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I.  CAREER PROGRAM 35 (INTELLIGENCE).

     A.  Training on the New ACTEDS Plan Targeted for Completion Throughout Army by 28 September 2001.  Careerists in Career Program 35 (Intelligence) and their supervisors, whether military or civilian, should be briefed on the new ACTEDS plan NLT 28 September.  This briefing will generally be given by their MACOM Career Program Manager (CPM) or Activity Career Program Manager (ACPM).  Members of the Intelligence Personnel Management Office (IPMO) also have made themselves available to brief by VTC, and in some cases, in person.  CPMs and ACPMs may contact Tim Burcroff to schedule a briefing by the IPMO.
          1.  Copies of Briefings Available.  We have developed several tools to assist CPMs and ACPMs.  They are available on all three of the ODCSINT homepages; NIPRnet, SIPRnet and INTELINK-TS/JWICS.  They are found on the INTERNET/NIPRNET at http://www.dami.army.pentagon.mil/offices/dami-cp/programs/ico/acteds/  There are two different briefings available, each with "note pages."  To view the “note pages” you will have to save the briefing on your system and re-open it as a PowerPoint document.  The ACTEDS Briefing titled, Careerist, is for a general audience of careerists and their supervisors.  ACPMs should feel free to adapt it to their needs.  We recommend it first be briefed to the intended audiences, but also its location on the web be publicized for continued reference by careerists and their supervisors.  The ACTEDS Briefing titled, Senior Level, is for senior managers and Senior Intelligence Officers.  We also expect these individuals be briefed.  

          2.  Brochure Available.  In addition, we have developed and posted on these webs a 20+ page ACTEDS Brochure that summarizes the extensive ACTEDS Plan.  The ACTEDS Brochure, rather than the ACTEDS Plan, should be made available to each careerist and their supervisors.  The ACTEDS Plan should be viewed as a resource document to be utilized from the web rather than in hard copy.  It will be frequently updated to reflect changes to procedures, competency requirements and links to other webpages.  (Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil) 

     B.  Call for FY02 Training and Development Proposals Requiring Funding.  Careerists should quickly begin planning for FY02 training and development that will require FCR competitive funding.  

          1.  Where to Get Information.  CP-35 will fund meritorious nominations for training and development as described in the FY2002 Army Civilian Training, Education and Development System (ACTEDS) Training Catalog, which is available on the INTERNET at http://cpol.army.mil/train/catalog/index.html  Chapter 3 contains centrally funded opportunities for professional-administrative DCIPS employees in CP-35 and other Army career programs.  

          2.  What Can Be Funded.  CP-35 careerists may submit nominations for separate competitive consideration for one or more of the following categories:  Short-term Management or Technical Training (also includes such activities as language training); Developmental Assignments; or University Education (also includes such activities as the Joint Military Intelligence College and foreign area studies).  Careerists may propose programs that combine training and development from two or more categories.  They may also request funding for just a part of their training such as just for TDY costs.  

          3.  Special Procedures for OPM Management Seminars and FEI Courses.  The Intelligence Personnel Management Office (IPMO) will be purchasing a block of one and two week Office of Personnel Management (OPM) Seminars and several Federal Executive Institute (FEI) courses in FY02 on leadership and management training.  They will be put up for competition under this program.  We are expecting to fund 22 requests for OPM Executive Seminars and FEI courses in FY02.  (See an article below)     

          4.  New Focus on Technical Training.  We are also expecting to fund an additional 20 - 25 short-term technical training courses in FY02.  We are expecting many careerists to be seeking funding for the courses they need to improve either competencies required by the new ACTEDS plan or by the Intelligence Community Officer Training (ICOT) curriculum. (See the next article for more information on ICOT and ICO Designation.)

         5.  Speedy Action Required.  The quicker the training and development funding request can be submitted the better.  Requests will compete with all others received.  The ADCSINT, acting as the Functional Chief Representative, will decide which get funded.  He could make decisions as many as four times, approximately a month and a half before the beginning of each quarter, however, all requests for funding for OPM Management Seminars should reach the IPMO NLT 19 October 2001, and all other funding requests should reach the IPMO NLT 4 February 2002.  Because of the expected volume of requests, it is likely that requests coming in after 4 February will have to be considered for funding by an Unfinanced Requirement (UFR) request that may not get approved.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)

     C.  Questions and Answers on the New ACTEDS Plan.  There are many new

policies and requirements in the new ACTEDS plan.  Many questions are expected.  The following are some good questions we have already received with our answers. 

     1.  Question:  With so many competencies potentially to work on what should

go in my Support Form?  Answer:  Each careerist in CP-35 is now required to have at least one separate performance objective in their Total Army Personnel Evaluation System (TAPES) support form (DA Form 7222-1) relating to their career development/ professionalization.  The training and development activities that will support that performance objective should be those that can be completed during the appraisal period.  The careerist and their supervisor should determine the competencies that require the greatest priority and seek training and development activities that would help develop those competencies.  At least two activities should be completed each year by each careerist to have met the requirements for this performance objective.  Careerist and their supervisors should ensure that alternative activities are also planned so that at least two “solid” activities are accomplished even if the first several activities cannot.

           2.  Question:   What is a reasonable amount of training and development to have completed to have “met” my performance objectives and how much will it count on my annual appraisal?  Answer:  The ACTEDS plan has established the goal of at least two training and development activities per careerist per appraisal period.  The careerist’s supervisor is responsible to ensure this standard is reasonably attained.  Sometimes “two” will be too few to reasonably meet this standard if the “two” entailed one day each of training.  Sometimes “two” will be more than enough such as when a careerist attends the Sustaining Base and Leadership Management (SBLM) program that is over 12 weeks long.  Just that one activity is enough to warrant a rating of “exceed” for that objective on their support form.

      3.  Question:  Is taking a resident based training course the only way of

attaining a competency?  Answer:  Frequently, the most important way of developing a competency is through experience.  Experiential activities, such as special assignments or details, should then always be given consideration.  Experience alone, however, is usually not the best way to build a competency.  The ACTEDS plan expects careerists to be well balanced with both experience in, and training/education on, the competency.  Training or education may be appropriate then when experience has already been attained or not practical.  Resident based courses are often a very good way of either laying a foundation in, or “polishing”, the competency but other training opportunities, such as correspondence courses and computer based training can also prove to be both valuable and more attainable alternatives.

4.  Question:  Do I have to fill out all the forms in the ACTEDS plan to

document what I have completed? Answer:  Formats are provided in Appendix D of the ACTEDS plan to help careerists and their supervisors determine what gaps, if any, exist between the competency requirements established in the ACTEDS plan and those already attained by the careerist.  Their use is optional, just as it is optional to seek certification (using formats in Appendix E) for attaining the competencies required of one’s Career Level, Track, Area and Specialty.  The only “requirement” for each careerist is to have a performance objective on career development/professionalism in their TAPES support form.

5.  Question:  Does everyone have to seek ACTEDS certification?  Since it 

doesn’t guarantee promotion, what good is it?  Answer:  There are three reasons someone would be seeking ACTEDS certification.  First, it is required for Intelligence Community Officer (ICO) Designation, and second, it is required for completion of the Defense Leadership and Management Program (DLAMP).  Third, and most important, it offers a way of demonstrating attainment in Army of the competencies required of one’s Career Level, Track, Area and Specialty.  Beginning in October, supervisors will be required to consider training and development/professionalism as compared to the requirements of the ACTEDS plan as a factor in competitive selection and promotion actions.  The ACTEDS certificate is a good way of documenting attainment.  Possession of an ACTEDS certification will not guarantee promotion, but not having it, or not being well on the way to attaining it, will more and more put you at a disadvantage in future competitive promotion and selection actions.  

6.  Question:  I have not received much counseling from my supervisor in the

past.  Why will it be different now?  Answer:  In addition, to having an element on training and development/professionalization in their support forms regarding their own professionalization, supervisors will also be evaluated as supervisors, at least in part, on how well they have developed their subordinates.  It is required to be part of their objective regarding “supervision.”

7.  Question:  How do I get my training or development activity funded?

Answer:  The bulk of funding for training and development of civilians comes from local funding and it competes each year with many other priorities.  It is not “fenced.” Organizations are most successful obtaining funds for civilian training and development by careful planning and aggressive execution.  Organizations need to carefully determine training requirements as far in advance as possible in order to seek training quotas and submit convincing budget requests.  They also need to ensure that they spend all they are allocated so that they will be supported in the requests they will make for future years.  Careerists and their supervisors should, therefore, support organizational planning efforts, follow up to obtain quotas and ensure all approved training is completed.  HQDA funds a limited amount of training centrally.  ACTEDS interns are funded centrally as well as the Civilian Leadership Training (Core Curriculum) required of each careerist by ASA(M&RA).  (For more information on these requirements, see the section in the ACTEDS plan on Army Leader Development.)  The Functional Chief Representative (FCR) for Career Program 35 also can fund training and development that cannot otherwise be funded locally through his annual Competitive Development Program (CDP).  The section in the ACTEDS plan on CP-35 CDP can give you more information on eligibility and procedures.

8.  Question:  How will I get credit during competitive promotion and selection

actions in Army for all of the competencies I have attained?  Answer:  In most competitive actions you will be asked to submit a resume for consideration.  When developing your resume, ensure that not only your key experiences have been explained but that you also have documented key developmental activities and state competencies attained, especially ACTEDS competencies.  Also include a statement in your resume if you have been awarded an ACTEDS certification for attaining the competencies required for your Career Level, Track, Area, and Specialty. 

     9.   Question:  Those that approve training requests won’t approve courses that

are not directly related to my present position.  How do I develop competencies that may be required by the ACTEDS plan but not my current position?  The ACTEDS plan provides the “authority” for training and development activities not directly required by your present position.  Those approving training and development may properly require, however, that training and development activities targeted to increase competencies required of your present position, will be given priority first over those required by the Plan.
          10.  Question:  Pending development of Appendix B of the ACTEDS plan that gives detailed information on training sources and courses, how do I identify training sources to attain the competencies required by the ACTEDS plan?  Page 32 of the ACTEDS plan (Section on Training Sources) contains a number of website addresses for training and education organizations.  Those website should provide information about the courses available and the training objectives for each course.  “Training objectives” are closely related to “competencies.”  Match the training objectives to the competencies you are seeking to improve and chose an available course that will meet your competency requirements.  

      D.  IPMO is Available to Train on ACTEDS and DCIPS.  The IPMO is available to brief by VTC on a number of topics.  We have a three hour overview of DCIPS, a day-long course on CIPMS classification required for the exercise of classification authority by line managers; and a one hour briefing on the Intelligence Community Officer (ICO) Designation programs (especially on the Intelligence Community Assignment Program (ICAP); as well as a one and one-half to two hour briefing on ACTEDS.  The IPMO also travels to train if there is a large enough population.  Tim Burcroff went to Puerto Rico, 27-29 August and will be going to Ft Bragg, 5-6 September.  Joyce Grignon, Yolanda Watson and Lee Ann Eudaily will be going to Ft Huachuca in October.  (Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

  E.  OPM Management Seminars and FEI Courses Being Offered for
Competition By IPMO in FYO2.  The IPMO intends to purchase the following courses for the FY02 Functional Chief Representative (FCR) Competitive Development Program (CDP).  All nominations for these courses must be at the IPMO NLT 19 October.  We want to complete the competitive process early, and commit these courses to individuals, so that we can get a discount on the tuition from OPM and permit appropriate advance planning by the selectees.  We expect this year to have a high degree of competition for each space and will rank nominees to ensure that if the first selectee cannot attend, a substitute is readily available.  
Course Title/(Number of Course Quotas)  Dates

              Location

OPM MANAGEMENT SEMINARS

Countering Terrorism Seminar (5)


May 6-10, 02

Denver, CO

Developing High Performing Teams (2)

Jun 10-14, 02
       Denver, CO

Executive Development Seminar:

        Leading Change (1)




Jun 3-17, 02

Shepherdstown, WV

Leadership Assessment Program (2)

May 20-24, 02

Shepherdstown, WV

Leadership Potential Seminar (2)


Jun 17-28, 02

Shepherdstown, WV

Leadership Skills for Non-Supervisory

       /Managers (2)






Jul 7-12, 02


Denver, CO

Management Development Seminar:

       Leading Organizations (1)



Jun 3-14, 02

Shepherdstown, WV

National Security Policy:

Policies & Issues (1)





Sep 9-19, 02

Denver, CO

Supervisory Leadership Seminar (1)


Jun 17-28, 02

Shepherdstown, WV

United States Foreign Policy (2)



3rd Quarter


Shepherdstown, WV

Federal Executive Institute (FEI) COURSES:

Executive Communication Skills: 

     Leading the Process of Change (1)

Jul 22-26, 02

Charlottesville, VA

Strategic Management for Executives (1)
Mar 4-6, 02


Charlottesville, VA

The Aspen Institute Executive Seminar (1)
Jun 17-21, 02
 
Charlottesville, VA

(Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)

II.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).

     A.  FY02 Begins Requirement to Consider ICO Designation When Filling Defense Intelligence Senior Executive Service (DISES) Positions.  The Intelligence Community has established FY02 as the first of three milestones for requiring Intelligence Community Officer (ICO) Designation to be considered during competitive recruitment actions when filling DISES (presently called Senior Intelligence Executive Service) positions.  Senior Leaders, as well as interested careerists, need to begin planning immediately to meet this new requirement.  If commands have not seen that their best and brightest have had an opportunity to achieve ICO Designation and if the best and brightest have not invested their time to acquire ICO Designation, then Army’s DISES positions will begin to be filled more and more by other IC component’s careerists.

         1.  Purpose and Background of ICO.  The ICO programs are designed to foster development of an intelligence professional with Community experience, Community perspective and applied expertise.  These programs develop Intelligence Community professionals by providing defined opportunities to expose them to at least one intelligence organization other than his or her parent organization, as well as to the entire spectrum of IC functions and supporting elements.  The programs lead to ICO designation, which is contingent upon successful completion of the three program components as follows:

· Intelligence Community Assignment Program (ICAP) or ICAP-Equivalent assignment(s) 

· Intelligence Community Officer Training (ICOT) 

· Organizations Career Development Programs (OCDP) 

        2.  IC Policy.  According to DCID ¼ on the ICO Programs, the Intelligence Community agencies and services are required to make the ICO designation a required factor for consideration for promotion eligibility into Defense Intelligence Senior Executive Service (DISES) beginning in FY2002.  In FY2003, this DCID shall be reviewed for revisions based on lessons learned to date.  In particular, modifications for career fields requiring special consideration shall be considered.  Subject to DCI review in FY2003, beginning in FY2005, the ICO designation shall be mandatory for promotion eligibility into DISES.  The Secretary of Defense has determined that these shall be mandatory requirements for DISES and equivalent level positions beginning in FY2005, if adopted by the DCI review in FY2003.  Waivers will be granted by heads of agencies wherein designation as an ICO is not applicable because of cover or other equally imperative necessity. 

       3.  ICO Designation.  The ICO programs provide the IC with a means of developing well-rounded senior intelligence professionals with a broad community customer perspective.

· ICAP:  The ICAP provides civilian intelligence personnel with an opportunity to gain grade 13 level or above IC experience and perspective through rotational assignments to intelligence-related positions external to the participants' parent organizations.  ICAP is an IC managed program designed specifically to promote and facilitate two to three year rotations across the entire spectrum of IC functions, elements, and geographic locations.  To participate in ICAP, candidates self-nominate and are endorsed by the parent organization.  Selection into an ICAP position will be through a merit-based competitive process.  ICAP rotations can be on a reimbursable or non-reimbursable basis.  If on a non-reimbursable basis, the rotation may not exceed three years unless the heads of the parent and host agencies determine that such extension is in the public interest.  If such a determination is made, a rotation may be extended for a period not to exceed one year.  Equivalent alternative Community broadening assignments now in use, or to be developed by individual IC agencies can also accomplish this goal. 

· ICOT:  Participants in the Intelligence Community Officer Training program shall complete the curriculum approved by the ICO/ICAP Board of Governors (BoG).  This curriculum can be viewed on all three of the ODCSINT’s websites.
· OCDP:  Participating organizations' career development policies shall incorporate the ICO programs in their agency-specific senior-level employee development policies and programs.  For Army, this entails completing the requirements contained in the ACTEDS plan applicable to the careerist.

(Joyce Grignon/DSN329-1565/joyce.grignon@hqda.army.mil)

B.  Wanted!  ICAP Equivalency Applications.  DO YOU have career plans that include moving to other Intelligence Community (IC) organization or are you interested in acquiring the knowledge, skills and abilities necessary to enter the Defense Intelligence Senior Executive Service (DISES)?  HAVE YOU worked at another Intelligence Agency (in the military or as a civilian) at the GS/GG -13 or above level where you performed either intelligence work or spent fifty-one percent of your time in support of intelligence?  IF THE ANSWER TO THESE TWO QUESTIONS IS YES, THEN YOU WANT TO FILE FOR ICAP EQUIVALENCY APPLICATION.   We have already had 39 careerists within the Dept of Army apply for equivalency that have been approved and have received a Certificate of Equivalency from the Intelligence Community Staff.  The suspense for receipt of new applications in the IPMO is COB 15 December 2001.  Information on ICAP Equivalency can be found on all three of the IPMO websites.  Once there, click on ICAP and then click on “Register for ICAP Equivalency Credit.” 

NIPRnet: http://www.dami.army.pentagon.mil/offices/dami-cp/programs/ico/icap/


SIPRnet:  http://www.dami.army.smil.mil/offices/dami-cp/newsroom.asp
INTELINK-SCI/JWIC:  http://www.dami.ic.gov/offices/dami_cp/newsroom.asp  

         1.   What is ICAP Equivalency? The Intelligence Community (IC) began a rotational program in 1997 called "The Intelligence Community Assignment Program" (ICAP).  The ICAP program consists of a two to three year detail to another IC agency or service.  The ICAP was developed to broaden careerists skills and abilities within the IC and to "grow our own" senior leaders.  Equivalency recognizes previous experience and gives you the credit you need in order to fulfill the requirements of the ICAP.  The requirements for equivalency are as follows:

          a.  Beginning October 1986 or after, you worked either as an Intelligence

Specialist or in a support position where at least fifty-one percent of your duties were in support of an Intelligence function (i.e. security specialist, computer specialist, personnel specialist, etc.).

          b.  You were at GS/GG-13, equivalent (to include military experience) or 

above.  

          c.  You worked in an intelligence agency other than Army (i.e. Navy, CIA, etc.) 

          d.  You worked in an intelligence agency other than Army for at least two

years.  The two years can be of multiple assignments (i.e. 6 months at one agency, 4 months at another, etc.) as long as they meet the rest of the criteria of the program.  

If you meet all the requirements listed above, you probably have equivalency.  You will need to fill out an application for each period of time you would like to receive credit.  Generally, Army careerists will not be endorsed to go out on ICAP assignments if they are already eligible for ICAP equivalency.  
          2.  HAVE YOU ALREADY FILED AN APPLICATION FOR EQUIVALENCY?  If not, it is very easy to do so!!  Just go to the INTERNET web site http://www.dami.army.pentagon.mil/offices/dami-cp/programs/ico/icap/leadin.asp.  Fill out an application on-line and attach it to an email and send it to rita.noll@hqda.army.mil.  It's easy, it's painless and it's not time consuming.  You do not need your supervisor or Career Program Manager to approve or concur with this application.  Please be specific as to your duties so that a determination can be made but at the same time the document should remain unclassified.  

         3.  Three ICO Designation Programs.  The ICAP program is one-third of the requirements for the Intelligence Community Officer (ICO) Designation.  Part Two of ICO designation is the Intelligence Community Officer Training (ICOT) and Part Three is our Army Civilian Training, Education and Development System (ACTEDS) plan.  

         4.  ICO Designation.   Upon completion of all three programs, your application can be forwarded to the ICO Executive Secretariat for formal ICO Designation.  ICO Designation will be considered for promotion into the Senior ranks starting in 2002 and may be required for promotion by the year 2005.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil) 

C.  Time to Prepare New ICAP Vacancy Announcements or Update Old Ones.  The next cycle of ICAP vacancy announcements will be during the month of October.  Managers should consider what additional positions to include in this next cycle and consider improving vacancy announcements that have already been advertised.  New or revised ICAP vacancy announcements are due at the IPMO NLT COB 21 September.  Obtaining a careerist from another Agency or Service is a great way of increasing your staff without any cost to your organization.  It also makes it easier to let your own staff go out on ICAP assignments.  Information on the ICAP can be found on all three of the IPMO websites given in Section VI.A below.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil) 

      D.  Management Training at OPM Management Development Centers.  The Office of Personnel Management has recently announced the launch of the FY 2002 website for the Management Development Centers and the Federal Executive Institute, at http://www.leadership.opm.gov/.  The new site offers enhanced navigation, in-depth course descriptions, schedules and costs, and registration information on over 40 courses designed to assist America leaders in developing the skills, competencies, and values that are the foundation of public service.  Visitors can even take a virtual tour of our three state-of-the-art residential learning environments in Denver, Colorado, Shepherdstown, West Virginia, and Charlottesville, Virginia, dedicated to serving the needs of high-performing supervisors, managers and executives.  For the latest, most up-to-date information on courses and seminars of OPM’s Management Development Centers and the Federal Executive Institute, and to send a registration request on-line, go to http://www.leadership.opm.gov, and step up your own pace along The Leadership Journey.  You can also order your free FY2002 Course Catalogs at http://www.leadership.opm.gov.  The Functional Chief Representative (FCR) Competitive Development Program (CDP) for FY02, discussed in an article above, will fund attendance for a limited number of CP-35 careerists to attend a specific list of these courses.  A listing of available course quotas from IPMO is provided in an article above.  Commands may purchase additional quotas with their own funds. (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)

E.  HQDA Application Deadline for Defense Leadership and Management

Program (DLAMP) Class 2002 Extended to 28 September 2001.  Due to Internet problems being experienced in some commands that interfere with access to the FY2002 Training Catalog and on-line forms, the deadline for MACOMs to submit nominations to OASA(M&RA) has been extended from September 7, 2001 to September 28, 2001.  The DLAMP announcement in the FY2002 ACTEDS Training Catalog will be revised to reflect the extension.  Expect MACOM intermediate deadlines to be adjusted accordingly.  More information on DLAMP can be found at http://cpol.army.mil/train.catalog.  

F. New DOD Intelligence Community Fellowship Program Announced.

         1.  The Program.  The Department of Defense Intelligence Community (DoD IC) Fellowship Program is a career development program for entry- to mid-level (GG-5-12) analysts.  Key elements of the program include an educational assignment to the Joint Military Intelligence College (JMIC) to obtain a Master of Science of Strategic Intelligence (MSSI) degree; a 6-month rotation to another DoD IC component; and a close mentoring relationship with a senior analyst.  The overarching goal of the DoD IC Fellowship Program is to develop a cadre of analysts with breadth of understanding of the intelligence function as a whole, depth of understanding in their specialty, and job experience within their specialty in more than one DoD IC component.    

              a.  Participants in the DoD IC Fellowship Program will be competitively selected by ADCSINT, acting in his capacity as the Functional Chief Representative, using the forms for long-term training found in Chapter 3 of the ACTEDS Training Catalog discussed in the article above.  Army may identify up to two fellows per year.  Army must ensure their nominees meet the MSSI eligibility criteria outlined below.  Upon JMIC verification that eligibility criteria have been met, the participant, with the assistance of their MACOM Career Program Manager, will identify a mentor for each fellow who will remain intimately involved in the development of the fellow throughout the Fellowship Program.  

              b.  The MSSI program for fellows will be a focused, tailored experience developed in conjunction with the fellow, the mentor, and the JMIC staff.  Examples of tailoring include, but are not limited to, selection of the thesis topic, selection of elective courses, and specialized experiences not available to other MSSI students.  A key role of the mentor will be to help tailor the MSSI experience based on the fellow’s projected future assignments.  The mentor will also play the key role in selecting and coordinating the 6-month rotation in another DoD IC component upon the fellow’s graduation.  Rotations should be selected to achieve depth in the specific area in which the fellow will be working upon completion of the Fellowship Program.  

             c.  The DoD IC Fellowship Program allows each fellow to receive academic training and diverse professional experiences in preparation for long-term careers in the DoD IC.  Upon completion of the DoD IC Fellowship Program, fellows will return to their employing DoD IC component where they can immediately apply what they have learned.  Minorities, women, and disabled individuals are strongly encouraged to apply.

        2.  Eligibility Requirements.  The MSSI degree program is an accredited professional degree program and includes core and elective courses in analytic methods, intelligence collection, national security policy, intelligence community organization, regional assessments, transnational issues and military strategy.  In addition to their course work, MSSI students complete a thesis on an intelligence-related topic.  Eligibility Criteria include:
· A baccalaureate degree from a regionally accredited institution

· College cumulative GPA of 3.0 or higher on a 4.0 scale (or its equivalent)

· Miller Analogies Test score of at least 60 or GRE scores of at least 500 on both the verbal and analytical portions

· TS/SCI Clearance

          3.  Timelines/Nomination Procedures   Applications for admission to the College under the DoD IC Fellowship Program must be submitted to the IPMO NLT 2 February.  The Program’s start date will be in August 2002.  

          4.   Point Of Contact At DIA:  Ms. Jacqueline Davis, DAH-2, (202) 231-4713; TTY: (202) 231-5002; FAX (202) 231-4889.    (Tim Burcroff/DSN329-1569/tim.Burcroff@hqda.army.mil)

     G.  Programs for GG-14s and Above.   (The suspense dates given below for MACOMs are estimates.  Careerists and their supervisors should contact their MACOMs for exact dates.)

          1.  Harvard University Program for Senior Executive Fellows (SEF).  The SEF is a 4 week course conducted at the John F. Kennedy School of Government, Harvard University, Cambridge, MA.  The purpose of the course is to build executive skills in political and public management, negotiation, human resource management, policy-making, organizational strategy, communication, ethics and leadership.  

               a.  Managers at the GG 15/14 level are eligible to attend.  Candidates for the Senior Executive Service are strongly desired.  The course is directed primarily to promising upper-level managers who have advanced rapidly into senior positions and are now required to focus on "the larger picture" of the organization.

               b.  Additional information is available by going to www.cpol.army.mil; click on FY02 ACTEDS Catalog; go the Chapter 4 and click on the portion pertaining to SEF.  Application forms are available by clicking on the icon at the end of the announcement.  Tuition for this course is $11,500 and is not centrally funded.  Completed applications, to include a draft command endorsement, should be submitted through MACOM channels to the Office of the Assistant Secretary of the Army (Manpower and Reserve Affairs) by the following dates:

Class Dates

           Suspense to MACOM (on or about)
2-26 April 2002

    29 October 2001

28 Oct-22 Nov 2002
    24 May 2002

           2.  National Security Management Course (NSMC).  NSMC is a six-week course which will be conducted at Syracuse University in the April-May 2002 timeframe.  The exact dates have yet to be determined.  The purpose is to give senior DOD leaders and managers an understanding of the factors and forces that shape national security strategy and policy.  The course objective is to improve the management and leadership skills necessary to successfully influence the various processes within DOD.  For further information go to the National Security Studies website at www.nss.edu.  Individuals at the GG-15 level are eligible to attend.  GG-14's may be considered on a case-by-case basis.  Individuals who are interested in applying must go to www.cpol.army.mil and click on the FY02 ACTEDS catalog; scan down to chapter 4 and click on National Security Management Course.  Application forms are available by clicking on the icon at the end of the announcement.  Applications, to include a draft command endorsement, must be submitted to the MACOM NLT 28 September 2001.

         3.  Senior Service College Program, FY02.  Applications are currently being accepted for the following Senior Service College (SSC) Programs for FY02:

Army War College (AWC) - Resident

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

National War College (NWC)

Industrial College of the Armed Forces (ICAF)

              a.  Please click on the following web site for detailed information on each program and the application forms required: www.cpol.army.mil/train/catalog; click on FY02 ACTEDS Catalog; click on Table of Contents; scan down to Chapter 2 and click on the appropriate program announcement.  Application forms are available by clicking on the icon at the end of each announcement.

              b.  All civilian employees GG-14/15 are eligible to apply for SSC (high potential GG-13's may only apply for the Army War College and the Army War College Distance Education Course).  Applications must be submitted to MACOMs NLT 21 September 2001.  All applications must include a draft command endorsement memorandum.  Individuals who are applying for more than one program must submit an application packet for each program.  All applications must be completed by the Activity Career Program Manager (ACPM) and the MACOM Career Program Manager (CPM) before submission to their MACOM.  (Tim Burcroff/DSN329-1569/tim.Burcroff@hqda.army.mil)

H.  Information Assurance Scholarship Program Academic Year 2001-2002

Training Opportunity for Civilian Employees and Military Officers.  The Department of Defense ASD (C31) is announcing the establishment of the Information Assurance Scholarship Program to enable DoD civilian employees and military members to earn degrees in the Information Assurance disciplines.  Components are requested to nominate qualified civilian employees and military officers to receive full scholarship assistance to pursue a master’s degree or doctoral program in Academic Year 2001-2002.  The participating institutions offering programs of instruction leading to a master’s or doctoral degree are the Information Resources Management College (IRMC) of the National Defense University (NDU) in cooperation with IRMC’s Partner Universities, and the Naval Postgraduate School (NPS) in Monterey, California. 

           1.  Information Resources Management College (IRMC), National Defense University:  IRMC/NDU Information Assurance Partnership:  During Academic Year 

2001-2002, the Information Assurance Scholarship Program, as conducted by IRMC will focus on civilian and military members who wish to pursue a full-time master’s or doctoral degree in an Information Assurance discipline.  

                a.  Civilian applicants must be a GS/GM 13 or above and military applicants, O-5 or above.  GS-12s and O-4s may have the grade requirement waived with a strong justification signed by their supervisors.  The waiver must document the applicant’s ability to work at higher-grade levels.  Additionally, all applicants must have an earned bachelor’s degree with a minimum grade point average of 2.7 out of 4.0, or equivalent.  Applicants who have an earned master’s degree must have attained a grade point average of 3.0 out of 4.0, or equivalent.  All applicants must possess no lower than a Secret clearance.

               b.  IRMC AMP/CIO Certificate and 4011 Certification Graduates:  Civilian employees and military members who already posses a CIO Certificate and/or an Advanced Management Program diploma (earned at IRMC in FY99 or later) and a NSTISSI 4011 Certification, may apply for a scholarship to complete their master’s or doctorate degrees.  Students scheduled to complete both requirements prior to December 2001 are also eligible to compete for scholarships.  These participants will receive up to 15 graduate transfer credits upon beginning their scholarship studies directly with one of IRMC’s partner institutions. 

               c.  Component nominations for the IRMC programs are to be sent to: 

     



Associate Dean of Faculty and Academic Programs





Information Resources Management College





National Defense University





Fort Leslie J. McNair, Washington, DC  20319

           2.  Naval Postgraduate School (NPS) Information Assurance Master’s and PhD:  The NPS is offering a Master of Science and a PhD degree option in computer science or a closely related discipline.  The degrees will take entirely at NPS; there are no partnership arrangements with other universities.  Students in the NPS program will also receive NSTISSI 4011 certificates. The NPS PhD program usually takes three years to complete.

     a.  Civilian applicants must be at the GS 9 to GS 13 grade level or higher.  Military applicants may range from O-1 through O-6 or higher, although most Military Services select O-3 level officers.  Academic qualifications are:  a bachelor’s degree with a 2.8 grade point average (on a 4.0 scale) or equivalent, for those applying for the MS degree program.  The PhD program will be determined individually, to include universities they have attended the number of years they have been out of school, work-related accomplishments, and other factors.  Generally, NPS requires PhD candidates to be in the upper half of their MS program peers.  The minimum-security clearance for NPS students is Secret (or students must be eligible to apply for Secret clearance upon acceptance).

     b.  Component nomination packages must include:  a resume; a recommendation from the individual’s supervisor with the endorsement of the next level superior; and certified transcripts from previous undergraduate and graduate institutions.  Component nominations are due by October 19, 2001 for classes beginning in January 2002, and by December 28, 2001, for classes beginning in April 2002. 

                c.  Component nominations for the NPS  PhD program are to be sent to:





Dr. Cynthia E. Irvine





Director, Center for INFOSEC Studies and Research





Information Assurance Scholarship Program





Code CS/IC






                           

Naval Postgraduate School





Monterey, CA  93943

The program point of contact is Ms. Joyce France, OASD(C31) Investment and Acquisition, at (703) 602-0980x183.  
      I.  ICAP Board of Governors Meeting Held.  The Board of Governors met on 22 August for two hour to discuss a range of issues.  

          1.  Ceremony Recognizing those Attaining ICO Designation.  The Director of Central Intelligence will award ICO Designation at a regularly scheduled IC award ceremony on 19 October.  

          2.  ICO Strategic Plan.  A strategic plan for the ICO Designation programs has been completed but lacks a concurrence from CIA before final approval.  Final approval is expected in October.  Each agency and service will then be expected to develop an implementation plan.

           3.  DOD Directive on ICO Programs.  The substance of this directive was reported to be finalized.  A clarification was made that ICO Designation would not be made a “requirement” for consideration for Defense Intelligence Senior Executive Service (DISES) positions starting in FY2005 unless the review of the program required in FY2003 resulted in that policy.  Some procedural hurdles remain but should be overcome within the next few months.

           4.  Planning for FY03 Review of the ICO Programs.  It was estimated that about a man year of effort would be directly required to evaluate these programs in FY03.  A budget request for contractor support is being considered.

           5.  ICO Handbook.  Navy and ASD(C3I) will be working together to develop a handbook on the programs containing full program descriptions, requirements, forms and administrative details.  A draft is expected by early next year.  

           6.  ICAP End of Tour Survey.  An automated end of tour survey is now on line on the ICO/ICAP website on JWICS/INTELINK-TS for voluntary completion by those completing an ICAP assignment.  Action is being taken to post this survey also on the SIPRnet but will not be completed until next year.  

           7.  ICOT Equivalency.  One service again requested that consideration be given to granting at least some credit for experience toward the 10 weeks of training required by the Intelligence Community Officer Training (ICOT) component of the ICO Designation requirement.  The members of the Board of Governors generally disagreed.  Final decision will be made at the next meeting in November.  Action will be taken to correct the present wording in the ICOT Curriculum.  

           8.  Depth Vs. Breadth of Experience from ICAP Assignments.  A representative for an Agency pointed out that ICAP assignments can be chosen to either provide greater depth or breadth of experience.  Every ICAP assignment provides some breadth because it is an assignment outside of the parent Agency or Service.  Further broadening can be obtained from ICAP assignments that are outside or on the fringes of the careerist’s major functional area or specialty.  Greater depth can be obtained from assignments within the careerist’s functional area or specialty.  Supervisors of careerists interested in an ICAP assignment should counsel them as to which approach would be best for their organization.

          9.   Managed ICAP Exchanges Vs. One-Way ICAP Assignments.  DIA recommended other agencies and services follow the example of a pilot program they have entered into with EUCOM.  They are exchanging ICAP participants working in counter-terrorism analysis.  Not only do both organizations get “new blood” for two years but each ICAPer will receive an invaluable experience from an opposite perspective.  Since there was a one-for-one exchange, neither organization has the problem of finding a backfill for a careerist out on an ICAP assignment.  This exchange did not just happen.  DIA went looking for/marketed exchanges with other Agencies and Services that they had close operational relationships with.  They also worked with their careerists and with the managers and careerists at EUCOM.  Actual sections were made through merit principles and the established ICAP vacancy announcement cycle.  ICAP credit will be granted to each participant.  (Richard Christensen/DSN325-1930/richard.christensen@hqda.army.mil)

      J.   College Credit Given for SBLM.  Changes have been made to the degree of potential college credit that can be earned by students graduating from the Sustaining Base Leadership and Management (SBLM) program, offered by the Army Management Staff College at Fort Belvoir, Virginia.   Students graduating from SBLM from May 1997 through April 2001 may now be eligible for the following college credit at the undergraduate level - three semester hours each in business communications, human resources management, and public administration and at the graduate level - six semester hours each in logistics management and government and three hours in management.  For more information on AMSC programs, log on to the AMSC Website at http://www.amsc.belvoir.army.mil.  

III.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN. 
A. Extension of the Interchange Agreement with OPM in Progress.  The

current Interchange Agreement between the Competitive Service and the excepted service Defense Civilian Intelligence Personnel System (DCIPS) will expire on 30 September 2001.  OSD and OPM have already been working, however, to further extend it.  OPM will be evaluating the Navy’s DCIPS program as a basis for determining compliance with Merit Principles.  Over the last few years the official extension notice issued by OPM was issued several weeks after the expiration of the old agreement.  In each case, OPM extended the agreement retroactively.  We expect it to be extended retroactively again.  Personnel Offices should continue to process personnel actions requiring the Interchange Agreement unless advised by this office.  The current Interchange Agreement can be found on our website at http://www.dami.army.pentagon.mil/offices/dami-cp/dcips/interchange_agreement01.asp  (Joyce Grignon/DSN329-1565/ joyce.Grignon@hqda.army.mil)

      B.  Refresher on Policy on Inclusion of Positions in DCIPS.  Policy for determining whether a position is included in the Defense Civilian Intelligence Personnel System (DCIPS) is divided into three categories:  Occupational; Organizational; and Discretionary Coverage.  Occupational Coverage applies mandatorily to both Commands and individual employees.  Organizational and Discretionary Coverage is “voluntary” for organizations but also mandatory for individuals.

          1.  Occupational Coverage.   Coverage in the Army will include the following:

                a.  All positions in GS/GM-132- or GS-134 series.

                b.  All positions in GS/GM-080- or GS-086-series, the duties of which ore predominantly (at least 51 percent) intelligence-related.  Intelligence-related GS/GM-080 positions involve the direction, planning, development, implementation, coordination, control, inspection, or conduct of specific programs.  These programs are designed primarily to protect information, material, operations, and/or facilities from such national security threats as compromise, unauthorized disclosure, or espionage.  These positions generally perform one or more of the following security specialties:

(1) Personnel.

(2) Information.

(3) Industrial.

(4) Technology.

(5) Foreign disclosure.

(6) Communications.

(7) Electronic.

(8) Operations.

(9) Automation.

               c.  All positions in GS/GG-1710, GS/GG-1712, or GS/G-1702 series, which are located in an organization performing an intelligence mission and which require intelligence-related knowledge, skills, and abilities (KSAs).

               d.  All scientific and technical positions engaged in targeting and/or the engineering physical or technical sciences in an intelligence function, which are assigned to an organizational component performing an intelligence mission.  These positions are classified in two-grade interval series in the GS/GG-400, GS/GG-800, GS/GG-1300, or GS/GG-1500-occupational groups.

              e.  All other non-clerical positions filled under the excepted service appointing authority of Schedule A, section 213.3106(d)(1) or (2).

       3.  Organizational and Discretionary Coverage.  By Memo, dated 29 March 1990,  the ASA(M&RA) approved the second and third categories - Organizational coverage and Discretionary coverage and established criteria for approving requests.   Both require individual approval at HQDA.  Organizational coverage is for entire commands with a primary Intelligence or Security mission.  Discretionary coverage is for Intelligence or Security units within commands that do not have a primary Intelligence or Security mission.  Discretionary Coverage could include all organizations in an Intelligence or Security unit or just one or more additional series over those required by Occupational Coverage.  HQDA decisions apply also to successor organizations.

            a.   Organizational Coverage.  The following organizations have been entirely covered:  INSCOM; Central Clearance Facility; the Intelligence Center and School; and the 650th MI Group.  

            b.   Discretionary Coverage.  Over the years a number of units within other commands sought and obtained "discretionary coverage" from HQDA to varying degrees, as follows:  

- the ODCSINT at HQDA (all positions);

- the COE Special Project Office within the Huntsville Division (all positions); 
- the J2 of EUCOM (all positions); 
- one Electronic Mechanic in I Corps, at Ft Lewis; 

- the ODCSINT and USAICE at USAREUR (all positions); 
- the Threat Simulator Management Office at STRICOM (all positions); 

- the Director of Security, XVIII Airborne Corps & Ft Bragg (all positions);

- the ODCSINT of USASOC (all positions); 

- the J2 of USFK (all positions); 

- the ODCSINT at SMDC (all positions - implementation delayed);

- the Threat Support Activity of OPTEC (5 professional engineering positions plus additional positions pending negotiations with union); 
- two Program Analyst positions in the ODCSOPS (DAMO-FDI) at HQDA; and 

- the J2 of SOUTHCOM (all positions). 

          4.  Administration of DCIPS Coverage.  Positions covered by DCIPS will be identified by local functional management officials in conjunction with the supporting civilian personnel management organization.  Decisions on coverage will not be influenced by the desires of the incumbent.  Employees assigned to positions identified for DCIPS coverage will be placed in the excepted service immediately upon conversion to DCIPS.  Requests for assistance in resolving controversial coverage determinations may be referred to the major Army command (MACOM) or field operating agency (FOA) headquarters, and, if necessary, to the Intelligence Personnel Management Office (IPMO), HQDA (DAMI-CP), 2511 Jefferson Davis HWY, Arlington, VA  22202-3910, for review and decision.  Employee dissatisfaction concerning identification of their positions for conversion to DCIPS will be resolved under Army's grievance procedure (AR 690-700, chap 771); however, grievances specifically concerning Army's DCIPS coverage policy are excluded from consideration.  (Richard Christensen/DSN329-1930/Richard.Christensen@hqda.army.mil)

     C.  DCIPS Training Course Given at Crystal City.  Members of the IPMO staff provided a day of training on 23 August to eighteen students from around the world.  

Several were from Europe, several from Huntsville, Ala, one from Texas, etc.  Half of a day was devoted to an overview of the DCIPS and a half of a day was devoted to DCIPS Classification.  A certification in DCIPS classification was awarded to the attendees.  This certification is required for supervisors prior to exercising delegated classification authority.  Similar training can be scheduled at an activity if there is enough demand.  (Lee Ann Eudaily/DSN329-1566/leeann.Eudaily@hqda.army.mil) 

IV.  RESHAPING AND REVITALIZING THE INTELLIGENCE COMMUNITY’S WORKFORCE. 

A. Summary of Structure & Status of Revitalize/Reshape the Workforce
Thrust.
     1.  Structure.  

              a.  Army’s Deputy Chief of Staff for Intelligence serves as the Chair of the Senior Steering Group (SSG) responsible for overseeing the revitalization and reshaping of the DoD Intelligence Community (IC) workforce.  The Revitalize/Reshape the Workforce Thrust SSG has membership from OSD, the Joint Staff, the Services, the Intelligence Agencies, the Joint Commands and the Defense Intelligence Agency (DIA) Science Board. 

             b.  The SSG has divided this thrust up into ten tenets that cover both military and civilian human resource management issues and each tenet has supporting initiatives.  The SSG is supported by a working group of senior leaders with wide membership and each Tenet is supported by one or more working groups.  

             c.  The SSG periodically reports to OSD, the Joint Staff and the Intelligence Community (IC) through Military Intelligence Boards (MIBs) and Senior Military Intelligence Officer Conferences (SMIOCs) chaired by the Director of DIA.  

    d.  The Revitalize/Reshape the Workforce Thrust is integrated with both IC

human resource management initiatives lead by OSD (the Offices of the ASD[C3I] and the ASD[FMP]), and with initiatives lead by the Intelligence Community Management Staff that reports to the Director of Central Intelligence.

   2.  Key Initiatives.  The most important initiatives, incorporated in the

Revitalize/Reshape the Workforce Thrust, relating to civilian human resource management and their status are as follows:

  a.  Development of a Defense Civilian Intelligence Personnel System (DCIPS)

for all of DOD Intelligence – First policy chapters to be approved in FY02; 

  b   An IC-wide Recruitment Website for marketing the IC as a career and for

filling civilian positions – IOC in late CY01;

  c.  IC recruitment trips that represent all of the Services and Agencies – Army

participated in several in FY01 – Planning to participate in four in FY02;

  d.  A Joint Intelligence Virtual University (JIVU) broadcast on INTELINK-TS

to bring training to the worksite – IOC achieved early in CY01, Approximately 100 intelligence courses and hundreds of management courses on-line, Expansion to SIPRnet in late FY01; 

  e.  Intelligence Community Officer (ICO) Designation Programs to develop

IC-wide expertise – Intelligence Community Assignment Program (ICAP) portion of the 

triadic requirements is maturing, Intelligence Community Officer Training (ICOT) program is now at IOC, and the ACTEDS Plan for CP-35 has recently been revised to meet requirements for the Organization Career Development Program (OCDP) portion of the ICO Designation requirements; and

  f.  Development of an automated IC-wide Training Compendium to assist in

locating and obtaining intelligence training – FY01 funding just committed – IOC in FY02.  

     3.   Additional initiatives under consideration/development are:

           a.  A skills data base for the Intelligence Agencies to assist in workforce

planning;

               b.  A concept of operation and software to project Intelligence Agency workforce

skill requirements;

              c.  Legislation to permit a separate maintenance allowance for the families of careerists on ICAP assignments;

             d.  Utilization of several on-going IC initiatives to assist in promoting diversity in

the workforce;

     e.  Promotion of civilian attendance at the Joint Military Intelligence College;

  f.  Development of an IC website that links to each Agency’s and Service’s

Career Management website;

 g.  Development of a compendium of all leadership requirements and

leadership/management training offered in the IC;

 h.  Establishment of several intern and fellowship programs to attract highly

qualified college graduates and/or ensure the best possible training and development for future leaders; and

     i.  Utilization of academia to meet Intelligence requirements in hard to obtain

areas such as for third-tier countries.

      B.  Summary of Recent Working Group Meeting.   

           1.  The Working Group meeting held in July was chaired by Mr. William Thompson with the following attendees:  

  a.  Senior Steering Group (SSG) Members:  Mr. Bernard Norvell (also Tenet

Manager for Tenet 2, Recruitment and Retention), Mr. William Thompson and Dr. Lenora Gant.  

                b.  Tenet Managers:  Mr. Craig Capen attended for Mr. Tom Ferguson (Tenet

Manager for Tenet 1, Policy), Mr. Mike Thimblin attended for Mr. Neely Moody (Tenet 3, Diversity), Mr. Patrick Conway (Tenet 4, Skills Data Base and Future Force), LCDR Foley attended for Mr. Louis Andre (Tenet 5, Flexible, Federated Organizational Structures), CAPT Vivian Turnbull (Tenet 6, Invest in Training and Development), Ms Marilyn Hildebeidel (Tenet 7, DOD IC Career Management), Mr. Terrance Ford (Co-Tenet Manager for Tenet 8, Leadership Accountability), Dr. Luke Rentschler attended for Tenet 9 (Fully Integrate the Reserves), and Ms Sandy Nusbaum attended for Dr. John Kriese (Tenet 10, Teaming with Academia).

              c.  Initiative Managers, Service Representatives and Other Attendees.  Marilyn McCabe attended as Retention Initiative Manager.   Ms. Chris Roberts represented Navy.  Also attending were COL Susan Schneider and Mr. Richard Christensen.

       2.   Initiative 7.5, Develop Innovative “Rapid Prototype” Career Development Programs.  Mr. Jim Hansen, from DIA, briefed a proposal for a CI Analyst Intern Program for DIA.  The program would recruit quality applicants to a multiyear program combining formal training, on-the-job training in DIA and short rotational assignments outside of DIA.  Dr. Gant recommended that mentoring be made a key part of the program.  This program will be finalized and is being staffed with the agencies and services for comment.

       3.  Development of Programming Requirements.  Each Tenet Manager was reminded of the need to forecast resource requirements for programming.  Attendees were provided copies of proposal formats and were advised they would be given a suspense date in the near future for submission for the Initiatives under their Tenet.  

       4.  General Reports.  Each Tenet Manager was given an opportunity to report on progress in their Tenet and comment, if they did not do so at the recent Senior Steering Group meeting in June, on whether their tenet adequately addressed requirements contained in such documents as Joint Vision 2020.  

            a.  Tenet 7, DOD IC Career Management.  Marilyn Hildebeidel reported that Tenet 7 was clearly focused on the JV2020 concerns for developing depth and breadth in our workforce as well as agility and flexibility.  The tenet now has 5 supporting initiatives to include the task of improving the Intelligence Community Assignment Program (ICAP).  She stressed the need to ensure requirements developed by the tenet were always driven by mission requirements.  Mr. Thompson noted that “‘brokered” ICAP assignments, that were just being tested, ensured primacy of mission requirements for that program.  Dr. Gant recommended that ICAP position vacancies be screened by all components to ensure they do in fact impart the IC skills listed in the new Intelligence Community Officers Training (ICOT) program.  Ms. Hildebeidel announced her first working group meeting would be the following week.  Dr. Gant announced that a decision had been made to open the Intelligence Community Officer Course (ICOC) that is being presently developed to GG-13s managers who supervise other supervisors.  She also urged the Agencies and Services to redouble their efforts to get their GG-14s and 15s to achieve ICO Designation by the FY2005 deadline.  

           b.  Tenet 9, Fully Integrate the Reserves.  For Initiative 9.1, Dr. Rentschler reported that action is being considered to realign the GOSC from an adviser to ASD(C3I) to an adviser to the Director, Military Intelligence.  He reported for Initiative 9.4 that the DOD Regulation would be slipping by 2 months and he reported near completion on an article on the Tenet for the next edition of the Revitalize/Reshape the Workforce Newsletter.  For initiative 9.3, he announced the first Reserve MASINT capability should be on-line in August or September 01.  Dr. Rentschler reported that DIA/DM-2 was conducting a Working Group meeting at Camp Parks, CA on reserve surge/reachback capabilities based on a scenario developed by JICPAC.  The J2 representative expressed support for these initiatives (LCDR Treat, representing J2O3, presented an overview of the J2 federation concept at the working group meeting and was an active participant in the meetings.)  Dr. Rentschler also noted that the initial meeting of the HR 4205 Oversight Panel would be held on 25 July.

             c.  Tenet 10, Teaming with Academia.  Ms Nusbaum reported on their Thesis Topic Data Base that is beginning to collect thesis.  It is a three phased program.  The first phase is nominating thesis topics for JMIC students via INTELINK which should go on line in August 2001.  The second phase is nominating thesis topics for students at Service Schools via SIPRnet and the third phase would expand to academia at large via INTERNET.  There are no regional or functional topic boundaries for nominations, i.e., not restricted to Third Tier Countries.  She also reported that their working group was considering an Essay/Research Contest which may need funding and reported that they were just beginning to consider a program to promote sabbaticals to and from universities.  Mr. Conway recommended that DIA’s Global Coverage Project be a centerpiece of this tenet.  Dr. Gant recommended that this Tenet seek to increase its support to the Diversity Tenet.  

             d.  Tenet 8, Leadership Accountability.  Mr. Ford, Dr. Gant, and Mr. Thompson reported on a recent trip they completed with other members of the Intelligence Community to review Boeing’s leadership and management program in St. Louis.  They reported that they were very impressed with the program because:  it was directly linked to mission; it was mandatory; it used appropriate adult learning principles; it emphasized team building and coaching; it was experiential with many hands on exercises and simulations; it focused on critical career transition points where Boeing’s leaders lacked preparedness; it was clearly supported by the most senior leadership; and it was handsomely funded.  They noted that the competencies being developed were the well-know 19 competencies of leaders, that the attendees at Boeing’s program were worked hard and that significant web based preparation was required before someone attended.  It was reported that those participating in the recent trip would be getting together to consider how to best bring the lessons from Boeing to the Intelligence Community.  

              e.  Tenet 1, Policy.  Craig Capen reported on the consideration being given by ASD(C3I) on the significant backlog of security clearance cases within the Services that negatively impact the Intelligence Mission, especially the joint components.  He reported that the CINCs did not have the authority to use contract investigators to expedite processing but that DOD had just transferred all new cases (except those with extensive overseas time) to the Office of Personnel Management.  This transfer should be able to significantly cut processing time.  

             f.  Tenet 2, Recruitment and Retention.  Mr. Norvell introduced Ms McCabe as the new Retention Initiative Manager.  The Intelligence Community Exit Survey was discussed by Dr. Gant.  She expects the results to be available soon.  She believes it will show that the IC is losing some good employees because they:  do not think they are getting the professional growth they desire; they think they are not receiving enough attention and mentoring from their leaders; and they believe their work is not as exciting as expected.  She reported that pay issues would probably place only 3rd or 4th.  Mr. Norvell asked all of the agencies and services to redouble their efforts to provide the “content” to the contractors developing the IC’s Recruitment Website.  

            g.  Tenet 3, Diversity.  Mr. Thimblin reported on the outstanding accomplishments and unprecedented measures that the IC Diversity Tenet members have achieved within their respective agencies in support of the diversity initiatives and milestones established several months ago.  As a result, progress is clearly evident in many areas to include:  1) promoting diversity in various educational and operational forums; and 2) senior leadership decisions on reorganization, instituting diversity considerations into the corporate framework of the intelligence organizations.  Mr. Thimblin highlighted details on the working partnerships Tenet 3 has established with other Tenet managers that have produced coordinated activity on recruitment (Tenet 2), Global Coverage and outreach efforts to Historically Black Colleges, Universities and Minority Institutions (Tenet 10), and career development issues (Tenet 7).  Tenet 3 continues to seek additional initiatives, such as the DOD hiring goals of disabled employees, where more IC wide collaborative efforts can be achieved.  Lastly, Tenet 3 is preparing the third quarter IC diversity demographics data for presentation to the MIB.

            h.  Tenet 4, Skills Data Base and Future Force Requirements.  Mr. Conway reported that the Force Projection Initiative was doing well.  Mr. Thompson reported that the Skills Matrix project is on track for IOC.  

             I.  Tenet 5, Develop Flexible Federated Organization Structures.  The initiatives under this tenet were reported on schedule.  LCDR Dave Foley was very appreciative of the progress being made within the tenet on the Reserves.

             j.  Tenet 6, Promote and Invest in Training, Education and Development.  CAPT Turnbull reported on the progress being made on Collection Management Training and reported that they had just received funding from the Community Management Staff for an automated Intelligence Community Training Catalog.  She also reported on several over-guidance GDIP initiatives being considered to:  support training for the JICs and the JAC; expand the number of courses on the Joint Intelligence Virtual University; expand training for mid- to senior-level analytic development; and increase the Joint Military Intelligence College’s regional focus/capability.  (Richard Christensen/DSN329-1930/richard.christensen@hqda.army.mil)

V.  GENERAL SUBJECTS.

     A.  An Even Newer Web Address for Army’s “Civilian Personnel On-Line”.  The Office of the Assistance Secretary of the Army (Manpower and Reserves Affairs) has recently changed the look of its web page that contains a wide variety of information on civilian human resource management, to include information on the Defense Civilian Intelligence Personnel System (DCIPS).  It has again changed its address!!  This is yet a different address from that reported in the last Update.  Highly recommend an update to “bookmarks” or “favorites” with this URL:  http://cpol.army.mil/index.html
B.  DCIPS  Promotions in June














	Name
	Organization
	Position Title
	Series
	Grade

	SMOUTHER, BRYAN 
	USA NATL GND INTEL CTR
	ELECTRONICS ENGINEER
	0855
	07

	ALEXIS, SONDRA
	USA NATL GND INTEL CTR
	CHEMIST
	1320
	09

	HARMAN MARY E
	INSCOM MISSION SPT CMD
	COMPUTER SPECIALIST
	0334
	11

	JONES, JERI LYNN
	INSCOM MISSION SPT CMD
	INTELLIGENCE SPECIALIST (STAFF MANAGEMENT)
	0132
	12

	POE CYNTHIA C
	USA LAND INFO WARFARE
	PROCUREMENT COORDINATOR
	0301
	13

	
	
	
	
	

	INSCOM
	 5
	
	
	

	
	
	
	
	

	HALLAHAN ROBERT J
	USA ABERDEEN TEST CENT
	SECURITY ASSISTANT (OFFICE AUTOMATION)
	0086
	09

	
	
	
	
	

	US ATEC
	1
	
	
	

	
	
	
	
	

	GILLASPIE JAMES S
	HQ HHC    USAREUR  7A
	BUDGET ANALYST
	0560
	09

	JOHNSON CARL E
	HQ HHC    USAREUR  7A
	SECURITY SPECIALIST(PERSONNEL)
	0080
	13

	
	
	
	
	

	US Army Europe & 7th Army
	2
	
	
	

	
	
	
	
	

	CASTANEDA MARY L
	USA RESERVE CMD SPT GR
	SUPERVISORY SECURITY SPECIALIST
	0080
	13

	
	
	
	
	

	US Army Reserve Command
	1
	
	
	

	
	
	
	
	

	SHIPMAN RONALD P
	USA ELM HQ USSOUTHCOM
	INTELLIGENCE SPECIALIST (GMI ANALYST)
	0132
	09

	PETERSON CHRISTINE S
	USA ELE JOINT SPEC OPR
	INTELLIGENCE SPECIALIST (GMI ANALYST)
	0132
	12

	NEGRON LUCRECIA
	USA ELM HQ USSOUTHCOM
	INTELLIGENCE SPECIALIST (GMI ANALYST)
	0132
	12

	MYRICK JOHN A
	ATL CMD JNT TASK
	INTELLIGENCE SPECIALIST
	0132
	13

	WALSH JOHN G
	USA ELM HQ USSOUTHCOM
	FOREIGN DISCLOSURE OFFICER
	0130
	15

	
	
	
	
	

	Joint Activities
	5
	
	
	

	
	
	
	
	

	HURT SARA C
	ARMY SPEC OP COMMAND
	SECURITY SPECIALIST
	0080
	12

	USA Spec Ops Command
	1
	
	
	

	
	
	
	
	

	MCNEAR THOMAS M
	HQ USA TRADOC CMD
	INTELLIGENCE SPECIALIST (I&TS)
	0132
	13

	
	
	
	
	

	USA TRADOC
	1
	
	
	

	
	
	
	
	

	Total
	16
	
	
	

	
	
	
	
	


       C.  Previous Issues of DCIPS/IPMO Updates Now Available on the Web.  The DCIPS/IPMO Updates are being added to all of our websites listed under our “Newsroom.”  Most of the previous editions, dated 8 and 30 November and 15 December 2000 and dated 12 January, 7 February, 2 March, 14 April, 15 May, 19 June  and 20 July 2001 are already posted.  On the INTERNET/NIPERnet go to:  http://www.dami.army.pentagon.mil/offices/dami-cp/newsroom.asp

VI.  IPMO WEBSITES AND STAFF LISTING

      A.  Websites.

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


Intelink-S/ODCSINT (DAMI-CP)

http://www.dami.army.smil.mil/offices/dami-cp/



Intelink-TS/ODCSINT (DAMI-CP)

http://www.dami.ic.gov/offices/dami_cp/
      B.  Staff Listing

Chief/Revitalize & Reshape the Workforce 


Richard Christensen–richard.christensen@hqda.army.mil/DSN329-1930

Intel Personnel Reform/Policy/Centralization

Joyce Grignon – joyce.grignon@hqda.army.mil/DSN329-1565

Info Mgmt/Legacy & Modern DCPDS/Special Projects



Yolanda Watson – yolanda.watson@hqda.army.mil/DSN329-1589

Staffing – Diane is on extended sick leave.  Contact another IPMO staff member for assistance
      Diane Falsone

Senior Programs/Classification/Performance Mgmt

Lee Ann Eudaily – Leeann.Eudaily@hqda.army.mil/DSN329-1566

Career Mgmt/Training/Force Projections




Tim Burcroff – tim.burcroff@hqda.army.mil/DSN329-1569
ICAP/ICO/CP-35 Comp Dev/Interns



Rita Noll – rita.noll@hqda.army.mil/DSN329-1576






Purpose and Intended Audience.  This Update on the Defense Civilian Intelligence Personnel System (DCIPS) and actions of the Intelligence Personnel Management Office (IPMO) is disseminated to:  Army’s DCIPS civilians and their supervisors through their Major Command and Activity Career Program 35 (Intelligence) Career Program Managers; to Senior Civilian Military Intelligence Leaders; and to Army’s Civilian Personnel Management Community.  The information it contains is from authoritative sources but is in itself not regulatory in nature.  This issue, as well as previous issues, will be posted on the NIPERNET. 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://www.cpol.army.mil.  Once there, click on PERMISS and then on DCIPS.     





Questions, Concerns and Recommendations about DCIPS/IPMO Updates.  Direct concerns about the format, frequency and distribution to Richard Christensen, Chief, Intelligence Personnel Management Office, at DSN329-1930 or at � HYPERLINK mailto:richard.christensen@hqda.army.mil ��richard.christensen@hqda.army.mil�.  Direct questions concerning content of individual articles to the indicated IPMO staff officers.
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