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I.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN. 
    A.  West Civilian Personnel Operations Center (CPOC) and the Ft. Huachuca Civilian Personnel Advisory Center (CPAC) Organize for Centralized Servicing.  

          1.  From the Ft Huachuca CPAC Defense Civilian Intelligence Personnel System (DCIPS) Unit.  The change over to full servicing by the Fort Huachuca CPAC of the Centralized DCIPS activities, formerly serviced by the Pentagon CPAC DCIPS Division, is complete.  All records and files have been transferred and work is in progress to eliminate the work backlog along with the processing of new actions.  We are working diligently to move actions along as quickly as possible and we appreciate your understanding and support as we complete the transition.  

               (a)  A separate DCIPS team has been established to streamline and ensure that services provided to you will be as timely as possible.  In addition to the CPAC staff at Fort Huachuca, we left personnel in place at Fort Meade, Fort Belvoir and Charlottesville and we expect soon to have a senior Personnel Management Specialist centrally located in Crystal City to support and advise on management employee relation issues.  

               (b)  Like many other organizations, the CPAC transition has been effected by the tragic events of 11 September.  A long delay in the transition of the funds to support the shift in servicing, to include the filling of five vacant CPAC DCIPS civilian personnel positions occurred.  The Pentagon resource management office that was to transfer the funds to Fort Huachuca was located in the area hit by the plane on 11 September.  This resulted in all accounts having to be reestablished which took several weeks.  In addition, a bomb threat and subsequent FBI investigation at the Fort Huachuca Mail

facility in October delayed the receipt of active files shipped from the Pentagon CPAC for 10 days.  

              (c)  We now have the green light to hire the rest of the CPAC staff and this will of course increase our ability to provide you quality and timely service.  We understand that the transfer of the DCIPS mission resulted in some down time and delays in processing and we are doing our utmost to limit further delays.  We ask that you assist us by tracking your actions either in the Modern System or ART before contacting your servicing CPAC representatives.  This will allow us to concentrate on eliminating the backlog and assist you in processing your priority actions and special needs issues.  However, should you have issues or actions that require immediate attention, you may contact the following CPAC individuals:

Albert K. Buhl – Director, CPAC


Ms. Pat Morris – (Ft. Meade)

(520) 533-2543






(301) 677-6429

DSN 821-5243






DSN 923-6429

E-mail:  albert.buhl@hua.army.mil
     E-mail morrisp@meade-emh2.ftmeade.army.mil

Gene Fitzpatrick – Staffing




Ms. Maureen Finn – NGIC (Charlottesville)

(520) 533-5622







(804) 980-7540

DSN 821-5622







DSN – 521-7540

E-mail:  gene.fitzpatraick@hua.army.mil

E-mail:  frfinmc@ngic.army.mil

Vicki Brown – MER





Ms. Mary Sebero – HQINSCOM – (Ft. Belvoir)

(520) 533-5261






(703) 706-2559

DSN 821-5261






DSN: 235-2559

E-mail:  vicki.brown@hua.army.mil

E-mail:  mtseber@vulcan.belvoir.army.mil



Martha Bertolette – MER (Incentive Awards)

(520) 533-2791

DSN 821-5293

E-mail:  martha.bertolette@hua.army.mil
FAX for the all the above is (520) 533-5293 or DSN 821-5293  

          2.  From the West CPOC:  Full servicing of our centralized DCIPS populations by the West Civilian Personnel Operations Center (WCPOC) began 07 October 2001 and is now in full swing.  

              (a)  As you can probably imagine, the West CPOC took over a significant workload that had been in progress at the ANCR CPOC and began taking new work even before the 07 October 2001 transition date.  A distinct DCIPS servicing cell has been established at the West CPOC and that team is dedicated to working through the inherited work as well as maintaining currency with new work.  While the West CPOC staff is striving to minimize the backlog of work in the shortest period of time possible, complete elimination of old actions will continue to take time.  We appreciate your patience and understanding during this transition period.

              (b)  As we have published in past updates, the West Region operates under an Inventory Based Recruitment Method.  For the time being, you are seeing individual announcements, as well as open continuous announcements for job vacancies and/or anticipated vacancies.  Within approximately 90 days, you will see the elimination of most of the individual announcements.  With a few exceptions, all candidates will apply under the open continuous announcements.  Announcements for centralized servicing may be found at the West Region website at www.wcpoc.army.mil, on CPOL at www.cpol.army.mil, or on USAJOBS at http://www.usajobs.opm.gov/. Additionally, the West Region website also contains information on how to apply for all centralized DCIPS positions.

              (c)  The WCPOC is moving toward incorporating applicant resumes into the Resumix database which currently resides at Fort Huachuca and is eliminating use of the Army National Capitol Region (ANCR) Resumix database which is housed at the Hoffman Building in Alexandria, VA.  In order to do this, they are asking that you submit a three page resume and the answers to 32 supplemental questions to the address(es) listed in their applicant kit, which is found on their website.  By doing this, both the application and referral processes will be streamlined.  If you have previously applied under one of the announcements issued by the ANCR CPOC (those announcements begin with the letters NCR) you will find information about the status of your application by accessing the ANCR ROAR system at http://cpolrhp.belvoir.army.mil/ancr/pages/employment.html.  (Please note that as of the printing of this Update, this site has been experiencing periodic technical difficulties.  After you have selected the URL above, hold the SHIFT key and then select the link titled “ROAR (RESUMIX Online Applicant Response”).  If your first attempt is not successful, please wait a short time and try again.)  If you have applied under one of the announcements issued by the WCPOC (those beginning with WCPOC), you may check the status of your resume by accessing the West Region ROAR application.  The West CPOC is establishing a link from their ROAR to the ANCR ROAR which will facilitate easy movement from one system to the other.  Eventually, all ANCR announcements will be closed out and you will only need to check the WCPOC ROAR.

              (d)  We are sure that you will find the change to be an exciting one.  We all look forward to the new partnership between the WCPOC and the Army’s DCIPS community.

West CPOC Principal Points of Contact:

Cathie Callaway

Customer Focused Division, Branch Chief

(520) 538-1518

DSN 879-1518

e-mail:  kathy.callaway@cpocwcp.hua.army.mil
Helene Robinson

DCIPS Team Leader

(520) 533-0449
DSN 879-0449
e-mail:  helene.robinson@cpocwcp.hua.army.mil
(Joyce Grignon/DSN329-1565/joyce.Grignon@hqda.army.mil)

     B.  More Information on the Relaxation of Personnel Management Controls in Response to the Terrorist Attacks That Applies Equally to the Defense Civilian Intelligence Personnel System (DCIPS).  Many policies controlling civilian personnel management have been relaxed in response to the national emergency resulting from the terrorist attacks on 11 September.   For instance:  a memo has recently been signed by the Secretary of the Army on recruitment for temporary appointments in response to the terrorist attacks; reemployment of government annuitants without reduction of salary or annuity is also possible under specific conditions; waivers are no longer required to employ retired military within 180 days of their retirement; and there has been an exception granted to the bi-weekly maximum pay earning cap.  Army has created a place on its human resource management website to list those changes.  It can be found at http://cpol.army.mil/library/911info/index.html.   We have also added a link to it from the first page of the ODCSINT’s NIPRnet website.  The Army human resource management site contains information on civilian benefits and entitlements relating to the attack as well as to the recent relaxation of controls (see Post-Disaster Guidance and Information for HR Personnel )  Please note that relaxation of policies and practices relating to the Competitive Service apply equally to DCIPS.  OSD has issued a letter confirming this fact which can be seen on both our websites and Civilian Personnel On-Line (CPOL).  (Joyce Grignon/DSN329-1565/ joyce.Grignon@hqda.army.mil)

     C.  Questions and Answers:  Minimum Qualification Requirements for Promotion; Accelerated, and Two Grade Promotions; Details and Temporary Promotions Between DCIPS and the Competitive Service; and Emergency Temporary Appointments
           1.  Minimum Qualifications for Promotion.  Question:  Since there is not a mandatory 12 month “time-in-grade” restriction in DCIPS, are there other policy requirements or restrictions establishing a minimum time between promotions?  

Answer:  Yes.  DCIPS is not bound by Office of Personnel Management (OPM) “time-in-grade” restrictions (see AR690-13, para 4-10c); however, DCIPS does require that employees meet minimum education, training, length and quality of experience requirements as defined by applicable qualification standards before being promoted (see AR690-13, para. 4-4b and 4-10b).  In most instances, standards specify at least twelve months at the next lower grade.  Although OPM’s “Time-in-Grade” and DCIPS requirements for 12 months of relevant specialized experience at the next lower grade may appear to be the same, there is an important difference.  In DCIPS, previous specialized experience from any source (Military, private industry, contractor), at or equivalent to the employee’s present grade, and not previously used to qualify the employee for his/her current position, can be credited toward eligibility for the next promotion.  (See related articles below.) 

           2.  Accelerated Promotions.  Question:  Are there any circumstances where management can promote an employee in less than a year?  Answer:  Both the Competitive Service and DCIPS permit accelerated promotions (in less than 12 months) where a formal written training agreement has been approved and is in place prior to employees entering covered positions (see AR690-13, para 4-19e).  Accelerated promotions of this type are most frequently applicable to scientific and technical positions in the Professional/Administrative Career Path in the Entry/Developmental Grade Band (GG-05 through –09).  A second type of recruitment and retention incentive for Professional/Administrative college or equivalent recruits hired into the developmental band, can be utilized to recognize ongoing professional growth and provide more rapid pay increases.  Use of this incentive does not “accelerate” the normal progression from GG-07 to GG-09 to GG-11, but provides an “alternative incremental progression” for developmental hires that allows use of the single intervening grades in the normal two-grade progression pattern.  For example, interns hired at the GG-07 can be offered pay advancements in six-month increments subject to satisfactory development and performance.  This would be accomplished by promoting the individuals through intervening grades in six month increments from the entry level through the end of the internship (GG-07, GG-08, GG-09, GG-10, GG-11).  Although the promotion from GG-07 to GG-09 will occur in the normal 12-month timeframe, pay advancement will be more rapid. 

           3.  Official Credit for Missassignments.  Question:  Can a person who is missassigned to a job at a higher grade or to a job requiring different qualifications received qualification credit for promotion or reassignment?  Answer:  Yes.  Unfortunately, mission overload and management lapses occasionally combine to result in the “missassignment” of employees – that is, undocumented performance of work either by direction or permission for an extensive period of time (over 30 days) that is significantly different in grade or qualifications from the work to which employees are officially assigned.  Employees can often be given qualification credit for experience gained (both skills and/or grade level) during a missassignment when it can be documented/authenticated in writing by a knowledgeable, responsible official within the appropriate management chain.  Qualification credit for missassignment of incumbents of developmental positions is not appropriate.  By regulation, (AR690-13, chapter 4, para 4-10f) "CIPMS (DCIPS) neither requires nor guarantees the promotion of an employee at any specific time in the employee's career."  For incumbents of developmental positions, varied assignments with continual growth and professional development are expected, and management actions are key for documenting the employee’s achievements and readiness for advancement to the next higher level.  Promotion delays caused by management’s lack of action are not considered "administrative".  Extra time spent at any developmental level does not provide the basis for later “missassignment” credit.

           4.  Two Grade Promotions.  Question:  Can a GG-132-13, with no previous grade 14 experience, who is presently in a non-supervisory position be promoted to a GG-15 supervisory position if there are no intervening 14s in the organization.  Answer:  AR 690-13, para 4-10b states that to be eligible for promotion or placement, candidates must meet the minimum qualification standards prescribed for the position.  The qualification standard for the 0132 series was published in CIPMS Memo #2, dated Mar 90.  That standard states that to be eligible for promotion to positions grade 12 and above, the candidate must have at least one year of directly related specialized experience at the next lower grade.  (See our website at:
http://www.dami.army.pentagon.mil/offices/dami-cp/guidance/memos/2/ )  In this case, the individual in question is a grade 13 and has not held a higher grade.  The individual does not meet minimum qualifications for promotion to the grade 15 (i.e., at least one year of specialized experience at grade 14.)  The absence of an "intervening grade 14" is not a factor in this case because this is not "career ladder progression".  In this example, the employee is currently assigned to a non-supervisory position, and the position to be filled is supervisory.  This means that the action proposed would result not only in inappropriately crossing a grade band (from the Full Performance Grade Band to the Expert Grade Band) but also inappropriately crossing the dual progression track (from non-supervisory to supervisory.)   Problems like this point out the need for sound position management.   Management should avoid situations where there is a two-grade gap between action officers and supervisors.  

Question:  If you cannot promote the employee two grades, and that employee is the only one readily available, what can you do?  Answer:  There are two types of actions available:  (a) Detail the individual for a period not to exceed 180 days to a statement of duties; or, (b) Create a job description for a grade 14, and temporarily promote for a period not to exceed 180 days.  Detail and Temporary Promotion actions for more than this time period will require competition.  Also, please keep in mind that positions filled at grades 15 (and the 14 grade level for Career Program 35 positions) are subject to special outreach as directed by Army and DCIPS EEO/Affirmative Action policies.

Question:  Can you promote a GG-086 two grades at a time; from grade 5 to 7 or 7 to 9?  Answer:  No.  The GG-086 series for Security Assistants and Clerks is a one-grade interval progression series.  That is, the normal progression pattern is grade 3,4,5,6,7,8. Twelve months of experience are required at each grade level before promotion.  
Series that fall within either the Clerical or Technician Career Path are one grade interval progression series.  A listing of series by Career Path is found in Attachment A of Appendix G:  Guide for Grade Band Classification within CIPMS Career Paths found in CIPMS Guidance on Position Management and Classification on the NIPRnet at: http://www.dami.army.pentagon.mil/offices/dami-cp/guidance/position_management/app_g.asp (Lee Ann Eudaily/DSN329-1566/leeann.eudaily@hqda.army.mil)
 

           5.  Details Between DCIPS and the Competitive Service.  Question:  Can DCIPS employees be detailed to Competitive Service positions and vice versa?  Answer:  Details between DCIPS and the competitive service in either direction are not a problem - because the position of record remains the same.  Competitive Service and DCIPS permit movement both ways.  The employee may be assigned to unclassified duties, or to a position at the same, lower, or higher grade.  Officially, however, the employee continues to hold the position from which detailed, and keeps the same status and pay.  As discussed above, experience gained as the result of a detail can be credited on its own merits for qualification purposes.  While details provide an important management flexibility, they are designed to meet temporary needs.  Supervisors are reminded of their responsibility to assure that details are limited to the shortest possible time frames so that principles of merit, employee equity, and proper job classification are not compromised.  

Questions:  What are some of the rules for details in either direction between DCIPS and the Competitive Service.  Answer:  Details in either direction between DCIPS and the Competitive Service must follow title 5 rules.  (See PERMISS article on details)  An employee may be detailed non-competitively, without regard to the current grade band or current line of work, to a grade no higher than previously held on a permanent basis in either the Competitive or Excepted Service.  The initial detail may be for up to 180 days (120 days to or from the competitive service), with extensions in increments not greater than 180 days (increments of 120 days to or from Competitive Service) up to a maximum of one year.  Extensions beyond one year must be approved by the local commander if to a DCIPS position.  Extensions beyond one year to or from Competitive Service positions must follow Competitive Service rules.

Questions:  What are some of the rules for details within DCIPS.  Answer: An employee may be detailed noncompetitively to another DCIPS position at the same, lower, or higher grade within the current grade band for an initial period of 180 days.  If the detail is in the employee's current line of work it may be noncompetitively extended in increments of 180 days up to a maximum of one year.  Extensions beyond one year must be approved by the local commander.  If the detail is to a higher grade and is not in the employee's current line of work, competitive procedures will apply to periods in excess of 180 days.  An employee may be detailed noncompetitively to a higher grade outside the current grade band for a period of 180 days.  For periods in excess of 180 days, competitive procedures apply.

           6.  Temporary Promotions between DCIPS and the Competitive Service. Question:  Can DCIPS employees be temporarily promoted to Competitive Service positions and vice versa?  Answer: This is not possible.  A "promotion", whether permanent or temporary, is the movement of an employee to a position at a higher grade level within the same system (e.g., DCIPS-to-DCIPS, or Competitive Service-to-Competitive Service).  We don't do temporary promotions between the systems because of the change in the position of record. DCIPS employees who have personal competitive status (i.e., reinstatement eligibility), could be placed temporarily, other than by detail, in positions at the same or higher grade levels in the competitive service.  Since employees can hold only one position at a time, however, the employee would have to leave one system (DCIPS) and convert to a temporary appointment in the other system (Competitive Service).  This would adversely affect the employee's tenure (a matter of some importance especially in a downsizing environment).  In addition, the employee would have no right to return to his or her former position upon expiration of the temporary appointment.  DCIPS personnel should not therefore be temporarily placed (other than by detail) in a different system.  

           7.  Emergency Temporary Appointments.  Question:  Can emergency temporary appointments be made under DCIPS without competition to meet critical needs related to the current War on Terrorism?  Answer:  DCIPS does have authority to hire temps in emergency situations.  The normal method of DCIPS recruitment of non-federal candidates is "direct-to-public-hire" (always merit-based; in most cases through "open competition"); but in some cases, direct offers to individuals can also be made.  Cases that may warrant "non-competitive" recruitment involve scarce skills, documented hard-to-fill positions, over-riding security issues, or emergency situations such as in this case, the need to responds to a national emergency.  Unlike the Competitive Service, all DCIPS appointments (permanent and nonpermanent) are made under a single authority (UAM / 10USC 1601); so we don't need a separate emergency hiring authority.  Veteran Readjustment Appointments (VRAs) and certain other title 5 excepted appointing authorities are not applicable to DCIPS because they ultimately result in the incumbent's conversion to competitive appointment.  There are two DoD memos that you and your servicing organizations need to be aware of:  a) USD(P&R) memo, dated 17 Sep 01, subject "Personnel Issues related to the attacks on the World Trade Center and the Pentagon--Appointment Authority and Policy Waivers"; and b) OASD(FMP) memo, dated 27 Sep 01, same subject.  The first memo is important because it exempts temporary hires in support of rescue, recovery, investigation, military support and directly related functions from the mandatory provisions of the Priority Placement Program (as well as the Reemployment Priority List and Interagency Career Transition Assistance, which are not applicable to DCIPS.)  This memo doesn't specifically mention DCIPS, but it doesn't need to.  The authority to bring temps on board under these conditions is across-the-board.  The "excepted appointing authorities" used to document title 5 appointments under these conditions are not applicable to DCIPS appointments, which are made under title 10 authority.  We have confirmed this in discussions with OSD.  Records must be kept, however, so that DCIPS attack-related appointments can be tracked.  The second memo clarifies that waiver authorities for dual compensation and Voluntary Separation Incentive Pay (VSIP) repayment provisions are equally applicable to DCIPS when these types of temporary appointments are needed.  We publicized DCIPS flexibilities for recruitment under the current emergency conditions in IPMO Update #12, which was emailed to functional and HR POCs 9 October.  The 17 September USD(P&R) memo is posted on CPOL under post-attack HR guidance, for which there is a link available from the IPMO website at:  http://www.dami.army.pentagon.mil/offices/dami-cp/ 
(see top bullet:  Army Civilian Personnel Resources Related to the Terrorist Attack)
The 27 Sep 01 ASD(FMP) memo has also been posted to CPOL.
(Joyce Grignon/DSN325-1565/joyce.grignon@hqda.army.mil)

     D.  DCIPS Personnel Management Information Support System (PERMISS)

Articles Available to Answer Frequently Asked Questions.  The IPMO has developed and posted scores or articles concerning DCIPS policy and procedures on the Army Civilian Personnel On-Line website on the NIPRnet.  Go to  

http://cpol.army.mil/permiss/index.html and click on DCIPS.  You will see the listing of articles provided below.  They are for the use of both supervisors of DCIPS employees and DCIPS careerists, as well as Human Resource Management specialists servicing DCIPS/Intelligence organizations.  Obviously, another good source of information are these UPDATE articles.  An Index of those articles will be transmitted to you shortly after receipt of this UPDATE.  (See the Article in the General Subjects section below) 

Employee Relations (9) DCIPS 
- Performance Management DCIPS 
- Performance Recognition and Incentive Awards - DCIPS 
Exemplary Performance Award (EPA) - DCIPS - 
Grievance and Appeal Rights for DCIPS Employees - 
DCIPS Termination Authority - 
Documenting and Approving Awards - 
Intelligence Community Awards - 
DCIPS Exclusion From Labor Bargaining Units - 
DCIPS excluded from Labor Relations

INCLUDEPICTURE  \d "/gfx/bullets/blue.gif"- 
DCIPS Training & Career Management (6) 
Responsibilities of Careerists for Career Management in Career Program 35 -    DCIPS - 
Responsibilities of Supervisors for Career Management in Career Program 35 - DCIPS - 
Responsibilities of ACPMs for Career Management in Career Program 35 - DCIPS - 
Responsibilities of MACOM Career Program Managers (CPMs) for Career Management in Career Program 35 - DCIPS - 
PRIVATE "TYPE=PICT;ALT="Intelligence Community Office (ICO) Designation - DCIPS - 
PRIVATE "TYPE=PICT;ALT="DCIPS and the Defense Leadership and Management Program (DLAMP) - 
PRIVATE "TYPE=PICT;ALT="Classification (16)
PRIVATE "TYPE=PICT;ALT="Applicability of OPM Classification Standards to DCIPS Positions - 
PRIVATE "TYPE=PICT;ALT="DCIPS Classification Structure - 
PRIVATE "TYPE=PICT;ALT="DCIPS Career Paths - 
PRIVATE "TYPE=PICT;ALT="DCIPS Grade Bands - 
PRIVATE "TYPE=PICT;ALT="DCIPS Dual Track Career Progression - 
PRIVATE "TYPE=PICT;ALT="Interpolation of Factor Degree Description Points - 
PRIVATE "TYPE=PICT;ALT="Examples of Interpolation of Points Assigned to a Factor Degree Description - 
PRIVATE "TYPE=PICT;ALT="Sub-Factors for Non-Supervisory Positions - 
PRIVATE "TYPE=PICT;ALT="Sub-Factors for Supervisory/Managerial Positions - 
PRIVATE "TYPE=PICT;ALT="When and How to Prepare a DCIPS Evaluation Statement - 
PRIVATE "TYPE=PICT;ALT="Streamlined Approach to the DCIPS Classification Process for GG Positions - 
PRIVATE "TYPE=PICT;ALT="DCIPS Formal Position Classification Complaint Procedures - 
PRIVATE "TYPE=PICT;ALT="DCIPS Informal Position Classification Complaint Procedures - 
PRIVATE "TYPE=PICT;ALT="DCIPS Position Classification Appeals - 
PRIVATE "TYPE=PICT;ALT="Preparing A Position Description For A DCIPS Position 
PRIVATE "TYPE=PICT;ALT="DCIPS Positions In The Position Description (PD) Library - 
DCIPS Recruitment & Retention (4)
PRIVATE "TYPE=PICT;ALT="Retired Military Waiver for DCIPS Positions - (Obsolete)
PRIVATE "TYPE=PICT;ALT="Details and Temporary Promotions In DCIPS - 
PRIVATE "TYPE=PICT;ALT="Conditions Of Employment - DCIPS - 
PRIVATE "TYPE=PICT;ALT="Career Referral for Non CP-35 Positions in DCIPS - 
PRIVATE "TYPE=PICT;ALT="DCIPS Recruitment and Retention Incentives (3) 
PRIVATE "TYPE=PICT;ALT="DCIPS Advanced Hiring Salary - 
PRIVATE "TYPE=PICT;ALT="DCIPS Step Increase On Reassignment - 
PRIVATE "TYPE=PICT;ALT="DCIPS Existing Personnel Flexibilities & Authorities - 
PRIVATE "TYPE=PICT;ALT="Defense Civilian Intelligence Personnel System (DCIPS) General (3)
PRIVATE "TYPE=PICT;ALT="DCIPS Employee Benefits - 
PRIVATE "TYPE=PICT;ALT="Employee Benefits Under DCIPS - 
PRIVATE "TYPE=PICT;ALT="DCIPS - Hot Topics - 
     E.  The Importance of Merit Principles to DCIPS and Army Intelligence.  Merit System Principles guide policy development and operational standards within the Federal government.  Merit system principles are the public’s expectations of a system that is efficient, effective, fair, open to all, free from political interference, and staffed by honest, competent, and dedicated employees.  Merit System Principles apply equally to DCIPS and the Competitive Service.  That equality is the foundation of the  Interchange Agreement between DCIPS and the Competitive Service.  It is important that line managers and supervisors incorporate the following Merit System Principles into every decision process they use.  The Civilian Human Resource Management community that provides personnel service to Army Intelligence is fully committed to, and works in support of, these merit principles.

1. Recruit qualified individuals from all segments of society and select and advance employees on the basis of merit after fair and open competition that assures that all receive equal opportunity.

2. Treat all employees and applicants fairly and equitably in all aspects of personnel management, without regard to political affiliation, race, color, religion, national origin, sex, marital status, age, or handicapping condition, and with proper regard for their privacy and constitutional rights.

3. Provide equal pay for substantially equal work and recognize excellent performance.

4. Maintain high standards of integrity, conduct, and concern for the public interest.

5. Manage employees efficiently and effectively.

6. Retain and separate employees on the basis of their performance

7. Educate and train employees when it will result in better organizational and individual performance.

8. Protect employees from arbitrary action, personal favoritism, or coercion for partisan political purposes.  
9. Protect employees against reprisal for the lawful disclosure of information in “whistleblower” situations (i.e., protecting people who report a violation of any law, rule, or regulation, or mismanagement, a waste of funds, abuse of authority or a substantial danger to public health and safety).
(Richard Christensen/DSN329-1930/richard.christensen@hqda.army.mil)

     F.  The Latest Extension of the Interchange Agreement is Now Available.  DCIPS has long had an Interchange Agreement with the Competitive Service.  Periodically, the Office of Personnel Management (OPM) evaluates the Human Resource Management programs of the Services to determine whether DCIPS meets the Merit Standards of the Competitive Service.  This was recently completed and the Agreement has been extended for two years.  The extension notice can be found on our websites.  The original agreement that has been extended and details the terms of the interchange is found at the Appendix.  This Interchange Agreement is important because it permits the free movement of personnel between the two systems.  A discussion of the provisions and importance of this agreement can be found in Memo No 4, Consideration of Civilian Intelligence Personnel Management System (CIPMS) Employees for Competitive Service Positions, posted on our website at:  http://www.dami.army.pentagon.mil/offices/dami-cp/guidance/   (Joyce Grignon/DSN329-1565/joyce.Grignon@hqda.army.mil)

     G.  Where to Direct Job Inquiries from Former Federal Employees In Response to the September 11 Attacks.  Following the terrorist attacks of September 11, the Office of Personnel Management (OPM) issued special civilian personnel appointment and delegated waiver authorities.  Because of the number of inquiries from Federal retirees who want to serve their country again, OPM has established a toll free number for them to call, 888-353-9447 and e-mail address, Patriot@opm.gov.  OPM is using the "Federal Re-employment Readiness Sheet" at https://apps.opm.gov/patriots/index.cfm to collect information from Federal and military retirees.  Once the information is collected from an individual, it is entered into OPM's Patriot INTERNET database.  OPM is currently establishing access procedures for agencies to review the information.  This source will soon be available to your servicing personnel offices.  Recommend, therefore, inquiries from retired personnel about reemployment during the crises be channeled to this new source.  (Yolanda Watson/DSN329-1589/yolanda.watson@hqda.army.mil)
     H.  Requesting Drug Testing Exceptions to Expedite Hiring to Meet Demands of the War on Terrorism.  The ODCSOPS, HQDA can grant an exception to commands to the requirement for their new employees who have been selected for positions requiring drug testing to pass a drug test before coming on board.  This exception can be granted in order to better meet the demands placed on the command by the War on Terrorism.  This exception can significantly expedite hiring.  (Lee Ann Eudaily/DSN325-1566/leeann.eudaily@hqda.army.mil)
      I.  Joint Intelligence Community Recruiting Venture - AISES.  The Intelligence Community has scheduled four joint recruitment ventures in FY02.  The first of these events occurred 27-30 October 2001 at the 15th Annual Hispanic Association of Colleges and Universities (HACU) Conference at the Caribe Hilton in San Juan, Puerto Rico.  The second joint IC recruiting event, the American Indian Science & Engineering Society (AISES) National Conference and Career Fair, will be held at the Albuquerque Convention Center in Albuquerque, NM on 16-18 November.  Each year AISES attracts the brightest American Indian students, as well as professionals in science, engineering and technology.  The three-day event will include a Career Fair, panel discussions, speakers, and workshops.  Interested organizations should contact Yolanda Watson, of this office, by COB 14 November 2001 if they would like to participate.  With many Army organizations being in a heightened recruitment posture, i.e., seeing immediate recruiting/hiring requirements change in terms of both numbers and/or skills needs, we encourage Army Intel organizations to take advantage of this event.  This event is also an opportunity for Army Intelligence to achieve greater visibility within the Intelligence Community and to increase public awareness that Army Intelligence is an attractive and dynamic employer.  Lastly, this is an excellent opportunity to establish new, or build on existing relationships with AISES.   With the cost of the booth taken care of, interested Army Intelligence managers/ supervisors would only have to cover conference registration fees if they plan to attend the various sessions available; TDY/per diem costs; and provide organizational marketing materials.  This office is willing to help defray costs where needed.  (Yolanda Watson/DSN329-1589/yolanda.Watson@hqda.army.mil)

II.  CAREER PROGRAM 35 (INTELLIGENCE).

     A.  Leadership of Civilians During Times of Crises -- A Word from the ADCSINT.  "The current challenges each of us now face are enormous and often daunting but we cannot ignore any of our responsibilities.  One of our most important is our responsibility to our troops and our civilian employees.  We must continue to give high priority to their supervision and development.  This means we must find the means to continue to ensure they are mentored, held accountable and promoted and rewarded in a timely and fair manner.  We must also ensure that they continue to receive the training and development that is required by their positions, their disciplines, and our Army Civilian Training, Education and Development System (ACTEDS) plan.  I urge commanders, senior intelligence officers and all supervisors, military as well as civilian, to redouble their efforts.  I urge careerists to maintain their high level of engagement with both their command's objectives and their career development.  Continue to work with your supervisors to do the right thing."  Terrance Ford 

     B.  Time is Running Out for Money - Applications for Central Funding for Training and Development Starting in 2nd Qtr FY02 Are Due at IPMO NLT 16 November 2001.  Do you have training requirements that need to be funded in the 2nd quarter (January, February, or March)?  Will these requirements be ongoing or one time?  In order for this office to make sure that your commands get the money they need to fund all training requests for the 2nd quarter, the requests have to be to us by NLT 16 November 2001.  This means that all application packages must be endorsed through your chain of command and to IPMO by that suspense date regardless of the type of training, i.e. short term technical or managerial, university, developmental, etc.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)
      C.  New Requirement for a Training and Development Objective in Performance Appraisal Support Forms.  The new Army Civilian Training, Education and Development System (ACTEDS) Plan has established important new requirements for Performance Management – It has strengthened accountability for career development.  Training and development objectives/supporting activities will be mutually agreed upon between supervisor and careerists and included in the Total Army Personnel Evaluation System (TAPES) Senior System Civilian Evaluation Report Support Form, DA Form 7222-1, at the beginning of the annual rating period.  Objectives and supporting activities will be based on competencies as required by the ACTEDS plan and/or the employee’s current position.  Incumbents of supervisory positions will list their own personal development objectives as well as “Organizational Management and Leadership” objectives for developing their subordinates.  Subject to restrictions beyond a careerists’ control, the degree to which training and development activities are accomplished will be considered in annual evaluations forming a basis for the final evaluation.  The requirements have not changed much.  They are still cyclical and involve continual communication between management and the employee.  The required steps are summarized below.

                    CAREER MANAGEMENT LINKED TO PERFORMANCE MANAGEMENT 
[image: image11.wmf]

(Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

      D.  New Requirement to Consider Professionalization When Competitively Hiring and Promoting.  Under the new ACTEDS Plan, personnel management practices will more frequently recognize and reward attainment of competency standards and professionalism.  Attainment and maintenance of the range of competencies required or recommended by this ACTEDS plan should become a key consideration in most personnel actions.  The previous article highlighted the new requirements for Performance Management.  This article focuses on Selection and Promotion Processes and provides information updated even over the new ACTEDS plan to incorporate the new requirements of Army’s the changing referral system.  Beginning in FY2002, competency attainment (professional development/breadth but not formal certification) will be a required factor for consideration by selecting officials in competitive CP-35 selections and promotions to the next higher grade; and a desirable factor for consideration for non-competitive selections and promotions.  

· Training/Professional Development.  When initiating requests for competitive selections/promotions, Selecting Officials will incorporate training and professional development criteria, in addition to minimum qualifying requirements, that include relevant ACTEDS skills/competencies and specialized training and/or education requirements for the position (including those required for the applicable Career Track, Career Level, Career Area and Specialty).  

· Resume Kits.  Resume Kits/Instructions will include information for the applicant regarding the importance of documenting attainment of relevant training, education and professional development/breadth of competency in resumes or other application packages. 
· Selections.  Selecting Officials will weigh attainment of relevant training, education and professional development/breadth of competency as a positive factor in the selection process, and document its contribution as part of the selection rationale.
(Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

      E.  More Questions and Answers on the New Army Civilian Training, Education and Development System (ACTEDS) Plan.  There are many new policies and requirements in the new ACTEDS plan.  Many questions have been generated.  The following are some good questions we have already received along with our answers.   (See the two previous Updates for even more Q&As.)

Question:  How do I get quotas for courses offered by other agencies?  They are not open to Army employees.  Answer:  Do not give up so easily!!  Some agencies, e.g., CIA, DIA, State Department, are accepting Army students.  Contact each Agency’s School House.  Frequently they are willing to consider you on a “space available” basis if they are not immediately willing to provide a course quota.  Most school houses need students, especially those available at the last minute.
Question:  I am a military supervisor of civilian careerists in Career Program 35.  What are my key responsibilities to them for career development?  Answer:  Your key responsibilities related to Army’s Performance Management and Staffing systems.  The two previous articles highlight the requirement to make continuing professionalization a distinct element of both a careerist’s performance objectives and their annual appraisal, as well as an element for consideration during the competitive hiring or promotion process.  Supervisors, whether military or civilian, are required to counsel their employees on career development and training at least twice annually as a part of the performance management process and ensure each receives at least two distinct training experiences each appraisal period.  Specific requirements for supervisors are contained in the Responsibilities Section of the ACTEDS plan.
Question:  Since there are few opportunities at my installation for advancement in my specialty, why should I pursue the ACTEDS plan?  Answer:  The ACTEDS plan prepares you for the future in your Career Track, Area and Specialty.  If you do not keep up, you will get behind and become less valuable to your organization.  Your mobility is also going to be more likely to change in the future given all the changes in our society.  Prepare for tomorrow.

Question:  Since there are few jobs in Army in my specialty, why is there such an emphasis on mobility in the ACTEDS plan?  Answer:  We no longer assume that 

someone’s career will be just within Army.  Opportunities in other Intelligence Community components will be increasing.  Attainment of competencies identified in the ACTEDS plan will help you be more competitive throughout the Intelligence Community.  

Question:  My specialty is not recognized in the ACTEDS plan.  What do I do?  Answer:  Work with your supervisor, and if necessary, with your Activity Career Program Manager to develop a personal development plan similar to what is required of careerists that fit well within the existing Career Tracks, Areas and Specialties.  You should find that the competencies required of the Career Tracks still apply and may find that many, if not all of the competencies of one of the Career Areas, apply.  

(Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

     F.  Eight CP-35 Careerists Chosen for Sustaining Base Leadership and

Management  (SBLM) Program Starting in January.   ASA(M&RA) recently announced the names of those selected for SBLM Class 02-1 taking place from January 14, 2002 to April 5, 2002.  SBLM is an important career development program for all careerists in the Professional/Administrative Career Path.  More information on it is available at http://cpol.army.mil/train/catalog/ch01sblm.html   The next class will be from May 20 to August 9, 2002.  The suspense date for careerists to apply is February 12, 2002.  The eight careerists from CP-35 selected for the class starting in January were named as follows:

AMC (Army Materiel Command)

Talley, Sheila (CP-35)

HQDA (Headquarters Department of Army)

Nichols, Ella Jean (CP-35)

INSCOM (Intelligence and Security Command)

Gaines, Jeffery (CP-35)

Matthews, Martin (CP-35)

Roberts, Harry (CP-35) 

Wajda, Susan (CP-35)

SOUTHCOM (Southern Command)

Wiseman, Paul (CP-35)






USAREUR (US Army Europe)

Nadel, Joel (CP-35)

(Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

     G.  Two New Training Opportunities - Earn Your MPA at University of

Colorado; and Mission to the S.T.A.R.S:  Leadership for Critical Times.  

           1.  Earn Your Masters of Public Affairs (MPA) at University of Colorado.  This program is offered by University of Colorado at Denver Graduate School of Public Affairs (GSPA) and the Office of Personnel Management.  Through the Executive MPA program, students can earn a master’s degree while dramatically improving their leadership competencies.  The program is designed to be flexible--course work can be tailored to fit a student’s individual needs and career objectives.  Through a choice of formats, including on-line courses and weekend or week-long intensive meetings, students can fit their studies into the framework of their busy lives.  Program Highlights:  a) Can be completed with combination of OPM Management Development Center (MDC) programs and on-line work with University of CO; b) A 36 credit program.  Up to 21 credits can be accepted from MDC coursework; and  c) Applications can be accepted at anytime.  During their program, students participate in one of MDCs´ Leadership Training Seminars.  These courses focus on developing competencies identified by the Federal government as necessary for its highest-level managers, the Senior Executive Service (4 credit hours).  Students select four courses from among the six core courses offered by UC´s GSPA. The core courses include:  Governance and Institutions; Organizational Management and Change; Policy-making in a Democracy; Leadership and Professional Ethics; Information and Analytic Methods; and Economics and Public Finance.  Learn more about this course at http://www.leadership.opm.gov/ss76.html   To obtain a complete Program Description and application materials, please contact: Mr. Pete Wolfe, University of Colorado at Denver, GSPA/Campus Box 142, P.O. Box 173364, Denver, CO 80217-3364, pwolfe@gspa.cudenver.edu, 303-556-5985.

           2.  Mission to the S.T.A.R.S:  Leadership for Critical Times.  This unique seminar is the result of a recent collaboration with the Space and Rocket Center and the Army Acquisition Corps, and is now being made available for the first time on an interagency basis.  This dynamic seminar uses a simulated space emergency to immerse students in learning keyed to:  problem-solving; accountability; decisiveness; resilience; human resource management; oral communication; and interpersonal skills.  The program requires participants to work in teams, change behaviors and processes and experience how performance choices impact mission outcomes.  "This was hands-down the best government training class I have ever been to!" - a recent S.T.A.R.S. participant.  The next session is May 1-2, 2002 (additional sessions may be planned).  It will be held at the Space and Rocket Center in Huntsville, Alabama.  This seminar is offered on a first come, first served basis.  To register call (304) 870-8008.  Further information: http://www.leadership.opm.gov/stars
     H.  ACTEDS Plan Given Formal Approval by ASA(M&RA)  The Office of ASA(M&RA) recently gave formal approval to the Third Edition of the Army Civilian Training, Education and Development System (ACTEDS) Plan for Career Program 35.  It will soon be posted on their website with the other ACTEDS plans at:  http://cpol.army.mil/train/acteds/index.html   Look for a recently updated listing/version!  (Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

III.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).  

     A.  Broadband Intelligence Training System Being Considered.  The Intelligence Center at Ft Huachuca is promoting a broadband intelligence training system designed "to provide high fidelity adaptive training with collaborative learning environments to soldier and civilian homes that does not compromise operational security."  Training to be available includes:  Counterintelligence, Intelligence Analyst, Force Protection, and Foreign Language training for active and reserve component military professionals.  

           1.  Broadband Technology.  Commercial broadband technology will be used as a way to provide high bandwidth for INTERNET based training and collaboration to soldier and civilian homes that does not compromise operational security.  Internet Protocol Direct Broadcast Satellite (IP-DBS) technology combined with software for asynchronous and synchronous learning environments that exploit the technology can be implemented with cost savings, particularly when bundled with existing communications and entertainment services.  The proposed initiative complements The  Army Distance Learning Program because it extends training from the classroom to the entity level.  The Intelligence Center postulates that integrated services to the home allow training to become part of the user’s life long culture in an environment that is convenient, facilitates growth, and optimizes time.  One advantage is the advancement of war-fighters from analog to the digital environment.  These benefits can transfer to K-12, higher education, and business sectors nation-wide making the industrial base of the United States more competitive in a global economy.  An ancillary benefit is an increase in number and quality of potential recruits who may be introduced to a military ethos in their formative years. 

           2.  More Responsive to Changing Needs.  Besides delivering courseware, the Intelligence Center is challenged to prepare solders to adapt to rapidly changing unknown environments.  The Intelligence Center uses Constructivist learning theory as the basis for instructional design strategies to produce courseware.  Such courseware creates an authentic environment, requires collaboration, and can be media intensive - a significant bandwidth requirement.  Analysis shows IP-DBS technology as the most efficient way to meet audience requirements globally and deliver high fidelity products combined with full motion multi-point collaboration.  In theory, constructive and virtual simulations could also be distributed to the home.

           3.  Working Toward and Information Age Culture.  The Intelligence Center asserts those most successful in information age warfare and global commerce are those immersed in information age techniques as their culture.  Soldiers and civilians become globally ready when information age culture is commonplace, just as the telephone and television are today.  Integrating training with communication and entertainment in the home will mature the user base needed for global competition.

           4.  Proposal for Government and Industry Partnership.  The Intelligence Center proposes a government and industry arrangement to implement a 1000 user pilot over two-years to validate the potential to capitalize on IP-DBS return path technology in conjunction with courseware platforms optimized for real-time delivery.  The Center presents a business model that provides the impetus needed to sustain industry support as economies of scale create competitive pricing that will lower the government cost to distribute in-home training to more users.  This results is higher quality products and services delivered to more users for considerably lower cost than the Army currently spends for distance learning, a pervasive market base for industry, and a technically competent, competitive country.  POC at Ft Huachuca are Luciano Iorizzo and Helen Remily – (520) 533-9077 (DSN 821) remilyh@hua.army.mil.

(Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

     B.  First Cycle of FY02 Intelligence Community Assignment Program (ICAP) Vacancy Announcements Close - Next Cycle to Open in January.  The first cycle of ICAP vacancy announcements for FY02 closed at COB on 2 November 2001.  Endorsed applications are due at the IPMO NLT COB on 13 November.  The next cycle of ICAP Vacancy Announcements will open in January.  We expect an increase in applications in January from both within and outside of Army.  Hopefully, all the changes due to the War on Terrorism will have stabilized permitting both organizations and careerists to better plan for career development.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil) 

     C.  Need for New ICAP Opportunities in Support of the War on Terrorism

And Recent Changes to ICAP and ICAP-E Policies.  The ICAP Advisory Group recently met and recommended that new ICAP positions be proposed for the upcoming January 2002 cycle of ICAP vacancy advertising that are related to or support the current War on Terrorism.  The Advisory Group also made a number of policy decisions:  applicants can submit applications for no more than 3 vacancies during any one open cycle; no more than 30 days can be waived for meeting either the ICAP or ICAP-E requirement for at least 24 months on a rotational; and careerists on ICAP or ICAP-E assignments on a part-time basis will receive prorated credit for the 24 month requirement based on their hours of work during a week.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil) 

     D.  A New Opportunity for those In the Entry/Developmental Grade Band – The Intelligence Community Scholar Program!!  As part of the defense intelligence community’s endeavor to revitalize and reshape the workforce, the Intelligence Community Scholars Program (ICSP) is a remarkable opportunity for recent college graduates seeking a career in defense intelligence.  The program allows eight newly hired graduates each year to begin their careers as graduate students seeking a Master of Science of Strategic Intelligence (MSSI) degree at the Joint Military Intelligence College (JMIC).  Upon graduation, participants return to their employing service or agency.  Minorities, women and individuals with disabilities are especially encouraged to apply and seek endorsement of their chain of command.  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 organizations, regional assessments, transnational issues, and military strategy.  In addition to their coursework, MSSI students produce a Master’s thesis on an intelligence-related topic.  Each military service and DoD intelligence agency is encouraged to nominate recent hires who are college graduates to participate in the program.  

           1.  Eligibility Criteria:  A baccalaureate degree from a regionally accredited institution; Cumulative GPA of 3.0 or higher on a 4.0 scale, or its equivalent at the time of application; Score of 500 on the verbal and analytical portions of the GRE (Scores over five years old will not be accepted); U.S. citizenship of applicant and immediate family members (All students selected for the program are required to satisfactorily complete a security background investigation).  Once nominees are deemed to be academically admissible to the JMIC, a selection board consisting of representatives from throughout the defense intelligence community and the faculty of the JMIC will select eight participants.

           2.  Benefits:  Students accepted for this program receive:  A year of full-time study in the Master of Science of Strategic Intelligence degree program; Continuation of full salary and benefits from the employing service or agency; An opportunity to share experiences with other students from throughout the defense Intelligence Community.

           3.  Nomination Procedures:  DIA will request up to two nominations from each service and DoD intelligence agency.  Nomination packages must include the following:  A cover letter from the nominee’s command endorsing the nominee; Nominee official undergraduate transcripts; Nominee Graduate Record Exam results; A 500-word essay from the nominee, typed and double spaced, addressing the question:  “what, in your view, will be the greatest threat to U.S. national security in the next 20 years?”  The essay will be scored by JMIC Graduate Admissions Board members for content, structure, and mechanics.; Race and National Origin Identification Form (SF-181) and Self-Identification of Handicap Form (SF-256).  Note:  The data from these two forms is used for statistical purposes only.  

           4.  Timeline:  MACOM and Activity Career Program Managers are strongly encouraged to consider this program for their new hires into the Entry/Development Grade Band of the Professional/Administrative Career Path.  Endorsed nominations must be received in the Intelligence Personnel Management Office NLT 28 December 2001.  Eligibility determination will
be made by JMIC no later than January 30.  A selection board of representatives from the defense intelligence community will be convened no later than February 10.  Selections will be announced no later than March 1.

           5.  POC at DIA:  Ms. Doris Johnson, DAH-2, 202-231-4713; TTY:202-231-5002; FAX  202-232-4889.
(Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)
     E.  Army Publishes Policy and Procedures on DLAMP.  ASA(M&RA) recently published updated policy and operating procedures for DLAMP's operation within Army.  

          (1)  DLAMP.  DLAMP is a “joint” leader development program for civilians in grades 13 through 15 that incorporates the following four elements:  a career-broadening, rotational assignment of at least 12 months; professional military education of at least three months, with an emphasis on national security decision-making; a minimum of ten advanced graduate-level courses specially designed with a Defense focus; and component and occupation-specific development courses, as appropriate.  Careerists in Army's Intelligence Community can participate in DLAMP and Intelligence commands can establish one-year rotational assignments for DLAMP participants throughout the Army to come into their organizations to meet that DLAMP requirement.  DLAMP should be an important tool for developing the leaders of the future intelligence force.  Detailed information on DLAMP can be obtained in the FY02 ACTEDS Training Catalog maintained by ASA(M&RA) at the following NIPRnet cite:  http://cpol.army.mil/train/catalog/ch04dlamp.html   Commanders and Senior Intelligence Officers should support DLAMP for eligible DCIPS civilians whose career goals are within the management track in DOD.  Opportunities in Intelligence units for one-year rotational assignments for DLAMP participants should be developed and posted for Army-wide consideration.

          (2)  Comparison of DLAMP and ICO.   DLAMP parallels much of the Intelligence Community’s own premiere Intelligence Community Officer (ICO) Designation programs but is not a substitute.  The IPMO has developed and placed on all three of the ODCSINT websites a discussion of similarities and differences between the two programs.  A discussion of both programs is also in the Army Civilian Training, Education and Development System (ACTEDS) plan for Career Program 35, Intelligence.  On the NIPRnet go to http://www.dami.army.pentagon.mil/offices/dami-cp/careermgmt/index.asp   On SIPRnet and JWICS go to the DAMI-CP section, click on Training and Career Management and then click on the article comparing the two programs.  Eligible DCIPS careerists should consider either or both the ICO Designation and/or DLAMP as key components of their personal career development plans.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil) 

     F.  Army Publishes New Policy on Paying for Degrees.  The Department of Defense has issued implementing policy for Civilian Academic Degree Training on August 15, 2001.  Army has just published that policy.  This policy guidance is pursuant to Section 1121 of the National Defense Authorization Act for Fiscal Year 2001 for payment of costs associated with degrees for civilian employees.  The three principle changes to Civilian Academic Degree Training are:  (1) elimination of the requirement to prove that cost associated with obtaining academic degree is necessary to assist in recruiting or retaining employees in shortage occupations, although this authority remains available; (2) degree payments are authorized as part of a planned, systematic, and coordinated program of professional development and; (3) degree-granting institutions must be accredited unless accreditation standards do not exist or are not appropriate.  Delegation of authority to implement and approve Civilian Academic Degree Training has been delegated to Major Army Commands, Independent Reporting Activities, and the Administrative Assistant to the Secretary of the Army, who may further delegate this, in writing, to the lowest practical level to ensure program integrity.  The DoD policy will be used with the following Army implementing guidance: 
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  1. "Planned, systematic and coordinated programs of professional development" includes academic degree training identified in an appropriate Army Civilian Training, Education, and Development System (ACTEDS) plan, Army Acquisition Career Development plan, Defense Leadership And Management Program (DLAMP), or other Army approved competitive leader/management development programs. 

        2. Title 10 United States Code section 1745(a)(2) deems that there is a shortage of qualified DoD acquisition personnel until September 30, 2010. 

         3. To administer the authority delegated under this implementing guidance programs of professional development must be consistent with merit system principles. 
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4.  No additional DoD or Army funds have been allocated for Civilian Academic Degree Training. 
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5.  As provided in 5 United States Code section 4107 (a), Army may not approve the selection and assignment of the employee for Civilian Academic Degree Training, or payment or reimbursement of the costs of training for: 
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(a) the purpose of providing an opportunity to the employee to obtain an academic degree in order to qualify for appointment to a particular position for which the academic degree is a basic requirement. 
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(b) the sole purpose of providing an opportunity to the employee to obtain an academic degree unless such opportunity is part of a planned, systematic, program of professional development endorsed by the Department of the Army. 
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6.  Implementation of this policy must be accomplished in accordance with all statutory and contractual labor relations obligations. 
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7.  Department of the Army will provide instructions, issued separately, on recording Civilian Academic Degree Training in the modern Defense Civilian Personnel Data System (DCPDS).“

(Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

     G.  National Security Management Course (NSMC) Nominations Due 30 November 2001.  The suspense for candidates to submit applications for the April - May 2002 course has been extended until 30 November 2001.  NSMC is a six-week course which will be conducted at Syracuse University.  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 command endorsement, must be submitted to the careerist’s MACOM NLT 30 November 2001).  (Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

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

     A.  Full Working Group Called to Determine Impact of War on Terrorism

on the Revitalize/Reshape the Workforce Thrust.  A Working Group meeting is scheduled for 20 November to discuss the impact of the War on Terrorism on this Thrust.  Army will be represented by the ADCSINT.   LTG Noonan, the Chair of the Senior Steering Group for this Thrust, has directed that momentum not be lost but that careful consideration be given to the working and proposed initiatives under each supporting tenet to ensure they support the War on Terrorism and will have a significant positive impact on the Intelligence Community.  (Richard Christensen/DSN329-1930/richard.christensen@hqda.army.mil)

     B.  DCSINT Meets with Intelligence Community Senior Trainer to Discuss

Leadership and Management Training.  The DCSINT and ADCSINT met recently with the Director of the National Imagery and Mapping Agency’s school houses to discuss possible initiatives in leadership and management training for the Intelligence Community.  The DCSINT strongly supports civilian leadership and management training, both given by each Agency and Service to their employees, as well as  offered by the Intelligence Community.  The Intelligence Community is now considering modifying a present course for those above grade 15, called the Intelligence Community Senior Leader Program (ICSLP), to include management and leadership training.  Major purposes of ICSLP have been to foster an IC spirit and a more comprehensive knowledge of the IC.  Additional focus on IC leadership and management skills could further strengthen the program.  (Richard Christensen/DSN329-1930/ richard.christensen@hqda.army.mil)

V.  GENERAL SUBJECTS.

      A.  Index of DCIPS/IPMO Articles Now Available.  The DCIPS/IPMO Updates have been added to all of our IPMO/ODCSINT websites listed under our “Newsroom.”  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, 20 July, 30 August and 9 October 2001 are posted.  This edition will also be posted in a few days.  On the INTERNET/NIPRnet go to:  http://www.dami.army.pentagon.mil/offices/dami-cp/newsroom.asp.  Additionally, an Index of all articles published to date in the Updates has been developed to help you search for topics.  We were surprised on just how many articles that were written.  The Index is over 15 pages long, therefore, we have included a Table of Contents to help get your search started.  The Index was too long to append to this Update but we will e-mail a copy to you shortly.  (Richard Christensen/DSN329-1930/ richard.christensen@hqda.army.mil)

     B.  DCIPS  Promotions in September.


                      INSCOM

	Name
	UIC Organization
	Position Title
	Series
	Grade

	BLAKLEY, GEORGE M
	MI GRP    AUGMENTATION
	SUPERVISORY SECURITY GUARD
	0085
	07

	BUTLER, KATHLEEN C
	DA CIV TNG ED DEV STU
	COMPUTER SPECIALIST (INTERN)
	0334
	07

	SPENCE, SANDRA J
	USA NATL GND INTEL CTR
	COMPUTER SPECIALIST
	0334
	09

	ALLEN, GWENDOLYN T
	USA NATL GND INTEL CTR
	COMPUTER SPECIALIST
	0334
	09

	CARUSO, DIANE P
	MI BN     AUG
	INTELLIGENCE SPECIALIST (OPNS)
	0132
	11

	ROSS HOPE L
	MI HQS    EUROPE OPS S
	COMPUTER SPECIALIST
	0334
	11

	DYKES SUSAN M
	MI BN     AUG
	INTELLIGENCE SPECIALIST (ICD)
	0132
	13

	CLAWSON, ANN M
	MI GRP    AUG
	SUPERVISORY INTELLIGENCE SPECIALIST
	0132
	14

	INSCOM
	 8
	
	
	

	         US Army Europe & 7th
                                      Army
	
	
	
	

	BRANNING ANN E
	HQ HHC    USAREUR  7A
	LIAISON ASSISTANT
	0303
	09

	US Army Europe & 7th Army
	 1
	
	
	

	                     Joint Activities
	
	
	
	

	BOWERS, TAMMY A
	USA ELM HQ USSOUTHCOM
	INTELLIGENCE SPECIALIST (GMI ANALYST)
	0132
	11

	HENSZ ELISA C
	USAE EURAPEAN CMD JOIN
	INTELLIGENCE SPECIALIST (GMI ANALYST)
	0132
	12

	VICTOR, TAIMYS
	USA ELM HQ USSOUTHCOM
	INTELLIGENCE SPECIALIST (GMI ANALYST)
	0132
	12

	COOPER DEREK P
	USAE EURAPEAN CMD JOIN
	INTELLIGENCE SPECIALIST (OPERATIONS SUPPORT)
	0132
	12

	DAVIS JOANNE L
	USAE EURAPEAN CMD JOIN
	INTELLIGENCE SPECIALIST (GMI)
	0132
	12

	HAGUE BEVERLY J
	USAE EURAPEAN CMD JOIN
	INTELLIGENCE SPECIALIST(GMI ANALYST)
	0132
	12

	FITHIAN, JR, DONALD D
	ATL CMD JNT TASK
	SUPERVISORY PROGRAM ANALYST
	0343
	15

	Joint Activities
	 7
	
	
	

	US Army Total Personnel Command
	
	
	
	

	JACKSON, PAMELA E
	USA CENT CLEAR FAC
	SECURITY SPECIALIST (PERSONNEL)
	0080
	07

	WEST, SHIELA M
	USA CENT CLEAR FAC
	SECURITY SPECIALIST (PERSONNEL)
	0080
	07

	HARMON, DIANE K
	USA CENT CLEAR FAC
	SECURITY SPECIALIST (PERSONNEL)
	0080
	12

	US Army Total Personnel Command
	 3 
	
	
	

	               US Army TRADOC
	
	
	
	

	MANNING BETTY E
	USA INT CEN  FT HUACHU
	SECRETARY (OA)
	0318
	08

	DICKERSON, JANET S
	CTR ODM SL AND MU SCH
	SECURITY SPECIALIST
	0080
	09

	TURBIVILLE, JR GRAHAM H
	USA CAC   FT LEAV
	SUPERVISORY INTELLIGENCE SPECIALIST (GMI ANALYST)
	0132
	15

	US Army TRADOC
	 3
	
	
	

	
	
	
	
	

	Total
	 - 22
	
	
	


C.  Military Intelligence Corps.  DCIPS employees are part of the MI Corps and may be issued MI Corps certificates.  Organizations can request certificates from Jim Chambers, Deputy Garrison Cdr., ATZS-CDR, HQ US Army Garrison, Ft Huachuca, AZ 85613-6000; (520) 533-1178/533-9267 (DSN 821); chambersj@huachuca-emh1.army.mil.  Please specify quantity and whether the certificates are for DCIPS civilians in Career Program 35 (MI Corp Members) or non-CP-35 civilians (Associate Members).  You may visit the MI Corps website at http://www.micorps.org/
VI.  IPMO WEBSITES AND STAFF LISTING

      A.  Websites.

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


Intelink-S/SIPRNET - ODCSINT (DAMI-CP)

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



Intelink-TS/JWICS - ODCSINT (DAMI-CP)

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

Chief/Revitalize & Reshape the Workforce 


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

Intel Personnel Reform/Policy/Centralization/Staffing

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

Info Mgmt/Legacy & Modern DCPDS/Staffing/Special Projects



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

Senior Programs/Classification/Performance Mgmt/Staffing

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 Competitive Development Dev/ICO Programs/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, SIPRNET and JWICS.  On the NIPRNET go to http://www.dami.army.pentagon.mil/offices/dami-cp/newsroom.asp  An important additional source of information on DCIPS is the DCIPS articles in Army’s Personnel Management Information Support System (PERMISS).  They can be viewed on the NIPRNET at http://cpol.army.mil/index.html.  Once there, click on Reference, then PERMISS and then on DCIPS.     

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

APPENDIX – ORIGINAL INTERCHANGE AGREEMENT BETWEEN DOD FOR DCIPS AND OPM FOR THE COMPETITIVE SERVICE

Agreement for the Movement of Personnel between the Civil
Service System and the Civilian Intelligence Personnel
Management System (CIPMS) in the Department of Defense

In accordance with the authority provided in Section 6.7 of the Civil Service Rules, and pursuant to the following agreement with the Department of Defense, employees serving in the Civilian Intelligence Personnel Management System (CIPMS) in the Military Departments (Army, Navy, and Air Force) may be appointed to positions in the competitive civil service, and employees serving in positions in the competitive civil service may be appointed to positions under CIPMS in the Military Departments, subject to the following conditions: 

1. Type of Appointment Held Before Movement. To be eligible for movement under this agreement, employees must be currently serving under a competitive career or career-conditional appointment or under a CIPMS appointment or have been involuntarily separated from such appointment without personal cause within the preceding year. CIPMS employees must be or have been serving in continuing CIPMS positions under excepted appointments without time limits. 

2. Qualification Requirements. CIPMS employees must meet the qualification standards and requirements for the positions to which they are to be appointed in accordance with OPM established regulations for transfer of employees within the competitive service. Employees in the competitive service must meet the regular standards and requirements established by the Military Departments for appointment to CIPMS positions. 

3. Length of Service Requirement. CIPMS employees must have served continuously for at least 1 year in CIPMS positions before they may be appointed to positions in the competitive civil service under the authority of this agreement. Employees in the competitive civil service must have completed the 1-year probationary period required in connection with their career or career-conditional appointments in the competitive service before they may be appointed to CIPMS positions, without serving a trial period, under the authority of this agreement. 

4. Selection. CIPMS employees may be considered for appointment to positions in the competitive civil service in the same manner that employees of the competitive service may be considered for transfer to such positions. Employees in the competitive service may be considered for appointment to any CIPMS position on the basis of their qualifications. 

5. Type of Appointment Granted After Movement. CIPMS employees who are appointed to competitive positions under the terms of this agreement will have career or career-conditional appointments, depending upon whether they meet the 3-year service requirement for career tenure. The service which commences with a permanent CIPMS appointment will be accepted toward meeting the competitive service requirement. Employees of the competitive service who are appointed to CIPMS positions under the terms of this agreement will receive excepted service appointments under 10 U.S.C. 1590. 

6. Probationary and Trial Periods. Employees appointed under this agreement, who have previously completed a probationary or trial period, will not be required to serve a new probationary or trial period. 

7. Status. CIPMS employees who are appointed in the competitive civil service under the terms of this agreement will receive competitive civil service status. Thereafter, such employees will be entitled to the benefits and privileges provided by the Civil Service Rules and by OPM's regulations and instructions for persons having competitive civil service status. Employees of the competitive civil service who are appointed to CIPMS positions under the terms of this agreement will have whatever privileges are normally provided to persons who initially receive CIPMS excepted service appointments, under 10 U.S.C. 1590, in those agencies.     
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Determine ACTEDS Requirements


Document Those Attained


Determine ACTEDS Competencies Needing Work


Consider Additional Requirements


Plan Education, Training & Development and Include Those for the Current Year in the Careerist’s Performance Appraisal Support Form


Acquire Resources


Evaluate/Document Progress 


Begin Cycle/Request Certification
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