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I.  CAREER PROGRAM 35 (INTELLIGENCE)

     A.  ACTEDS Plan to be Briefed to DCSINT.  The Third Edition of the Army Civilian Training, Education and Development System (ACTEDS) plan was briefed to the ADCSINT.  The plan will now be briefed to LTG Noonan, the Functional Chief, on 18 January.   Simultaneous staffing is occurring within the Office of the ASA(M&RA) to allow as early release as possible in calendar year 2001.  The draft of the new Plan can be viewed on the web along with a brochure that condenses the information for careerists and their supervisors at http://www.dami.army.pentagon.mil/offices/dami_cp/programs/ico/acteds/  (Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

    B.  Linkage of ACTEDS Requirements with Personnel Management Practices Proposed.  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.

· Performance Management.  Training and development objectives/supporting activities will be mutually agreed upon 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. 

[image: image7.wmf]

· Selection and Promotion Processes.  Beginning in FY2002, competency attainment (professional development/breadth but not formal certification) will be a required factor for consideration in CP-35 competitive selections and promotions to the next higher grade; and a desirable factor for consideration for non-competitive selections and promotions.  Local imposition of this policy prior to FY2002 is encouraged. 

· Job Search Criteria.  When initiating requests for advertisement, Selecting Officials will identify job search criteria, in addition to minimum qualifying requirements, that include relevant ACTEDS skills/competencies and specialized training and/or education requirements for the position (including Career Track, Level, Area and Specialty).  

· Vacancy Announcements.  Vacancy announcements will include a statement following the description of work informing prospective candidates of the requirement to include attainment of relevant training, education and professional development/breadth of competency in their resumes or other application packages. 
· Referral of Applications.  Supporting Human Resource Management organizations and/or subject matter expert(s) will review applications or resumes against announced criteria, and separately annotate the degree to which referred candidates meet specified training, education and professional development/

breadth of competency. (Formal certification of attainment of a competency level is not required but may be used by the applicant to document/describe their degree of professionalization)

· 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)

     C.  Structure of Competency Requirements in the ACTEDS Plan at a Glance.  The new ACTEDS plan is “competency based.”  Competencies are the knowledges, skills and abilities required of a discipline or specialty.  Competency requirements have been identified by panels of functional experts and grouped by the following categories:  Career Tracks (Supervisory or Nonsupervisory); Career Levels (such as Expert in the Technical Career Track); Career Areas (such as Collection Management); Sub-groupings under Tracks and Areas (such as Leadership/Teamwork for the Technical Track or Organizational/Environment for Career Areas); and Specialities recognized in each Career Area (Such as Personnel Security in the Security Countermeasures/CI Career Area). 
Overview of CP-35 Structure

CAREER TRACK 
SUBGROUPS
CAREER  LEVELS

Technical Career Track (Common/Core)


Universal

Leadership/Teamwork

Organizational/Environment

Functional/Substantive
Entry/Developmental

Full Performance/Journeyman

Expert

Senior Expert

Supervisory/Managerial

Career Track
Leading Change

Leading People

Results Driven

Business Acumen

Building Coalitions/Communication
Team Leader

Supervisor

Manager

Senior Executive

CAREER AREAS
SUBGROUPS
SPECIALTIES

Collection Management
Organizational/Environment

Functional/Substantive
Requirements

Operations

Production/Analysis 
Organizational/Environment

Functional/Substantive
Analysis

Intelligence Threat Support

Materiel Exploitation

Materiel Acquisition

Security Counter-Measures (SCM)/

Counterintelligence (CI)


Organizational/Environment

Functional/Substantive
Technical Security  

Physical Security

Information Security 

Industrial Security

Disclosure Security 

Personnel Security

Automation Security

Operations Security Counterintelligence

Education/Training 
Organizational/Environment

Functional/Substantive
Instructor   

Education 

Training

Intelligence Combat

Development 


Organizational/Environment

Functional/Substantive
General Intel Combat 

     Developments

Design and Dev.

Materiel Acquisition

Staff Management

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

      D.  Mandatory Requirements in ACTEDS Plan for Competitive Recruitment and Promotion Actions.  The IPMO recently received a query about what requirements existed within the ACTEDS Plan for filling GG-14 and 15 positions.  The following answer was provided:  There is no requirement to coordinate with HQDA, ODCSINT, but there is, however, several requirements as follows: 

Mandatory Referral Level.  All grade 14 and 15 positions, that are being filled competitively, will be announced “All Source” and for a minimum of 30 calendar days, using at least Army CPOL and USA JOBS (OPM’s) websites to ensure a reasonable number of the best possible candidates are attracted from within and outside of the Intelligence Community.
Affirmative Action Requirements – Grade 14 and Above.  DA Affirmative Action policy applies to selections for positions grade 15 and above.  As required by the referenced policy, the Functional Chief Representative (FCR), Senior Executive Official, or General Officer, will review key position recruitment plans and tentative selections.  Similar reviews for all competitive actions at the grade 14 level will be reviewed by Senior Intelligence Officers (SIOs) to ensure adequate efforts to locate, attract, and consider qualified minorities and women.  Affirmative recruitment entails additional recruitment outside of local or Army-wide advertisement of vacancy announcements.  Using OPM’s USA Jobs, and any Intelligence Community websites that are established as key marketing vehicles, will help ensure that the best possible candidates are considered within or outside of the Federal workforce and encourage careerists to search this important source of job opportunities.  Vacancy announcements for competitively filled GS-14 and 15 positions should normally be opened for 30 calendar days.

Incentives.  Recruitment and retention incentives (monetary and non-monetary) should be used to compete effectively in various labor market conditions.  Permanent Change of Station (PCS) expenses should be offered to be paid on the vacancy announcements for career program jobs at grades 13 and above that are being filled competitively from Army-wide or wider areas of consideration.  Examples of other recruitment incentives are advanced hiring salary, signing bonuses, and step increases on reassignment.  Examples of retention incentives are Performance Awards, Quality Step Increases, Time Off Awards and Exemplary Performance Awards. (Tim Burcroff/DSN329-1569/tim.burcroff@hqda.army.mil)

E.  Career Intern Job Opportunities.  The first cutoffs for CP-35 Intern vacancies in FY01 have just pasted.  We are seeking several dozen interns through two vacancy announcements, one for Intelligence Specialists and one for Security Specialists.  Selecting supervisors should be getting referral lists from the central recruitment office at Rock Island very soon. (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)

F.  FY01 Competitive Development Opportunities for CP- 35, Intelligence. Careerists should be finishing their plans for FY01 training and development that will require Functional Chief Representative (FCR) competitive funding.  All requests should reach the Intelligence Personnel Management Office NLT 2 February 2001 (The suspense is changed from previous issuances).  CP-35 will continue to fund meritorious nominations for training and development as described in the FY2001 Army Civilian Training, Education and Development System (ACTEDS) Training Catalog, which is available on the INTERNET at http://cpol.army.mil.  Select “training” and then “ACTEDS Training Catalog, FY2001.”  Chapter 3 contains centrally funded opportunities for professional-administrative Defense Civilian Intelligence Personnel System (DCIPS) employees in CP-35 and other Army career programs.  CP-35 careerists may submit nominations for separate competitive consideration for one or more of the following categories:  Short-term Management or Technical Training (includes such activities as language training); Developmental Assignments; or University Education (includes such activities as Joint Military Intelligence College and foreign area studies).  Careerists may propose programs that combine training and development from two or more categories.  In addition, all DCIPS careerists, GG-13 through 15, may submit nominations for the Intelligence Community Assignment Program (ICAP) and Intelligence Community Officer (ICO) Training described in Section II of Chapter 3.  (Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)


G.  Nominations Requested for Department of Defense Counterintelligence Awards.  Nominations are being sought for the Fourteenth Annual DoD Counterintelligence Awards.  Recognition, in the form of a DoD Award, will be accorded to a member or members of a counterintelligence component for outstanding achievement during the previous calendar year in each of the following categories: Counterintelligence investigations; Counterintelligence operations; Counterintelligence collections; Counterintelligence analysis and production; and Counterintelligence activities in support of military operations.  These awards are intended to recognize outstanding individual achievements, and not those of units or agencies.  Awards to multiple members in the same category may be submitted on an exceptional basis, but such nominations must be for team participation in a single achievement.  Component detailees serving with other agencies are eligible for nomination by the parent component.  The DoD Counterintelligence Award is a non‑monetary award.  It will contain the name of the winner and a brief narrative of the achievement for which the award is given. Nominations should arrive at HQDA, ODCSINT, NLT 9 Feb 00.  The ODCSINT will evaluate all nominations and forward those selected to DoD.  The Army recipient track record:


1990:  Production


1991:  Investigation and Operations


1992:  Investigation (group)


1993:  Collector


1994:  Operations and a Special for TRRIP (group)


1995:  Investigation and Support to Military Operations (tie, individual and 

   

     group)


1996:  Analysis & Production and Operations


1997:  Operations


1998:  Investigations, Operations, Analysis & Production, and Support to Military



    Operations


1999:  Analysis & Production, Support to Military Operations, and a Special for 

                 developing the Joint CI Training Academy

(HQDA point of contact is Regan K. Smith, (703) 601-1958.  SIPRnet email (INTELINK-S) is smithrk@mail.dami.army.smil.mil, and unclassified email is regan.smith@hqda.army.mil.  Nonsecure fax (auto answer) is  (703) 601-0730.

Secure fax (phone Ms. Smith first) is (703) 601-0731.  All lines are DSN 329.

II.  SUPPORT TO ARMY’S STRATEGIC PLAN FOR CIVILIAN PERSONNEL ADMINISTRATION.

       A.  DCIPS Considered at Army Staffing Conference.  Diane Falsone, Yolanda Watson and Joyce Grignon attended the recent Army-wide conference on Staffing (Automation).  Joyce Grignon made a presentation on CIPMS/DCIPS that highlighted the differences in policy and processing requirements from those required by the Competitive Service.  As a result of the conference, the IPMO staff will be working with the Office of the ASA(M&RA) on:  the development and implementation of a new one page vacancy announcement format; revisions to

RESUMIX; and the development of an Army-wide Merit Promotion plan. (Joyce Grignon/DSN329-1565/joyce.grignon@hqda.army.mil)

       B.  Interchange Agreement Between DOD and OPM Being Renewed.  Each year the Personnel Interchange Agreement between DOD and the Office of Personnel Management (OPM) is renewed.  OPM reviews CIPMS/DCIPS to ensure it meets merit principles.  The Agreement recognizes the equivalency of the Competitive Service and CIPMS/DCIPS and permits movement of employees between the two systems.  OSD has advised it has begun discussions with OPM to extend the agreement.  It is now expected that OPM will again renew the Agreement. (Joyce Grignon/DSN329-1565/joyce.grignon@hqda.army.mil)

      C.  Special Salary Schedule Approved for Information Technology (IT) Positions in DCIPS.  The Office of Personnel Management has recently released a special salary schedule for IT positions in the General Schedule (GS)/Competitive Service.  It was expected that this schedule and its provisions would apply equally to CIPMS/DCIPS positions based on existing CIPMS/DCIPS authorities and practices.  OSD issued a clarifying memorandum on 8 December 2000 specifically authorizing the implementation of special pay rates for Information Technology Workers in DCIPS.  We will post it to our websites.  It should be noted that this special pay rate will apply only to those in specific job series – GS/GG 334, 854 and 1550 regardless of whether they are in the Competitive Service or DCIPS.  (Lee Ann Eudaily/DSN329-1566/leeann.eudaily@hqda.army.mil)

        D.  Acquisition Corps and DCIPS.  Section 808 of the recent National Defense Authorization Act established stringent new qualification requirements for contracting positions.  Some grandfathering is expected but possibly for only the position that an employee presently occupies.  Movement to other positions or even promotions may be prohibited to those not qualifying.  OSD has not yet determined final rules, however, it is now believed that this provision and the implementing guidance in DOD will apply equally to DCIPS as well as Competitive Service positions.  (Joyce Grignon/DSN329-1565/joyce.grignon@hqda.army.mil)

      E.  Civilian High-Grade Control Program.  The Under Secretary of Defense (Personnel and Readiness) discontinued high-grade controls (for GS/GG 14 and 15 positions) by memorandum dated 21 November.  The Deputy Assistant Secretary of the Army (Civilian Personnel Policy) also discontinued controls by memorandum dated 5 December.  Replacement guidance is as follows: …”the Army leadership is expected to use this latitude to achieve successful results with necessary prudence.”  The discontinuance of controls from DOD and DA applies equally to DCIPS positions.  MACOMs may chose to impose controls to ensure “necessary prudence.”  (Lee Ann Eudaily/DSN329-1566/leeann.eudaily@hqda.army.mil)

III.  RESHAPING AND REVITALIZING THE INTELLIGENCE COMMUNITY’S CIVILIAN WORKFORCE. 

      A.  Defense Civilian Intelligence Board (DCIB) Meeting.  The ADCSINT attended the second meeting of subject Board on 11 December.  This Board is developing policy for the new Defense Civilian Intelligence Personnel System (DCIPS) that is replacing each Services’ Civilian Intelligence Personnel Management System (CIPMS) and each DOD Intelligence Agencies’ excepted service civilian personnel system.  The Board re-committed to an ambitious schedule for drafting DCIPS policy with a target of March 2001 for completion of all chapters and the beginning of formal coordination.  Army (Joyce Grignon) is directly responsible for two key chapters - employment and compensation and is to assist the Air Force and Navy on the Introductory Chapter.  The status of three chapters that have been completed for some time was reviewed.  Those chapters were on the Defense Intelligence Senior Executive Service (DISES), the Defense Intelligence Senior Leader (DISL) program and on Adjustment-in-Force (AIF).  The DOD Office of General Counsel admitted these three chapters were held up in their office, that effort would be made to get them released, but no firm commitments could be made without additional personnel.  The status of the long stalled DOD Directive on the Intelligence Community Officer (ICO) Designation Program was also reviewed and is now scheduled for formal coordination in January.  Additionally, the Board approved by-laws for its operation, took note of the end of the DOD High Grade Control Program for GS/GG 14 and 15 positions, and reviewed recent congressional legislation.  DOD has been given legislative authority to implement a civilian foreign language proficiency program for categories of employees other than those in intelligence (DOD already has authority for those in intelligence), authority to approve cash awards up to $25,000, and authority to include in DCIPS intelligence organizations that are part of a larger, non-intelligence command, such as the ODCSINT or ASD(C3I) (we have already been doing this under CIPMS).  A memo was also provided from ASD(C3I) that clarified that the recent special salary schedule approved for the IT/IA workforce in the Competitive Service would also apply to DCIPS.  The next meeting was scheduled for 21 March.  (Joyce Grignon/DSN329-1565/joyce.grignon@hqda.army.mil)

      B.  Senior Steering Group (SSG) Meeting/Military Intelligence Board (MIB).  A number of Revitalize/Reshape the DOD-IC Workforce meetings are now being scheduled within the DOD Intelligence Community.  A SSG meeting, lead by LTG Noonan, is being scheduled for January and a MIB is being scheduled for February.  Focus of activity for the SSG should be on plans for improving the management of the Thrust Area to include more integration with the DCI’s Intent initiatives worked by the Community Management Staff.  It is now expected that the MIB will be briefed on progress on the following initiative areas:  Diversity; Joint Training; Integrating Reserves; Future Force Projection and Flexible Federated Organizational Structures.  (Richard Christensen/703-601-1930)

      C.  Civilian Linguists.  OSD is beginning to design and implement a civilian language program.  New legislation also provides for the establishment of a language proficiency pay program for civilians.  A first step from OSD was to ask the Services and Agencies to determine their needs for language proficiency testing so that resources can be programmed and budgeted in the out-years.  OSD wants to know the number of both civilians and contractors likely to need testing by language.  The IPMO has tasked the MACOM Career Program Managers to provide NLT 12 January 2001 their best estimates.  There are many problems in acquiring that information.  HQDA does not have accurate databases - Good data does not exist in the automated personnel management system (DCPDS) for civilians and no known database exists for contractors.  When developing their estimates the MACOMs have been asked to consider the following:  Count only those positions where the incumbent would likely have proficiency and would either use their language in their present job or would be available for special projects/task forces; Blend the requirements of positions (known command requirements) with the abilities of present employees to come up with your numbers; Do not limit your estimate to just those in your Command’s Intel Community; and Count positions/people more than once if they have or are required to have more than one language - We are estimating the demand for testing by each language.  

It should be noted that no decision has been made in Army about either the nature of a civilian language program or a foreign language proficiency pay program.  It will likely be at least a year, if not two or more, before programs are instituted, if they are instituted. (Richard Christensen/703-601-1930)

IV.  TRAINING AND DEVELOPMENT FOR ALL DCIPS PERSONNEL.

      A.  Intelligence Community Officer (ICO) Designation/Intelligence Community Assignment Program (ICAP).

ICO Training Requirements.  The Intelligence Community Officer (ICO) Training Program is a curriculum of 10 weeks of courses in seven categories designed to provide ICO candidates with an increased knowledge of IC organizations, enhanced capabilities and understanding of different facets of the intelligence business, and reinforcement of a Community perspective.  The Final ICO Training Curriculum requirements are now posted on the web at: http://www.dami.army.pentagon.mil/pub/dami_cp/ICOT_Guide.pdf   Provision is being made to document accomplishments on-line.  The IPMO will soon be issuing instructions.  Overall, the requirements are as follows:

Final Curriculum:

10 weeks/7 categories

·  National Security & Intelligence Issues   (1 week)

·  Leadership & Management  (3 weeks)

·  CI, Security, IA & Denial & Deception   (1 week)

·  Production & Analysis of Intelligence    (1 week)

·  Collection, Sources & Processing of Intelligence  (1 week)

·  Impact of Technology across the IC     (1 week)

·  Intelligence Community Officer Course (2 weeks)

     B.  Comparison of ICO Designation and Defense Leadership and Management Program (DLAMP).  DLAMP is a DOD-wide competitive program designed to develop a cadre of senior civilian leaders with DOD-wide capabilities and perspectives.  Completion of requirements to achieve ICO designation is integral to long term career planning for DCIPS careerists interested in progressing to senior ranks within the IC at either DOD or National levels.  Both DLAMP and the ICO process require completion of training, education and developmental rotations that broaden perspectives and enhance leadership skill and effectiveness.  Commonality of some program features allows a degree of reciprocity between DLAMP and ICO.  DCIPS careerists, who represent a diverse cross-section of occupations and potential career development objectives, are eligible to participate in either ICO or DLAMP - or both.  Careful review of program-specific requirements is necessary in every case to ensure that credit for coursework or experience is transferable from one to the other.  For example, DLAMP requires a career-broadening rotational assignment of at least 12 months.  ICO designation requires an ICAP or equivalent assignment of not less than two years.  Completion of an ICAP assignment may be creditable under DLAMP, but completion of the 12-month DLAMP rotation will not be sufficient to meet the ICO requirement.  More information comparing the two programs can be found at http://www.dami.army.pentagon.mil/offices/dami_cp/programs/ico/icap/dlamp_compare/
(Rita Noll/DSN329-1576/rita.noll@hqda.army.mil)

V.  GENERAL SUBJECTS.

     A.  DCIPS/IPMO Update Now on the Web.  The DCIPS/IPMO Updates are being added to all of our websites listed under our “Newsroom.”  The previous editions, dated 8 and 30 November, are already posted.  
     B.  Employment Information.  The DCIPS/IPMO websites have recently been modified to make it easier to find links to job information websites.  Links to ODCSINT, Army, Intelligence Community and Office of Personnel Management job information websites can now be found on each page of the ODCSINT websites.  (Yolanda Watson/DSN329-1589/yolanda.watson@hqda.army.mil)

     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/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/index.asp



Intelink-TS/ODCSINT (DAMI-CP)

http://www.dami.ic.gov/offices/dami_cp/dami_cp.html

     B.  Staff Listing

Chief


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/Senior Programs

Diane Falsone – diane.falsone@hqda.army.mil/DSN329-1568

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 



Determine ACTEDS Requirements


Document Those Attained


Determine ACTEDS Competencies Needing Work


Consider Additional Requirements


Plan Education, Training & Development


Acquire Resources


Evaluate/Document Progress 


Begin Cycle/Request Certification








   CAREER MANAGEMENT LINKED TO PERFORMANCE MANAGEMENT 





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, along with an index of articles/subjects covered in subsequent Updates.   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 NIPERnet 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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