge step forward in our capability to streamline, simplify and expedite the examination and referral of external candidates.  This tool will benefit both the HR community and managers.  The DEU tool:   

· Allows managers and subject matter experts to "weight" Resumix skills used in the examination process to ensure higher quality referrals.

· Eliminates the need for traditional "crediting plans" involving Knowledge, Skills and Abilities (KSAs).

· Allows managers to use the same Resumix Skill Search Plan developed for internal merit promotion.

· Streamlines external and internal recruitment into one simplified Resumix process. 

· Eliminates the need for a hard copy referral list, resumes, SF 171 and OF 612.  Referral lists and resumes will be electronically generated for external recruitments as they are currently issued for internal merit promotion recruitments.

· Allows the manager to receive and review the internal and external referral lists simultaneously.

(NOTE:  CIPMS/DCIPS does not utilize Delegated Examining Unit authorities since it is an Excepted Service but will utilize the functionality of the new system to prepare referral lists.) 

           (3)  Later this summer, the Army will introduce a new Employment page which will offer applicants expanded search capability.  An additional initiative in the works is the implementation of a subscription service for applicants allowing them to register and receive automatic notification of job openings that suit their interests.
(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” – “HR Tools”)

     C.  Recruitment Flexibility for DCIPS Managers – Step Increase on Reassignment.  DCIPS managers may grant a current Federal employee, to include a current CIPMS/DCIPS employee, a maximum two-step pay increase upon reassignment; that is, assignment to a different position at the grade level currently held.  This pay increase may not be used for reassignment of a CIPMS employee within the same geographic commuting area.  Approval authority is delegated to the MACOM commander who may authorize re-delegation to line managers at the activity level (those with personnel management budget authority).  Please confer with your MACOM Civilian Personnel Directorate for the current delegation of personnel authorities.
In addition, to grant an employee a two-step increase on reassignment, there must be a positive cost benefit to the organization.  To offer this step increase, AR 690-13 requires managers to explain their need with a written justification which should include such factors as:  (a) a high rate of vacant positions in the specialty despite extensive recruitment efforts; (b) an unacceptably high turnover rate; (c) a high rate of declinations from well-qualified individuals; (d) a scarcity of applicants possessing a particular skill; or (e) the particularly high level of qualifications possessed by the applicant/employee in question.  As with most recruitment or retention flexibilities, this alternative requires some documentation; however, it will be worth the effort to fill your vacant position.  For questions concerning the two-step increase on reassignment, please contact your servicing CPAC specialist.
(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” – “Two Step Increase on Reassignment”)

     D.  Did You Know About Benefits?
          (1) The Army Benefits Center-Civilian (ABC-C) is pleased to announce the availability of the New Employee Flyer - now on the ABC-C web site.  This flyer introduces new employees to their benefit options available as well as to the ABC-C and its services.  The New Employee Flyer can be accessed from the ABC-C home page at https://www.abc.army.mil, select Information, 1st Time Visitor, New Employee Flyer; or select Information, New Employee, Information.  Check out the New Employee Flyer at  https://www.abc.army.mil/Information/ABCNewEmployee/Information/NewEmployeeFlyer.doc.
          (2) The Office of Personnel Management (OPM) has recently announced an open season for the Federal Employees’ Group Life Insurance (FEGLI) Program.  OPM will be conducting the open season from September 1 through September 30, 2004.  This is the first FEGLI open season since 1999.  As the open season approaches, more information will become available and posted on OPM’s website @ www.opm.gov/insure/life .

(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” – “Benefits”)

     E.  Advance Planning/Notice Recommended When Considering Retirement.

If you are now considering retirement, the Army Benefits Center-Civilian (ABC-C) strongly recommends that you submit your retirement application package to the ABC-C within 90-120 days in advance of your intended retirement date.  A timely submission will help ensure a timely first annuity payment from the Office of Personnel Management. 
           (1)  Consequently, a delay in submitting your application package will directly impact the processing of your retirement; this often results in a delay in the receipt of your first annuity payment.  ABC-C statistics indicate, for example, that about 75% of the employees who submitted retirement applications within 1-15 days before retirement may encounter a delay in annuity receipt.  Provided below are the percentages of those applications that were processed timely based on the amount of advance receipt of the retirement application from the employee:
 Retirement packages received more than 60 days in advance- 98.46% 
* Retirement packages received within 31 - 60 days - 96.74% 
* Retirement packages received within 16 - 30 days - 92.78% 
* Retirement packages received within 1 - 15 days - 24.26% 

* Overall timeliness for May, 2004 was 77.22%.

           (2)  The above statistics reveal that it is in your best interest to submit your retirement application to the ABC-C within the recommended timeframe.  Although there may be situations that prevent an early submission, ABC-C strives for timely application processing and continues to provide service of the highest quality to Department of the Army employees. 
To learn more about the retirement process, visit the ABC-C web site at https://www.abc.army.mil. 
     F.  HR Toolkit Is Available for Supervisors and Administrative Personnel.  Army’s Civilian Human Resources Agency (CHRA) has consolidated a number of training materials on one web page for managers and supervisors of civilian employees, administrative officers and assistants, resource managers, and other non-HR users of the Defense Civilian Personnel Data System (DCPDS) and Army Regional Tools (ART).  The page contains a narrated overview briefing, a number of new and updated computer training videos, and links to user guides and other materials that can be used by individuals desiring self-training or as the basis for introductory classroom sessions conducted by Civilian Personnel Advisory Center staffs.  The page can be accessed from the following web site: http://www.chra.army.mil/mdcpds/hr_toolkit.htm. 

(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” – “HR Toolkit”)

III.  CAREER PROGRAM 35 (INTELLIGENCE AND SECURITY).

     A.  Open Period for CP-35 GG-14 and 15 Vacancy Announcements (Policy

Interpretation).  Inquiries have surfaced as to the discrepancy between AR 690-950, Civilian Personnel Career Management (dated 31 Dec 01) and the G-1 approved CP-35 ACTEDS Plan (dated May 01) in regards to the appropriate open period required for mandatory referral levels in CP-35.  For example, 

           (1)  AR 690-950 (pg. 38) states: ”CP-35 uses vacancy announcements posted on the Army Civilian Personnel Online and Office of Personnel Management websites for its referral system.  Organizations competitively filling intelligence specialist, security specialist, education and training, or engineer and scientist vacancies at the GS-14 level and above will open the vacancy to all sources for 30 days.  Organizations filling
CP-35 key or key leadership positions at any level must also post a vacancy announcement on the Army Civilian Personnel Online and OPM websites open to all sources for 30 days.  Key positions are identified in the CP-35 ACTEDS plan.”
           (2)  Approved CP-35, ACTEDS Plan, Section III (Career Management Policies), subsection: Intake and Diversity Management) states:  “Mandatory Referral Level - Grade 14 and Above.  All permanent grade 14 and 15 positions, that are being filled competitively, should normally be announced "All Source" and for a period between 14 - 30 calendar days.  Army CPOL and USA JOBS websites should be used to ensure a reasonable number of candidates are attracted.  Key Positions should generally be advertised through a greater number of recruitment sources and therefore require a longer period of time to accommodate outreach efforts“.
In April 2001, this office submitted changes that needed to be made to AR 690-950 and DA PAM 690-950 that would accurately reflect policy requirements of CP-35.  Those changes were not included in the version sent to USAPA.  Per email received from the G-1, we were advised that any changes that would delay publication of both documents would be considered in Change 1 to the regulation/pamphlet.  Pending Change 1 to AR 690-950 and the DA PAM, the G-1 approved CP-35 ACTEDS Plan for Career Management Policies, to include Mandatory Referral Level prevails.  
(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” – “Vacancy Announcements”)

     B.  Applications for the Next Sustaining Base and Leadership Management (SBLM) Program are Due by October 4, 2004.  The Electronic Application Process (EAP) is currently accepting nominations for Resident Class 05-1.  The suspense date for the submission of applications is October 4, 2004.  Class dates are January 10, 2005 through April 4, 2005.  Interested applicants should access the SBLM announcement in the FY05 Army Civilian Training, Education and Development System Catalog 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 DSN225-1046.  If sending e-mail, please put in your “subject line” – “SBLM”)

     C.  Time to Start Planning for Professional Developing Starting in FY05
Careerists and their supervisors should immediately submit nominations for FY2005 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.  Careerists should review their Individual Development Plans and identify training requirements for FY05 that cannot be funded locally and which would be appropriate for central funding.  Completed and approved nomination packages should be submitted to the IPMO no later than 27 August 2004 to be considered for funding in 1st Qtr FY05.  Completed and approved packages will be accepted via fax (703) 695-3149.  Packages received after 27 August will be considered on a first come, first serve basis for the remaining available funds.  Careerists should be advised that, at this time, chance for selection for opportunities is very good.  
            (1)  Eligible Programs/Costs.  CP-35 careerists may submit nominations, through their supervisory chain, for separate competitive consideration for funding for one or more of the following categories of training, development or education:  Short-term Management or Technical Training (besides Intelligence, Security and Intelligence Related training, a careerist can also include such “technical training” activities as language training or area studies); short and mid-term Developmental Assignments; full or part-time University Education (can also include such activities as TDY for attending the Joint Military Intelligence College (JMIC) or tuition and TDY to attend a foreign area studies program); or Training with Industry (TWI).  Careerists may propose programs that combine training and development from two or more categories.  They may also request funding for just a part of their training such as 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   The FY2005 Catalog should be

available soon and is not expected to change much from the FY2004 edition. 

Chapter 3 of that catalog contains centrally funded opportunities for 
Professional/Administrative Career Path employees in CP-35 as well as for other
Army career programs (CPs), however, employees in other CPs must seek funding
either locally or from their own CP’s Functional Chief Representative (FCR).  The
application process has been streamlined for short-term training.  Go to the
ACTEDS Training Catalog at http://cpol.army.mil/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.  
            (3)  Management/Leadership Training:  Office of Personnel Management (OPM) Management Development Seminars will help team leaders, supervisors, managers and executives gain a better understanding of current government initiatives and events and how to achieve critical program outcomes and manage their organizational impact.  This type of training will enable supervisors and managers to expand existing team leadership skills for accomplishing critical tasks.  With the changes that are taking place in government, these courses will also provide the training essential to the professional development of team leaders, potential supervisors, supervisors, managers and executives.  The link below will provide the on-line description of courses offered through OPM’s Management Development Centers.  The link is (NIPRnet): http://www.leadership.opm.gov/schedule.cfm   



           (4)  Highlighted Schools/Resources. 

· Joint Military Intelligence College (JMIC) – NIPRnet: http://www.dia.mil/Jmic/index.html
· Joint Security Training Consortium (JSTC) – NIPRnet: http://www.dtic.mil/jstc/
· Joint Special Operations University – NIPRnet:  http://www.hurlburt.af.mil/tenant/jsou/
· Defense Security Service Academy– NIPRnet:  http://www.dss.mil/training/courses.htm


Most of the courses at DIA, NGA, 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 FY04/5 Catalogs; however, there are many other competitive opportunities in the Catalog that should be considered by careerists.  Some are the attendance at the Senior Service Colleges and the Sustaining Base Leadership and Management course, or the Organizational Leadership for Executives and Personnel Management for Executives courses.

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

      D.  Civilian Academic Degree Training.  Are you working towards your Bachelor’s Degree? Master’s or other Advanced Degree?  If the degree you are seeking is in a job-related or relevant field, payment of tuition and book fees may be obtained through the FCR Competitive Development Program, CP-35 for careerists in grade levels GG-10 and above.   The CP-35 ACTEDS Plan encourages and supports formal classroom education in colleges and universities.  Now is the time to start planning for your professional development training for FY05.  (see above article).  

To apply for funding for tuition and/or books just go to the ACTEDS Training Catalog at 

http://www.cpol.army.mil/train/catalog/ch03cp35.html then scroll down to the bottom of the page and click on Application Package.  If you are starting classes in October 2004, please get your application package in as soon as possible.  If you want to apply for funding for FY05 class dates now is the time to get your application completed and approved.  

(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” – “Academic Degree Training”)

      E.  Individual Development Plans (Policy Interpretation).  
QUESTION:  I had completed a form for the Individual Development Plan while at another assignment.  I think it was e-mailed out from someone.  I was wondering if you knew of it and maybe had a copy you could send to me here.  It did not have a form number but believe it used to be a DD 1917 in the old days of having a requirement to send them to DIA for CIPMS personnel.  Can you help?  
ANSWER:  There is no longer a DA or DOD IDP form.  The form number he referred to was used when the Defense Intelligence Career Automated System (DISCAS) was in operation.  It has been defunct for about 4 years.  Organizations and commands can develop their own forms to document their plans.  All should be aware, however, that Army Intel/Security, expects professional development to be at least one objective in each careerist's Support Form and considered in the final performance evaluations each year using the Total Army Performance Evaluation System (TAPES).  

 

Recommend a review of appropriate articles in our DCIPS/IPMO Updates found on our website:  http://www.dami.army.pentagon.mil/offices/dami-cp/   You could also review the appropriate sections of the “DCIPS Systems Basics, Career Management and Current and Future Initiatives” briefing found also at that website.  

(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” – “IDP”)

     F.  Paid Travel Vouchers for CP-35 Training.  It is vital that the IPMO office receive a copy of your paid travel voucher that you receive from DFAS following training funded by this Office on behalf of the Functional Chief Representative for Career Program 35.  Also, if you flew to your training destination, then the total amount of your plane ticket is needed as well.  You can just write it on the paid voucher you fax to us.  The reason?  We are trying to ensure that all dollars we receive for CP-35 training are used efficiently and effectively.  Although we budget for each training occurrence, it is only an estimate.  Following the training and settlement with DFAS, you will have the actual amount of funds expended on your trip.  We need that information!!  The difference in what was estimated and the actual may provide additional training funds and opportunities for some other careerist.  

(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” – “Paid Vouchers”)

      G.  Refresher on Duties and Responsibilities of Activity Career Program Managers.   Activity Career Program Managers (ACPMS) serve a vital role in the smooth implementation and success of the Defense Civilian Intelligence Personnel System (DCIPS).  There can be DCIPS ACPMs for almost any of Army’s career programs.  Most, however, represent Career Program (CP) 35, Intelligence.  Unlike other career programs, CP-35 ACPMs have broad programmatic responsibility for DCIPS issues at the activity level in general, as well as the more traditional duties associated with being an ACPM. The duties and responsibilities listed below are intended to clarify and consolidate the more important of these responsibilities. 
· Serve as DCIPS focal point at the activity, advising on a wide range of personnel management matters. 

· Assist in determining annual CP-35 intern resource needs. 

· Seek mentors for, and monitor, CP-35 intern training plans and utilization. 

· Publicize training opportunities and career management information. 

· Counsel supervisors and employees on training and development opportunities and requirements according to the appropriate Army Civilian Training, Education and Development System (ACTEDS) plan. 

· Assist supervisors/managers, if requested, in evaluating employee training/ experience to determine obtainment of CP-35 ACTEDS competencies. 

· Assist HQDA and MACOM in training and career management projects, as requested. 

· Advise (in coordination with servicing CPAC personnel) employees and supervisors on CP-35 ACTEDS requirements. 

· Monitor and advise on the execution of CP-35 ACTEDS requirements at the activity level. 

(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” – “ACPMs”)

     H.  Nominations Sought for the Exceptional Intelligence Officer Program (EIOP).  The Exceptional Intelligence Officer Program (EIOP) is open for competition to all intelligence professionals, including analysts, operations officers, engineers and scientists.  The program is sponsored by the Director of Central Intelligence and is administered by the Center for the Study of Intelligence (CSI).

          (1)  Program Description:  The EIOP invites applications from all Intelligence Community (IC) officers in all professional job categories who meet the following criteria:  
                a.  They are in or have recently completed an assignment from which important intelligence lessons can be distilled-lessons that, if well documented and incorporated into practice, could enhance the IC's effectiveness in addressing one of the highest priority challenges  (see topic list below.)
                b.  Or, they have an idea for a new, innovative way of tackling a high priority intelligence issue that promises to improve the IC's performance on that issue.
                c.  Their management will permit them to disengage from their normal duties

for a period of no less than 6 months and no more than 12 months for the purpose of research, analysis, and writing.
          (2)  Priority topics for FY 2005 EIOP:
                 a.  Combating terrorism
                 b.  Weapons of mass destruction proliferation
                 c.  Islamic militancy
                 d.  Intelligence support for military plans and operations
                 e.  Country and area specific challenges related to:  China, Iran, Iraq, North

Korea, Indonesia, Colombia.
           (3)  Eligibility:
                  a.  Career civilians in grades GG-11 through GG-15 and Military Intelligence personnel (Staff Sergeant through Master Sergeant, Warrant Officers, and 1LT through COL).
                  b.  Applicants should have extensive experience in intelligence and submit a proposal that has been screened and endorsed by their chain of command.
           (4)  Application procedures:
                 a.  Applicants should design a 6-12 month long program meeting EIOP selection criteria.  Proposals should be of interest to the submitting command/agency since the applicant will be released from normal duties to conduct the research and draft the final report.
                  b.  The application must be endorsed by letter from the applicant's chain of command and include applicant's complete name, title, organization (no abbreviations), mailing address, telephone and fax numbers, and email address.
                 c.  Following this will be a biographical summary of applicant's formal education, professional career, and prior training.
                 d.  Next will be the study proposal which will include the following:  A detailed program outline, not to exceed 10 pages, including:
                     1)  A summary, including timeline, of what the applicant plans to accomplish in the program.
                     2)  A description of products that will be completed during the program.
                     3)  A description of how the proposed program will help the IC perform its mission.
                     4)  A detailed estimate of proposed costs for travel and other research related expenses for the duration of the program.
                     5)  An indication of whether the applicant is interested in being considered for a resident Exceptional Intelligence Officer Position (applicant must be from the Washington DC area - the resident program will allow the selected applicant the opportunity to work at the CSI in space provided by the Center.) 
                     6)  A point of contact for transferring funds to applicant's command/ agency.
       (5)  Submission:
              a.  Each command/agency making a submission must endorse the individual and proposal.
              b.  Proposals are due by 19 July 2004 and will be sent to Headquarters, Dept of Army G-2, attn:  DAMI-FI (Matsui), 1000 army Pentagon, Washington D.C. 20310-1000 or may be faxed or e-mailed to the numbers and e-mail addresses below.  Telephone inquiries can be directed to George Matsui at 703 695-1632 or directly to CSI, Ms Joanne Abbott at 703 613-1751 or unclas e-mail joannaz@ucia.gov (all lower case).
       (6)  Selection process:
             a.  A panel of senior officers from the IC will select the winning proposals.  An interview with the panel may be required.
             b.  Proposals will be evaluated for their:
                  1)  Clarity and originality.
                  2)  Prospects for completion within the selected time period.
                  3)  Contribution to the highest priority missions of the IC.
                  4)  Potential to result in publishable end products (classified or unclassified) on an important national intelligence issue.
             c.  The Center for the Study of Intelligence, acting on the behalf of the Director of Central Intelligence, will announce the winning candidates on or about 31 August 2004.  The EIOP will commence 1 Oct 04.
        (7)  Management and funding:
              a.  Parent organization is responsible for paying participant's salary while in the program and determining if any governmental service obligations would be incurred because of participation in the program.
              b.  The EIOP will fund TDY travel, books, computer software, and other similar expenses.  It will not, repeat not, pay for computer hardware.  Expenditures must be approved in advance by the CSI and cannot exceed a total of $20,000.
              c.  Selected exceptional analysts will be required to produce a written study suitable for publication either as a CSI monograph or as an article in "Studies in Intelligence".
              d.  If selected, the final drafts of the participant's unclassified papers and reports should be sent to the:  Deputy Director of the Center for the Study of Intelligence, Central Intelligence Agency, 1G03-IP, Washington, DC,  20505 or faxed or emailed to the numbers and address noted in paragraph above.  Submission of classified studies should be coordinated with the CSI at the number and unclas e-mail address noted above.  The papers are due no later than 1 November 2005.  The Center intends to publish these papers.  Articles or manuscripts may also be published under the sponsorship of the home component or outside the Intelligence Community if authorized by the CSI and the parent organization.  Any royalties or other fees received as a result of such publication must be remitted to the U.S. government.
            (8).  DAMI-FI POC - phone:  comm. 703 695-1632, DSN 225-1632; e-mail (all lower case): JWICS Oamatgx@dami.ic.gov, SIPRNET: matsugx@dami.army.smil.mil, NIPRnet:  george.matsui@hqda.army.mil.
IV.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).  

      A.  The Next Intelligence Community Assignment Program (ICAP) Announcement Period Is Now Opened.  Interested in enhancing your professional skills by working in a different Intelligence Community (IC) component?  Looking to bolster coordination between IC member agencies?  Want to try a new job in a new location?  Then the Intelligence Community Assignment Program (ICAP) is for you!  ICAP provides civilian intelligence personnel with the opportunity to gain IC experience and perspective through rotational assignments to intelligence or intelligence-related positions external to the participant’s parent organization.  ICAP is an IC-managed program designed specifically to promote and facilitate a 2-year assignment, often with an option for a third year, across the spectrum of IC functions, elements, and worldwide locations.  ICAP differs from other rotational assignments because it is employee initiated, not management dictated.
             (1)   ICAP is one of several personnel reform initiatives the IC leadership has taken to posture the U.S. civilian intelligence workforce to respond to challenges that include keen Congressional interest and scrutiny, Federal government resizing, significant changes in the type and scope of threats to national security, turbulent international relations, and dramatic shifts in the nature of military operations.  These reforms are designed to ensure an agile civilian IC workforce who has a mix of job skills and professional expertise that are transferable among IC agencies and components, which have a Community corporate perspective that positions them to respond decisively to ever-more-demanding stakeholder needs. 

             (2)  The ICAP application, endorsement, and selection process is rigorous.  All IC employees in grades 13-15 (and some GG-12’s) and pay-band equivalents may apply for ICAP positions.  ICAP vacancies are announced quarterly on INTELINK- TS/JWICS (http://icap.cms.ic.gov) and INTELINK-S/SIPRnet dia.smil.mil/admin/icap/index.html.  Open seasons remaining for 2004 are July 1-31 and October 1-31.

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

             (4)  Applications that have been endorsed through the command chain and by MACOM Career Program Managers from the July open season are due at the IPMO NLT 15 August 2003.  

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

V.  IPMO WEBSITES AND STAFF LISTING.

     A.  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”)

     B.  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”.)

     C.  IPMO Websites.  

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

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

Intelink-S/SIPRNET - ODCSINT (DAMI-CP)
http://www.dami.army.smil.mil/offices/dami-cp/
Intelink-TS/JWICS - ODCSINT (DAMI-CP)
http://www.dami.ic.gov/offices/dami_cp/
Purpose and Intended Audience.  This Update on the Defense Civilian Intelligence Personnel System 
(DCIPS) and actions of the Intelligence Personnel Management Office (IPMO) are disseminated to:  Army’s DCIPS civilians and their supervisors through their Major Command and Activity Career Program 35 (Intelligence) Career Program Managers; to Senior Civilian Military Intelligence Leaders; and to Army’s Civilian Personnel Management Community.  The information it contains is from authoritative sources but is in itself not regulatory in nature.  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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