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Help Needed To Update The E-Mail Distribution Lists For DCIPS/IPMO Updates.   The last update was in March.  Many e-mail addresses of those who have received it in the past have changed.   Please help out by forwarding this Update to others in your organization and asking them to send me an email at richard.christensen@us.army.mil to add or return their name to one of my lists.  Currently, I have over 15 different lists but there is plenty of room for more addressees. 
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I.  INTELLIGENCE REFORM.  
    A.  Status of Director of National Intelligence (DNI) Human Capital Initiatives After 18 Months.  The Chief Human Capital Officer (CHCO) for the DNI is leading a very aggressive program of initiatives to bind the federal IC together and revitalize/reshape the workforce.  A Strategic Plan for Human Capital has been developed, Pay Modernization (equivalent to the National Security Personnel System) is being encouraged, a Joint Duty Assignment (JDA) program will soon be launched to replace the Intelligence Community Officer (ICO) programs (to include replacing the Intelligence Community Assignment Program [ICAP] ), Annual Climate Surveys are being conducted, New Health Benefit and Life Insurance Plans are being opened to only Defense Civilian Intelligence Personnel System (DCIPS) employees, and a detailed set of competency and supporting training requirements are being developed for the major intelligence functions.
         1)  National Intelligence Strategic (NIS) and its Annex, the Strategic Human Capital Plan.  The DNI published his NIS in October along with a Strategic Human Capital Plan.  They can be viewed on the web at the DNI’s website at: http://www.odni.gov/.  Once there, click on “Publications.”  Enterprise Objective 4, of the NIS (Attract, engage and unify an innovative and results-focused Intelligence Community (IC) workforce) provides the basis for the Strategic Human Capital Plan Program.  It has a vision of an “Integrated National Intelligence Service” and three main goals:  Build an agile, all-source workforce; Win the war for talent; and Create a culture of leadership – at all levels.   Program evaluation has already begun with quarterly reporting under the National Intelligence Strategic Performance Reporting (NISPR) program.  
         2)  Pay Modernization.  The CHCO for the DNI initiated and is working to develop a modern pay system similar to the National Security Personnel System (NSPS).  The Office of the Under Secretary of Defense for Intelligence (USD[I]) is supporting that effort.  Much work as been completed on designing a system.  The design should be completed in FY07.  In the last three months a Programming and Budgeting initiative has been completed at both the ODNI and USD(I) levels for funding a new system.  Dollars are now programmed to both pay for training and automation updates in support of the system but also for the funding needed to “buy out” each employee’s within-grade Increase at time of conversion to a “pay banded” and “pay for performance” system that does not have within-grade increases.  Army is now committed by this program to convert to the new system in FY09.  FY07 and 08 will be spent developing specific Army procedures, perfecting supporting software and training employees and managers.  
         3)  JDA (coming in CY07).  The Joint Duty Assignment (JDA) Program will become very important and visible this fiscal year as part of both the DNI’s and USD(I)’s Human Capital programs.  JDA will be a major tool in achieving the DNI’s vision of an Integrated Nation Intelligence Service.  JDA will be replacing the IC Officer (ICO) programs to include the Intelligence Community Assignment Program (ICAP) and the IC Officer Training (ICOT) program (See additional article below).  JDA is a leadership program and will help achieve Goal 3 in the Strategic Human Capital Plan – “Create a culture of leadership.”  Beside permanent and rotational assignments to selected positions that will foster a joint or IC-wide perspective and set of competencies, the JDA program will also include a requirement for completing a range of courses listed in a Joint Leadership Development Curriculum (JLDC)  (See additional article below).
         4)  Climate Survey.  Last year and this year the DNI has conducted a Climate Survey throughout the Federal IC.  It is targeted at both civilian employees and military members but not yet at contractors.  It is a relatively short survey when compared to Army’s that is about four times longer and is often conducted about at the same time as Army’s.  Results for the IC will be compared to those for the Federal-wide community obtained by the Office of Personnel Management (OPM).  This year’s survey is just closing.  Results will be shared in upcoming Updates.  
        5)  Health and Life Insurance Benefits.  The Central Intelligence Agency (CIA), the National Security Agency and the Federal Bureau of Investigation each have a Health Benefit plan developed just for their employees.  These plans have been part of OPM’s programs.  CIA’s program is called Compass Rose.  Not only does it have a Health Benefit plan but also life insurance options.  During the next several years these plans will be opened to DOD employees in the IC (generally just those in the DCIPS) as part of OPM’s programs.  We will keep you informed.  
        6)  Competency and Occupational Structure Development.  The new Human Capital system being developed by the DNI and USD(I) will be grounded on “competencies.”  These will be the job competencies and behavioral definitions that are determined to be key for success.  Many will be generic – needed by most all in the IC such as leadership competencies.  Others will be specific to major functions such as the Analysis, Collections, Acquisition, Science and Technology, and Management/Administration functions.  Competencies development is well underway.  A master IC Competency Directory will contain not only those developed by the ODNI but also unique and supplemental competencies developed by the USD(I) or another Intelligence Agency or Service.  The dictionary will contain a standard definition and will also depict the “sets of competencies” deemed required and desired for each career level of each major function or discipline.  Attainment of competencies by employees will be used in the upcoming DCIPS system to build/define job requirements and assist in determining:  qualifications for selections, reassignments and promotions; training and professional certification requirements; performance ratings; and, pay for performance compensation and awards.  
        7)  Additional DNI Initiatives.  Many more initiatives are coming from the ODNI.  
             a)  A National Intelligence Reserve Corps (NIRC) initiative is being started for those leaving the IC.  They will be asked to register for later consideration for reemployment if the Nation has to respond quickly to a crisis like 9/11 or to unusual surge requirements.  
             b)  The DNI is also developing a common automated Human Capital architecture and plan to bring the many different automated personnel management systems in the IC into alignment so that reporting and planning can be done jointly.  Common data standards will be used and a data warehouse will be developed.  

             c)  The DNI will have a very detailed Diversity Action Plan.  Diversity is seen as a mission imperative and will be part of nearly every initiative.
            d)  Family Advisory Boards have been established at the big intelligence agencies to ensure sufficient support for families while one of the parents is deployed.  Many of their actions are similar to what is already offered by each Military Department.
      e)  The DNI has also developed a number of Human Capital Legislative Proposals for 
FY2008.  Most do not impact DOD employees but one will if adopted and enacted into law.  This is the proposal to permit employees to make lump sum payments to the Thrift Savings Plan from funds received from performance awards.  It will be especially important once we convert to an NSPS-like “pay for performance” system.
            f)  A Lean Six Sigma review of hiring procedures is underway to try to lower the average time between issuance of a referral list for civilian positions and selection to 45 days.

     g)  A Joint Human Capital – Security Summit to Streamline Security Requirements will
soon be held to focus on speeding the processing of clearances for applicants with close family members living overseas.  If successful, this initiative will increase the number of employees with foreign language abilities and foreign area knowledge.
     h)  The OPM is leading the President’s planning for a possible Influenza Pandemic. 
DOD is following OPM’s direction.  The DNI is ensuring that agencies like CIA, which do not usually work with OPM, have also completed sufficient planning.
            i)  The DNI has initiated a Presidential Management Fellows (PMF) Program to better utilize the existing OPM PMF program.  The ODNI adds to the existing program rotational assignments within the IC as well as a few workyear spaces.  
            j)  For many years, the previous Director of Central Intelligence (DCI) had a group of honorary awards open to all IC members.  The ODNI is now converting that DCI program into a National Intelligence Awards program.  Additional awards are also expected to be proposed next year.  
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-2443.  If sending e-mail, please put in your “subject line” – “DNI”)

    B.   Status of Under Secretary of Defense for Intelligence USD(I) Human Capital         Initiatives to Include the Revision of the Defense Civilian Intelligence Personnel System (DCIPS). The USD(I) established a new office in November of 2005, the Directorate of Professional Development and Readiness, to oversee and coordinate Human Capital issues and initiatives for the IC within DOD.  This Office:

           1)  Represents DOD on the DNI’s IC Chief Human Capital Officer (CHCO) Committee.

           2)  Co-chairs, with the Assistant Secretary of Defense (Civilian Personnel Policy), a Defense Intelligence Human Resource Board (DIHRB) that the Assistant Deputy Chief of Staff, G-2 sits on.

           3)  Is developing comprehensive policy for a new DCIPS.  The Intelligence Personnel Management Office (IPMO) of the Office, Deputy Chief of Staff, G-2 represents Army on the DIHRB’s DCIPS working group.  This group is developing the new DOD human capital management system that will be like NSPS.
        4)  Has finalized a basic DOD Directive that unites the many intelligence agencies and service components and lays the foundation for the new DCIPS.
        5)  Has also established a Defense Intelligence Training and Education Board (DITEB) that will oversee the revision of DOD Directives on intelligence training, seek additional resources for training and oversee each DOD school house that is providing intelligence training.

   6)  Has let a contract that will map the competencies being developed by the DNI to

courses being offered to ensure adequate training is available.  
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-3689.  If sending e-mail, please put in your “subject line” – “USD(I)”)
    C.  IC Joint Duty Assignment (JDA) Program Soon to Launch.  The JDA was mandated by the 2004 Intelligence Reform and Terrorism Prevention Act.   Congress wanted the program to do for civilians in the IC what the “Goldwater-Nichols” Act did for the military by increasing joint experience.  The goal of JDA is to increase joint IC perspective and expertise.  Joint duty is to be an essential part of becoming (and being) a senior civilian leader in the IC.  Joint duty will ensure that future intelligence professionals, and those who lead them, understand the scope and complexity of the IC “enterprise” and are able to effectively integrate and engage its vast resources in support of our national security mission.  JDA is not a program for everyone.  It is a Leadership Development Program for those to Senior Leader positions above GG-15.  
         1)  The program will start in 2007.  It will consist, for Army employees, of both a one-to three-year assignment at the GG-13 level or above outside of Army Intelligence and the completion of required courses contained in a Joint Leadership Development Curriculum (JLDC).   
         2)  There will be two types of joint duty assignments; Basic Joint Duty and Advanced Joint Duty.   Basic Joint Duty assignments are generally any assignment at the GG-13 or equivalent level in another intelligence component, such as, CIA, the National Security Agency, an Air Force intelligence unit, or the Federal Bureau of Investigation’s intelligence unit.  Advanced Joint Duty assignments are assignments either in joint DNI organizations or assignments where an incumbent is managing programs or policies for two or more IC components.  

         3)  The JDA program does not guarantee promotion, but the DNI will monitor promotion rates for 13s, 14s and 15s that have completed JDA requirements and those that have not. JDA program’s statistics/accomplishments will also be given scrutiny by senior Army leadership.  Joint duty certification will be required for promotion above GG-15.  Applicants must have completed a joint duty assignment and required training in order to be promoted above GG-15 or equivalent, unless an exemption or a waiver has been granted.  Applicants for promotion to GG-14 and 15 positions will also be given priority consideration if they have JDA certification over those who do not.   The requirement for joint duty will be phased in over several years, starting with the most senior civilian leaders.

       4)  There will be an annual IC-wide inventory of positions that provide and/or require Basic or Advanced Joint Duty.  The list will be posted for consideration throughout the Federal IC.  Agencies and Services will choose which positions, when vacated, they want to fill by those having or seeking JDA status.  These positions can be advertised either for permanent fill or fill by a time-limited rotational assignment.  Army will seek to balance those going out and those coming in on JDA assignments, especially those personnel on rotational assignments.  It is the DNI’s intention that Agencies and Services will be assisted with managing the rotational program by provision of additional high grade ceiling and reimbursement of salaries.  


 5)  JDA opportunities will be advertised on IC websites accessible only to those already in the IC.  For permanent positions, employees will apply directly to the IC agency according to procedures in each vacancy announcement.  A significant number of the permanent JDA vacancy announcements are expected and will be the normal way employees will obtain JDA experience.   For rotational JDA positions, applicants will apply through Army command channels to the Office of the Deputy Chief of Staff, G-2 (Functional Chief) for referral to that other Agency, Service or Department.  We expect rotational assignment opportunities to be limited.  
       6)  
Written claims will be the mechanism by which individuals actually get credited on their personnel record as having Basic or Advanced Joint Duty.  These claims will be adjudicated by the Army’s Office of the Deputy Chief of Staff, G-2.  The assignments will be recorded in the employee’s official personnel record.   Credit for previous assignments will be given as long as those experiences were not too long ago (assignments ending not earlier than January 1997 for ICAP assignments and Advanced Duty Assignments and 9/11 2001 for all others).   Similar time limits will be placed on the training required for the JLDC portion of the JDA certification.  
        7)  JLDC.  A plan to develop JLDC has not yet been published.  Employees will be able to attain JDA certification without it until it is available.  

        8)  Implementing Directives.  JDA is being implemented by IC Directive (ICD) 601 (published) and by IC Policy Guidance (ICPG) 601.01 (still in draft stage).  
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-1070.  If sending e-mail, please put in your “subject line” – “JDA”)
     D.  Pending Termination of the IC Officer (ICO) Programs.  As stated in an article above, the ICO programs will be replaced by the JDA programs.  
         1)  The IC Assignment Program (ICAP) will be impacted first.  We believe the January 2007 open period for ICAP vacancy announcements will be the last the IC will hold.  JDAs will instead be offered.  
         2)  The IC Officer Training (ICOT) curriculum will transition into the JLDC but no date has yet been set.  It is likely to be after FY07.   

         3)  The requirements contained in Career Program 35’s, Intelligence and Security, Army Civilian Training, Education and Development System (ACTEDS) Plan will not be a part of JDA, like under the ICO Programs, but will still offer guidance on establishing goals for development within Army.  
   4)  Credit for Previous ICAP Assignments.  ICAP and ICAP-Equivalent assignments will

be accepted by the JDA program for equivalency to at least Basic JDA assignments.  Advanced JDA credit is possible for some of those assignments but will require more than just an ICAP certificate.  Formal documentation will have to be submitted similar to that required of those who are claiming credit for a non-ICAP assignment.
        5)  Advantages of JDA over ICAP.  There are many advantages of the new program over ICAP:  

             a)  Gaining organizations will be reimbursing losing organizations for salary dollars.
             b)  Over-hire spaces may be authorized for backfill.  
             c)  Most, if not all of the IC should participate.  
             d)  Although there is no guarantee of promotion the DNI will monitor promotion rates for 13s,14s and 15s and JDA program statistics/accomplishments will be given great scrutiny by senior leadership.  
             e)  There should be more visibility to permanent JDA vacancy opportunities.  
              f)  The quality of those on rotationals should be higher since they will not be for the convenience of the employee but rather be for the highest performers with most leadership potential.  
             g)  Deployed experience in combat zone should be qualifying after 180 days and service in combatant commands should be qualifying even if an army employee was in EUCOM, SOUTHCOM or USFK.  
             h)  In a few cases Army employees will be able to get advanced JDA in Army if they are working in an Advance JDA positions (we project a very limited number).  
              i)  Rotationals will be documented in official personnel record by moa or personnel action.
(IPMO POC can be reached by e-mail mailto:dcips@us.army.mil or by phone at DSN225-3689.  If sending e-mail, please put in your “subject line” – “ICAP”)
II.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN

     A.  Your Help is Required to Identify Your Foreign Language Ability.  As part of an effort, under the Defense Language Transformation Roadmap (January 2005), to identify military and civilian positions with foreign language skills, the Deputy Under Secretary of Defense (Civilian Personnel Policy), requested all DoD components to encourage their civilian employees to “self-identify” their foreign language skills in the Defense Civilian Personnel Data System (DCPDS), also known as “My Biz.”  This will help DoD to more completely account for civilian employee foreign language capabilities.

To access the DCPDS/My Biz web site, go to Army Civilian Personnel Online at  http://cpol.army.mil/index.html or http://cpol.army.mil and log in to the Employee Portal.  

· Once logged in, click on the employee tab. 

· On the lower left side of the page (“Employee Data”), you can access My Biz.

· Type in your “My Biz” username and password.  Then you will be able to access your personnel information and update your foreign language skill information.

(G-2 POCs are Dr. Rich Dunbar (Richard.Dunbar@us.army.mil; 703-695-1352 / DSN 225-1352) or Mr. Mark Getzin (Mark.Getzin@us.army.mil; 703-695-1384 / DSN 225-1384).

     B.  Enhanced Civilian Recruitment, Relocation, and Retention Incentives - Do they Apply to the DCIPS workforce? (Policy Interpretation)   This article is in response to numerous inquiries received as to the applicability of the enhanced Recruitment, Relocation, and Retention Incentives, authorized by OPM, to the DCIPS workforce.  

          1)  In response to the growing need for pay reform in the Federal Government, Congress enacted the Federal Employees Pay Comparability Act of 1990 (FEPCA) that created Locality Pay, Recruitment and Relocation Bonuses and Retention Allowance authorities.  In November of 1991, OPM approved coverage of categories of non-General Schedule employees to come under the “3-Rs” authorities.  Within DOD this approval included employees appointed under enabling legislation for the National Security Agency (NSA), Defense Intelligence Agency (DIA) and Civilian Intelligence Personnel Management System (CIPMS).  

Note:  The Defense Civilian Intelligence Personnel System (DCIPS) formerly known as the Civilian Intelligence Personnel Management System (CIPMS) is an excepted service personnel management system jointly managed by the Office of the Deputy Chief of Staff for Personnel (ODCS, G-1) and the Office of the Deputy Chief of Staff for Intelligence (ODCS, G-2).  Existing CIPMS policies and system flexibilities will continue to apply until such time as they are replaced by DCIPS regulations and related guidance, which will occur incrementally.  Until all references can be updated the terms CIPMS and DCIPS will be used interchangeably.

          2)  On May 10, 2005, OPM issued interim regulations to significantly enhance the recruitment, relocation and retention payment authorities that implemented section 101(a) of the Federal Workforce Flexibility Act of 2004 (Public Law 108-441, October 30, 2004) which provided agencies with the flexibility to use these authorities strategically to improve Federal Government’s ability to recruit and retain a high quality workforce.  In conjunction, OPM decided to approve those categories of employees that were previously approved for coverage under the former FEPCA 3R authorities for coverage under the new incentive authorities.  The approved employee categories can be found at:  http://www.opm.gov/oca/compmemo/2005/2005-08_A2.asp
        3)  By Law, organizations must have an implementation plan and documentation.  Though DCIPS is not always subject to but consistent with title 5, approval of these incentives must be in accordance with OSD's guidance (24 May 05) and Army’s guidance (AG1 Memo - 08 Jun 05).  

(IPMO POC can be reached by email at DCIPS@us.army.mil or by phone at DSN 225-3689 or commercial (703) 695-3689.  If sending email, please put in your subject line “3Rs”)
     C.  HQDA G-2 Initiative to Update Civilian Position Sensitivity.   HQDA DCS, G-1 (Civilian Human Resources Agency), HQDA DCS, G-2 (DAMI-CDS), HQDA DCS, G-3 (DAMO-SSD), and HQDA CIO/G-6 have mandate a 100% top down review of civilian position sensitivity within the Department of Army (DA). 
         1)  All Army Commands, Army Service Component Commands, Direct Reporting Units, and other Army activities and/or agencies are conducting a 100% review of civilian positions within their cognizance.  Results will be reported to this HQDA, G-2 NLT 31 DEC 06.

         2)  An immediate review of the Army personnel security programs relative to position sensitivity is required to validate investigative requirements for civilian positions. This review will increase efficiency in the DA personnel security program and related budget; it will also ensure the data in Modern Defense Civilian Personnel Data System provides the Joint Personnel Adjudication System (JPAS) accurate information for position sensitivity.

         3)  The appointment of each civilian employee in the Army is subject to a personnel

security investigation for either access to classified information, encumbering sensitive

positions or suitability for federal employment.  The DoD Directive 5200.2R, Personnel

Security Program, AR 380-67, Army Personnel Security Program, and OPM data

standards require the proper application and coding of position sensitivity for each

civilian position within the Army.  The purpose of coding position designation is to

ensure the incumbent undergoes the appropriate type of investigation to protect

national security interests.

          4)  This is the first formal review; subsequent reviews will be conducted at a minimum biennially for currency.  Each civilian position within DA shall be categorized, with respect to position sensitivity, as either special-sensitive, critical-sensitive,

non-critical sensitive, or non-sensitive. The specific duties of each position criteria to be applied to validate and/or designate position sensitivity are defined with appropriate coding. 

          5)  If the review results in a change in position sensitivity affecting an individual’s recorded access, access should be administratively corrected and an appropriate investigation and submitted accordingly. 
(HQDA, G-2 POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-3719.  If sending e-mail, please put in your “subject line” – “Civilian Position Sensitivity”)
     D.  The Importance of an Accurate Job Description:  It is extremely important that managers and administrative officers review position descriptions prior to their submission to the Civilian Personnel Operations Center to ensure that the duties and factors are accurate for the work that the manager expects to the incumbent to perform.  Use of an inaccurate job description can result in a wrong classification of the position, failure to find qualified candidates to perform the work of the position, placement of candidates who are not qualified through mandatory placement programs, inability to support performance based actions and other significant impediments to mission accomplishment.  Some of the important uses for the job description:

· Determination of the appropriate title, series and grade of the position.

· Determination of the status under the Fair Labor Standards Act (FLSA).

· Determination of the competitive level, which in turn determines incumbents’ standing during reduction-in-force.

· Determination of career program coverage.

· Description of conditions of employment such as TDY, drug testing,  and security clearance requirements, etc.

· Description of screen out criteria known as selective placement factors such as a license or language requirement.

· Determination of qualifications for placement into the position.

· Determination of the criteria (skills) to distinguish the best qualified candidates (those to be referred).  There MUST be a nexus between the duties and knowledges described in the job description and the skills used to determine who will be referred.

· Determination of PPP candidates’ qualification for placement into the position.

· Development of performance standards, assessment of performance and the taking of  performance based actions.

· Identification of job-related training requirements.
 (IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-2443.  If sending e-mail, please put in your “subject line” – “Job Descriptions”.)
III.  FUNCTIONAL MANAGEMENT OF INTELLIGENCE WITHIN ARMY - CAREER PROGRAM 35 (INTELLIGENCE AND SECURITY)
      A.  Central Funding for Intelligence Training and Development is Still Available at HQDA G-2.  Career Program 35, Intelligence and Security, has received $600K in Army Civilian Training, Education and Development System (ACTEDS) funds FY07 for competitive training and development.  Under the current Vice Chief of Staff restrictions on spending for training, “essential” training can still be pursued.  If local funds are not available, these ACTEDS funds are available, on a competitive basis, for funding all or part of the expenses.   Careerists and their supervisors are therefore urged to submit requests for funding for “essential” training and development that cannot be funded locally for 3rd and 4th Quarters so that they reach the IPMO NLT 13 March 2007.    
            1)  Career Program 35 (Intelligence and Security) Funds.  CP-35 employees are those Army employees working in intelligence at grades 10 and above in the GG-080, Security Specialist, GG-032, Intelligence Specialist, Engineers and Scientists in the 0800, 1300, and 1500 series families, and Trainers and Educators in Series 1702 and 1710 series.   


      2)  Appropriate Training.  The type of training that is most often funded in the G-2 by ACTEDS dollars is high cost training for university courses (tuition and books).  It also could be used for extended TDY incident to training such as if someone attends a long course at Ft Huachuca or for the TDY needed for a limited term developmental assignment to Ft Huachuca.  Other types of training, such as for short-term managerial or technical (intelligence) training (tuition and TDY),  could also be funded by this centralized “pot of money” if local funds for training or TDY incident to training have been curtailed or frozen.  Currently, the Assistant Deputy Chief of Staff, G-2 at HQDA approves each incidence of training where ACTEDS funds are used to ensure fair competition for the limited funds and validate that each training event is “essential.”
 
    3)  Pay for Degrees.  Army, and ACTEDS funds, have not paid for obtaining a university degree in the past but have paid for individual courses that are directly related to an employee’s career path.  Army and CP-35 can now pay for degrees (for all required courses and expenses) that are directly related to an intelligence or security career path and benefit the Army.  Approval for payment of a degree is retained by the Assistant Secretary of the Army (Manpower and Reserve Affairs).  CP-35 has worked to obtain approval in the last two years for a number of employees and has also committed to full funding.  

          4)  The Functional Chief Representative’s (FCR’s) program is a competitive program.  We will give preference to those:
                 a)  Who have not been funded already in this fiscal year unless they are in a continuing program that we have already committed to;
                 b)  Working to complete the requirements for the IC Officer Training (ICOT) certificate (soon to be the JLDC) ;

                 c)  Needing funding to complete an IC Assignment Program (ICAP) assignment (soon to be a rotational JDA), and/or


    d)  Working on completing certification requirements for the Army Civilian Training, Education and Development System (ACTEDS) plan for Career Program 35. 

          5)  Follow Directions.  Please make sure that submissions are made in accordance with requirements outlined in the 2007 ACTEDS catalogue for CP-35.  More information about ACTEDS funding can be obtained at:  www.CPOL.army.mil/index.html.  Once there click on the "References and Tools” section, then click on "Training and Leader Development" in the left hand green listings, then click on “ACTEDS Training Catalog”, then go to Chapter 3 and click on CP-35.  

(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “FCR”)
       B.  Outlook for CP-35 Interns for FY07 (Cloudy But With Good Chance of Sun).  The outlook for centrally funded Army Civilian Training, Education and Development System (ACTEDS) interns for CP-35 has been uncertain for the last few years because of Army’s precarious financial situation due to the Global War on Terrorism.  The HQDA G-1 has recently advised that enough resources may soon be released so that as many as 500 interns could be hired in 3rd and 4th quarters of FY07 for all Career Programs.  CP-35 may see about twenty.
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-2443.  If sending e-mail, please put in your “subject line” – “Interns”)
       C.  Update on HQDA G-2 Support to CENTCOM for Global War on Terrorism – A Program Now Called “Stable Shadow.”  We have previously reported on an in-house effort to find volunteer civilian employees for deployment to CENTCOM’s Area of Operation (AOR).  They would be hired to substitute for military intelligence officers, warrant officers and enlisted that Army does not yet have in its inventory.  We have had open continuous announcements on Army’s Civilian Personnel On-Line Employment website for the last year.  To review them, go to http://cpol.army.mil/index.html, then click on Employment, and then on “Global War on Terrorism” at the bottom of the left hand column of choices.  Once there, click on “Employment Opportunities – Civilian Intelligence Positions in Support of CENTCOM.”  We are now striving to field and maintain about 50 civilian volunteers in FY07 and until no longer needed by Army.  We continue to need applicants that are recently out of the military with military intelligence experience and a Top Secret/Sensitive Compartmented Intelligence clearance.  
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-1047.  If sending e-mail, please put in your “subject line” – “Stable Shadow”)
      D.  Where To Go on the Web to Find Job Opportunities Within the IC.  There are now a number of websites to watch if you are interested in jobs with the IC.  Some list opportunities that are open to all:  present Federal IC civilians; military intelligence soldiers that are getting out; contractors and the general public.  Others are just for those that are presently civilians in the IC.   Some can be found on the NIPRNET and some on JWICS.  
            1)  Intelligence.Gov.  The best single place for job information is the IC website found on the NIPRNET at: http://www.intelligence.gov/index.shtml   It provides information about the IC as well as information on careers.  It also links to each IC component’s employment website.  For instance, it links to Army’s IC employment website at: http://www.cemi.army.mil/  
            2)  Federal Website.  Many IC jobs are listed with other Federal vacancies that can be found on http://www.usajobs.opm.gov/  or  http://www.firstgov.gov/   
            3)  Joint IC Duty Program.  A new website has been launched listing vacancies that will provide joint duty assignment (JDA) credit.  It is now found only on JWICS at:  http://jdweb.diac.dia.ic.gov/.  Besides listings of vacancies announcements, there is a memo to all IC civilians about the Joint Duty Assignment program as well as a FAQ section.  Right now, just the ODNI and the DNI Centers post opportunities.  This site is expected to become very important by the end of FY07 as more and more jobs are posted by each IC component.  
 (IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-3689.  If sending e-mail, please put in your “subject line” – “ICAP”).
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


IV.  DCIPS/IPMO WEBSITES AND STAFF LISTING.

      A.   New Members Join the IPMO Staff and Others Depart.  There has been some turnover in the IPM since our last Update.  Jessica Mims and Vieanna Huertas have arrived and Hewana Fauntleroy and Helen Cook have departed.  
            1)  The IPMO has lost Hewana Fauntleroy and Helen Cook.  Ms Fauntleroy is relocating with her husband and Ms Cook has been promoted to a DOD Agency. 
            2)  Jessica Mims and Vieanna Huertas are new arrivals.  Ms Mims comes to us from HQ INSCOM and Ms Huertas from SDDC.  Ms Mims has been managing the Stable Shadow project and is now transferring to manage of the FCR’s Competitive Development Program.  Ms Huertas has been working on DNI and USD(I) initiatives and will now also take the lead for the Stable Shadow program.  
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-2443.  If sending e-mail, please put in your “subject line” – “New IPMO Staff”)
     B.  IPMO Uses This Update and PERMISS Articles to Communicate Official           Guidance/Interpretations.  The IPMO will communicate policy interpretations in this publication.  Recent policy interpretations will be highlighted in the title of each article in the DCIPS/IPMO Update such as “IPMO Will Use This Update and PERMISS Articles to Communicate Official Guidance/Interpretations (Policy Interpretation)”.  The Index of Update Articles will also be revised to highlight which articles contain policy interpretations.  DCIPS also has a section in PERMISS with can be found on CPOL.  Once at CPOL (at cpol.army.mil) click on “Tools”, then “PERMISS”, then on “DCIPS.”  PERMISS is and will remain the repository for policy interpretation and guidelines.  Newly revised articles have been so annotated starting in June 2004.  
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-2443.  If sending e-mail, please put in your “subject line” – “Policy Interpretations”)
     C.  Information from Back Issues of DCIPS/IPMO Updates is Easy to Find.

Back issues of the DCIPS/IPMO Update are posted on the IPMO’s web sites.  On the NIPRnet go to:  http://www.dami.army.pentagon.mil/offices/dami-cp/guidance/.  An Index is also posted that is formatted according to the broad topic areas reflected in the Chapter and Paragraph headings found in AR690-13, CIPMS.  Only Update articles that are still current are listed along with listings of related DCIPS Personnel Management and Information Support System (PERMISS) articles.  This should make it easier to not only find the Update article on the subject you are looking for but also find out what other relevant policy or guidance exists. 
(IPMO POC can be reached by e-mail at mailto:dcips@us.army.mil or by phone at DSN225-2443.  If sending e-mail, please put in your “subject line” – “UPDATE Index”)
      D.  IPMO Staff Listing.  Security procedures do not support listing the names of the Actions Officers from the Intelligence Personnel Management Office (IPMO) within each Update article.  We will list instead the following “address”- mailto:dcips@us.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 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@us.army.mil or by phone at DSN225-2443.  If sending e-mail, please put in your “subject line” – “Staff Listing”.)
      E.  IPMO Websites.  
AKO    The IPMO has a Civilian HR website on AKO.  Click on “Army Organization”, then “Site Map”, then expand “Army Organizations”, then expand “Intelligence” and select “Civilian HR.”  This website for Civilian HR should be added to your “Favorites” on your AKO page.  You can do this by clicking “Add to my Favorites” at the top of your screen.

Internet/NIPRNET – ODCS, G-2 (DAMI-CP)
http://www.dami.army.pentagon.mil/offices/dami-cp/

Intelink-S/SIPRNET – ODCS, G-2 (DAMI-CP)

http://www.dami.army.smil.mil/offices/dami-cp/
Intelink-TS/JWICS – ODCS, G-2 (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 Human Resource Community.  The information it contains is from authoritative sources but is in itself not regulatory in nature with the exception for articles with titles that include “(Policy Interpretation)”.  This issue, as well as previous issues, will be posted on the NIPERNET, SIPRNET and INTELINK-TS/JWICS to include AKO.   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@us.army.mil or by phone at DSN225-3689.  Direct questions concerning content of individual articles to the indicated IPMO staff POC.
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