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1.  Problem/Issue:  The Resumix Grammar Base Should be Updated Timely

2.  Analysis/Discussion:  The Resumix grammar base does not include adequate skills to get a high quality of applicants for positions in the Regulatory field.  It was the Commander’s understanding that the grammar base is updated quarterly.  Skills were submitted to the CPOC in the middle of 2nd quarter of FY 04 to be added to the grammar base.  Beginning of 3rd quarter, the CPAC/commander was told that DA was not going to update the database.  The District has positions located in Regulatory Division that in order to get a high quality list of applicants, key words such as wetlands, delineation jurisdiction, etc., are needed to screen applicants.  A referral list for a GS-14 vacancy in the Regulatory field had 42 names referred.  Another referral list for a GS-13 in the Regulatory field had 63 names on it.  Many of the applicants would not have been on the referrals, if adequate skills were available in the grammar base to screen them out.   

3.  Recommended Action w/Milestones:  The initial Regional plan indicates that the CPOC in conjunction with CPACs will conduct a quarterly review to develop new RESUMIX local grammar.  This action will be initiated effective July 1, 2005.  Upon review by the CPOC Staffing Proponent and approval of the CPOC Director, the proposed grammar will be forwarded to CHRA for inclusion in RESUMIX.  The District sent the CPOC a list of recommended skills to be added to the database in 2nd quarter FY04.  
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1.  Problem/Issue:  More of HR Requirements are Shifted to Managers

2.  Analysis/Discussion:  The shift in managers performing more of HR requirements is perceived as being efficient for CHRA; however, it is not efficient for our managers.  The complexity of HR and the requirement of additional time for managers to interface and use automated systems does not result in a positive return for the organization. Furthermore, consolidation has not improved effectiveness for our managers.  Consequently, we are paying HR for services that are not inclusive of HR functions that managers have to do.
3.  Recommended Action w/Milestones:  

     a.  Continue to be a proponent for Modern system and provide timely assistance to managers to lessen the impact.

     b.  Provide periodic training on Army Regional Tools and CPOL on-line tools, e.g., PERMISS.
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1.  Problem/Issue:  Need for Thorough Analysis Associated with the Capable Workforce Analysis Plan

2.  Analysis/Discussion:  A Capable Workforce Analysis is a starting point for identifying certain data points for the Commander.  However, a more detailed analysis is needed that includes the trend that employees in particular career fields by activity/command  “Corps of Engineers” are likely to retire, that include age, certain grades, number of years after reaching retirement eligibility.  For example, is a 55-year-old GS-13 engineer likely to retire at that age or is likely to work an additional 10 years as an average.  Capable Workforce Analysis 5-Year Plan is maintained for the Commander and is updated quarterly, at a minimum.  

3.  Recommended Action w/Milestones:  

     a.  Contact ISD at CPOC to see if such detailed data is available and request assistance in preparing a trend analysis of retirements, by 2 Aug 04.

     b.  Work with the CPOC to develop a strategic recruitment plan for the district by 30 Dec 04.
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1.  Problem/Issue:  More Information about the Administration of the RIF program

2.  Analysis/Discussion:  The District has not been involved in a RIF in several years.  Currently, a RIF is not anticipated.    

3.  Recommended Action w/Milestones:  Provide an information paper for the Commander regarding RIF program and CPAC and CPOC’s roles NLT 5 Aug 04.    
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1.  Problem/Issue:  Modern System Demands
2.  Analysis/Discussion:  The Modern System is a great demand on managers.  The system needs to be more reliable.  New automated systems need to be more user friendly so that managers that occasionally use the MODERN system can access it without an HR person standing over their shoulder assisting them.  AKO should be the portal used to access these systems with one password.  Users need to be part of the development teams for these systems, to help debug them before implementation.  The problem with Modern system is it wastes managers’ time and takes them away from other priorities.  CPAC conducted Modern training for the administrative personnel and managers in 1st  quarter of FY04.  The personnel continuously lost access to the system, thus interrupting the training.

3.  Recommended Action w/Milestones:  According to SC CHRA Regional HR Plan, once the Single Army Portal has been fielded, the CPOC in conjunction with the CPAC will conduct training to managers on the CHR tools as redesigned by the Single Army Portal.
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1.  Problem/Issue:  More Information on Execution Phases of Reorganization

2.  Analysis/Discussion:  Due to decrease in funds, the organization has to look at productive ways of organizing the workforce to meet mission objective in spite of budgetary cuts, with minimum impact on workforce.  

3.  Recommended Action w/Milestones:  The District has utilized and continues to utilize various HR strategies to ensure that it continues to meet mission objectives and to minimize the impact that funding shortage may have on the workforce.  Some positions are being filled on a temporary basis by the use of details and temporary promotions.  The filling of some vacancies has been delayed.  The District has offered VERA/VSIP to employees occupying positions that will be restructured or abolished.  The District is also looking at ways of combining positions and/or functions.  HR is also active in advising the Commander on restructuring positions and the functions. 
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Sustain/Maintain:

The Commander appreciated the Regional Director’s site visit to interface with him and to discuss and understand key issues in the HR arena that affect the District employees and the command.  The Commander appreciated the CPAC’s invitation to listen in on the CHRA Regional Conference Call to hear some of the discussions that are dealt with in HR.

The Commander recommended that the Regional Director’s site visits be sustained.  

CHRA Regional Director is projected to continue site visits.  Also, the CPAC will continue to invite the Commander to listen in on teleconferences and to be a part of the VTCs between CPACs/CPOC/CHRA.

