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National Academy of Public Administration DCIPS Report

 Fact Sheet

The National Academy of Public Administration (NAPA) published their official review of the Defense Civilian Intelligence Personnel System (DCIPS) on June 2, 2010.  In this report, NAPA assessed DCIPS in three key areas:

1. DCIPS Design

2. DCIPS Implementation

3. DCIPS Impact

This fact sheet provides a brief overview of the Academy Panel’s findings as well as their recommendations.  The complete report is available for all employees at http://dcips.dtic.mil/documents/NAPA_DCIPS_REPORT.pdf. 
NAPA summary of observations & initial findings:

· The Panel was impressed both with the DCIPS system and the people who work within it
· DCIPS’ mission is to establish a unified, performance-based human resources management system for the nine DoD intelligence components that fosters both individual and organizational cooperation and collaboration that will ultimately lead to better intelligence products

· DCIPS differs from the GS system in providing for a stronger, more rigorous performance management system, and places positions in five broad pay bands rather than the 15 GS/GG grade levels
· DCIPS retains the Merit Systems Principles of Section 2301 of Title 5, United States Code. This means that employees covered by DCIPS continue to have the same protections and safeguards from unfair treatment as all other federal employees
· The Panel found no indication that DCIPS is creating problems related to diversity or fair pay and that there is nothing inherent in the DCIPS design that would lead to such negative impacts and any disparities or biases
Focus Area 1 – DCIPS Design

“The design of DCIPS is fundamentally sound and conforms to accepted principles for designing performance-based compensation systems, including appropriate equity considerations and internal checks and balances to ensure fairness.”
DCIPS’ Strengths 

· the simplicity and clarity of its occupational structure

· a single pay banding system

· its rigorous performance management system

· separate performance management and pay pool processes

· its planned process for ongoing system evaluation
Focus Area 2 – DCIPS Implementation

“Implementation of DCIPS has been flawed”. OUSD(I) must establish a stronger foundation for organizational change. In particular, leadership in every component must visibly demonstrate that it fully supports the system. Further, OUSD(I) leadership must allocate sufficient staff time and other resources to develop a more comprehensive implementation strategy; a stronger system of governance and accountability; clearer messages; and refined business rules, tools and training.

Key Findings:

· DCIPS implementation was rushed, and an overall change management strategy was not established to guide the transformational and tactical dimensions of implementation. 

· DCIPS leadership must fill many key gaps in leadership and strategy prior to engaging in further implementation activities. To prepare a stronger foundation going forward, leadership must fully support and appropriately allocate additional time and resources to developing:

· A more thorough strategy;

· A stronger system of governance and accountability;

· Clearer messaging; and

· Refined business rules, tools, and training that support the system.

· A critical missing component is intensive training for firstline supervisors on all system aspects, including basic managerial behaviors and communications that underpin DCIPS and every performance management system.

Focus Area 3 – DCIPS Impact
“It is too soon to draw conclusions about the impact of DCIPS, due to the limited amount of experience with the system.” The Panel finds that there is nothing inherent in the DCIPS’ design that would lead to negative impacts on career progression or diversity, but that it is too soon to determine the actual impacts of implementation. 
Conclusion:
“NAPA recommends DoD move forward with readiness-based implementation of the performance-based compensation elements of DCIPS.  This includes, resuming the program for all employees, not just managers and supervisors”
Overall Recommendations:
The Army embraces NAPA’s recommendations – their advice is positive, sound and in line with the intent to promote a system that helps better align individual and organizational performance to mission.  Specifically, NAPA recommends:

· Improvements in implementation, with focus on oversight, 
· Effectively managing change, 
· Better preparation of the workforce, especially supervisors, 
· Communicating and engaging with the workforce on implementation efforts

· Finalize DCIPS’ governing policies, disseminate them to the workforce, 
The above recommendations represent a high level overview of the key areas of improvement.  The report’s recommendations can be found in their entirety by viewing the official NAPA report posted on the Army DCIPS website http://www.dami.army.pentagon.mil/site/dcips/.
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Ms. Yolanda Watson

Chief, Intelligence Personnel Management Office

Yolanda.watson@us.army.mil
Mr. Mark Johnson

Deputy Chief, Intelligence Personnel Management Office

DCIPS Implementation Lead

Mark.johnson4@us.army.mil
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