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1.  Problem/Issue:  Technology Skills Gap 

2.  Analysis/Discussion:  Some Fort Polk Commanders believe that a technology skills gap exists within the workforce.  In their view, the seniors (Veterans and Baby Boomers) are lacking, while the juniors (Xers and Nexers) are more proficient.  Since leveraging technology and employee empowerment are fundamental tenets of the installation’s concept of operations, this requires employees who can use new technologies and are open to continuous learning to upgrade their skills and acquire new ones.  These Commanders seek to strike a proper balance.

3.  Recommended Action w/Milestones:

     a.  The CPAC will coordinate with the DOIM to review and, if necessary, revise the installation’s core curriculum of web-based training employees should take to enhance their computer literacy not later than the end of the 2nd Qtr, FY 05.

     b.  The CPAC will consult Commanders to obtain (1) buy-in of the core automation curriculum and (2) approval of the establishment of individual learning accounts to complete the identified curriculum.  

     c.  Upon approval, the CPAC will market the core curriculum and individual learning accounts.

     d.  The CPAC will track and report quarterly progress made.
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1.  Problem/Issue:  HR Technology   

2.  Analysis/Discussion:  Fort Polk Commanders opined that the HR technology and business tools enabled them to enhance their ability to strategically manage their workforce only to some extent.  Although one of the Commanders reported that he used the system regularly and felt that some of the automated tools required an enormous investment of time, we are persuaded that the others interviewed may not be aware of all of the tools available.

3.  Recommended Action w/Milestones:

     a.  The CPAC will meet with the Commander who frequently utilizes the automated tools to obtain some degree of specificity regarding his concerns.  Upon receipt, if they are systemic, we will forward them to the HR Regional Director for transmittal to CHRA.

     b.  In concert with the CPOC, the CPAC will develop and market the automated tool to Commanders.  
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1.  Problem/Issue:  Improve the Quality of Referral Lists  

2.  Analysis/Discussion:  While Fort Polk Commanders appeared generally pleased with the number of candidates referred, some expressed concern regarding the quality of the candidates referred.  We are persuaded that Commanders may be heavily influenced by the self-certification feature of the Polk Expedited Recruitment Process.  However, now that RESUMIX has been deployed, we are confident that most of their concerns will be addressed.  Having said that, a number of other factors resulting from the growing pains of the RESUMIX may also be contributing to this perception, including the failure of management to play its part in ensuring the accuracy of the position description, conducting a thorough job analysis to define the required and desired skills, and then, timely submitting those identified.  Not only that, the quality of the resumes received may be an equally contributing cause.  

3.  Recommended Action w/Milestones:

     a.  Upon receipt, the CPAC will conduct town hall meetings to share the exportable Skills Search Criteria training with managers and supervisors.

     b.  The CPAC will also market and publish at least quarterly, an article outlining actions management can take to improve the quality of referrals in the CPAC Information Bulletin or the Civilian Personnel Bulletin for Supervisors.  

     c.  Moreover, the CPAC will address this issue during its presentation of HR for New Supervisors Course set for Aug 04.

     d.  Finally, the CPAC will also partner with the CPOC, ACAP, and MWR to conduct Resume Writing Classes at least quarterly or until the demand no longer exists. 
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1.  Problem/Issue: Aging Workforce

2.  Analysis/Discussion: Some Commanders expressed concern regarding the aging of our workforce and its impact on the future.  Fort Polk like the rest of the Army has been under a restricted hiring policy while preparing to conduct the largest RIF of its kind in Army.  Consequently, the bench strength is of concern.
3.  Recommended Action w/Milestones:

     a.  The CPAC will track and report to Commanders workforce demographics annually and trends quarterly.  

     b.  The CPAC will also lead the conduct of a study to determine and report on mission critical occupations by series, the retirement eligibility of those occupying positions in those series, and retirement trends to facilitate succession planning.  The study should be completed by the end of the 3rd Qtr FY 05. 

     c.  Finally, the CPAC in concert with its CPOC partners will explore the development of succession planning strategies necessary to maintain a workforce capable of accomplishing the mission.  
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1.  Problem/Issue: Improve Timeliness of the Hiring Process  

2.  Analysis/Discussion: The time to fill positions is impacted by a number of factors external to the control of the HR community, to include: (1) the delay in transmitting RPAs after creation; (2) managerial internal approval processes; (3) managers’ failure to timely identify skill search criteria; (4) higher headquarters imposition of time-consuming ranking processes; and (5) the manager’s failure to make timely selections.

3.  Recommended Action w/Milestones:

     a.  In concert with the CPOC, the CPAC will identify and report barriers to the timely fill of positions to the leadership not later than the end of the 1st Qtr FY 05.

     b.  The CPAC will market the findings to achieve management buy-in and understanding of how management action or inaction affects the timeliness of fills by the end of the 1st Qtr FY 05.

     c.  The CPAC will seek to influence a change in paradigm by persuading the leadership to hold managers equally accountable for their part in the process of filling positions continuously.

     d.  The CPAC will monitor Referral Lists and initiate weekly follow-up of those over 30 days old.  Commanders will be notified of those over 45 days old monthly.

     e.  The CPAC will track and report fill time quarterly as part of the installation’s R&A and PMR.
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1.  Problem/Issue: Priority Placement Program 

2.  Analysis/Discussion: Some Commanders complained that PPP placements don’t always result in well-qualified employees being placed.  When this occurs, both the employee and the organization are adversely impacted.
3.  Recommended Action w/Milestones:

     a.  The CPAC will market the PPP qualifications determination procedures and job offer procedures to managers, supervisors and the workforce.  

     b.  The CPAC will also continuously stress the necessity of ensuring that an accurate position description detailing all of the critical job knowledges and skills and all other specific job requirements are provided on the Gate Keeper Checklist when RPAs are submitted.

     c.  Finally, the CPOC will ensure a subject matter expert or the gaining supervisor’s involvement in the qualifications determination process before a final determination is made, particularly regarding unique positions.
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1.  Problem/Issue: Improve Marketing of Leadership Development Courses and Centrally Funded Training Opportunities 

2.  Analysis/Discussion: Although not mentioned during interviews, some Commanders indicated that guidance on Army Leadership courses and centrally funded training opportunities was only somewhat available.
3.  Recommended Action w/Milestones:

     a.  The CPAC will expand its marketing efforts to include all Commanders.  

     b.  The CPAC will schedule and provide Commanders an initial overview of the course curriculum and funding availability NLT the 2nd Qtr of FY 05.  Thereafter, Commanders will be provided copies of course schedules and announcements.  
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Sustain and Maintain:

During the oral interviews and on-line survey, Fort Polk Commanders expressed their satisfaction with the attentiveness, responsiveness, timeliness, and quality of the services provided by the CHR community.  They were particularly noteworthy of the effectiveness of the delivery mechanism fueled by the outstanding partnership forged between the CPAC and CPOC.  They unequivocally articulated their view of the CHR community as being an integral part of the management team, and as such, gladly welcomed them to table.  

The Commanders lauded the CHR community for its HR products and services and advisory assistance in a number of areas, including management employee relations, labor relations, classification, staffing, and training.  In addition to noting the community’s strengths, the Commanders also suggested areas where additional focus is needed to improve human capital management in their commands.  

Fort Polk Commanders gave the HR community high marks for:  
· Assistance with training needs identification

· Support in managing the Training Program

· Guidance received on Army Regional Tool (ART)

· Number of candidates referred

· Direct Hire Authority

· Quality of responses to inquiries

· Clarification and refinement of policies

· Advice and mentorship in navigating through the multiplicity of legal and regulatory HR policies

· Exceptional advice provided during the CA study and implementing RIF

· Advisory assistance which enabled the accomplishment of complex objectives

