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CIVILIAN PERSONNEL ADVISORY CENTER

INTRODUCTION

Today, the workforce is a unique mix of civilian employees and contractor personnel providing support to our military members.  Civilian employees may not stay in the same state, let alone the same job; they are not only computer literate, but are connected at all times through web-enabled equipment and cellular phones; and face continued restructuring.  While this significant shift has taken place in the workforce mix and the Department of Army mission, we face even more challenges in hiring and retaining a quality workforce.  We realize that we cannot sustain our quality of excellence without support from our commanders, managers, supervisors, and employees.  We are building “Partnerships in Human Resources for Excellence”.  Through our strong partnership alliances, and intense automation efforts we will be able to exceed expectations.  We will continue our efforts to streamline and simplify as many of our processes as possible making it more convenient to benefit from our services.
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The XVIII Airborne Corps, Installation Business Office, Civilian Personnel Advisory Center’s Strategic Human Resource Management Plan is linked to the Office of Personnel Management Human Capitol Plan, and the Department of  Defense Strategic Plan.

The plan identifies those critical tasks that must be performed in order to support and assist Fort Bragg commanders, directors, managers, and supervisors, in personnel administration.  Our intent is to provide an azimuth that will guide us toward operational improvements that will assist in the transformation of Fort Bragg into the 21st Century.

The plan is focused on key processes that support Fort Bragg soldiers, civilians, family members, job applicants, military and civilian retirees.  We seize the opportunity to change in a positive way.  Specifically, we are making an investment in excellence.  We know we need to continue to make significant changes in the installation Human Resource Program, because of emerging business practices, state of the art technologies, budget cuts, downsizing, restructuring and customer feedback.  Our challenge is to mirror the Army vision of people, readiness and transformation.  Equipping our people to meet the responsibility of homeland security, readying our workforce to prepare for the combined military and civilian human resource initiatives, and transforming to meet the needs of Installation Management.  

PURPOSE

To provide the framework for designing, developing, and implementing, tools, programs, policies, automated systems and procedures to advise and assist commanders in carrying out their responsibilities in the management of the Fort Bragg Federal civilian workforce.

To provide performance measures and objectives that will be used to assess the operating efficiency and effectiveness of the Human Resource Program at Fort Bragg.

To monitor and measure program effectiveness and the success of strategies deployed.

To evaluate performance and make program adjustments, as new and improved information becomes available.  Information will be evaluated at three levels, the Installation Garrison Commander, Tenant Commanders and the Civilian Personnel Director.

HUMAN RESOURCE MISSION
Provide customers with flexible human resource strategies and solutions to recruit and retain a highly effective, capable force.

HUMAN RESOURCE VISION

To design, develop and implement Human Resource policies, strategies, systems and tools to ensure a mission-ready civilian workforce that is motivated to excel.

COMMITTMENT

We are committed to serving Army’s finest soldiers, civilians, and family members.

We are committed to providing our soldiers, and civilians, one of the best working and training environments in the Army.

We are committed to take care of our people as we downsize, re-engineer, redesign and restructure the Fort Bragg Workforce.

We are committed to the training and development of our workforce in personnel programs and job opportunities.

We are committed to Army Values.

ARMY AND HUMAN RESOURCE VALUES

Loyalty entails bearing true faith and allegiance to the US constitution, the Army, the unit, and to the individual.

Duty entails fulfilling professional, legal, and moral obligations.

Respect means to promote dignity, consideration of others, fairness and equal opportunity.

Selfless Service proposes placing Army priorities before self.

Honor is adhering to the Army’s publicly declared code of values.

Integrity is to possess high personal moral standards and being honest in word and deed.

Personal Courage is manifesting physical and moral bravery.

QUALITY
We strive for continuous improvement in the Human Resource Management program, enhanced productivity, and quality customer service in an ever-changing environment.

STEWARDSHIP

We are responsible for the Federal Government’s most treasured asset, PEOPLE.  We will serve them with dignity and respect.

Develop and implement the most efficient and effective installation structure for the delivery of goods and services into the 21st Century.

CPAC GOALS

Promote focused, well-funded recruiting to hire the best talent available.

Increase Workforce Motivation

Full Execution of Allotted Work Years

Continued Partnerships and Establishment of New Partnerships

Utilize existing personnel systems that permits management to maintain a mission ready workforce.  

Increase Effectiveness of Human Resource Administration, Regulatory and Procedural Compliance

Reduce Lost Productivity Due to On-The-Job Injuries 

Promote development of the civilian workforce.

ORGANIZATION

Human Resources is one of the many functions of the Installation Business Office. The Civilian Personnel Advisory Center (CPAC) reports directly to the Civilian Human Resources Region – South Central at Huntsville, Alabama.

The CPAC organizational structure includes  the Director’s Office and four Human Resources Offices: Human Resources Office – AMEDD; Human Resources Office – Garrison; Human Resources Office – Tenants; and, Human Resources Office – Nonappropriated Fund.

Our serviced population consists of over 5,000 customers internal to Fort Bragg occupying various professional, technical, administrative, and career positions. 

Fort Bragg is one of the Fayetteville area’s premier employers. The applicant population exceeds 30,000 and is comprised primarily of military spouses, military and civilian retirees, and family members.

Human resources generalists provide technical advice, assistance and information in all areas of human resources (i.e., Labor relations, management-employee relations, recruitment and placement, position management and classification, civilian pay, employee benefits, awards and other human resources related issues.

DIRECTOR'S OFFICE

The Director of Civilian Personnel assists commanders in carrying out their responsibilities in the management of the Fort Bragg Federal civilian workforce.

The Personnel Director implements rules, regulations, and policies affecting the administration of civilian personnel by which Fort Bragg federal employees are managed; the director is the primary administrator of civil service laws and regulations at Fort Bragg.   
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The Incentive Awards Administrator provides advice and assistance in processing of civilian monetary and honorary awards for the Installation. workforce to assist in resolving pay and benefits issues.

HUMAN RESOURCES CENTERS

The center provides advice, assistance, and training to supervisors, managers, and employees concerning personnel staffing, classification, reductions-in-force, retirement, workers’ compensation pay, and other human resource services to a diverse workforce of over 4,000 appropriated fund employees and almost 1,000 non-appropriated fund employees.
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The office also provides job information services, career management counseling, Priority Placement Program registration, and in-processing services for all civilian employees.  The staff of the Center also provide consulting services in the area of Management Employee Relations.

All functions are performed in an effort to provide exceptional quality personnel services that will result in optimum productivity and customer satisfaction.

Job Information provides advice, assistance and instructions on self-help application procedures to applicants interested in federal government positions, and to current employees.  The emphasis is on electronic access to information, with easy links to job information, employee bulletins, and notices, and many other sites that provided personnel information.

Advisory services are provided to our customers in the area of Position Management, Classification, Recruitment and Placement.  Registration is also available and provided to our customers through the Priority Placement Program, Retained Grade, DoD and DA family members, and DoD Military Spouse registration.

NAF HUMAN RESOURCES CENTER

This office provides full service quality personnel programs that assist NAF directors, and managers in attracting, developing, and retaining a workforce that is diverse, knowledgeable, and skilled.  The NAF Human Resources Center provides personnel services for non-appropriated fund activities comprised of approximately 1,000 employees.  Services include job recruitment and placement, classification, employee benefits, and management and employee relations.  

HOW WE ASSIST THE APPLICANT:  Job Information is located in the NAF Human Resources Center.  Vacancies are listed in our office, on our bulletin board, job line, and on the MWR web site.  Applicants are informed of our hiring process, employment preferences, direct-hire locations, employment requirements, and other pertinent information.  Application instructions and one-on-one assistance is provided as needed.  We accepted 4,242 applications in FY03, primarily from military spouses.  

OUR HIRING PROCESS:  Applications are maintained in active status for 90 days.  They are rated and referred to management within three days of the announcement closing date.  We posted 147 specific announcements in FY03, in addition to open continuous and direct hire.  Activities post hard-to-fill announcements in the local media subject to approval of the NAF Human Resources Center.  

DIRECT HIRE:  Four of our facilities are authorized to recruit under direct hire - NCO Club, Officers’ Club, Yntema Club, and Sports USA Club.  Applications are accepted on site for vacancies in the facility.  The referral, with selections, and the entire applicant file is forwarded to our office for processing.  We ensure compliance with directives and continue with the hiring process.  The NAF Human Resources Officer performs unannounced periodic inspections.  Direct hire allows management to recruit for quick-turnover positions.

HOW WE ASSIST THE NEW EMPLOYEE:  Applicants who have been selected for a position are notified within 24 hours of referral receipt date - our standards specify three days.  Individuals, who accept, are informed of required documents to bring to the inprocessing session.  Regular part-time and full-time employees receive a one-on-one employment benefits session after inprocessing. 

MANAGEMENT- EMPLOYEE RELATIONS.  The goal of the NAF Human Resource Center is to ensure that our managers and supervisors are in compliance with the Negotiated Agreement with the NAGE Local R5-160 and AR 215-3.  We work to maintain a cooperative environment with the union and management.  Our goal is to resolve issues at the lowest possible management level.  Meetings with the union occur on an average of four times per month to address employee disciplinary issues and concerns.  This close relationship has resulted in a reduction of formal grievances and disciplinary actions.

BUSINESS BASED ACTIONS:  Between October 2002 and September 2003, business based actions affected 25 employees.  Only five employees were separated during this timeframe.  In a workforce of 1,000 strong, only 2.5% were affected by business based actions.  

WAGE SURVEY: The NAF Human Resources Center hosted the mandated Nonappropriated Fund telephone survey for Cumberland, North Carolina in 2003.  Various government agencies that employ NAF employees participated also.  Data was collected from approximately 80% of the 133 private sector establishments identified by Department of Defense.  The survey was successful in accomplishing more than a 2% increase for over 700 employees.

NAF WORKFORCE TRAINING:  Training is a vital element in the success of our program.  We offered training to supervisors on subjects such as recruitment and staffing, management employee relations, and labor relations.  We conducted over 15 different training sessions throughout this time frame.  Our internal training efforts ensure consistent service to our customers.
HOW WE KEEP TRACK OF OUR WORKFLOW: Applications, DA Forms 4017, and awards are logged into an automated database for everyone’s use and information.  These files allow us to help our customers at the touch of a button and provide data for our reports.  Our office processed 1,530 personnel action requests in FY 03.  Our DCPDS team meets weekly to discuss database problems, solutions and future events.  Streamlining our efforts, we are able to process our actions in an efficient and effective manner.  Our program is so excellent that we provide work assistance to other installations to include those in Europe.
SPECIAL ACCOMPLISHMENTS: 1)  Our goal to reach an agreement with NAGE in 4QFY03 was met – the new contract was signed 22 September 2003.   2)  The DPCDS centralization and conversion to the 11i version was a huge success.  We achieved these goals through extensive monitoring and corrections to our database.  Our office was the first in Army NAF to process a mass pay adjustment and the mass change to the Installation Management Agency, providing HQDA with valuable input at their request.  3)  We improved our method for submitting and completing background checks for Child Care.  This reduced the number of days needed to bring an employee on board by 50%.  4)  Through systematic tracking of DA Forms 4017 and improvement to our processes, our total fill time (to include direct hire) was reduced to approximately 20%.  5)  We held a Teen Job Fair for summer hire positions we hired 105 teens who experienced the entire employment process from beginning to end.
PROGRAM HIGHLIGHTS

Overall, there were major changes during the year 2003 for Fort Bragg civilian personnel.

APPROPRIATION PAY INCREASE SIGNED: Executive Order 13282, December 31, 2002, provided for an across-the-board increase of 3.1 percent in the rates of basic pay for the statutory pay systems–the GS, the Foreign Service schedule, and certain schedules for the Veterans Health Administration of the Department of Veterans Affairs.  This Executive Order did not include a locality pay increase.  On March 24, 2003 the Office of Personnel Management announced the President had signed a retroactive locality pay increase resulting in a .09% increase in locality pay rates for the Fort Bragg employees. 

EMERGENCY HIRE AUTHORITY:  Fort Bragg was the first installation in Army to use the new Schedule A 213.3102(i)(3) appointing authority authorized by the Office of Personnel Management in September 2001.  This excepted appointing authority was initiated to fill positions affected by or needed to deal with the aftermath of the attacks on the World Trade Center and the Pentagon.  The entire hiring process, from locating candidates, referral, selections and satisfaction of conditions of employment, was accomplished in less than thirty days.

The emergency hire appointing authority was extended through the end of FY 2003.  During the year, most of the emergency hire appointments were converted to permanent authorizations.

DIRECT HIRE AUTHORITY  The Office of the Surgeon General delegated direct hire authority in May 2002 for eleven health-care occupations, to include physician, dentist, podiatrist, optometrist, registered nurse, physician assistant, pharmacist, audiologist, dental assistant and dental laboratory technician.  Using this authority the medical community has decreased average fill time from an average of over 100 days in FY01 to 29.2 days in FY 02, and most recently 37.8 days in FY03.  The medical center continues to spearhead recruiting efforts in an effort to maximize the use of direct hire authority.  Annual job fairs are conducted on-site, marketing campaign to include radio broadcast, state and local advertising is conducted.  The job fair hosted on site allows the human resource team to facilitate on-site interviews and tours, and subsequently making on the spot offers to candidates.   

CENTRALIZATION AND MIGRATION:  Department of Army concluded a long process of database consolidation planning and execution during the summer months of FY 2003.  Once separated into seven different databases, HQ Army chose to consolidate all seven personnel databases at Rock Island Arsenal, Il.  Within weeks after the completion of the consolidation effort, the Army migrated its ORACLE databases to ORACLE 11i, the latest version of its ORACLE software that included a web-based interface.  These efforts resulted in the unavailability of the human resource databases to its customer population during much of the summer months.   Much planning and pre-positioning of requirements was necessary to avoid a degradation of services to our employers and managers.

COMMERCIAL ACTIVITIES SUTDIES:  Many on site personnel support efforts were provided to activities who were undergoing Commercial Activity studies. Activities were provided position management, classification and reassignment advice and assistance throughout the study process.  This advice and assistance  allowed management to reach its the Most Efficient Organization (MEO). 

The most recent studies involved the Information Technology Business Center (ITBC), Facilities and Maintenance Division of Public Works Business Center (PWBC), and the Training Division of Readiness Business Center (RBC) with total of 898 positions reviewed.   The process concluded with all studied functions remaining in-house. 

During FY 2003, the Most Efficient Organization structure was implemented for PWBC and RBC. 

REDUCTION IN FORCE (RIF):  The Civilian Personnel Advisory Center (CPAC) provides oversight and guidance on all Pre-RIF actions for the installation.  To lessen the adverse impact of any RIF throughout the Fort Bragg serviced area, the Civilian Personnel Advisory Center continued its  pre-RIF placement plan.  Affected employees are given priority consideration for vacancies. This strategy worked particularly well in the Reduction in Force that occurred as a result of the implementations of the Most Efficient Organizations in PWBC and RBC.  This action affected approximately 1300 employees, however, no employees were separated as a result of the RIF and there was a minimum of disruption to the workplace.

VOLUNTARY SEPARATION INCENTIVE PAY (VSIP) & SPECIAL BUYOUT AUTHORIYTY (SBA): VSIP was extended to Fort Bragg Garrison employees during Fiscal Year 2003 as an incentive to reduce overall personnel costs and to lessen the adverse impact of a reduction in force that was necessary due to the implementation of the MEOs.  Forty-seven VSIPs were authorized during the Fiscal Year.  Of these VSIPs, fourteen required the use of the Special Buyout Authorization (SBA). 

During 2003, the Fort Bragg Housing Division was required to reduce in size due to the partnership that has been created between the Fort Bragg Housing Office and Picerne Military Housing, LLC.  The Housing Office was required to reduce from 33 to 26 employees.  In order to minimize the effect of this restructuring and downsizing, the Special Buyout and VSIP Authorities were utilized.  Two employees were offered and accepted the SBA and the corresponding VSIP while four others were offered and accepted the VSIP.

In order to assist the Special Operations Community with its restructuring, a total of 32 and received 25 Special Buyout Authorizations.  Individuals approved for the SBA left the rolls effective 1 August 2003.

LABOR RELATIONS

The Partnership Agreement between Headquarters XVIII Airborne Corps and Fort Bragg and American Federation of Government Employees (AFGE) Local 1770 continues to be a vital tool in labor relations.

The Agreement established the basis for a successful partnership based on trust between the partners, mutual respect, and understanding of the distinct roles and interest that each partner brings to the relationship.  The partnership also entails joint participation by the partners in developing solutions to workplace disputes, joint training, and an open communication.

Recognizing there were no specific structures to a successful partnership, the parties agreed that they would continue quarterly meetings between the President and Executive Vice-President of the Union and the current Commander or Deputy Commander, XVIII Airborne Corps and Fort Bragg.  This is addition to the monthly meeting between the Executive Vice-President or other Union representative and the Garrison Commander.  Weekly meetings are convened with the Director, Civilian Personnel, Human Resource Officer’s,  President and Vice President of the Union. The purpose of the meetings is to exchange information on workplace issues, and to ensure adherence to negotiated, regulatory or statutory procedures for resolving issues at the lowest possible level.

We look forward to continuing our partnership with the Union by renegotiating the  Labor Contract Agreement for Appropriated Fund Employees   in FY04.

Fort Bragg has 105  affiliation agreements with universities and local high schools to facilitate internships and employment with students.  

The Human Resource Centers provide advice and assistance to directors, managers and supervisors in the area of Labor Relations.  The  Centers administer the Federal Labor Relations Program concerned with policy development, agency guidance and investigation and resolution of complaints and appeals under the statue governing Federal Labor Relations. Labor and contract negotiations are provided as well as Human Resource training in the area of Labor Relations.  

ANNUAL AWARDS CEREMONY

As one of the 1990 Directorate of Civilian Personnel Community of Excellence initiatives, an awards ceremony was initiated to recognize employees (civilian and military) for the many contributions they make to the installation.  The ceremony is held annually at the Fort Bragg Officers’ Club.  Attendance continues to increase dramatically each year.

In May 2003 the CPAC received more than 200 nominations for 11 categories including Executive of the Year, Supervisor of the Year, Employee of the Year (four levels), Secretary/Clerk Stenographer of the Year, Customer Service Award (individual and group), and Equal Opportunity Awards (individual and group).

The awards ceremony has saved Fort Bragg time, money, and resources by consolidating the many award ceremonies previously in existence into one larger event.

WORKERS’ COMPENSATION
The Federal Employees’ Compensation Act (FECA) provides monetary compensation, medical care, and vocational rehabilitation to federal employees who sustain disabling injuries as a result of their Federal employment One local initiative to reduce costs is the Civilian Resource Conservation Program (CRCP).  The CRCP ensures that injured workers remain a primary focus of the installation.  In FY03, the Human Resource Office successfully placed injured employees into sedentary positions.  The placements saved Fort Bragg an estimated $7.5 million dollars in lifetime salary and compensation costs.   The medical center returned to duty an employee who had been out since 1988 for a cost avoidance of $ 772,937.  This employee was retrained in computer operations and is currently working as a Medical Administrative Clerk, GS-04.

WAGE SURVEY

The 2003 wage change survey for Appropriated Fund Federal Wage System Employees was conducted May 2003 consistent with Public Law 92-392, Title 5, US Code and the Office of Personnel Management guidelines. 

Fort Bragg is the largest employer of Wage Grade employees in the Central North Carolina Wage Area and therefore hosted the wage survey.  The survey is the basis for annual pay increases for all Federal wage system employees in all-Federal agencies within the survey area. 

Three people phoned approximately 85 private business establishments and collected wage and salary data for matching Federal wage system jobs.  Due to current economic conditions, some of the firms reported no increase in salaries or reductions in salaries based on prior year salaries.   The Wage Survey resulted in an increase of  4.2% during FY03.  

The medical center team conducted a salary survey specifically targeting medical occupations.  In an effort to capture local labor market salary data, a survey was conducted in the local area to determine and compare competitive wages for specialty occupations.  This survey has allowed the medical center commander to determine competitive salary offers and compare private sector salaries in specialty occupations with the government.  This tool has been pivotal in attracting quality candidates and retaining the staff.  

INSTALLATION TRANSFORMATION

During 2003, the CPAC and the Fort Bragg Garrison made plans to be assimilated into the newly established Installation Management Agency (IMA).  This process entailed determining a structure for the new agency and for deciding positions would be reassigned to IMA and which ones would be remain with Forces Command.  In addition to the stand-up of the Installation Management Agency, the Garrison Contracting Function was slated for inclusion in the newly formed Army Contracting Agency and the Civilian Personnel Advisory Center was slated to become part of the Human Resources Command.  Four separate entities consisting of over 1300 employees were to be created from the original Garrison structure.

The realignment of over 1300 employees at Fort Bragg required the involvement of many different agencies scattered throughout the United States.  The Defense Finance and Accounting Services, Civilian Personnel Operations Management Agency, Civilian Personnel Management System, Forces Command, Installation Management Agency, Civilian Personnel Operations Centers, Civilian Personnel Advisory Center, managers and supervisors all worked together to ensure a smooth transitions to the new structures.   At Fort Bragg, we worked hard to ensure that no employee was adversely affected by the restructuring and that all employees faced no interruption in their salaries.

EMPLOYMENT OF MILITARY SPOUSES AND FAMILY MEMBERS

Fort Bragg has an active military spouse and family member applicant population.  One of the installation goals is to provide continuing employment opportunities to active duty military spouses and family members.  The DOD Priority Placement Program (PPP) affords military spouses and family members arriving at Fort Bragg an opportunity for employment. Fort Bragg has a very high success rate in placing these PPP registrants in vacant positions as evidenced below. 

FY01 – 384 registrants, 140 placements (36.5%)

FY02 – 111 registrants, 99 placements (89%)

FY03 – 85 registrants, 44 placements (51.8%)
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