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I.  CAREER PROGRAM 35 (INTELLIGENCE).

     A.   Draft Summary of Major Recommendations and Action Items from the

Career Program Planning Board (CPPB) Held at Ft Huachuca.  We reported in the last issue of this Update that an important CPPB would soon be held at Ft Huachuca to review and update the ACTEDS plan.  A draft of the Summary of the proceedings of this CPPB has now been distributed to attendees for comment.  Comments are due NLT 1 July 2002.  A number of actions items are also being worked simultaneously.  Key findings and action items from the CPPB relating to the ACTEDS plan that are “open for comment” by any interested party are as follows:

          1.  Changes to Career Areas.  

               a.  CI/HUMINT.  CI and HUMINT attendees at the CPPB recommended that consideration should be given to withdrawing the CI Specialty from the Security Countermeasures/CI Career Area and combining it with HUMINT to form a separate new Career Area with a number of Specialties.  

               b.  Security Countermeasures.  SCM/Security Specialists that attended the CPPB recommended that there should be just four specialties reflecting the trend for broader jobs (to include CI – they did not initially agree that CI should be removed).  The other three Specialties would be:  Security (General) that consolidates INFO, DISC, AUTO, OPS, IND, and PERS; Security (Technical); and Security (SCI).  They also recommended that a Competency be added for each of the present recognized Specialties incorporated under the new Security (General) Specialty.  The CPPB recommended that Intelligence related Competencies be added even if CI is pulled out.  These Competencies should focus on analysis - threat, countermeasures, vulnerabilities, etc.  The CPPB also requested that a study be undertaken on Security Countermeasures/GG-080 Series, in partnership with Career Program 19, Physical Security, to determine what changes should be made to Defense Civilian Intelligence Personnel System (DCIPS) coverage policy, Job Series definitions, Army’s DCIPS Occupational Guides, Army’s DCIPS Qualification Standards and the ACTEDS plan for CP-35 due to the Transformation of Installation Management (TIM) and related initiatives that are changing how security work is being accomplished and/or by whom.  Recommendations were also made for the Foreign Disclosure Specialty by DAMI-CD at a DA Foreign Disclosure conference held in February to make:  CF.4, National Security and Military Strategy a required competency for those specializing in Foreign Disclosure and eliminate as a requirement SE.3, HUMINT OPS and SE.5, Multidiscipline SCM or CI Operations.  DAMI-CD also recommended that only SF.1, Security Laws and Regulations, SF.4, Foreign Intelligence Threat, SF.6, Acquisition Systems Protection Programs and SF.8, Foreign Disclosure be required Functional/Substantive Competencies.  It was also recommended at that conference that a Competency on US Foreign Policy and International Relations be considered as an additional Functional/Substantive Competency.   

               c.  Intelligence Combat Development (ICD).  The ICD working group at the CPPB added a Competency for  “doctrine” and one for “experimentation.”

               d.  Production/Analysis.  The Specialties of Foreign Materiel Acquisition and Exploitation were recommended to be combined.  A new Specialty for “Processing” should be added and Processing and Dissemination (to include Information Technologies) should be added as a Competency.  

               e.  Collection Management.  A Competency should be added for Allied and Coalition Operations.  

               f.  Training and Education.  Several Competency definitions were changed and changes were made as to which Competencies were required by each Specialty.  

               g.  Information Operations should be considered for a new Career Area. 

          2.  Standards of Quantity, Quality and Currency for Attainment of Competencies.  

(The Quality Standard refers to the definitions for attainment for each Career Level and the Quantity Standard refers to the requirement to have attained the Quality Standard for at least 66% of the Competencies for each required Subgroup of Competencies in both the applicable Career Area as well as the applicable Career Track.)  

               a.  Quantity Standard - 66% Rule is to Be Applied to Subgroups Not Specialties.  The CPPB affirmed that the 66% rule applies to each Subgroup of Competencies, whether from a Career Area or Career Track.  

               b.  Quality Standard – Career Level Definitions.  The CPPB recognized and endorsed the progressive nature of the difficulty/complexity of the Career Level definitions.  More is and should be required at each succeeding Career Level.  

               c.  Requirement for Successful Performance/Experience with/in a Competency In Addition to Training/Education.  The CPPB was divided over whether the Career Level definitions should be changed from, requiring both training/education in the competency as well as successful performance/experience utilizing the competency, to training/education and/or successful performance utilizing the competency.  If adopted, the proposal for “and/or” would result in a number of those receiving Certification never having successfully performed assignments utilizing some of the competencies for which they were certified.  We would have two classes – those with successful experience as well as training/education and those with just training and education in the competencies.  

               d.  Currency.  It was recommended that:  determinations concerning “Currency” of experience or training should be left up to each MACOM Career Program Manager; and, at least for now, careerists should not have to be significantly “retrained”, if their previous training was some time ago, to be given consideration for attaining a Competency.  

          3.  Competencies.   A working group for each Career Area was formed to review competencies.  Their recommendations are included in a marked-up copy of Appendix A that will be provided in a following e-mail.  Changes will be highlighted in red.  

          4.  Improvements to Linkage with Available Training and Development.  

               a.  IC Training Catalog Should Also Be on the NIPRnet.  The CPPB recommended that the IC Training Catalog, under development by DIA, be on the NIPRnet as well as the SIPRnet and JWICS.  

               b.  Security Courses.  The CCPB recommended that security training from the Defense Security Service Academy (DSSA) be included in the upcoming on-line catalog of IC training that DIA is producing.  

               c.  JIVU Availability.  The attendees recommended that JIVU be also offered on the NIPRnet to permit those without SIPRnet to participate, avoid bandwidth issues for those with dial-up modems for the SIPRnet, and permit study at home for those that cannot find enough uninterrupted time at work.  

               d.  Courses to Add to IC Catalog.  Besides the courses from the NSA, DIA, and NIMA school houses, the following should be added to the up-coming IC catalog:  DSSA Security Courses; the Defense Strategy Course at the Army War College; and the Strategic Debriefing Course at Ft Huachuca.  Additional recommendations are welcome.

          5.  Key Issues to Be Raised to Senior Army Leadership.  The key issues that the attendees wished G-2 leadership would raise within Army were the need for sufficient, and possibly “fenced” training funds and greater priority for training and development.  The attendees specifically recommended that the G-2 send a memo to MACOM Commanders (not SIOs) requesting more priority and resourcing for training and development.  The CPPB felt that the goals of two substantial training instances per careerists per rating cycle and expenditure of 2-3% of the civilian salary base on training each year were appropriate but could not hope to be supported without specific direction from Senior Army Leadership.  Also for consideration were recommendations for more enforcement for the requirements for military, as well as civilian, supervisors of civilians, to take mandatory supervisory and related training.  The CPPB strongly recommended that Senior Army Leadership provide needed funding so that Commands could offer payment of PCS to careerists selected for career enhancing assignments at GG-13 and above.  

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1569.  If sending e-mail, please put in your “subject line” – “CPPB”)

     B.  Time to Begin Planning for FY03 Training and Development that Will Require Funding from the Functional Chief Representative’s (FCR’s) Competitive Development Program (CDP).  The Intelligence Personnel Management Office (IPMO) will have significantly more competitive training funds available in FY03 than it had in FY02.  Supervisors and managers, military as well as civilian, are urged to review and prioritize the training and development requirements of their CP-35 careerists and ensure that the most deserving, that cannot be funded locally, be submitted for funding by the FCR CDP.  

          1.  Where to Get Information.  Career Program (CP) - 35 will fund meritorious nominations for training and development as described in the FY2002 Army Civilian

 available on the INTERNET at http://cpol.army.mil/train/catalog/index.html   Chapter 3 of that catalog contains centrally funded opportunities for Professional/Administrative Career Path DCIPS employees in CP-35 as well as for other Army career programs, however, employees in other CPs must seek funding either locally or from their own CP’s FCR.  The FY2003 Catalog will come out later this summer but will change little from what CP-35 has in the FY2002 edition.

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

           3.  New Focus on Technical Training.  We are expecting to fund more short-term technical training courses in FY03.  We are expecting many careerists to seek funding for courses they need to improve competencies required by either the new ACTEDS plan or by the Intelligence Community Officer Training (ICOT) curriculum.   All of this training is eligible for competitive FCR funding.

           4.  Timely Action Required.  The quicker the training and development funding request can be submitted the better.  Requests will compete with all others received.  All funding requests for training and development that would begin in the 1st Qtr of FY03 should reach the IPMO NLT 16 August 2002.  The ADCSINT, acting as the Functional Chief Representative, will decide which get funded.  

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1576.  If sending e-mail, please put in your “subject line” – “FCR CPD”)

      C.  Highlights of an Army Career Program Policy Committee (CPPC) Meeting.  The Functional Chief Representatives (FCRs) for the various Army career programs met in May.  

           1.  Inclusion of Combat Developers in CP-32.  The Training and Education Career Program, CP-32 briefed on an initiative that would include Combat Developers in their career program.  They were advised that Combat Developers were in CP-35.  They agreed to discuss the overlap.  

            2.  Updating Army’s Employment Website.  The G-1 briefed on their proposal for changes to Army's Employment website on Civilian Personnel On-Line (CPOL).  The IPMO has followed-up to ensure the DCIPS Website that is under development by DAMI-CP, and reported on in previous issues of this Update, is compatible.  
            3.  Revision to TAPES.  The G-1 briefed on the Army Automated Performance Management System (APMS) XXI Study that will change the Performance Appraisal System.  The biggest change is that it will be fully automated.  Another change is that it will contain a section for an Individual Development Plan.  It could be implemented very soon.  Its website can be reviewed to obtain more information at:  http://cpol.army.mil/library/MER/apms21/index.html
            4.  Marketing of Careers with Army to the Public.  The G-1 advised that Army has contracted for a marketing study to promote civilian careers with Army.  The study should be completed soon.  Attendees were asked by the G-1 to make recommendations on whether a general audio/video "commercial" or commercials tailored for each functional area, like Intelligence, should be made.  CP-35 recommended that there be short functional oriented commercials that can be embedded into the Army's recruitment web page for each major function as well as a general "commercial" for the web page and for other advertisements venues.  

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1569.  If sending e-mail, please put in your “subject line” – “CPPC”)

      D.  FY2003 Management Development Center Courses, Paid for by the FCR, Will Soon Be Available.  Recently the IPMO has sought assistance from each MACOM’s Career Program Manager (CPM) to determine which Office of Personnel Management (OPM) Management Development Center Courses, at which locations and in what numbers are needed by our careerists in FY03.  This information is needed now so that we (IPMO) can purchase and then market them with our careerists.   We have asked for feedback (via email) from the CPMs NLT 19 July.  Several new courses are being offered on Counterterrorism and Homeland Defense.  Based on this information we will make the best selection of courses possible from OPM and then advertise those selections through later editions of this Update.

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1576.  If sending e-mail, please put in your “subject line” – “OPM Courses”)

         E.  Defense Security Service Academy (DSSA) Courses Are Appropriate for Funding by the FCR’S Competitive Development Program (CDP).  DSSA provides DoD security professionals and DoD contractors with a security curriculum, awareness products, and professional development services that are relevant and responsive to their needs.  Its professional staff of instructors, technology professionals, and education support personnel combine expertise to deliver quality training and professional development products across the security disciplines.  It’s NIPRnet website is at:  http://www.dss.mil/training/index.htm  The website contains a wide variety of information to include its course catalog.  Resident, correspondence and web based training are available.  Career Program 35 careerists are encouraged to request funding from the FCR CPD through their supervisory chains for TDY to attend resident courses if local funding is not available.  

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1576.  If sending e-mail, please put in your “subject line” – “DSSA”)

         F.  Program Announcement – DOD Intelligence Community (IC) Scholar Program.  

           1.  The Program.  The DOD IC Scholars Program is a recruiting incentive program which provides entry-level professionals seeking a career in defense intelligence a remarkable opportunity to obtain a quality education to get their career off to a successful beginning.  The program allows entry-level professionals to enroll in the Master of Science of Strategic Intelligence (MSSI) degree program at the Joint Military Intelligence College (JMIC) located on Bolling Air Force Base, Washington, DC.  The JMIC is regionally accredited by the Middle States Association of Colleges and Schools.  Upon graduation, participants return to their employing service or agency with an in-depth understanding of the roles of intelligence in the national security decision-making process.  All qualified individuals are eligible for this program.  Minorities, women and individuals with disabilities are especially encouraged to apply

The MSSI degree program 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 that are college graduates to participate in the program.  Each component may identify up to two DOD IC Scholars per year.  Components must ensure their nominees meet the MSSI eligibility criteria outlined below.  Upon notification that an individual has been selected as a DOD IC Scholar, the owning service or agency will identify a mentor for the Scholar.  The mentor will serve as the conduit between the Scholar and the sponsoring service or agency, providing guidance and support for the Scholar, as required, throughout the course of the program.

          2.  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); TS/SCI Clearance; and Less than one year of service at the sponsoring service or agency at the time of nomination.  

          3.  Benefits:  Sponsoring services and agencies benefit by having their high potential, entry-level professionals return from the program trained in the latest intelligence theories and techniques and prepared to contribute as full partners with their policy, planning and operations counterparts.  

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

          4.  Nomination Procedures:  By 1 November 2002, each service and DoD intelligence agency may submit up to two nominations for enrollment in August 2003.   Nomination packages must include the following:  A cover letter from the nominating service or agency signed by the Human Resource Director (or equivalent) 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; and 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.  

          5.  Timeline:  Nomination for Army careerists will be submitted through command channels to the Intelligence Personnel Management Office, Office of the Deputy Chief of Staff, G-2, 2511 Jefferson Davis Highway, Suite #9300, Arlington, VA 22203-3910, NLT 12 October 2002.  Nominations must be approved for admission by the JMIC Graduate Admissions Board.  Final selection will be announced no later than 31 Marcy 2003.
          6.  Point of Contact at DIA:  Ms Doris Johnson, DAH-2, 202-231-4713.

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1576.  If sending e-mail, please put in your “subject line” – “IC Scholar Program”)

II.  TRAINING AND DEVELOPMENT (ALL DCIPS PERSONNEL).  

     A.  Intelligence Community Officer Training (ICOT) Requirements Can Be Met By Previous Military Training.  ICOT is one of three elements required for Intelligence Community Officer (ICO) Designation.  It consists of a curriculum of ten weeks of training in seven disciplines designed to develop an Intelligence Community workforce who will lead with Community perspective and strategic outlook.  Creditable training may be earned at any point during one’s career.  It is also possible to receive up to one day of credit in each category based on experience in lieu of training.

         1.  ICOT Curriculum Guide.  The ICOT Curriculum Guide provides guidance on meeting ICOT requirements, identifies training objectives for each category and provides a listing of representative courses.  The Guide may be found at the IPMO home page at www.dami.army.pentagon.mil/offices/dami-cp/programs/ico/icot.

         2.  Database Available.  A database has been established on INTELINK-TS to allow careerists to submit requests for ICOT credit.  A database is also being established on the SIPRNET, and it should be available by the end of August.  Detailed instructions for application for ICOT credit have been developed and may also be found at the above web site.

         3.  Requests for ICOT credit may be submitted at any time.  It is not necessary to wait until you feel you have met all ICOT requirements, or requirements for an entire category.  You are encouraged to establish an account and submit requests for credit for courses you have already taken.  Once credit has been determined, planning to fulfill remaining requirements will be easier.

         4.  Competitive HQDA Funding is Available.  Remember, the Functional Chief Representative, Competitive Professional Development Program can fund the courses required for ICOT, if funding cannot be obtained locally.

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1576.  If sending e-mail, please put in your “subject line” – “ICOT”)

      B.  Intelligence Community Assignment Program (ICAP) Equivalency Can Be Granted for Previous Assignments.  ATTENTION ALL DCIPS CAREERISTS AT THE GG-13, 14, OR 15 LEVEL:  Do you have two years of intelligence Experience at the GG-13 level or above, or military service at the O-4 or above level, outside the Department of the Army?  Do you have a desire to be a senior leader in your career field?  If so, you can apply for Intelligence Community Assignment Program (ICAP) Equivalency (ICAP-E) credit.  

           1.  Major Requirement for ICO Designation.  ICAP is one-third of the requirements for Intelligence Community Officer (ICO) Designation needed to be competitive for future senior leader positions within the Intelligence Community.  The ICAP is a two to three year rotational program to GG-13 and above positions outside of Army for which you may receive credit for if you have already completed this type of assignment.  The other two-thirds of the requirements for ICO Designation are the Intelligence Community Officer Training (ICOT) and the Organizational Career Development Program (OCDP) (in our agency it is the Army Civilian Training and Education System (ACTEDS).  

           2.  It’s Easy To Do.  On the INTELINK-TS/JWICS system, go to the following web site:  icap.cms.ic.gov and click on the ICAP Icon.  Sign in as guest, guest.  Once in, click the block that says create a new user account.  Create your personalized login and password and then exit all the way out.  (This saves your login and password and if you do not do this everything you type in will be lost).  Log back into the system using your new login and password and build your profile.  Please make sure that current phone numbers and email addresses are entered.  For your duty descriptions, please keep these unclassified.  When this is finished, click on the button that is labeled ICAP-E and enter the information to gain credit. 

           3.  HQDA Screening.  The IPMO will pull applications from the system and present them to a board of experts at Headquarters Department of Army for adjudication.  When this is finished, you will be contacted as to whether or not you have been granted ICAP-E.  If you have, you will receive a certificate indicating that you have met all requirements of the Intelligence Community Assignment Program.

           4.  Suspense.  Please have your application for ICAP-E entered into the system by NLT 30 August 2002.

           5.  Further Information.  To learn more about these programs, please visit our web site:  http://www.dami.army.pentagon.mil/offices/dami-cp/.

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1576.  If sending e-mail, please put in your “subject line” – “ICAP-E”) 

      C.  Army Leadership Training Reinstated – Organizational Leadership for Executives (OLE) Course.   Several months ago all OLE courses were cancelled because of a funding shortfall.  Some funding has now been obtained.  The following Organizational Leadership for Executives (OLE) courses for FY02 are now funded and have been reinstated. 
July 8 - 20, 2002 
July 22 - August 2, 2002 
August 5 - 16, 2002 (two courses) 
August 19 - 30, 2002 
September 9 - 20, 2002 

Contact Carrie Criqui, Center Leadership Training Division (CLTD), at (913) 758-3506 (DSN 585) to reserve a seat or apply on-line at http://www-cgsc.army.mil/cal/cltd/cltdfr.htm 

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1569.  If sending e-mail, please put in your “subject line” – “OLE”)


      D.  Civilian Personnel Management Training Tools Are Available on the Web for Those Serviced by the West Civilian Personnel Operations Center (CPOC).  A number of tools have been developed in response to commander concerns by the West CPOC.   All materials were staffed/coordinated with customers.  The tools were developed for Commanders and Managers and are in a continuous update cycle.  All are available on the WCPOC web page found at www.cpoc.army.mil  
            1.  Management and Administration of Civilian Training.  This tool/course expands upon the standardized procedures contained in the DA Task Lists and Business Process Maps to more clearly explain the details and logical flow of training processes and responsibilities in our regionalized environment.  It is a
vailable on-line at West CPOC web site (www.cpoc.army.mil) and hyperlinked to useful reference materials.

             2.  Delegation of Authority to Approve Training – Management Certification Guide.  This is a model training package that is m
andatory for managers who are delegated authority to approve short-term non-government training.  It covers regulatory requirements -- all the do’s and don’ts involved in the process.  It also covers: Information about development of individual training plans (IDP); and Army’s core civilian leadership training program.  It is also available on-line at West CPOC web site (www.cpoc.army.mil) and hyperlinked to useful reference materials.

             3.  On-Line Orientation Course on Civilian Personnel Management.  The objectives of this tool/course are to:  
Learn a basic, practical understanding of the federal civilian personnel management system and how it operates in West Region; Learn where to find current regulatory guidance; and Learn where to obtain assistance on civilian human resource issues.  The c
ourse contains 26 separate lessons with practical exercises.  It is also a
vailable on-line at West CPOC web site (www.cpoc.army.mil).

             4.  On-Line Civilian Personnel Management Guide for Supervisors.  This 
Guide supplements the 26 Orientation Course lessons with general information and typical examples of personnel management problems that may arise.  It also includes a glossary of selected federal personnel terms and has “Placeholders” for installation specific information.  It is continuously updated and available on-line at West CPOC web site (www.cpoc.army.mil)

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1569.  If sending e-mail, please put in your “subject line” – “CPOC Training Tools”)

      E.   Feedback Requested on the Need for the Joint Intelligence Virtual University (JIVU) to Also Be Available on the NIPRnet.  JIVU is a significant new source of intelligence training on both JWICS and SIPRnet.  JIVU can be found on JWICS/INTELINK-TS at http://shady1.diac.jol.ic.gov and the SIPRNet at http://206.36.151.210.  Hundreds of new users register each month and new courses are added each month.  We heard at the recent Career Program Planning Board meeting at Ft Huachuca that JIVU needed to be available also on the NIPRnet.   Readers are requested to respond about whether they would be able to utilize JIVU more often if it was also available on the NIPRnet.  Responses are requested NLT 26 July.   Responses will be used to help justify a request to DIA to expand their services.  (IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1569.  If sending e-mail, please put in your “subject line” – “JIVU”)

      F.  Listing of Suspense Dates for Key Army Training and Development Programs.  The following is a list of nomination and boarding due dates on various programs.  (The electronic application (EAP) system will automatically lock-out applicants at COB (5 p.m. EST) on the day of deadline.)

FY03 HQDA PROGRAM DATES: APPLICATION DEADLINE; MACOM/FCR NOMINATION DEADLINES; BOARD DATES AND CLASS DATES:

COURSE               EAP SUSP
    MACOM/FCR
 
BRD DATES

CLASS DATES
SBLM (Class 02-2)
12 Feb 02

19 Feb 02

05-08 Mar 02

20 May 02 - 9 Aug 02

SBLM (Class 02-3)
04 Jun 02

11 Jun 02

25-28 Jun 02

16 Sep 02 - 11 Dec 02

SBLM (Class 03-1)
01 Oct 02

08 Oct 02

15-18 Oct 02

13 Jan - 03 - 04 Apr 03

SBLM (Class 03-2)
14 Feb 03

21 Feb 03

04-07 Mar 03

May 03 - Aug 03


SBLM Non-Res 03
04 Jun 02

11 Jun 02

25-28 Jun 02

20 Aug 02 - 30 Jul 03

SBLM (Class 03-3)
02 Jun 03

09 Jun 03

24-27 Jun 03

Sep 03 - Dec 03

SBLM (Class 04-1)
Dates Pending








Jan 04 - Apr 04

*EAP system will automatically lock-out applicants at COB (5 p.m. EST) on day of deadline.

SENIOR SERVICE COLLEGES:

AWC

                  N/A

31 Dec 02

11-14 Feb 03

21 Jul 03 - 04 Jun 04

AWC-DE (Correspondence)   

31 Dec 02

11-14 Feb 03

02 Jul 03 - 03 Jun 05

NWC


          N/A

31 Dec 02

11-14 Feb 03

11 Aug 03 - 11 Jun 04

ICAF


          N/A

31 Dec 02

11-14 Feb 03

11 Aug 03 - 11 Jun 04

OTHER SCHOOLS/TRAINING:

Army Congressional Fellowship
12 Nov 02

3-5 Dec 02

Aug 03 - Dec 04

Program (ACFP)

DOD Executive Leadership

Development Program (DELDP)

29 Mar 02
(To OSD) 26 Apr 02

16 Sep 02 – 27 Jun 03









28 Mar 03
(To OSD) 30 Apr 03

02 Sep 03 - 18 Jun 04

Harvard Univ Prog for Senior

10May 02
(Harvard) 15 May 02

10 Jun 02 - 03 Jul 02

Executive Fellows (SEF)


12 Jul 02

(Harvard) 02 Aug 02

28 Oct 02 - 22 Nov 02


03 Jan 03
(Harvard) 31 Jan 03

30 Mar 03 - 25 Apr 03

National Security

Management Course (NSMC)

03 Feb 03
(To NSMC) 10 Feb 03

01 Apr 03 - 9 May 03

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1576.  If sending e-mail, please put in your “subject line” – “Key Army Training”)

 III.  SUPPORT TO ARMY’S CIVILIAN HUMAN RESOURCE STRATEGIC PLAN. 
    A.  HQDA DCS, G-2 Representatives Attends the West Civilian Personnel Operations Center’s Commander’s Conference.  Mr. Thomas Dillon, Director, Counterintelligence, Foreign Disclosure and Security Directorate, Office of the Deputy Chief of Staff, G-2 and Joyce Grignon from the IPMO recently attended subject conference as DCIPS representatives.  The West CPOC uses their conference to dialog on human resource management servicing.  Also attending were representatives of each Civilian Personnel Advisory Center (CPAC) serviced by the West CPOC including the Ft Huachuca CPAC that provides centralized DCIPS servicing.  The DCIPS participants and their servicing elements from the CPOC and CPAC also met separately.  Ms Grignon remained an additional day to participate with the CPOC and CPAC on determining what initiatives were needed to meet the requirements established at the Conference.
(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1565.  If sending e-mail, please put in your “subject line” – “Commander’s Conference”)

     B.  Importance of Completing and Maintaining Emergency Contact Data.  A web-based Emergency Contact Database System has now been deployed to better serve employees, their families, and the Casualty Assistance Centers in the event of another crisis.  Army is well on its way to collecting emergency contact information on Army employees worldwide.  Over 20,000 civilians have registered so far.  The importance of having emergency data available cannot be over emphasized.  The threat to our nation and to our employees has not waned since 9/11.  The media provide daily reminders of the dangers that exist.  We must remain vigilant as our government does all it can to safeguard each and everyone of us. 

1.  Basis of Requirement.  When the attack occurred and casualties were first identified as missing, many families were promptly notified by the Army, because next of kin information was available and up to date.  For those Army civilians who provided no emergency contact information or allowed it to become out of date, notification to the family was delayed.  Some families had to take it upon themselves to visit the Assistance Center when they had not heard about the whereabouts of their loved one.  

A family should not be faced with such terrible uncertainty when all an employee has to do is provide basic information, such as name, phone number and address of a person to contact in event of an emergency.  Employees who may be hesitating about registering or believe the threat has past, should reconsider the impact of their inaction.  It is not enough to have emergency information in a file cabinet at the office.  Buildings were destroyed to include the contents therein.  The Army, along with other affected Federal agencies quickly realized electronic access to critical employee information is paramount in a crisis.  

             2.  New Annual Requirement.  Managers will be required to annually counsel employees on the importance of registering their emergency data online and keeping it current.  They will also stress to all their civilian employees the importance of keeping Designation of Beneficiary forms up to date.  The website is at:  http://cpol.army.mil/main/contacts/index.html
(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1589.  If sending e-mail, please put in your “subject line” – “Emergency Contact Data”)

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

     A.  Summary of the Recent Senior Military Intelligence Officer Conference (SMIOC) Deliberations Concerning the Revitalizing and Reshaping the Workforce Thrust.  A SMIOC was held on 21 May at Bolling AFB.  The first presentation was on the Revitalize/Reshape the Workforce Thrust.   The SMIOC endorsed the recommendations of the earlier Military Intelligence Board (MIB) that:  Revitalizing and Reshaping the Workforce needs to remain a Thrust and be tracked by Senior Leaders; and that the SSG fulfills an important role as a champion.  The SMIOC also directed that a memorandum be sent to the ASD(C3I) requesting continuing priority for the development and implementation of Defense Civilian Intelligence Personnel System (DCIPS) policy.  

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1630.  If sending e-mail, please put in your “subject line” – “Revitalize/Reshape”)

     B.  Summary of the Recent Intelligence Community Executive Leadership Forum on “Managing the Generation Mix and Winning the Talent Wars.”

          1.  Mr. Bruce Tulgan spoke at the recent Leadership Forum on “Managing the Generational Mix and Winning the Talent Wars”.  Mr. Tulgan is an advisor to business leaders all over the world and the author of twelve books and numerous management training programs.

          2.  Generations in the Workforce.  Mr. Tulgan’s message centers on the on-going generational shift and the present unusual situation of four generations being in the same labor force.  Those four generations are:

     a.  The “Silent Generation” made up of those born before 1946, impacted by the Great Depression and World War II and consisting of approximately 11% of the labor force; 

     b.  The “Baby Boomer Generation” made up of those born from 1946 to 1962, impacted by the boom of the 50s and 60s and the Cold War and consisting of approximately 40% of the labor force;

     c.  “Generation X”, made up of those born between 1965 and 1977, impacted by the aftermath of the radical 60s and 70s and the downsizing and reengineering of the 80s and 90s, consisting of 30% of the workforce; and 

     d.  “Generation Y”, made up of those in the labor force born between 1978 and 1986, impacted by the information explosion and consisting so far of approximately 14% of the labor force.  

*Also noted were the “Cuspers” who were born in 1963-64 and make up approximately 5% of the population.

          3.  The challenge in managing the transitioning workforce. 

                a.  Retain the “Silent” and “Baby Boomer” Generations and their wisdom as well as their knowledge, as long as possible.   

                b.  Increase awareness of differences in attitudes and behaviors of the various generations and expand strategies and tactics to better manage each.

                c.  Get the “Baby Boomer” Generation to use their “change leader” skills from the 60s and 70s to retain the “Silent Generation” as long as possible, and attract and manage Generation X so they achieve high performance levels and are prepared for leadership roles.

                d.  Acquire additional resources for incentives, training and development.

          4.  Realities in the work place.

                a.  Generations X and Y think of themselves more as “free agents” in a free market that can get what ever “deals” in the workplace the market will bare.  They will negotiate to get custom “deals” from managers.  They do not think of relationships in hierarchical terms, give less importance to seniority, and will resist leadership roles and organizational commitment.  Both generations are “high maintenance” groups but also can be high performing groups.

                b.  Management can no longer exert remote leadership or manage based just on hierarchical position and should not manage based on fear.  Management must be able to deal on a daily basis with their workforce and make “custom deals” that are mutually beneficial.  Managers should spend a minimum of 10 minutes a day with each “direct report.”

          5.  Required Changes to Management Practices.  The following are recommended changes in management practices (recommended by either or both Mr. Tulgan and the Intelligence Personnel Management Office).

               a.  Offer retention incentives and/or flexible tours of duty (both part-time employment and alternative work schedule opportunities) to the Silent and Baby Boomer Generations to retain their wisdom as long as possible.  

               b.  Ensure the knowledge of the Silent and Baby Boomer Generations is captured in AKO/KBO systems.

               c.  Rediscover the wide variety of compensation and working condition options available and negotiate and renegotiate “custom deals” to obtain, retain, motivate and reward the Generation X and Y workforces.  Move away from “deals” based on longevity, “one size fits all” deals, and the practice of hiding “deals” from the rest of the workforce.  Custom deals should be “transparent” as an incentive to all.  

              d.  Consider implementing “Pay Banding” and “Contribution Based Compensation” as tools to provide even a wider variety of “custom deals.”  Move away from yearly bonuses to “just in time rewards.”

              e.  Increase attention to, and training on, leadership and supervisory skills for both military as well as civilian supervisors of civilians.

              f.  Encourage or activate aggressive coaching and mentoring programs.  The number one core competency of a supervisor must be giving feedback.

             g.  Rediscover accountability systems and require high performance in exchange for the “custom deals.”  

             h.  Continually reduce the number of mediocre as well as low performers in the workforce:  by training, if a “skill” problem; by reassignment, if an “ability” problem; and by provision of official notice and a performance improvement plan, if a “will” problem. 

             i.  Have the Human Resource management function change from being “HR police” to advisors on how to make and implement “custom deals” and enforce accountability.

             j.  Balance methodical learning and development for long-term development with “just in time” learning (such as the Joint Intelligence Virtual University) to achieve near term goals.

            k.  Structure the workforce between a core that will have a longer, constant relationship with their organization, be more mobile and have broader skills and receive extensive development and rewards, with a larger reserve of temporary/term employees and contractors brought on by “just in time” staffing.

            l.  Reconcile to the coming reality of a growing shortage of highly qualified applicants (college graduates and those with critical skills) and the requirement of hiring more of the Generation Y (i.e., younger) workers.

          m.  Create and/or recognize alternative leadership career paths for Generations X and Y.

           n.  Develop a “Killer Employer Brand” (market what Army will give to or make of applicants) to attract and retain the right high quality employees.  Avoid “buyer’s regret” by also giving applicants all of the “bad news” before they are hired – they will not get rich, etc.  

           o.  Establish a high impact (“boot camp”) orientation program and get new employees quickly into meaningful roles.

           p.  Optimize use of “Hot Teams”/Tiger Teams to effectively utilize talent.

(IPMO POC can be reached by e-mail at dcips@hqda.army.mil or by phone at DSN329-1930.  If sending e-mail, please put in your “subject line” – “Generation Mix”)

     C.  Latest Revitalize/Reshape the Workforce Thrust Newsletter is Available on JWICS.  A newsletter is periodically published concerning this Thrust’s activities.  It is also posted on the JWICS/INTELINK-TS at http://www.dia.ic.gov/proj/dmi/dm-1/

Plan 1999/Area1_Files/index.htm  Current and back issues can be viewed at this site.

(IPMO POC can be reached by e-mail at dcips@hqda.army.milor by phone at DSN329-1930.  If sending e-mail, please put in your “subject line” – “R/R Newsletter”)

V.  IPMO WEBSITES AND STAFF LISTING.

     A.  IPMO Staff Listing.  Recent changes in security procedures have resulted in a change in practice in listing the names of the Actions Officers from the IPMO within each Update article.  We will now list the following “address”- dcips@hqda.army.mil along with the POCs phone number.  If sending e-mail, please put in your “subject line” enough information so we can route it to the right action officer.  E-mail sent to this address will arrive at a common website for the Intelligence Personnel Management Office where it will be screened on a daily basis and forwarded to the appropriate action officer.  The phone number listed with the “address” in any Update Article will be that of the appropriate action officer.

     B.  IPMO 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/
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 IPMO POC by e-mail at DCIPS@hqda.army.mil or by phone at DSN329-1930.  Direct questions concerning content of individual articles to the indicated IPMO staff POC.

Click to review:

APPENDIX A – Draft Change (For Comment) to Appendix A of the ACTEDS Plan for CP-35 

And 

APPENDIX B – Intelligence Community Officer Training (ICOT) Credit for Previous Army Military Training
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