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  On July 12, 2006, DoD announced 
  plans to implement Spiral 1.2 of the 
  NSPS human resources system to 
  more than 66,000 employees 
  between Oct 06 and Jan 07.

  Civilian employees from organizations 
  throughout DoD, including overseas 
  workers, are included in this group.

  The performance appraisal cycle for 
  Spiral 1.2 employees begins on the 
  actual day of conversion and ends 
  30 Sep 07.  Employees in Spiral 1.2 
  will receive their first performance 
  pay increases in Jan 08.






[image: image20.wmf]Pine Bluff Arsenal (PBA), located in Southeast Arkansas, is 35 miles southeast of Little Rock and 8 miles northwest of the city of Pine Bluff.  PBA was established in November 1941.  The original construction cost was $60 million and created 21,000 jobs.  Today, PBA employs approximately 1200 civilian employees, with responsibility for satisfying DoD’s peacetime and replenishment requirements by providing the US and Allied Forces with critical products and services that are primarily unavailable from other sources – to include conventional ammunition, chemical biological defense, mobile and power system support, and base operations support to numerous tenant activities.  

The PBA CPAC staff members are seasoned HR professionals with an extensive background in the full range of human resources functions to include recruitment and placement, classification, labor relations, management-employee relations, automated personnel systems and support, and the workers’ compensation program.

[image: image21.wmf]Elaine Bowden started to work in October 1971 in the Civilian Personnel Office (approximately 35 years of HR experience).  She now serves as a Human Resources Specialist responsible for MER and Labor Relations issues.  Elaine has served as Acting CPAC Chief since January 2006.  

Ellen Spakes started to work in the Civilian Personnel Office in August 1978 (28 years of HR experience).  Ellen now serves as a Human Resources Specialist responsible for Staffing and Classification issues.

Linda Power came to work in the CPO in April 1980 (28 years of HR experience).  Linda now serves as a Human Resources Specialist responsible for personnel automated systems and employee benefit issues.  Linda also previously worked in the Civilian Personnel Office in Frankfurt, W. Germany.

Myra Alford came to work for the CPO in January 1978.  During regionalization, she was reassigned in 1998 from the CPO to Resource Management.  She came back to the CPAC in May 2003.  Myra has approximately 23 years of HR experience.  She serves as a Human Resources Specialist responsible for Staffing issues and also serves as the NAF HR Officer for about 41 NAF employees.

Pam Clark has worked in the CPAC since June 2005.  She is a Human Resources Specialist with responsibility for managing the PBA Workers’ Compensation program.  Before her reassignment to the CPAC, she worked with the Workers’ Compensation Program in the Directorate of Risk Management & Regulatory Affairs.

And soon there will be a new face at the Pine Bluff CPAC!  Ms. Jane Green has recently been selected for the position of PBA CPAC Chief.  She began her career with DoD at Fort Campbell, KY, and since then she has traveled to a variety of military installations all over the world, most recently returning to Ft. Richardson, AK, from Wuerzburg, Germany.  She has held a variety of positions in the human resource field including positions in both the CPOC and the CPAC.  Ms. Green graduated from the University of Alaska at Anchorage with a BS degree in sociology and just recently obtained her Master’s degree in Human Relations from Oklahoma University.  Ms Green is scheduled to arrive at PBA in late July.
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[image: image22.wmf]When Spiral 1.1 organizations implemented NSPS, approximately 11,000 employees were brought under new mission-related performance objectives as required under the new rules.  
These employees in Spiral 1.1 were converted to NSPS pay bands effective 30 Apr 06.  
Personnel at the Southwest CPOC worked many long hours ensuring that everyone was converted into the appropriate pay band.  Personnel actions were completed with 99.9% accuracy.  

We are also happy to report that all pay actions processed successfully at DFAS.  Salaries were converted with no loss of pay.  In fact, about 80% of NSPS Spiral 1.1 employees were eligible to receive a salary increase upon conversion.  The average increase was about $962.  
This increase in pay was called a “buy-in,” which represents a pro-rated salary increase based on the length of time employees had served toward their next within-grade increase under the longevity-based GS pay system.  
[image: image23.wmf][image: image24.wmf]Getting to know the rating, compensation, and reward process under NSPS is very important.  Here’s a little primer to help you.

As you know, under NSPS, compensation and rewards are affected by performance.  At the end of each rating cycle, individual performance is evaluated to determine whether a salary increase or performance award is warranted.  Here’s where the pay pool process comes into effect.  


The pay pool process is a key part of NSPS and it’s a means by which supervisors apply standards equitably when rating their employees, set their compensation, and then reward them for accomplishments.  


The pay pool process preserves the integrity of the NSPS by ensuring that a higher level review takes place and that management decisions regarding compensation/rewards are fair and equitable.  
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Here are some terms you need 
to know about to better 
understand NSPS.
What is a Pay Pool Panel?  A Pay Pool Panel is a group of managers/supervisors that gather to review employee evaluations to ensure that the same standards for evaluating performance are applied, and that performance payouts are consistent with the ratings.  
Who manages the Pay Pool?  
Each pay pool has a designated Pay Pool Manager who is responsible for managing the pay pool.  The Pay Pool Manager oversees the process of reconciling the ratings and reward decisions and settles discrepancies between pay pool panel members.  
Is there only one pay pool in NSPS?  
In the Southwest Region there are five Pay Pools.  

CPOC Pay Pool – covers all CPOC employees

CPAC Pay Pool – covers all CPAC employees

ABC-C Pay Pool – covers all ABC-C employees

DCMA Pay Pool – covers employees servicing DCMA in both the West and SWCPOC

CHRA HQ Pay Pool – covers the Regional Director’s staff and CHRA HQ employees
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Who are these pay pool panel members and how can we trust they know what they’re doing?  The Pay Pool Panel for each Pay Pool has been established and members of the panels are going to Pay Pool Management training from 7 to 10 August 2006.  They will receive training on how the pay pools will work, and what their role in the process will be.  

Who are these people on the pay pools?  
Here’s the breakout of the five pay pools:  
CPOC Pay Pool Panel
Manager – Mary Rodriguez (SW Regional Director)

CPOC Director - Mary Rodriguez

CPOC Operations Manager - Gerry Jones
Division Chiefs - Robert Russell and Dianne Peters

CPAC Pay Pool Panel
Manager – Mary Rodriguez (SW Regional Director)

CPAC Chiefs with staggered terms

Kathy Tober – St. Louis USACE CPAC Dir

Sheree Welch – Fort Knox CPAC Dir 
Denny Kerr – Fort Sill CPAC Dir
Cindy Colson – Fort Riley CPAC Dir
Valerie Shimp–McAlester Army Depot CPAC Dir
ABC-C Pay Pool Panel
Manager – Mary Rodriguez (SW Regional Director)

ABC-C Dir - Cindi Porter
ABC-C Br Chiefs - Carol Burton Rhonda Trecek
DCMA Pay Pool Panel
Manager – Karen Webb (West Regional Director)

CPOC Directors from the West and SW

Div Chfs where DCMA Servicing Branches are assigned

CHRA HQ Pay Pool Panel
Two Reg Dir (rotating with staggered terms)

Two CHRA Division Chiefs

For more information on Pay Pool management, visit the NSPS website at www.cpms.osd.mil/nsps.  A brochure on pay pools can be downloaded from www.cpms.osd.mil/nsps/docs/PayPoolBrochure062006.pdf.  
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[image: image27.wmf]The NSPS pay tables and local market supplements that were approved in April are now in effect for employees in Spiral 1.1 organizations.
NSPS consolidates the 22 GS occupational groups and 15 grade levels into four career groups, each with three or four pay schedules.  The new system uses the following career groups:  

· Standard
· Investigative and Protective Services
· Medical
· Scientific and Engineering
Pay bands are established for entry/developmental, full performance, and expert level positions.  Within each career group, supervisors and managers have a distinct pay schedule with higher minimum rates and, in some cases, higher maximum rates than those of their nonsupervisory counterparts.  
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[image: image28.wmf]Did you know that a covered Federal employee may take up to 12 workweeks of unpaid leave during any 12-month period under the entitlements of the Family and Medical Leave Act?  

FMLA may be requested for the following purposes:
· the birth of a son or daughter of the employee and the care of such son or daughter; 
· the placement of a son or daughter with the employee for adoption or foster care; 
· the care of spouse, son, daughter, or parent of the employee who has a serious health condition; or 
· serious health condition of the employee that makes the employee unable to perform the essential functions of his or her position. 

[image: image29.wmf]Under certain conditions, FMLA leave may be taken intermittently, or the employee may work under a work schedule that is reduced by the number of hours of leave taken as family and medical leave.  FMLA leave is in addition to other paid time off available to an employee. 
ADVANCE NOTICE AND MEDICAL CERTIFICATION

[image: image30.wmf]The employee must provide notice of his or her intent to take family and medical leave not less than 30 days before leave is to begin or as soon as is practicable. 

An agency may request medical certification for FMLA leave taken to care for an employee's spouse, son, daughter, or parent who has a serious health condition or for the serious health condition of the employee. 

For specific requirements, contact your local Civilian Personnel Advisory Center.
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When it comes to filling a vacant position, there are a variety of selection techniques available to managers.  Typically, these include résumé reviews and reference checks.  For some jobs, physical examinations might be required.  Nevertheless, the face-to-face interview remains the most widely accepted means of evaluating job candidates.  
Summary of Steps

1. Plan the Interview
2. Develop/Select Interview Questions
3. Conduct the Interview
4. Avoid Prohibited Questions or Practices 

1.  Plan the Interview
The planning process should include the following:  
· [image: image32.wmf]Review and analyze the position.  Review the position description and qualification requirements of the position for which you are conducting interviews.  
· Review the application package.  The next step is to review the candidate's application.  Prior to your receiving the applications, Human Resources has already determined that the candidate meets the minimum qualification requirements.  It now becomes your job to determine which applicants have the maximum potential to meet your needs.  
· Select and arrange for interview space.  This part of the planning process may seem insignificant, and it is often overlooked.  However, securing an appropriate space for the interview minimizes distractions for you and the candidate.  
· Schedule/confirm interview with candidate.  You may schedule interviews with candidates on the telephone.  However, it is often a good idea to confirm the scheduled time, date, and location of the interview in writing.  
[image: image33.jpg]U.S. ARMY V¥
PINE BLUFF ARSENAL




2.  Develop/Select Interview Questions
Each question you ask during the course of the interview must be job-related.  You are trying to elicit information from the candidate that reveals whether or not he/she is able to do the job, is willing to do the job, and if he/she will make a good match for your organization.  
[image: image34.wmf]The following are samples questions:  
· Attention to detail.  Describe a project or task that required you to pay particular attention to small points and issues in order to complete the task correctly.  How were you made aware of these details?  How did you handle them?  
· Clerical skills.  Describe the type of routine office procedures that you have had to follow.  What volume of paperwork have you been responsible for?  What experience have you had in handling confidential records?  How do you ensure the confidentiality/security of information/records maintained in the office?  
· Customer service.  In this job you will be interacting with individuals both within and outside of the agency.  Occasionally, you will interact with individuals who are dissatisfied with the service they received.  Describe a difficult customer situation you have encountered and how you solved it.  
· Interpersonal skills.  How would you describe your relationship with your most recent supervisor and coworkers?  If I were to contact them today, what would they say about you?  
· Teamwork.  Provide me with an example of when you worked very effectively as a member of a team.  What was the task?  How many people were involved?  What was your role?  
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3.  Conduct the Interview
[image: image36.wmf]The following steps will ensure an effective job interview:  
· Welcome the job candidate.  You should immediately meet and greet the candidate, thank him/her for coming, and chat informally for a few minutes (try to keep your topics limited to commuting, weather, or traffic.  

· Conduct a formal interview.  As you begin the formal interview, provide the candidate with a brief overview of the job and the mission of the agency.  Next, you can begin asking the candidate the questions you have prepared and brought with you to the interview.  

· Give the candidate an opportunity to ask questions.  After you have finished asking the candidate questions, allow the candidate time to ask questions of you.  

· Closing.  Inform the candidate of your anticipated time frame for decision-making.  Be realistic.  If you expect to make a final decision on the job in the next two weeks, say so.  
4.  Avoid Prohibited Questions or Practices
Remember, always ask questions that are related to the job and avoid asking questions that are a clear or potential violation of the rights of a protected group.  For example – “How old are you?"

These are just a few hints that may make the interview process easier.  For more information on this process, you may contact your local CPAC.  
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The U.S. Army just recently announced the civilian corps, which was created to unify the Army civilians and “[embody] the commitment of these dedicated individuals who serve as an integral part of our Army team.”
“Army civilians serve in all three theaters, and are deployed worldwide supporting the Army mission and the Global War on Terrorism,” said Army Secretary Francis J. Harvey and Army Chief of Staff Gen. Peter J. Schoomaker.  “As the Army’s missions have become more complex, so have the roles of Army civilians.”
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To view the Army Civilian Corps Creed, go to http://cpol.army.mil/library/general/acccreed.html. 
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“No man needs a vacation so much as the man who has just had one.” 

“A perfect summer day is when the sun is shining, the breeze is blowing, the birds are singing, and the law mower is broken.”  

“A lot of parents pack up their troubles and send them off to summer camp.”  
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Another election year is upon us, so before you start handing out campaign buttons around the office, you should probably brush up on the Hatch Act.  The law breaks down the political do’s and don'ts for civil servants.  Remember - violations of Hatch Act rules can result in penalties ranging from warning letters to suspensions and even termination.  

Here is an easy Questions and Answers primer that may help make Hatch Act determinations easier.  Attached is a Hatch Act Poster that may also be helpful to help answer some questions about permitted activity or violations.  

· Can I make a contribution to the campaign of a partisan candidate, or to a political party or organization?  
Answer:  Yes.  A federal employee may contribute to the campaign of a partisan candidate, or to a political party or organization.  

· If I have a bumper sticker on my personal car, am I allowed to park the car in a government lot or garage if the government subsidizes my parking fees?  
Answer:  Yes.  An employee is allowed to park his/her privately owned vehicle with bumper sticker in a government lot or garage if the employee receives a subsidy from his/her agency.  
· Can I help organize a political fundraiser?  
Answer:  An employee is allowed to organize a fundraiser, including supplying names for the invitation list, as long as he or she does not personally solicit, accept, or receive contributions.  
· Can my name appear on invitations to a political fundraiser as a sponsor or point of contact?  
Answer:  No.  An employee's name may not be shown on an invitation to such a fundraiser as a sponsor or point of contact.
· Can I speak at a political fundraiser?  
Answer:  An employee is allowed to give a speech or keynote address at a political fundraiser, as long as he or she is not on duty, and does not solicit political contributions.
· If I'm going to speak at a political fundraiser, what information about me can be printed on the invitations?  
Answer:  An employee's name can be shown as a guest speaker.  The reference should not suggest that the employee solicits or encourages contributions.  Invitations to the fundraiser may not include the employee's official title; although an employee who is ordinarily addressed with a general term of address such as "The Honorable" may use that term of address on the invitation.  
· Can I attend a state or national party convention?  If so, in what capacity?  
Answer:  Yes.  A federal employee may serve as a delegate, alternate, or proxy to a state or national party convention.
· If I run as a candidate for public office in a nonpartisan election, does the Hatch Act allow me to accept political contributions?  
Answer:  An employee who is a candidate for public office in a nonpartisan election is not barred by the Hatch Act from soliciting, accepting, or receiving political contributions for his or her own campaign.
· May I distribute brochures for a political party to people arriving at a polling place on Election Day?  
Answer:  Yes.  An employee may stand outside a polling place on Election Day and hand out brochures on behalf of a partisan political candidate or political party.
Answers to other questions about allowable political activity by federal employees can also be found in Hatch Act regulations in title 5 of the Code of Federal Regulations.
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�“THOUGHTS”


Mary Rodriguez, Southwest CHR Regional Director�





WE CAN DO THIS!


That's something I've told you many, many times about many, many different things.  





It's only because you are who you are and do what you do that I can say that and mean it.  Every time I ask you to do something, no matter how difficult and challenging, you do --- therefore allowing me to keep saying, We Can Do This! 





Now we're embarking on more change, looking at realigning ourselves to better serve our customers in light of the many external drivers facing us -- continuing Army transformation, NSPS, BRAC, Restationing, and Lean Six Sigma initiatives.  Change is never easy, but we know that it's necessary if we are to maintain our effectiveness and relevance.  





This month pilot sites in each of the CONUS regions have begun testing/ validating the movement of all HR work, except for pure processing functions, to the control and management of CPACs.  In our region the pilot site is the Great Lakes & Ohio River Division CPAC and its CPOC partner team.  Our collective hat is off to them for their willingness to take this important step for all of us.





Customer input during the pilot will be crucial since the primary objective is to better serve customers through elimination of process de-fragmentation and redundancy/duplication of effort.  Positioning ourselves to assist customers through their critical NSPS transition is a primary goal.  What's important to remember is that there is no way we could be taking this significant step without having come as far as we have and gotten to where we are today.  There was so much gained with regionalization -- improved automation technology and support, standard reporting tools, expected levels of service, and best practices, just to name a few -- and we intend to keep and move forward from those gains.  





Just as important is that we all stay positive and focused on why we are doing this and that it's not about any of us as individuals, but rather on what's best for our customers and our organization.  





If we do that, we will be fine and our mantra -- We Can Do This! --- will again prove itself to be alive and well and indicative of what we're all about!








�


Why is it that when you’re driving and looking for an address, you turn down the volume on the radio?


Why do the signs that say “Slow Children” have �a picture of a running child?


Why are there flotation devices under �plane seats instead of parachutes?


What is shaved ice?  Did it have hair on it �before it was shaved?





Top L to R - Elaine Bowden, �Ellen Spakes, Linda Power.  Front �row L to R -  Myra Alford, Pam Clark





We welcome your feedback and suggestions.  �Send comments to the�SW Regional Director’s Office
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