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1.  Problem/Issue:  Quality of Referral Lists

2.  Analysis/Discussion:  Commanders’ opinions on the quality of referral lists varied.  The majority of responses to the on-line survey indicated that the CHR community did not provide quality referral lists.  The responses reflected less than favorable views of the quality of candidates referred.  This may be due, in part, to our streamlined procedures to eliminate multiple supporting documents, grammar deficiencies in RESUMIX, faulty skills search criteria, or the poor quality of some resumes.  Other factors may include failure on the part of the CPAC Consultant and/or the CPOC Staffing Specialist/Assistant to do adequate announcement preparation and/or review of the final pool of candidates to determine if their resumes reflect the specialized/generalized experience and/or positive education requirements.

3.  Recommended Action w/Milestones: 


     a.  The CPOC will develop an exportable Skills Search Criteria training package for CPAC.  This package can be used as a refresher-training module or as a desk-side briefing to assist managers in understanding the role of the position description and the vacancy announcement in identifying and prioritizing skills.

     b.  The CPOC will develop a training module on how to develop an effective resume.  This module will be included in the train-the-trainer package for the new Resume Builder tool.  The CPAC will use this training in small groups and town hall type meetings.  

     c.  The CPOC will initiate internal refresher training course by August 1, 2004, to re-emphasize the role of the position description in development of the vacancy announcement and the linkage of the skills search criteria to the primary duties of the job.  The training will additionally emphasize the continuing responsibility to review all referable candidates (short list) for required specialized/general experience consistent with the Office of Personnel Management qualification standards, time-in-grade requirements, and the resume reflects evidence that the candidate meets applicable positive education requirements.  
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1.  Problem/Issue:  Priority Placement Program

2.  Analysis/Discussion:  The DOD Priority Placement Program (PPP) does cause considerable delays in filling positions.  It occasionally results in significant concern by management on the placement of individuals they perceive to be less than qualified for the position.  Commander’s responses reflected less than favorable views of the quality of candidates placed through the PPP.

3.  Recommended Action w/Milestones:  

     a.  The CPOC will aggressively manage PPP matches.  They will work with the CPAC and the selecting official to determine the order of offers when multiple matches of levels 1 and 2 candidates occur.  They will follow up with registering activities when PPP timelines are not met and will expeditiously move the recruitment action forward through the announcement and rating process when it appears there is little likelihood of a resulting PPP placement.

     b.  The CPOC and CPAC staff will work as partners in addressing qualifications issues.  If there is disagreement regarding qualifications, the issue will be elevated through the Regional chain of command for resolution.
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1.  Problem/Issue:  Improve Timeliness of Staffing Process

2.  Analysis/Discussion:  Commander’s responses revealed less than favorable results with regard to timelines on the staffing process.  It takes too long to fill jobs.  The time to fill positions is impacted by multiple factors, to include advisory services to managers on types of recruitment, area of consideration (AOC).  Other factors might also include incomplete Requests for Personnel Actions (RPAs) and/or Gatekeeper Checklists; or managers’ failure to identify appropriate skills search criteria.  

3.  Recommended Action w/Milestones:

     a.  CPAC consultants will be “embedded” in organizations 1 day per week in serviced major organizations in order to ensure advice is given to managers during the planning stages of recruitment actions.  This will ensure advisory services are offered prior to the start of the recruitment process.  CPAC consultants will continue to identify anticipated staffing needs of the organization, and communicate those needs to the CPOC for advance recruitment, when appropriate.  

     b.  CPAC will ensure that the AOC is appropriate.  For example, is Delegated Examining Authority justified; can an alternative source such as Veterans Employment Opportunity Act be used?  Should the AOC be expanded to attract candidates outside the geographic area due to small number of likely candidates in local area?

     c.  CPOC will ensure that the open period of the vacancy announcement is appropriate for the AOC and the nature of the positions being filled.  Open internal and DE vacancy announcements at the same time.

     d.  The CPOC and CPAC will partner in ensuring that the selecting officials are contacted and actively participating in developing the skills search criteria.  

     e.  CPOC will ensure the selecting official is contacted within 48 hours of issuance of the referral list to confirm that well-qualified candidates have been referred.

 

     f.  CPAC will monitor referral lists and initiate weekly follow-up on referrals over 30 days old.  CPAC will notify Commanders/Agency Heads of referral lists over 45 days old.

     g.  CPOC will review selectee’s qualifications and make tentative job offer within one business day of receipt of referral list from selecting official. 

     h.  The CPAC will work with Commanders/Agency Heads to ensure full manyear execution.  The CPAC will prepare reports for expected retirements and/or departures and develop staffing strategies with Commanders/Agency Heads to plan anticipated recruitment efforts.  This will enable Commanders to fully execute manyears and will also enable the CHRA community to conduct advance recruitment, when appropriate.
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1.  Problem/Issue:  Plan for Future Workforce Needs


2.  Analysis/Discussion:  The current Army civilian workforce is a mature, well-trained workforce.  A significant number, in excess of 25%, are or will be eligible to retire within the next five years.  Additionally, the CHR community is faced with recruiting medical and other professional/administrative positions.

3.  Recommended Action w/Milestones: 

     a.  CPAC consultants will be “embedded” in major organizations 1 day per week in order to ensure advice is given to managers during the planning stages of recruitment actions.  This will ensure advisory services are offered prior to the start of the recruitment process.  CPAC consultants will continue to identify anticipated staffing needs of the organization, and communicate those needs to the CPOC for advance recruitment, when appropriate.  

     b.  The CPAC will work with Commanders/Agency Heads and be proactive in full manyear execution.  The CPAC will prepare reports for expected retirements and/or departures and develop staffing strategies with Commanders/Agency Heads to plan anticipated recruitment efforts.  This will enable Commanders to fully execute manyears and will also enable the CHRA community to conduct advance recruitment, when appropriate.

    c.  By September 30, 2004, the CPAC in coordination with their servicing CPOC Branch, will develop an installation/activity Strategic Recruitment Plan.  The plan will include projected separation data by series and grade; recommended workforce mix for intake (intern/mid-career/senior level); proposed college recruitment sources; required or desired local, regional or national level job fair participation; and new occupations required based on emerging technology or weapons systems development.  This plan will then be used by the managers, CPAC and CPOC to determine type of vacancy announcement (open-continuous versus individual); recommended area of consideration; ascertain the need for internal and/or delegated examining announcements; ascertain direct hire occupations, and options to participate in other outreach initiatives in the local community.
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1.  Problem/Issue:  Improve Consistency of Advisory Services on Position Management and Classification

2.  Analysis/Discussion:  Commander’s responses revealed less than favorable results with regard to consistent advice from the CPAC and CPOC on issues pertaining to position management and classification. This may be the result disparate interpretation by the CPAC consultant and the CPOC specialist.


3.  Recommended Action w/Milestones:

     a.  CPAC consultants will be “embedded” in major organizations 1 day per week in order to ensure advice is given to managers prior to actions taken.  

     b.  Advice on position management and classification issues and/or organization design will be discussed between the CPAC and CPOC specialists in order that interpretation and advice on classification standards is consistent.  
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1.  Problem/Issue:  Support Workforce Restructuring and Position Management

2.  Analysis/Discussion:  The structure of defense organizations must be fluid and be reconfigured as necessary to provide optimal service at the lowest cost and to respond appropriately and efficiently to changing needs.  Many managers are ill prepared to conduct position management reviews of their existing organizations and need additional support from the CPAC and CPOC when faced with workforce restructuring.  

3.  Recommended Action w/Milestones:

     a.  CPAC consultants will be “embedded” in major organizations 1 day per week in each serviced major organization in order to ensure advice is given to managers during the planning stages of restructure actions.  CPAC consultants will continue to identify anticipated needs of the organization, and communicate those needs to the CPOC as part of preliminary planning efforts.  

     b.  During the restructuring efforts at the installation level, which include reductions in force, A-76 studies and realignments, the CPAC Director and CPAC staff will work alongside local managers to determine structure requirements and identify procedures necessary for reaching the proposed configurations.  It is intended that the CPAC will work in concert as partners with management, and as such, participate fully in the planning of workforce restructuring.  As position management and organizational restructuring requirements are identified, the CPAC Director will notify their servicing CPOC Branch Chief.  The Branch’s Classification Specialists will be on-call to assist, as requested, developing Most Efficient Organizations (MEO) and milestones in preparation for reductions in force or restructuring.

     c.  The CPAC has a limited number of consultants that are well-versed on A-76 Studies, Developing MEOs, and Organizational Design.  By December 2004, the CPAC Director will ensure the senior leaders in the CPAC are trained in these functions, and subsequently will conduct train the trainer sessions for remaining consultant staff.    
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1.  Problem/Issue:  Improve Timeliness of Processing Disciplinary and Adverse Actions

2.  Analysis/Discussion:  Commander’s responses revealed less than favorable results with regard to timeliness on processing disciplinary actions.  It takes too long to complete an action.  

3.  Recommended Action w/Milestones:  

     a.  CPAC consultants will be “embedded” in major organizations 1 day per week in order to ensure advice is given to managers during the planning stages of disciplinary actions.  This will ensure advisory services are timely in processing disciplinary actions.    

     b.  The CPOC will process discipline and adverse actions as priority actions.
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1.  Problem/Issue:  Management-Employee Relations/Labor Relations Training for Managers and Supervisors

2.  Analysis/Discussion:  The survey results indicate a need for instituting a training course for managers and supervisors, which will provide a better understanding of employee relations and labor relations matters.

3.  Recommended Action w/Milestones: 

     a.  CPAC consultants will be “embedded” in major organizations 1 day per week in order to ensure timely advice is given to managers during the planning stages of management-employee and labor relations actions.  


    b.  The CPAC will develop a specialized course specifically addressing subjects such as performance management, incentive awards, leave, discipline, appeals, grievances and collective bargaining.  The CPAC will conduct this training based on local needs and requirements, to be deployed August 1, 2004.. 
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1.  Problem/Issue:  Leader/Supervisor Development

2.  Analysis/Discussion:  Many organizations have not utilized the Army common core leader development (LEAD, OLE, PME, SBLM, etc.), as Commanders indicated and HRDD confirmed by a review of completed training and needs analysis.  Significant numbers of eligible civilians have not completed the programs.  Consequently, leadership competencies are not fully developed


3.  Recommended Action w/Milestones: 

     a.  CPAC has identified a LEAD facilitator and requested training for additional facilitators to ensure mandatory LEAD training is available at their location.  The HRDD will assist with LEAD facilitators on an emergency need basis.


b.  Information on the common core leader development programs will be jointly marketed through newsletters, announcements and training schedules provided by the CPAC and HRDD.  


c.  CPAC will assist organizations in the development of policy letters and supportive management policies to utilize the common core leader development programs.

     d.  CPAC will work with the Leadership Development Center in developing core leadership competencies and required training.
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1.  Problem/Issue:  Educate Managers on Automated Tools Available

2.  Analysis/Discussion:  Managers are not fully versed on what automated tools are available to help them fulfill their CHR management role.  Managers also need to know how to use the tools to their fullest extent.  Commanders’ responses revealed that although some training was provided, it was not sufficient.  Commanders recommended hands on training in lieu of web-based training.


3.  Recommended Action w/Milestones:   The CPOC will develop a manager level training course on the Army Regional Tools.  Once the Single Army Portal has been fielded, the CPOC in conjunction with the CPAC will conduct training of managers on the CHR tools as redesigned by the Single Army Portal.  This training will consist of practical hands on use of the tools as they apply to the manager’s everyday needs.
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1.  Problem/Issue:  An Engaged CPAC/CPOC Workforce With Serviced Organizations

2.  Analysis/Discussion:  The CHR community’s knowledge and understanding of mission responsibilities and current/future management needs were identified as a shortcoming by some Commanders.  Understanding and being able to shape CHR solutions to meet current and future operational missions is a critical role the Commander expects from the CHR community.  The CPAC and CPOC must be viewed by the serviced organization’s leadership team as an extension of their own staff and committed to their mission accomplishment.

3.  Recommended Action w/Milestones: 


a.  The CPAC staff will be out of the office and engaged with their serviced organizations a minimum of 8 hours per week at each serviced major organization.  They will actively seek to be included in key organizational staff meetings and actively participate in strategic organizational planning meetings.  



b.  CPAC and CPOC Branch Chiefs will hold, at a minimum, a biweekly teleconference to share operational and human resource program management information.


c.  CPOC Branch Chiefs will make at least one visit per year to their serviced installation for updates on mission requirements and future mission needs.  They will also share a CHR Program update with their key serviced organizations.  The CPOC Branch Chiefs will brief their staffs on visit outcomes and ensure new Branch employees understand the mission of their serviced organizations.

    
d.  The CPAC will continue to pursue obtaining appropriate resources from CHRA for consultants as they are embedded in the organizations (i.e., laptops).  This will ensure CPAC consultants can provide timely and accurate advice as they are housed in the satellite offices.
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1.  Problem/Issue:  Define the Roles of the CHR Community

2.  Analysis/Discussion:  With the transformation that the CHR Community has undergone during the past eight years, there is some confusion on the specific roles and responsibilities of the on-site MACOM HR staff, shadow personnelists, CPAC, CPOC and the South Central Regional Director.

3.  Recommended Action w/Milestones:


     a.  By October 1, 2004, the South Central Regional Director will have a standard Mission and Functions Manual developed and finalized.  

    b.  The CPAC will continue to work with the Special Operations MACOM HR staff to define roles and partnership in the delivery of HR services.

    c.  CPAC consultants will be “embedded” in major organizations 1 day per week in each serviced major organization in order to ensure advice is given to managers during the planning stages of recruitment actions.  This will ensure timely advisory services are offered to commanders and managers.  This will also alleviate the need for shadow personnelists in the organization.    
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1.  Problem/Issue:  Fix Pay Problems Quicker and Improve Processing of Foreign Entitlements and Danger Pay

2.  Analysis/Discussion:  Pay problems have been significantly reduced over the past two years.  This is the result of improvements to the Defense Civilian Personnel Data System (DCPDS) and a significant number of data quality edits issued by the CHRA.  In 2003, CHRA deployed the Pay Problem Reporting Tool (PPRT) available on the Army Regional Tool to centrally manage and monitor pay problems, to include Foreign Entitlements and Danger Pay Problem cases.  This tool allows the CPAC, CPOC and CHRSC Regional Director to monitor all pay problem cases.  

3.  Recommended Action w/Milestones:


a.  The CPAC will enter identified pay problems within one business day of identification.  The servicing CPOC Branch Chief will assign the case to a CPOC staff member within one business day of receipt.  Pay problems involving paysetting, benefits and entitlements will normally be corrected within 14 days of entry to the system.  If a pay problem cannot be resolved in 14 days, the servicing CPOC Branch Chief will notify the CPAC Director and the PPRT ticket will be annotated as to the delay.  


b.  In cases where the CPOC must obtain supporting documentation from another office, e.g., employee transfers in from non-Army activity, or a need to have creditable military service calculated, this will be annotated in the PPRT ticket and monitored by the CPOC Branch Chief on a biweekly basis until resolved.  


c.  Foreign Entitlement and Danger Pay cases will be entered in the PPRT and supporting documentation will be faxed to the CPOC within one business day of receipt in the CPAC.  The CPOC will have two business days to review and determine if all necessary documentation is present.  Completed packages will be submitted to Defense Finance and Accounting Service (DFAS) and a Remedy Ticket created within one business day of all documentation being verified.
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1.  Problem/Issue:  Army Benefits Center – Civilian (ABC-C)

2.  Analysis/Discussion:  Some concern was expressed regarding services provided by ABC-C.  With the exception of Death Cases and Disability Retirements assistance, support for benefits enrollment, changes, retirement counseling and processing are handled by the ABC-C.  The ABC-C has two points of entry, the Interactive Voice Response System (IVRS), which has toll free telephone number with counselor assistance, and a web site tool, Employee Benefits Information System (EBIS).  Both of these entry point tools are updated daily with interface from DCPDS.  Employees can obtain counselor service from 0600 to 1800 Central Time, Monday through Friday.  The IVRS and EBIS election systems are available 21 hours a day, 7 days a week.  While some employees may have trepidation on dealing with automated systems, over a million transactions have been processed for benefit enrollment and changes with minimal problems.

3.  Recommended Action w/Milestones:


a.  CPAC will ensure ABC-C is part of new employee briefings.  They will announce all open season periods and provide ABC-C toll free numbers and web-site information.  The CPAC will notify ABC-C of impending Voluntary Early Retirement Authority/Voluntary Separation Incentive Pay (VERA/VSIP) windows and projected reductions in force as soon as they are aware of the event(s).  The CPAC will provide the ABC-C Newsletter to the civilian workforce.


b.  The HRDD will ensure that all Retirement Planning Seminars conducted in the Region provide information on the ABC-C services.


c.  The Regional Director will share the Commanders’ concerns regarding ABC-C services with the Southwest Region Director and solicit her support on increasing communications from the ABC-C to the civilian workforce.
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Sustain/Maintain:

The Commanders’ interview responses as well as the survey results support the fact that the Fort Bragg CPAC has a “seat at the table”.  We are viewed as their trusted advisors, we understand their missions, and we are committed and focused on providing responsive customer service.  

The Fort Bragg CPAC, a staff of true generalists, has always been on the leading edge in providing HR consultant advice to an installation that is diverse in culture.  There are numerous major subordinate commands with varied missions and a customer serviced population of 4,200.  Fort Bragg Commanders expect world-class service from our HR staff.   Working on a power projection platform installation dictates superior customer service.  It is evident from the survey results that the Fort Bragg CPAC and the CPOC are trusted business partners in every command on Fort Bragg.  

Our CPAC web site and monthly HR bulletin provides comprehensive HR information and links to other related sites.  

The volume of work tied to labor relations is high on Fort Bragg.  The Commanders’ interview responses as well as the survey results indicate that they rely heavily on Fort Bragg CPAC for trusted advice in dealing with management-employee relations issues and addressing labor issues.  The Fort Bragg CPAC is committed to maintaining open communication and partnering with the local union in addressing employee concerns which enables our team to better advise Commanders on employee issues.

The Fort Bragg CPAC has conducted new supervisors training, entitled HR Tools for Supervisors, for several years.  The overwhelming response from the survey results indicates all managers consider this training a “must-have” upon assignment as a supervisor at Fort Bragg.  The role-playing and hands-on approach the CPAC takes in this training lends to the huge success of this course.  As a direct result of the success of HR Tools, the CPAC staff has developed a specialized module addressing Management-Employee and Labor Relations.  This course will deploy August 2004.     

The laudatory comments from Commanders indicate that the expert advice provided during CA studies and RIFs was key in the successful implementation of MEOs.  Depth of knowledge and experience is evident in the HR community at Fort Bragg.  Commanders recognize that the HR team on-site has years invested in the Fort Bragg community as HR experts.  

The CPAC and CPOC teams have committed to working together in providing HR service to our customers at Fort Bragg.  With 17 General Officers and a diverse culture, the relationship of the HR teams is key to success in providing world-class service.  The CPAC and CPOC have committed to partnering, streamlining processes, and communicating through telephone, teleconference and in person to strategically plan for Fort Bragg’s human capital planning needs.  

