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By Vickie 

Jeffries, HRDD

Dates

Location

Mod Squad Team Members

26 Feb-2 Mar 

Huachuca

Denise 

Allshouse/Pat Mendoza

SPD-COE

Janet 

Yarnell/Rene 

Valenzuela

/

Jennifer Rife

5-9 Mar 

DLI

Lorraine

 Jacobs/Stacey 

Enderton

Seattle-COE

Donna 

Blevins/Richard 

Bisol

12-16 Mar

Portland-COE

Jan 

Hurd/Richard 

Bisol

Sierra

Janet 

Yarnell/Eloisa 

Porras

19-23 Mar

Dugway

        Jean 

Daughtry/Rene 

Valenzuela

Walla Walla-COE

Lori 

Pennebaker/Pat Mendoza

26-30 Mar

Irwin

Dan 

Shipman/Stacey 

Enderton

Tooele

Donna 

Blevins/Eloisa 

Porras

White Sands

Denise 

Allshouse/Kathy Kelley-

Gonzales

2-6 Apr

Lewis

Jan 

Hurd/Lorraine Jacobs

Yuma

Jean 

Daughtry/Lori 

Pennebaker



From the Desk of the Director

Mary M. Rodriguez

WHAT’S IN IT FOR ME?

How often do we get caught in the trap of asking ourselves this selfish question when faced with a decision we have to make or work we have to accomplish?  It’s pretty self-serving and not very conducive to teaming and partnering, right?  

In fact, for West CPOCers, it’s really contrary to who we are and what we’re all about.  Our guiding principles include the following:

· We will care about and listen to our customers; we will work together to meet their needs.

· We are one team – we will support one another and help each other be successful.

[image: image8.wmf]
There’s no way we can accomplish this if we are only looking inward at ME, instead of outward at WE.  

In the West Region Human Resources community, it’s always been about WE, and appropriately so, since the first two letters of WEST are WE – it’s never been about WE and THEY, only about WE.  I truly believe that the reason we have been as successful as we have been is because we have worked hard at partnering and teaming at all levels – (with coworkers, CPAC/CPOC relations, Commander partnering, etc.) – we have recognized that “we’re all in this together” and that we need one another.

I’m very proud of the progress we have made in this Region on the partnership front – I get feedback all the time from customers and others regarding the powerfulness and effectiveness of our WE attitude and our commitment to teamwork.     

But we must never let down our guard.  We cannot be content to rest on our laurels.  We’re never done with teaming and partnering – they are ongoing endeavors, and like any relationship, require constant attention.  Sometimes we have to give more than we get; sometimes we push; sometimes we pull.  Bottom line – we can never ask the selfish question, “What’s in it for ME?”  Our continued success depends on, grammatically correct or not, the more inclusive question, “What’s in it for WE?”

From the Desk of the Deputy Director

Lisa J. Lessard

What a week!  It was truly an honor to be a part of the West Region’s third CCPAC.  It was a wonderful opportunity to spend some time with so many of our serviced Commanders,  MACOM representatives, and CPAC Directors.  The exchange of information was energizing!  Mr. David Snyder’s participation made the conference particularly special.  His candid approach and willingness to listen to our concerns was inspiring.  And it was heartening to hear from many members of the CPAC leadership who expressed how well regionalization is working in the West!  All of the hard work and partnering efforts have served our customers well.  We all recognized that there is a lot more work to be done and together, as a team—we can do it!

[image: image9.wmf]As the West CPOC Modern System (MS) Project Manager, I presented an update on MS at the CCPAC.  Realizing there is much fear and trepidation about MS, this was no easy task!  With recent deployment events, it is clear that the anxiety level has turned up a notch!  We at the WCPOC share your concerns.  Based on experiences in the Southwest and North Central regions, Headquarters, DA delayed deployment until certain system functionality problems are fixed.  As a result, two regions—the South Central and Southeast are delayed.  The fixes are expected to be corrected in time for the West Region deployment date of 13-30 April 2001.  Accordingly, we are aggressively planning and preparing for deployment.  Our Train-the-Trainer (TTT) cadre is ready to conduct region-wide training.  The training schedule is published in this newsletter and also can be found on the West CPOC web site.  Emphasis on data base cleanup continues and the results are excellent.  We have been maintaining a 99.9 percent database accuracy standard!  Our systems staff is busy with the hundreds of tasks associated with preparing for the conversion to a new system.

The Northeast region is the next Army region scheduled to deploy on 16 March 2001.  While anticipating MS deployment, we must remember one of our guiding principles:

We will remain flexible and manage change, while planning for future demands/outcomes.

We will keep you posted through our web site.  You can also obtain information from the Modernization site on CPOL.  Stay tuned!

CLASSIFICATION TRAINING TOOLS

New Automated Tools for Classification Training

By Steve Matthews

Civilian Personnel Operations Center Management Agency (CPOCMA)

Training Management Division (TMD)

CPOCMA has published three tools for training CPOC, CPAC, and other staff on classification concepts and practices.  These training tools may also be made available to managers in support of supervisory training or advisory services.

The three tools are the Basic PM&C Tutorial, the Handbook on HR for Competitive Sourcing (A-76), and the Organization & Job Design Handbook.  

Word files that include a series of chapters, lesson objectives, comprehension quizzes, exercises, and answers may be found at TMD's distance learning page.

Instructions for locating these tutorials are:

      (1) go to CPOL.

      (2) click on Training link.

      (3) click on TMD link.

      (4) click on CPOC-Distance Learning link.

      (5) click on CPOCMA-TMD.

      (6) scroll to the bottom of the page and select the desired tutorial.

Note:  The Basic PM&C Tutorial has three parts, concepts, PD formats, and staffing issues.  A 4th tutorial on 5 CFR 551 (FLSA) will be added later.
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NEW CLASSIFICATION STANDARDS

New Classification Standards for HR & Financial Job Families

By Michelle Mitchell

WCPOC Classification Proponent

In what must constitute record time, the Office of Personnel Management has released the following position classification standards:

     - the Job Family Position Classification Standard for Administrative Work in the Human Resources Management Group, GS-0200;

     - the Job Family Position Classification Standard for Assistance Work in the Human Resources Management Group, GS-0200;

     - and the Job Family Position Classification Standard for Professional and

Administrative Work in the Accounting and Budget Group, GS-0500;

The new standards are in the relatively new General Schedule Job Family Standard format, which combines several series into Job Families classifiable using the same criteria.  As usual, DoD, Civilian Personnel Management Services (CPMS) will issue special implementation guidance for the standards.  In addition , the Department of the Army has tasked CPOCMA with preliminary application of the standards.  The West Region’s assignment was the Job Family Position Classification Standard for Assistance Work in the Human Resources Management Group, GS-0200.  In addition, the region applied and provided input on preliminary application for the Job Family Position Classification Standard for Professional and Administrative Work in the Accounting and Budget Group, GS-0500.  Both preliminary applications resulted in no grade changes, and for the latter standard, no title changes.  Both Human Resources Management Group job family standards result in new titles with specialties reflected in parenthetical titles.  The new GS-500 series includes 2 grade interval work in Budget Analysis, Accounting, Auditing, Financial Administration and Program (formerly GS-501), Internal Revenue Agent, and Tax Specialist.  

[image: image11.wmf]
Once CPOCMA rolls up the preliminary application findings, they will supplement DoD guidance.  The time period for applying a new OPM classification standard is 120 days, but considering the tremendous workload in having three standards finalized at once, CPMS feels additional time is required (up to one year).  In the regionalized setting, the Civilian Personnel Operations Centers assess the impact of the new standards and notify DCA managers of that impact.  For example, WCPOC review of the Job Family Position Classification Standard for Administrative Work in the Human Resources Management Group, GS-0200 clearly shows that DCA Manages will need to add the 9 Factor Evaluation System factor level descriptions to covered jobs, since that is the new format the standard uses.  DCA managers can then give the go ahead to the CPOC to implement their findings, can rewrite or add to the position to address the findings or can override the CPOC findings.  Should a DCA manager choose the last option, s/he must provide an evaluation rationale for the override based on the new classification standard.  Questions regarding the process or the standards themselves should be addressed to the WCPOC Classification proponent, Michelle Mitchell.  You can reach Michelle at (520) 538-0444 or DSN 879-0444.

New Law Changes  Physicians Comparability Allowance

Reprinted from the CP-10 Bulletin 

PHYSICIANS’ COMPARABILITY ALLOWANCE

On December 28, 2000, Public Law 106-571, the Federal Physicians Comparability Allowance (PCA) Amendments of 2000 was approved.  The Public Law permanently extends the authority to pay PCA under 5 U.S.C. §5948.  The Act also makes a number of other changes.

Effective the first pay period on or after December 28, 2000, retirement deductions MUST be taken from PCAs under both the Civil Service Retirement System (CSRS) and the Federal Employees Retirement System (FERS).  In addition, effective the same date, PCAs will be considered part of basic pay for purposes of Thrift Savings Plan (TSP) contributions and, for employees covered by FERS only, for agency TSP contributions.  However, PCA will not be considered as basic pay for Federal Employees Group Life Insurance or for Office Workers Compensation Programs.

Physicians should see a change in their net pay, retirement accounts and TSP contributions within the next few weeks.  Physicians who fail to notice any change in their net pay should contact their customer service representatives or their CPAC representatives. 

LEADER DEVELOPMENT OPPORTUNITIES -- 

YOUR INVESTMENT IN THE FUTURE

By Kathy Evans

Human Resource Development Division (HRDD)

Wanted:  competent, confident civilian supervisors and managers who can lead the civilian workforce to successfully perform the critical support mission necessary to the success of the Army.   Without trained leaders, the Army, it's mission, and employees can be adversely affected.       


To ensure that our leaders, supervisors, and managers receive the training they need to become effective leaders the Army designed the Army Civilian Leadership Training Common Core Curriculum.  It consists of progressive and sequential leadership training from entry level to the Senior Executive Service (SES), that roughly parallels the Army Officer leader development system.  The curriculum includes mandatory training for Army civilians at each level (Intern, Supervisor, Manager, and Executive). 

**MANDATORY TRAINING**
Intern Leadership Development Course (ILDC), is mandatory for all Interns. 

Action Officer Development Course (AODC), a correspondence course available 

on-line, and must be completed by all interns and by all individuals promoted/appointed to journeyman level positions within six months after 

appointment/promotion to such a position.  Commanders are responsible for ensuring that Army civilians newly appointed or promoted to journeyman level positions enroll within 30 days of appointment or promotion. 

Two phases of required training for Supervisor - 
Supervisor Development Course (SDC) the first phase, is a correspondence course and is available on-line.  It must be completed by all newly appointed civilian supervisors within six months of appointment/ assignment to their first supervisory position.  Military personnel who supervise civilian employees are also required to complete this course within six months but no later than 12 months after their assignment to a position where they are required to supervise civilians.  This course must be completed before enrolling in LEAD. 

Leadership Education and Development (LEAD) Course, is the second phase of supervisory training.  New supervisors must complete it within six months after appointment to the supervisory position. 

Manager Development Course (MDC), a correspondence course, must be completed by all newly appointed managers (at any grade) within six months of appointment to a managerial position.  For this training “manager” means supervisors of supervisors and managers of programs, resources and/or policy. 

Senior Executive Service (SES) Members courses: 

GO/SES Orientation Training Conference 


GO/SES Force Integration Course 


Leadership Development Program, CCL 


EO/EEO Orientation 


APEX
**LEADERSHIP TRAINING**
Sustaining Base Leadership and Management (SBLM) Program, Army Management Staff College (AMSC), 12-week resident and 1-year non-resident programs, is designed to prepare individuals with high potential for advancement to leadership positions in the Army’s sustaining base. 

Organizational Leadership for Executives (OLE) an experiential learning course constitutes the second phase of new manager training and is taken after the Manager Development Course (MDC). 

Personnel Management for Executives I (PME I) a non-traditional course is open to all managers/supervisors at grade GS-13 and above.  It's designed to help participants find better ways of dealing with management problems. 

Personnel Management for Executives II (PME II) explores the various dimensions of leadership and human resource management that are primary concerns of Army and DoD executives.  PME I is a prerequisite. 

[image: image12.wmf]It takes a combined effort on the part of Commanders, supervisors, and employees to ensure that new supervisors and managers successfully complete mandatory leadership training.  It's vitally important that that we properly train our future leaders how to lead and manage – it’s an investment in the future that guarantees success.
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[image: image17.wmf][image: image18.wmf] As you all know by now our deployment date for Modern DCPDS is 13 Apr 01.  In order to ensure a smooth transition, the WCPOC has put together a train the trainer team called the “Mod Squad.”  The members of the Mod Squad will have the responsibility to provide training to each CPAC.  We only have six weeks prior to our deployment date to conduct the CPAC training and 13 sites to visit.  There will be two teams from the WCPOC Mod Squad going out each week to two different locations in order to accomplish the training, except during the 5th week, there will be three teams out.  Above is the 

schedule of the dates/location/Mod Squad Team Members that will be going to each site.  

You can find this and additional information on Modern DCPDS on our web page under Local News.

WEST MIGRATES TO RESUMIX 5.3G

By Joanne L. Weier

Customer Focused Division I

   On 3 January 2001, the West Civilian Personnel Operations Center ceased operations under Resumix 4.0 and migrated the data base over to a new and improved 5.3G version of Resumix.  The migration process took place from Wednesday, 

3 January through Friday, 12 January.  The migration process went relatively smoothly.  Over the long weekend, 13 - 15 January, our staff worked to input the resumes that had been received when the system was shut down.  On 16 and 17 January, our Staffers completed their orientation/training on the new system and started issuing referrals.  As with any new system, there is a learning curve, and our staff has worked very hard to get things back to normal as quickly as possible.  

    The new version of Resumix has important new features for applicants.  These are:

    (1)   the ability to submit a 3 page resume (the old version allowed only 2 pages),

    (2)  no limit on the number of geographic locations and occupations series that may be selected (the old version allowed up to a combination of 20),

[image: image19.wmf]    (3)  applicants no longer need to put the 15 @ symbols at the beginning of their resume, and

    (4)  applicants who send in their resume via email, will receive an automatic response advising them that they should wait 7-10 days and then they may go into the Resumix On-line Applicant Response (ROAR) to view the status of their resume.  We will no longer send green cards to applicants whose electronic resumes were successfully verified into Resumix.

    The updated Resumix Kit is posted on our web site, “www.wcpoc.army.mil” and was transmitted electronically to the CPACs.  ROAR is now back on line and functional.  Applicants may use ROAR to confirm that their resume has been processed.  Under the current version, ROAR will only display positions the applicant was considered for with the latest resume.  Whenever a new resume is submitted, it will over-ride the previous resume and the applicant will only see the positions considered for with the new resume.

    As with any new system, it will take some time to familiarize ourselves with the fullest extent of its capabilities.  The grammar base in version 5.3G is significantly expanded to include DOD specific grammar. 

Our next step is to determine what grammar needs to be added and to develop a Skill Handbook for various categories of jobs for use by management and staffers in developing referrals.

CPOC’s Regional Crediting Plan Database

By Suzanne Flaiban

Customer Focused Division II
The WCPOCs Regional Crediting Plan Database currently contains over 600 crediting plans. We have updated the database with the complete crediting plan to include the benchmark descriptions and the KSAs. The database is available at: www.wcpoc.army.mil, under Tools, then under Manager Information, and Regional Crediting Plan Database. Accessibility is limited to managers, supervisors and CPAC personnel with FPI User ID and password. 

The database may be used to select an already established crediting plan, to make changes to an existing crediting plan, or to develop a new crediting plan by combining elements from one or more plans. This database is a living management tool and will continue to grow as new crediting plans are developed and submitted to the WCPOC. The index page explains how to use this database and requests that users send their final crediting plan to their CPAC representative via e-mail. We are requesting that our CPAC partners forward these crediting plans to their servicing CPOC Team so the addition of a newly developed crediting plan can be expeditiously included into our database to share with other managers.

Check it out! The database allows you to view crediting plan information by conducting a search of all crediting plans established throughout the West Region, or 

to view crediting plans by occupational series or by servicing CPAC. 

Survivor Benefits

By Peg Sholtz

Army Benefits Center – Civilian (ABC-C)

Do you know what your loved ones are entitled to in the event of your death?  If you do, have you passed this information on to them?

Unfortunately, death is not something we want to plan for, or think about, let alone talk about.  But please, be proactive - check into what benefits your surviving spouse would be entitled to.  A good web site that provides some valuable information is located at www.opm.gov.  For example, there are three very good pamphlets on the web site - www.opm.gov/retire/html/library/index.html. 

RI 25-26   CSRS Information for Survivor Annuitants

RI 25-27   CSRS Survivor Benefits for Children 

SF 3114   Applying for Death Benefits under FERS.

Real Case Scenarios:

1.  Employee dies leaving a surviving spouse; but when the counselor reviews the Official Personnel Folder (OPF) for beneficiary forms, the only beneficiary form on file for Federal Employees' Employee Group Life Insurance (FEGLI) is a beneficiary form from 1970 naming a former spouse as the only beneficiary.   Unfortunately, the counselor then has the difficult task of informing the current spouse that he/she is not the beneficiary of the spouse’s life insurance proceeds.

2.  Employee dies, but during his years of service he had transferred from the CSRS retirement system to the FERS retirement system.  But the designation of beneficiary on file is the SF 2808, which is no longer valid since the employee died while covered under the FERS retirement system and the SF-2808 is for the CSRS retirement system.  Lump sum payment of contributions then must be paid out according to the legal "order of precedence" which may not have been the intent of the deceased.

3.  Employee dies and the surviving spouse has no funds to pay his/her monthly expenses until the monthly survivor death benefits begin, which can take some time.

4.  A single employee dies with valid beneficiary forms on file, but leaves all benefits to a minor child.  No thought is given to funeral expenses which typically average about $6000, so the next of kin must determine how the funeral expenses will be paid.  The rules on the use of children’s benefits are very limited and this must be considered.  

Tips to prevent the above scenarios:

[image: image20.wmf]Employees need to give some consideration to keeping at least a six month ready cash reserve on hand for surviving spouses in case of death.  Adjudication of death benefit claim forms do take time to process and many spouses are left with undue financial strain at a very stressful time.  Money may well be tied up in stocks, bonds and other investments, but may not be readily available to survivors for funeral expenses and day-to-day living expenses, etc.

Make sure those individuals you want as designated beneficiaries are given a copy of the appropriate beneficiary form.  There have been cases where a beneficiary form did not get filed in the OPF or not timely filed.  

Review your OPF annually; especially if a life event has happened that might affect whom you want to be named as your designated beneficiary.

Important!!  If you have a potential post-56 military deposit, check into whether it would be beneficial to pay it to increase an annuity.  Don't leave this task to a grieving spouse.

A reminder that a beneficiary form is only needed if you do not want the different benefits paid out according to the legal "order of precedence".   "Order of precedence" is as follows:  

Designated Beneficiary

Spouse

Child/Children in Equal Shares

Parents

Executor/Administrator of Estate

Next of Kin

Resumix Online Applicant Response (ROAR) System

By:  Fran Medarac

Information Services Division

[image: image21.wmf]On 18 January 2001, West CPOC implemented an updated version of ROAR.  The necessity to redesign ROAR was prompted by the recent migration to Resumix version 5.3G, the database application used in our recruitment process.  ROAR is a web-based application, which allows applicants to review the data submitted for job consideration in the West Region and obtain information about positions for which they have been considered.  Applicants may not find the system visually different from the previous version but the information displayed is much more timely.  The previous version accessed a separate database for the displayed data. This required a complete database refresh each evening.  The new version has access directly to the Resumix database, so the information is up to date.  The new version also enables the applicant to create an account by identifying a username and password of their own choosing.  
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By Vickie 

Jeffries, HRDD

Dates

Location

Mod Squad Team Members

26 Feb-2 Mar 

Huachuca

Denise 

Allshouse/Pat Mendoza

SPD-COE

Janet 

Yarnell/Rene 

Valenzuela

/

Jennifer Rife

5-9 Mar 

DLI

Lorraine

 Jacobs/Stacey 

Enderton

Seattle-COE

Donna 

Blevins/Richard 

Bisol

12-16 Mar

Portland-COE

Jan 

Hurd/Richard 

Bisol

Sierra

Janet 

Yarnell/Eloisa 

Porras

19-23 Mar

Dugway

        Jean 

Daughtry/Rene 

Valenzuela

Walla Walla-COE

Lori 

Pennebaker/Pat Mendoza

26-30 Mar

Irwin

Dan 

Shipman/Stacey 

Enderton

Tooele

Donna 

Blevins/Eloisa 

Porras

White Sands

Denise 

Allshouse/Kathy Kelley-

Gonzales

2-6 Apr

Lewis

Jan 

Hurd/Lorraine Jacobs

Yuma

Jean 

Daughtry/Lori 

Pennebaker
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Modern System CPAC Training Schedule & Teams


By Vickie Jeffries, HRDD


Dates


Location


Mod Squad Team Members


26 Feb-2 Mar 
Huachuca


Denise Allshouse/Pat Mendoza


SPD-COE
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DLI



Lorraine Jacobs/Stacey Enderton





Seattle-COE
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12-16 Mar

Portland-COE
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Janet Yarnell/Eloisa Porras


19-23 Mar

Dugway
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Walla Walla-COE

Lori Pennebaker/Pat Mendoza


26-30 Mar

Irwin



Dan Shipman/Stacey Enderton





Tooele



Donna Blevins/Eloisa Porras




White Sands
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Gonzales


2-6 Apr

Lewis



Jan Hurd/Lorraine Jacobs





Yuma



Jean Daughtry/Lori Pennebaker 
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