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Human Resource Management Program

3rd Quarter FY02 Review and Analysis

OMAHA DISTRICT - USACE

A Quarterly Publication of the West Civilian Personnel Operations Center

OMAHA DISTRICT - USACE
Executive Summary

The information presented in the quarterly review and analysis is intended to provide West Region Commanders the current status of CPOC/CPAC performance in ten important Human Resources functional areas, as well as trends in these areas over the past four quarters.  Region-wide and DA-wide comparative data is also provided, where available, to enable Commanders to evaluate their activity’s performance in the human resources arena compared to current norms.  Performance in each functional area is measured against established DA standards, where applicable, and is assessed as Green (acceptable), Amber (marginal), or Red (needs improvement).  Statistics for the current quarter are displayed at the far right of each trend chart - the previous three quarters in descending chronological order from right to left.  The following graphic summarizes performance for your activity:

Category
FY01 4th Qtr

FY02 1st Qtr

FY02 2nd Qtr

FY02 3rd Qtr

Workload Statistics
N/A

N/A

N/A

N/A










Classification Actions (Routine)
N/A

N/A

N/A

Green










Classification Actions (Non-Routine)
N/A

N/A

N/A

Red










Recruitment Actions (Referral Lists Issued)
N/A

N/A

N/A

Red










Recruitment Actions (Fill Time)
N/A

N/A

N/A

Green










Non-Recruitment Actions
N/A

N/A

N/A

Amber










Pay Discrepancies
N/A

N/A

N/A

Red










Database Quality
N/A

N/A

N/A

Green










Automation Help Desk Requests
N/A

N/A

N/A

Green

Analysis:  The WCPOC assumed servicing responsibilities for the Omaha District in January 2002.  However, servicing didn’t begin in earnest until the third quarter of FY 02.  Performance indicators for this first true quarter of servicing are understandably lower than desired, given the massive increase in the WCPOC’s overall workload and the partner’s unfamiliarity with one another.  Reciprocal preparatory on-site visits by the WCPOC and CPAC staffs in all probability served to minimize transition problems.  Union concurrence to the use of the inventory based recruitment process (IBRS) was obtained in December 2001 – a key factor in the partners’ ability to succeed.  Performance indicators for this initial quarter reveal a need to emphasize the more timely issuance of referral lists, the more timely processing of non-routine classification actions, and improved pay accuracy. 

The volume of workload received from the Omaha District during the third quarter will serve to set a baseline, as we are unable to make comparisons with previous quarters.  Of particular note, average overall fill time for recruitment actions was among the lowest in the West Region.   

We continue to work in less than optimum conditions, as the final phase of our Project 75 office expansion/ renovation effort is not scheduled to be completed until September 2002.  A hiring freeze and the unavailability of PCS funds impacted our ability to fill our remaining 12 vacancies during the quarter, resulting in our being understaffed throughout the quarter.  Additionally, the absolute requirement to provide both classroom and on-the-job training to our numerous trainees (50% of the CFD staff) continues to draw on our scarce resources. 

In spite of the difficult challenges related to Project 75, the third quarter ended on a high note with our fourth Commanders’ Civilian Personnel Advisory Council (CCPAC) conference, held on 12 June.  The conference was attended by 40 West Region Commanders or their representatives, West Region CPAC Directors, and the 

WCPOC leadership team.  The conference was a resounding success!  Commander feedback received was invaluable in ensuring that our regional focus considers the needs of our diverse customer base and sustains our goal of continuous improvements in the delivery of both quality and timely HR services and products.  The commitment demonstrated by our Commanders through their attendance is sincerely appreciated and remains a key aspect of our desire to create and sustain true partnership and excellence in HR servicing within the Region.

OMAHA DISTRICT - USACE

Workload Statistics

A comparison of the total human resources workload generated by activities in the West Region is displayed below.   Since the serviced population of West Region activities varies dramatically, the data is depicted as the number of Requests for Personnel Action (RPAs) submitted per employee, thereby providing meaningful comparisons between activities and against the West Region average.   Statistics are provided to quantify recruitment workload (recruitment RPAs) and total workload (recruitment and non-recruitment RPAs).
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Analysis: During the past year, the region processed an average of 2.56 personnel actions per employee.  A considerable variance exists in the average human resources workload generated by West Region activities.  Excluding estimated data for transitioning activities, workload volume ranged from 4.10 personnel actions per employee experienced at the Seattle District, USACE to levels below 2 personnel actions per employee at the Defense Language Institute, Dugway Proving Ground, and DCIPS.  During this period, the region closed 0.39 recruitment actions per employee.  In other words, 39% of positions in the region (both permanent and temporary) were filled by a new incumbent during the past year.  These placements included reassignments, promotions, and new appointments.  Again excluding estimated data for transitioning activities, a considerable variance in recruitment workload exists among West Region activities - ranging from 71% at Sierra Army Depot to 31% at White Sands Missile Range.  The Omaha District averaged 3.21 total actions and .13 recruitment actions during the third quarter.
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CLASSIFICATION

Classification actions are separated into three categories:  routine actions, non-routine actions, and realignments.  Routine actions involve existing positions, and require only a cursory classification review to ensure that the position is within the organizational alignment and conforms with current classification standards.  Non-routine actions involve the classification of newly established positions.  Realignments involve the movement of an existing position from one organization to another.  Performance assessments for routine and non-routine actions are based on the percentage of actions completed within the established DA standard.  This data reflects CPOC timeliness in reviewing existing position descriptions for adequacy and in classifying new positions.  Note:  Standards are not established for realignments, as timeliness is dependent on factors outside the CPOC’s control – realignment data is provided for information only.

Status
Routine Actions
Non-routine Actions
Realignments

Green
90-100% completed in standard (3 days)
90-100% completed in standard (20 days)
No Standard

Amber
75-89% completed in standard (3 days)
75-89% completed in standard (20 days)
No Standard

Red
< 75% completed in standard (3 days)
< 75% completed in standard (20 days)
No Standard
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Total classification actions submitted/processed and ending balance
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Percentage of routine and non-routine classification actions processed within standard

Analysis:  Classification performance indicators were surprisingly positive given the transition environment.  242 routine classification actions were processed during the quarter.  90% of routine actions were processed within the established 3 day standard, with an average processing time on 1.5 days – both figures far exceeding objectives, and among the best in the region.  40 non-routine classification actions were processed during the quarter.  73% of non-routine actions were processed within the established 20 day standard – below the established goal, but better than the West Region average.  The average processing time of 18 days met the Army goal, and was comparable to the West Region average.  A backlog of 42 classification actions existed at the end of the third quarter.

The WCPOC servicing team successfully adapted to their increased servicing responsibilities more rapidly then would have been anticipated.  Our goal is to sustain and/or improve this level of performance.   
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Recruitment
Recruitment actions include all RPAs associated with filling vacant positions, including appointments, promotions, reassignments, etc., through both competitive and non-competitive procedures.  One performance assessment for this functional area is based on the percentage of referral lists the CPOC issues within established DA standards, measured from the date the RPA is received in CPOC Staffing.  This data reflects both the volume of recruitment activity and CPOC timeliness in issuing referral lists. 

Status
Referral Lists Issued

Green
90-100% issued within standard (5 days for Resumix Referrals, 30 days for DEU Referrals)

Amber
75-89% issued within standard (5 days for Resumix Referrals, 30 days for DEU Referrals)

Red
< 75% issued within standard (5 days for Resumix Referrals, 30 days for DEU Referrals)

Status
Fill Time

Green
Average days of 60 or less

Red
Average days greater than 60


       Percentage of referral lists issued within standard
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Total recruitment actions submitted /closed and ending balance

The average fill time for recruitment actions displayed below indicates the average time expended by each partner in the recruitment process (CPAC: initial processing; post selection job offer / CPOC:  classification and staffing activity / Manager:  making selection) – measured from the CPAC receipt of the RPA to the date the job is committed.  The DA goal for fill time is 60 calendar days. 
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The following graphics provide a percentage breakout of closed recruitment actions by source - i.e., filled through a Resumix referral, a Delegated Examining Unit Certificate, a non-competitive placement, or other (PPP, Career Program referral, etc.) - and average fill times for each source.  Comparative region-wide data is also provided.  
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Percentage of recruitment actions by recruitment source
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Average fill time by recruitment source

Analysis:  Understandably, recruitment performance indicators were less than optimal given the learning curve associated with the conversion to the Inventory Based Recruitment System (IBRS) and the partners’ unfamiliarity with one another.  Both the timeliness of issuing referral lists and the percentage of referral lists issued within established standards were below established goals, but should improve as managers become more familiar with the recruitment process.  The noteworthy overall average fill time of 32 days was primarily attributable to the large number of non-competitive student appointments.

The newly assigned Northwest Division branch chief has initiated vigorous process-oriented training efforts aimed at improving recruitment performance indicators.
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Non-Recruitment Actions and Awards
Non-Recruitment actions include all actions not associated with filling vacant positions, including changes in benefits, pay adjustments, within grade increases, name changes, etc.  The performance assessment for this category is based on the percentage of actions completed within the established DA standard of 5 days from the date the RPA is received in CPOC Staffing.  This data reflects CPOC timeliness in processing non-recruitment actions. 

Awards represent the largest category of non-recruitment actions, and are therefore reported separately.  Comparative data is provided to enable Commanders to evaluate their incentive awards program against West Region averages.  Note:  Monetary awards include performance awards, special act/service awards, and 

on-the-spot awards.

Status
Non-Recruit ActionsCompleted

Green
90-100% completed within standard

Amber
75-89% completed within standard

Red
< 75% completed within standard

Percentage of non-recruit actions processed within standard
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Total non-recruitment actions submitted/processed and ending balance
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Number of awards processed, percent of workforce recognized, and average dollar amount of award

Analysis:  256 non-recruitment actions were processed during the third quarter.  75% were processed within the established 5 day standard, slightly less than the West Region average.  The seemingly high corresponding average processing time of 9 days is attributable to processing several aged actions transferred from the losing CPOC.  The delay in processing these actions was caused by preparation for and transfer of Project 75 actions. 

31% of Omaha District employees were recognized with monetary awards during the third quarter, with an average individual award amount of $377.00. Comparative analysis with annual region averages is neither available or meaningful at this time.   
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Pay Discrepancies
Pay discrepancies are those inquiries received by the CPOC Payroll Resolution Team from employees, CPACs, Managers, and/or DFAS requesting corrections to personnel actions which have inadvertently affected an employee’s basic pay.  Emphasis is placed on resolving pay discrepancies within two weeks of the CPOC’s notification.  Our continuing goal is to eliminate pay discrepancies, and to ensure that all employees are paid correctly and timely.

Status
Pay Discrepancies

Green
0-0.5 discrepancies occurring within the quarter per 100 employees serviced

Amber
0.6-1 discrepancies occurring within the quarter per 100 employees serviced

Red
> 1 discrepancy occurring within the quarter per 100 employees serviced
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              Total pay discrepancies discovered                     Pay discrepancies per 100 employees serviced

Analysis:  49 pay discrepancies (3.5 per 100 employees) were discovered during the third quarter, 47 of which were resolved within two weeks of receipt in the WCPOC.  This high volume is considered an anomaly, resulting from a delay in processing appointment actions for new hires.  The WCPOC servicing team has implemented new tracking procedures and control measures to combat any recurrence of like nature.


DATABASE QUALITY

Database quality measures the correctness of employee and position data elements within the Modern Defense Civilian Personnel Data (MDCPDS).  The performance assessment for this functional area is based on the percentage of database discrepancies identified.

Status
Database Discrepancies

Green
< 3% database discrepancies

Amber
3-5% database discrepancies

Red
> 5% database discrepancies

                                                                                          Percentage of discrepancies based on elements checked

Analysis:  We continue to aggressively monitor and correct database discrepancies in MDCPDS.  With 352 discrepancies found, data accuracy for Omaha District was at 99.27% at the end of the third quarter of FY02.  Since Omaha District is a new customer in the West Region, we have no historical data on database discrepancies, so we cannot compare this quarter’s data with previous quarters.  Compared with other customers in the region, Omaha District is about average.  We will continue to aggressively monitor and correct database discrepancies.
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AUTOMATION HELP DESK REQUESTS

Help Desk Requests include all work requests and problem reports submitted to the West CPOC automation help desk.  The established DA standard for completing help desk requests is three calendar days.


Status
Help Desk Requests

Green
90-100% completed in standard (3 days)

Amber
75-89% completed in standard (3 days)

Red
< 75% completed in standard (3 days)

                                                                                               Percentage of requests completed within standard
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Number of requests submitted, completed, and ending balance

Analysis: The number of Omaha District help desk requests submitted is somewhat higher than average.  Since Omaha District is a new customer in the West Region, a good portion of the requests received dealt with the transition.  Even with the additional workload we were able to process 91% of all requests within standard.  With the additional workload associated with the expansion of the WCPOC over the last four quarters, maintaining our three day standard has been difficult.  For the region we are only meeting the standard for 83% of requests.  With the majority of tasks related to the expansion of the WCPOC completed, we expect to achieve our 90% goal in the fourth quarter.  We are committed to attaining and surpassing our 90% goal, and will continue to work diligently at completing more help desk requests within the three day standard.
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