CPAC Goal I: Design and implement structures, programs, and processes to improve efficiency and effectiveness, while providing for continuity, change and growth.

Department of the Army and Fort Bragg Civilian Personnel deployed several automation initiatives to improve the effectiveness of personnel procedures over the last four years.  Through training and marketing of the process improvement modules, desktop automation initiatives are provided to serviced activities.  The outcome is a more efficient installation with automated tools designed to streamline operations.  We will continue to improve the delivery of our human resource services through the modernization of several personnel initiatives as we redesign business processes.

In FY 2000/2001, there were several automated initiatives implemented pertaining to pay, Thrift Savings, Retirement, Health, and Life Insurance programs. In fiscal year (FY) 2000-2005, the Fort Bragg Civilian Personnel web site, will serve as one of the critical links to providing information to our customers and serve as a multi-media source to educate employees in civilian personnel functions.  The web site will also serve as a link to other OPM, DOD, DA, and CPOC personnel information sources.  By FY 2005, we will realize full modernization of personnel processes.  We will realize this goal in close coordination with Department of the Army, Headquarters, Forces Command, and the South East Civilian Personnel Operations Center.  The expected outcome is a more efficient installation with 90 % of the customer base using the automation initiatives deployed.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

1) Improve effectiveness of personnel procedures through automation driven tools in support of development of the most efficient installation.

* Link to Fort Bragg Goal 4: Design and implement the structure, program and processes to improve efficiency and effectiveness while providing for continuity, changes and growth.

** Link to CPAC Goal I
Outcome

Most Efficient Installation

Measure

# of customers using automation driven tools.

% of users able to access system.


Inform union of changes.

Implement DOD standard automation tools.

Coordinate/Inform Commander, Directors and Manager of new tools.

Conduct follow-up for compliance.

Deploy modern system

Identify all users of Modern, secure user IDs, passwords and access requirements.

Coordinate and train users.

Coordinate installation of appropriate software to all users.

Recreate pipeline actions where necessary.

Manage user Access trouble shoot problems when ready.

Retrofit NAF
Labor

CPAC, Automation

CPAC

CPAC

CPAC, Automation

Automation

Automation

Automation

Automation

Automation

HR
1-00

Continuous

Continuous

Continuous

4/00-6/01

12/00-1/01

1/01-3/01

2/01-3/01

3/01-4/01

4/01

Continuous-2005 

FY2001-2005
AFGE

CPOCMA, CPOC, FORSCOM, ARMY

Manager, Supervisor, Commander, Directors

Manager, Supervisor, Commander, Directors

CPAC, Civilian Coordinator, CPOC, HR

CPAC, Civilian Coordinator, CPOC, HR

CPOC/CPAC, Civilian Coordinator, HR

CPAC/Civilian Coordinator, HR

CPAC, Civilian

Coordinator, HR

CPAC/CPOC, Civilian Coordinator

CPAC/CASBC

CPAC Goal I: Design and implement structures, programs, and processes to improve efficiency and effectiveness, while providing for continuity, change and growth
One of the program areas for improvement is the civilian pay system.  The automation of pay process create many systemic problems due to the rejection of data, lack of trained personnel, and the requirement to coordinate with many different agents in the process. Education and training of the CPAC staff is imperative and will be provided weekly.  We will develop a monitoring system to track payroll actions to ascertain when problems occur and the magnitude.  We will address problems immediately.  We will maintain our partnership with the SE CPOC and Defense Finance Accounting System (DFAS) to surface and resolve pay or pay related problems continuously.  We will ensure that information is accurate, relevant, reliable and useful.  Timeliness and accuracy of the information provided will be based on the quality of the data.  We will work constantly to improve and increase the quality of information and technical assistance provided to our customers.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

2) Resolve civilian payroll problems.

*Link to Fort Bragg goal 5.

** Link to CPAC Goal I
Outcome

Re-engineer the pay resolution process.  High customer satisfaction

Reduction in the number of pay complaints.

Measure

Timeliness and accuracy of information provided.

% of issues resolved.


Evaluate system.

Develop plan of action to monitor and resolve issues.

Develop employee bulletins to assist employees with Frequently Asked Questions.

Evaluate impact of changes and explore further options.
HR

HR

HR

HR
1/00-12/00

1/00-10/00

1/00-12/01

12/00-12/01
CPAC, DFAS

DFAS, CPAC, CPOC

CPAC

Employees, Managers, Supervisors

CPAC Goal I: Design and implement structures, programs, and processes to improve efficiency and effectiveness, while providing for continuity, change and growth.

Our collective Bargaining Agreement for the Installation requires updating with regulatory and Statutory requirements.  In order to accomplish this, management was requested to provide information regarding plan on what was working and what was not.  The union contacted employees and requested that they provide information on what they would like to see in the new plan.

In FY 2000, it was time to negotiate a new contract.  The previous contract had been in effect since 1989.  Rather than develop a negotiating team of 10-12 persons, the leadership of Fort Bragg decided to try the innovative approach of having two persons on each team.  Management was canvassed for their input on needed changes and regulations and laws were studied to insure we had the most up to date information in developing management’s positions.  Contract negotiations took less than three months to complete.  Final approval came on October 24, 2000.  In order to achieve our goal of a living document, it was printed in loose leaf form.  As changes are negotiated, they will be distributed for inclusion.  Our goal is to become true partners with our local union.  Toward that end, training for management was conducted jointly and training for employees, set to begin February 1, 2001, will be conducted in the same manner.  

In 2001 we are planning to jointly develop a Labor Management Strategic Plan.  We plan to continue conducting joint training monthly for new supervisors and employees on the contract.  This will help us meet the goal of becoming true partners with our local union.  It will also assist in meeting the goal of reducing Unfair Labor Practices and Grievances.  We are currently monitoring the new informal step of the grievance procedure to see if that will contribute to the reduction in number of formal grievances filed.  Since the labor office is not involved at this stage, we will get input from the union in order to do comparative analysis of numbers and issues of grievances quarterly in order to assess the effect of adding this step.  At that time we will jointly determine if it needs to be kept in or deleted and negotiate accordingly.  Our goal for FY 02 is to design and implement an Alternative Dispute Resolution Process in conjunction with the union.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

3) Develop and negotiate a new Collective Bargaining Agreement for the Installation.

*Link to Fort Bragg Goal 7.

Refine, expand and implement mutually beneficial partnerships with unions.

** Link to CPAC Goal I
Outcome

Publish new contract.

Measure

# months to negotiate agreement.
Canvass management and employees on changes needed.

Compile successful management changes.

Conduct pre-negotiation meeting with union representatives to resolve issues.

Conduct negotiations.

Finalize changes.

Brief Command Group on new contract and forward to Army for approval.

Publish contract.

Train management and employees on contract jointly with union.

Develop Strategic Labor Plan

Design ADR Program

Train mediators

Monitor program
L/MER

L/MER

L/MER

L/MER

L/MER

L/MER

L/MER

L/MER

L/MER

L/MER

L/MER

L/MER
1/00–12/00

1/00-4/00

4/00-6/00

6/00-7/00

8/00

8/00-9/00

9/00

10/00

Continuous

6/01

6/01

9/01

Continuous
Employees

Supervisors

Managers

AFGE

Management

L/MER

AFGE, L/MER, Army L/MER, FORSCOM L/MER

AFGE, L/MER

AFGE, FORSCOM,

Army, L/MER

Command Group

FORSCOM, Army, AFGE

N/A

AFGE, CPAC, L/MER

AFGE, L/MER, 

AFGE, L/MER, Managers, Employees

AFGE, L/MER, FLRA, CPOCMA

AFGE, L/MER

4) Assess effectiveness of Incentive Awards Program and develop new and creative reward mechanism. 

*Link to Fort Bragg Goal 5

Retain, develop and empower a high quality workforce, transformed and motivated to identify and respond to customer needs.

** Link to CPAC Goal III
Outcome

Develop new and innovative ways to recognize employees.

Measure

% of time new awards are utilized.
Revise and implement incentive awards plan.

Survey the workforce and management to determine baseline.

Determine new methods of reward.

Select new rewards for implementation.

Develop guidelines.

Train the managers and the workforce.

Implement new methods.

Evaluate new reward options.
1/00-6/01

HR

HR

HR

HR

HR

HR

HR
5/01-7/01

8/01-10/01

11/01/-1/02

2/02-5/02

6/02-9/02

10/02

03/03
GC, CPAC, Directors

CPAC, FORCSOM, Managers

CPAC, Managers, Employees

CPAC

CPAC

CPAC

CPAC

CPAC

CPAC Goal II: Retain, develop and empower a high quality workforce, transformed and motivated to identify and respond to customer needs.

As one of the largest federal employers in North Carolina, Fort Bragg offers and fills a variety of federal civil service positions.  We fill hundreds of positions annually.  However, with the regionalization of civilian personnel services, we must rely on the South East Civilian Personnel Operations Center (SE CPOC) to provide timely recruitment and referral services to fill our positions.  The average time to fill positions range from an average of 200 days in 1996 to 90 days in fiscal year 2000.  Our Strategic objective is to decrease the number of days to fill positions locally, and increase our responsiveness to commanders, directors, supervisors and employees.  The expected outcome is to reduce the fill time.  Partnerships and good customer relations drives this critical element of reducing fill time.  There has been a decline in the fill rate since 1996; however, it remains  at an acceptable level for our customers and does it meet the established DA goal of 60 days under manual procedures, or 45 days under automated procedures.  Until the problems are resolved with automated processes, our goal is to improve our fill rate over the previous year.  We have developed local tracking systems to evaluate how long it is taking at each level (management, CPAC, and CPOC).  We negotiated and implemented RESUMIX, Department of Army’s automated Merit Promotion System, in FY 2001, and thus far, it has helped to reduce the fill time.  By the year 2002, we will implement new processes  and procedures in how we fill jobs, which should reduce the average rate to 60 days.  In 2005, we will have full modernization of personnel modules and thus a reduced fill rate to 45 days.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

1) Decrease the number of days to fill positions locally.

* Link to Fort Bragg Goal 5: Retain, Develop and empower a high quality workforce, transformed and motivated to identify and respond to customers needs.

** Link to CPAC Goal II
Outcome

Reduce fill time from previous FY.

Measure

# days to fill position.

Responsiveness to our customer base and Fort Bragg results achieved.


Set Goals

Identify and evaluate causes for delays.

Make Adjustments and implement changes.

Develop performance standards.

Monitor tracking system.

Review Business Process Maps.

Identify and recommend various recruitment sources.

Implement RESUMIX and New Internal Placement Plan.

Explore alternate recruitment sources for hard to fill medical jobs.

Flow PERSACTIONS to CPOC within specific time.
HR

HR

HR

HR

HR

HR

HR

HR

HR

HR
2/01-4/01

Annually 

Continuous

4/01-

3/01

Modify

Annually

Continuous

Continuous

1/00

10/00

9/00

Continuous
HR Staff, Managers, Supervisors, Directors

Directors, Supervisors, Managers, HR, CPOC

HR Staff

HR

HR

HR

CPAC, CPOC Directors, Managers, Supervisors

CPOC, Directors, HR, Managers, Supervisors

HR, OPM, Directors, Managers, Supervisors, CPOC

HR, CPOC, Supervisors

CPAC Goal III: Develop programs that will simplify and streamline personnel management processes and procedures.

A major area of focus and a critical area of concern is the customer service program that addresses the concerns of our Fort Bragg customers.  Personnel services are provided to the soldier, civilian, family member, retiree and US Citizen seeking federal job information.  We have designed and implemented several plans and programs to meet the needs of our customers.  We identified their needs through customer satisfaction surveys, organizational visits, web site services and various other avenues.  We have improved our information flow to organizations, which increased the knowledge base of our workforce.  We develop help desks in organizations to respond to personnel inquiries, conduct personnel training seminars on various personnel topics to enhance growth and development of on-site administrators and we enhance existing program processes and procedures to streamline services.  By FY 2002 we will develop and implement a system to measure the CPAC program success in all areas of personnel administration.  We will measure our customer program success with other installations of comparable size and similar customer base, like Fort Lewis and Fort Hood.  We will use OPM, Army, and Forces Command surveys to assess program support and compliance.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

1) Increase the effectiveness of Personnel Administration regulatory and procedural compliance.

* Link to Fort Bragg Goal 4.

** Link to CPAC Goal III
Outcome

Educate staff and customers.

Improve customer awareness.

Measure

# of regulatory or procedural violations.

Outcome

Knowledgeable workforce.

Measure

# of documents published, training conducted.

Improved communications with our customers


Develop Customer Service Program.

Evaluate effectiveness of Customer Service Program.

Solicit customer needs.

Educate staff on business processes.

Develop procedural guide.

Update Personnel Management Guide for Supervisors.


HR/LMER Supervisor

HR/LMER Supervisor

HR/LMER

HR/LMER

HR

HR/LMER


7/01

Quarterly

3/00-3/05

Daily

2/01

3/01

6/01


CPAC Director

CPAC Director, Installation Customers

CPAC Director

CPAC Director

CPAC Director



Develop monthly Human Resource Bulletins.

Update CPAC Web Page.

Implement “Focus 2000” (Replaces “Why Wednesday”.

Implement Installation Personnel Management Training. 

Provide information through multi-media sources to educate employees on Civilian Personnel functions.
LMER

Automation

Automation

CPAC Director

CPAC Director


Continuous

Continuous

1/00 Ongoing

1/00 Ongoing


Division Chiefs Directors

Director Manager/Supervisor Commander Division Chiefs

Division Chiefs

CPAC Staff, CPOCMA, CPOC, DA, FORSCOM



CPAC Goal III: Develop programs that will simplify and streamline personnel management processes and procedures.

A major area of focus and a critical area of concern is to develop and implement a customer service program that addresses the concerns of our NAF customers.  NAF personnel services are provided to soldiers, civilians, family members, retirees and US Citizens as well as Non-US Citizens seeking Nonappropriated Fund job information.  We have designed and implemented several plans and programs to meet the needs of our customers.  We are continually working to identify their needs through customer satisfaction surveys, organizational visits, web site services and various other avenues.  We have improved our information flow to organizations, which increased the knowledge base of our workforce.  We respond to personnel inquiries, conduct personnel training seminars on various personnel topics to enhance growth and development of on-site administrators and we enhance existing program processes and procedures to streamline services.  The NAF Chief attends the CASBC team chiefs meeting each week thereby staying in close touch with the needs of the organization.  The NAF Chief serves as a nonvoting member of the Pay Band Committee.  By FY 2002 we will develop and implement a system to measure the NAF CP0AC program success in all areas of personnel administration.  We will compare our customer program success with other installations of comparable size like Fort Lewis and Fort Hood.  We will use OPM, Army, and Forces Command surveys to assess program support and compliance.  We plan to develop an automated referral system which will enhance customer satisfaction with our recruitment program.  We plan to survey other activities which have an automated referral system and design ours to meet the needs of our NAF customers.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

2) Streamline NAF personnel processes.

* Link to Fort Bragg Goal 5

** Link to CPAC Goal III
Outcome

More efficient process and improved customer service.

Measure

# of days to fill position.
Develop an automated tracking system for Awards and fill time.

Delegate direct hire authority to lowest possible level.

Develop automated referral system.

Conduct periodic customer satisfaction survey.

Provide electronic manning documentation to managers.

Develop reports for customers to track current strength levels.

Develop NAF staff to become generalists.


NAF

NAF

NAF

NAF

NAF

NAF

NAF


5/00-9/00

4/00-8/00

12/00-12/02

12/00-12/05

Continuous

6/00 Continuous

Continuous

6/00-12/01
CPAC

CASBC,

NAF Managers

Army, CPAC, Automation

CASBC,

NAF Managers

NAF Managers, Supervisors

CPAC Director,

CASBC Director

CPAC Goal IV: In compliance with President Clinton’s Federal Worker 2000 Presidential Initiative to reduce injuries and illnesses and resultant costs, Fort Bragg implemented an aggressive program to monitor and reduce claims and associated cost.  The Civilian Resource Conservation Program (CRCP) is an umbrella program that pulls together elements of other programs administered by Public Safety, Resource Management, and Occupational Health.  The committee is chaired by the Garrison Commander and composed of representatives from Resource Management, Civilian Personnel, Safety, Occupational Health, Installation Directors, Criminal Investigations, and local Unions.  The goal of the committee is to reduce costs, number of injuries, occurrences of serious injuries/deaths, and rate of lost production days while ensuring that employees have a safe environment in which to work.  

For FY 01, the goal is to reduce overall injuries by 10%, loss of production days by 2% and maintain or reduce serious injuries.  We want to reduce timeliness of reporting injuries/illness to Department of Labor by 5% and reduce salary compensation by 2%.  A major part of this plan involves the FECA administrator going into each business center and tenant activity for individualized training.  Additionally the FECA administrator works closely with the Safety and Occupational Health staff to provide CRCP training and to monitor closely those activities which have been identified as having high lost production days.  Those activities receive one on one training from the FECA administrator.  The FECA administrator is aggressively monitoring the return to work of injured employees and working with the entire installation to offer light duty positions.  This allows us to reduce our number of days of Continuation of Pay.  In FY 01 the FECA administrator plans to train employees on the FECA program.  This will be done in conjunction with the union to show their commitment to and support of the program.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

1) Monitor Workers Compensation Program Claims & Cost

Supports

Fort Bragg 

Goal # 4___

Design and implement structures programs and processes to improve efficiency and effectiveness while providing for continuity, change, and growth

** Link to CPAC Goal IV
Measure: 

% of Reductions

Outcome:

Overall Reductions
Revise/revamp

Federal Employees Compensation Act Program

Participate as 

A member of the Civilian Resource Conservation Program Committee (CRCP) to monitor program

Conduct Joint FECA Training with Safety, Occupational Health, Civilian Personnel

Establish program objectives for Safety Prevention to reduce injuries

Develop Performance Standards for Managers/ Supervisors to support management of FECA Program

Develop job descriptions to accommodate injured employees

Develop positions to place injured employees

Establish & Monitor data base to track injuries and identify trends

Publish Program information via Employee and Supervisory Newsletters


Labor

Labor

Labor

Labor

Labor

HR, CPAC

HR, CPAC

Labor

Labor


1/00

Continuous

Continuous

4/00

12/00

12/00 – Continuous

1/00

Continuous

Quarterly


CRCP Committee

CRCP Committee

CRCP Committee

Commanders, Directors, Supervisors, Employees

CRCP Committee

Commanders, Directors, Supervisors

CRCP Committee

Commanders, Directors, Supervisors

Commanders, Directors, Supervisors

Commanders,

Directors,

Supervisors

CRCP

Department of Labor, Commanders, Directors, Supervisors

Department of Labor, CRCP Committee



CPAC Goal IV: In 1998, Department of the Army published changes to the Total Army Performance Management System.  Of the two major changes, one required bargaining with the union.  Management and the union were able to come to an agreement in a short time on the issue.  Changes to the regulation were implemented with the new rating period beginning 1 November 2000. 

TAPES totally revised the way we look at performance management in the Department of the Army.  For the first time, individual performance objectives were linked to organizational goals and the goals of the leadership of the installation. Our challenge is to insure that all employees operate under measurable, objective goals which are linked to the goals of the organization.  This entails training managers and employees on not only the TAPES system itself, but on the process of setting goals.  

Despite many revisions, we still remain less than satisfied with the Performance Management System which is in place.  Toward that end, it is our plan to survey the workforce to determine what our managers and employees want to see in a Performance Management System.  We plan to conduct this survey during FY 01 and have the results compiled by the fourth quarter.  In FY 02 we plan to form a task force consisting of managers, employees, and the labor union to analyze the data and to look at what other agencies have in place.  By FY 03, we hope to have a plan to propose to FORSCOM and DA to test a new system which will meet the needs of our workforce as a Performance Management System.  By FY 04 we plan for Fort Bragg to be the leader in developing a model Performance Management System for the Army.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
ACTION
LEAD
MILESTONE
COORDINATION

2) Implement the changes to TAPES.

* Link to Fort Bragg Goal 5: Retain, Develop and empower a high quality workforce, transformed and motivated to identify and respond to customers needs.

** Link to CPAC Goal IV
Outcome

Publish new  TAPES guidance to workforce.

Improved customer service.

Measure

Published new Handbook to workforce
Set Goals

Identify Changes to regulation.

Discuss and review changes with management.

Propose changes to union.

Conduct Impact & Implementation bargaining.

Inform Installation managers of results of I&I

Train workforce

Update Supervisory Handbook

Survey workforce

Analyze data

Develop test

plan
HR

HR

HR

HR

HR/Labor

HR

HR

HR

HR

HR

HR
1/00 

1/00

06/00

07/00

10/00

10/01

01/01

03/01

6/01

1/02

10/03


HR Staff, Managers, Supervisors, Directors

DA

Directors, Supervisors, Managers

AFGE

AFGE

Managers, Supervisors, Directors

Managers, Supervisors, employees

HR/labor

HR, Managers, Employees, Union

HR, Managers, Employees, Union

HR, Managers, Employees, Union, FORSCOM, DA



CPAC Goal IV: Develop programs that will simplify and streamline personnel management processes and procedures.

President Clinton’s Executive Order 12564, mandated that the Federal sector be a drug free work place.  The implementation greatly increased the number of Testing Designated Positions at Fort Bragg.  The Civilian Personnel Advisory Center, in conjunction with the Alcohol and Drug Abuse Prevention and Control Program, faced the challenge of a significant increase (500 plus) in the numbers of employees tested quarterly under the program.  This required the negotiation and implementation of a new policy on the consumption of drugs and alcohol as well as a new Memorandum of Agreement on Testing Designated Positions.

The challenge will be to keep the database current given the ever changing population due to attrition, RIF and new employees.  One employee is assigned responsibility for maintenance and tracking the entire program.  In addition to increased testing, there is a need for training managers and supervisors in the handling of issues such as positive tests on an employee, or dealing with employees under the influence of alcohol and drugs on duty.  In 2000, managers and supervisors were trained on the new Alcohol and Drug Consumption Policy.  In FY 01, the plan is to do more in depth training with managers, supervisors and employees to promote and effect the drug free work place.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
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LEAD
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COORDINATION

3) Implement Expanded Testing Designated Positions

* Link to Fort Bragg Goal 5: Retain, Develop and empower a high quality workforce, transformed and motivated to identify and respond to customers needs.

** Link to CPAC Goal III
Outcome

Update Drug Automated System with new positions.

Measure

Number of positions added to Drug Automated System.


Set Goals

Develop and Staff and Publish Policy

Develop and Negotiate  MOA with Union

Train Managers

Implement new TDP

Monitor Program.
HR

HR

HR

HR

HR

HR
01/00 

11/00

11/00

12/00

1/01

Continuous
HR Staff, Managers, Supervisors, Directors

HR, Managers, Supervisors, Directors

AFGE

Managers, Supervisors, Directors

HR/ADAPCP

Managers, Supervisors, Directors

HR/ADAPCP



CPAC Goal V: Provide support to Installation Commercial Activity Studies and Reduction In Force (RIF).

During FY 2000, over 500 positions were reviewed for redesign and restructure to realize efficiency and effectiveness of products and services in an environment of downsizing and constant change.  By FY 2003 we will have developed standardized programs that will allow the review of over 1000 additional positions for organizations undergoing CA Studies.  We will work closely with organizations to assess position management and classification needs in order to provide expert advice and assistance to directors, managers and supervisors.  Throughout the studies, we will assist managers in defining essential, required, critical primary functions to accomplish assigned missions and mandated work. We will assist managers in reshaping and restructuring established positions to realize an employment mix that will best achieve and accomplish established goals of the organization.  CPAC representatives will serve on/off site, working with managers, utilizing automation tools that allow for standardization of work products.  Final products will allow for a smooth transition into the contract or the most efficient organizational structure.
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1) Provide support to Installation Commercial Activity studies. 

*Link to Fort Bragg Goal 3 Institutional, integrate and deploy strategic planning and change management in all we do.

** Link to CPAC Goal V
Outcome

Smooth transition to MEO/contractor.

Measure

Ability to conduct Reduction In Force and % or placement.
Notify Union.

Assist study team.

Provide position management advice and assistance to managers throughout study.

Review and finalize MEO.

Coordinate implementation of MEO following solicitation.

Establish milestones for implemen-tation of the MEO/contract.
Labor

HR

HR

HR

HR

Director
1/00-12/05

1/00-12/05

3/00-12/05

4/00-12/05

10/00-On-going

9/00-12/05
AFGE, SPO

Commander, SPO, Directors

Commander, Directors, SPO

SPO, Commander, Directors.

Directors, CPOC

SPO, CPOC, Directors

CPAC Goal V: Provide support to Installation Commercial Activity (CA) Studies and Reduction In Force (RIF).

In support of downsizing initiatives within Department of Army, CPAC will work with managers to assess the potential adverse impact of CA studies.  When it is determined that surplus employees will result from the studies, Voluntary Separation Incentive and Early Retirement program authorities will be used to the maximum extent feasible to reduce the adverse impact of workforce reductions.  Early registration in Priority Placement Programs, waiver of qualification requirements, and retraining of employees for new job skills will also be used to the maximum extent possible.  Tenant activities will be contacted and provided a list of occupations affected by the reductions to solicit support in the placement of employees.  Early planning with managers and sufficient lead-time will be used to retrain or reassign employees adversely affect by changes in staffing requirements.  Actions will be taken well in advance of planned reductions to restrict the hiring of new personnel in jobs for which excess personnel are qualified.  Valid vacancies will be used within the RIF area as placement opportunities arise.  We will partner with the labor union in training and counseling the workforce on RIF procedures.  We will establish information help desks on site to respond to questions regarding RIF.  Throughout the entire process, we will implement an intensive placement program to ensure that all affected employees receive individual counseling and retraining assistance consistent with each employee’s needs and desires.








SUPPORTING OBJECTIVE
OBJECTIVE MEASURE/OUTCOME
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LEAD
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2) Downsize and restructure workforce to support commercial activity studies.

Link to Fort Bragg Goal 9. Develop and implement the most efficient and effective installation structure for the delivery of goods and services into the 21st Century.

** Link to CPAC Goal V
Outcome

Streamlined and restructured workforce.

Measure

# of employees reduced from Fort Bragg rolls from the # of positions abolished resulting from the CA Study.
Develop reduction plan 

Identify retirement eligibles. 

Announce VSIP Program.

Review  Employee Official Files.

Conduct MOCK Reduction.

Request VERA

Announce MEO/Contract initial decision.

Establish information center for employees.

Conduct workforce reduction briefings.

Implement VSIP incentives and early retirement.

Register employees in Priority Placement early.

Implement final study decision.

Implement VSIP/VERA authority.

Conduct Reduction in Force.

Conversion to contract operations or MEO.

After Action Report.
HR

HR

HR

HR

CPOC/CPAC

HR

GC

HR

HR

HR

HR

HR

HR

CPAC/CPOC

HR


6/00-6/05

6/00-6/05

7/00-10/05

8/00-8/05

9/00-9/05

9/00-9/05

9/00-12/05

10/00-12/05

10/00-12/05

11/00-01/06

11/00-12/05

12/00-4/06

12/00-4/06

1/01-4/06

4/01-4/06

4/01-4/06
GC, SPO, RBC, CPAC, CPOC

GC, SPO, RBC, CPAC, CPOC

CPAC, Business Centers, Workforce

Workforce, Managers, Supervisors

Garrison, Workforce

GC, SPO, RBC,

CPAC, CPOC

Workforce, Managers, Supervisors

Workforce, Managers, Supervisors

GC, Director CPAC

CPAC STAFF

SPO, Contracting, GC, Business Center Directors

Workforce, Managers, Supervisors,

Contracting

Workforce, Managers, Supervisors

CPOC/CPAC

Contracting, GC, CPAC, Business Center Directors

