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Civilian Human Resource Management (CHRM)

CP10 STRATEGIC & ACTION PLAN

CP10 Mission, Vision, Operating Principles and Critical Success Factors

Mission

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

Vision

Experts partnering with management to provide innovative CHRM solutions and strategies.

Operating Principles


· Responsive to rapidly changing needs

· Reliable to perform in a predictable, consistent manner

· Proactive in planning and leveraging technology to support CHRM systems

· Cooperative and trustworthy -- the foundation for all successful relationships and operations

· Innovative to find constructive solutions to complex problems

· Efficient to deliver effective operations at the best value

· Competent, multifunctional, multi-dimensional, skilled and capable to provide quality outcomes

Environmental and Mission Analysis

A different set of demands will be placed on Army’s human resource professionals for advice and assistance, as the future is evolving and uncertain.  If the economy remains robust, Army will have increased difficulty in acquiring and sustaining the right civilian employee talent.  The Army must recognize that it cannot compete for certain high tech occupations and will either outsource that work or entice temporary, project-based employees with challenging, dynamic work and exceptional, portable benefits packages.  The CHRM professional will provide analysis and strategies to guide Army in making good civilian force mix decisions.

Individual and organizational learning is fast becoming a business necessity to meet continuous demands of shifting mission priorities and changed means and methods of work.  Investment in human capital – especially in developing competencies not easily tapped in local labor markets – will become a top priority.  Civilians will be treated as assets rather than costs – with organizational and individual continuous learning viewed as a business investment.  Army will study skill attrition, as well as retention, to support decisions regarding who should perform work, and how to maintain and update critical skills.  The CHRM professional must promote and exemplify cultural changes, develop business cases, and provide tools and analysis for this new learning environment.

Federal “one size fits all” CHRM programs will dissolve, empowering agencies and organizations to develop responsive programs to acquire and sustain the civilian talent as and when needed.  Army must rely more on market-like strategies to acquire and sustain the civilian force.  CHRM professionals must respond quickly and effectively to this empowerment – to include analyzing options, applying policy and tailoring program changes to address specific functional and geographic requirements.

CHRM professionals must guide Army in changing its human management strategies to accommodate new organizational structures.  Stove-piped organizations will give way to work units and teams structured around core business processes or business outputs.  CHRM professionals must fully engage in promoting multi-dimensional skills through employee development and designing new organizational structures to align with customer needs and core business processes. For example, Army may reconsider its current career program structure in favor of more process-based or output-based occupational groupings.

Increasing speed of technological advances and solutions will significantly influence organizational culture, shape and CHRM strategies.  Clinger-Cohen and similar legislative initiatives will continue to prohibit non cost-effective duplicative agency systems and encourage use of commercial off-the-shelf systems.  These restrictions mandate standardization and integration across Army functions.  One challenge is finding the way to harvest the creativity of the CHRM work force despite standardized systems and processes.  Resource constraints continue to demand sound business cases.  To maximize return on investment, CHRM professionals must work with other agencies and other functional communities to maximize returns on investment in technology.  We must implement responsive technological development processes when they are state-of-the-art and refuse to accept and implement obsolete solutions.

Force mix will become more fluid in Army’s institutional force.  The military presence in the institutional Army will wax and wane based on Army’s ability to fully man the operational force and on the scope and number of simultaneous mission requirements placed on the operational Army.  Commercial Activities (A-76) studies and decisions based on studies of functions fragmented by installations add dynamics to Army’s force mix.  CHRM professionals must analyze internal and external influences to provide data and advice, provide assistance impacting strategic force mix decisions.  They [CHRM professionals] must present this information in ways that is useful to Army’s Planning, Programming, Budget, and Execution System forums.  CHRM professionals must provide human resource strategies and programs to achieve and accommodate the fluctuating force and skills composition.

The increased presence of contract forces will demand that Army become adept at leading contractor work forces that it does not own.  Contractor staff need clear instruction and orientation to understand the culture and mission of the Army.  These new responsibilities may fall to Army supervisors and managers.  CHRM professionals must develop and implement operating principles and programs to help Army managers and supervisors effectively sustain the contractor work force.

The Army civilian force will be more diverse.  Army will recruit and hire from expanded segments of society.  Minorities will become majorities, challenging Army leadership to be effective in creating a climate that values and benefits from enabling multiple segments of society and cultures to interact successfully and to excel professionally. Worker values will change with an emphasis on multiple skills and functions, team building and balancing personal and professional lives.  Loyalty will be redefined.  Professional workers will be more mobile, willing to relocate to different regions, occupational areas, or organizations.  Many wage grade occupations will be contracted out and the need for support staff will continue to reduce through the onset of technology.  Median age of workers will fluctuate with population growth and trends.  CHRM professionals must develop quality of life programs and foster organizational environments that will maximize human motivation and potential for all members of the work force.

Civilians and Army contractors will participate more in Army combat support and combat service support missions, as well as in missions such as nation building and rebuilding, drug interdiction, combating terrorism, and recovery from natural and unnatural disasters.  This will raise new issues regarding terms and conditions of employment that CHRM professionals must forecast and resolve. 

The Civilian Personnel Administration (CPA) community will reduce in size but increase productivity due to clarification and expansion of roles and mission, Most Efficient Organizations (MEOs), outsourcing decisions and technology.  The CPA must integrate its knowledge base with other related functions to form a new CHRM community that provides a mixed skill work force.  CHRM professionals must also be fully trained in multiple skills and competencies and aggressively seek and welcome these changes as opportunities for professional growth and improved service to Army.  A large percentage of the CPA community will be eligible to retire in the next five years leaving a void in technical expertise and leadership capabilities.  The community must begin an effort to overcome this void and intensively work to groom individuals to assume both technical and managerial leadership roles.

Systems Approach to Planning

To consider these challenges and provide solutions to carry this career field and Army into a successful future, the CHRM community will embrace a systems approach as shown below.  The “7S” systems model uses an holistic approach that integrates 7 critical success factors essential to the Army’s future high performing CHRM profession.

Figure 1:  "7S" Systems Approach to Army’s CHRM
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Critical CHRM Success Factors

Critical CHRM Success Factors are defined below and are necessary to utilize the “7S Approach” which will enable the CHRM community to meet future Environmental and Mission challenges.  

· Strategy - We integrate human resource strategies with Army’s business processes, core values, goals and strategies. 


· Skills - We have the full range of skills to effectively plan for and provide human resource programs to attract and sustain highly motivated and competent Army employees with the competencies to meet current and future missions.


· Style - We operate in a learning culture, empowered with clearly defined operating principles, to plan with customers and become full and valued partners on the Army team.


· Stakeholder Expectations - We both anticipate and fulfill customer needs.


· Shared Values - We foster a performance-based culture - a continual learning environment for the work force that maximizes human potential, empowerment, and holds individuals appropriately accountable.

· Systems - We provide current, efficient, user-friendly tools, technology, and processes for administering human resource programs that customers want and need.


· Structure - We structure ourselves based on mission requirements--aligned with core processes, outputs and customer needs--to provide responsive service to customers at the best value to Army and the public.

CHRM Competencies

The following table represents the total competencies that Army’s CHRM community must bring to the table to meet current and future challenges and missions.  The importance and depth of each of the competencies required will be situational.  The CHRM ACTEDS Plan provides details, based on position type.
Business Management Competencies

· Business Process Reengineering

· Change Management

· Compensation Management

· Contract Management

· Cost-Benefit Analysis

· Customer Service Orientation

· Financial Management 

· Information Management

· Organizational Awareness

· Organizational Needs Assessment

· Outcome Measures and Evaluation

· Project Management

· Strategic Human Resource Practices
· Strategic Planning
· Systems Management (horizontal integration)
· Workforce Planning
· Production Management
Technical CHRM Competencies

· Appeals, Grievances and Litigation

· Attendance and Leave

· Benefits

· Career Development

· Compensation

· Discipline and Adverse Action

· Employee Assistance

· Equal Employment Opportunity

· Human Resource Life Cycle Management

· Human Resource Management Fundamentals 

· Instructional Systems Development

· Instructional Technology

· Job Analysis

· Labor Economics

· Labor Management Relations

· Management Analysis

· Manpower Management

· Organizational Development

· Organizational or Industrial Psychology

· Organization and Position Design

· Pay Administration

· Performance Management (Individual and Organizational)

· Personnel Assessment

· Personnel System Management (Automation)

· Position Classification

· Reduction-In-Force and Reorganizations

· Rewards and Recognition

· Staffing and Recruiting

· Succession Planning
Professional Competencies

· Coaching and Mentoring

· Communication

· Conflict Management

· Creative Thinking/Innovation 

· Decision-making

· Developing Human Potential 

· Ethics

· Facilitate Learning Environment

· Facilitation

· Holistic Thinking

· Influencing

· Interpersonal Relations

· Marketing

· Negotiating

· Personal Discipline

· Political Savvy

· Problem-Solving
· Teamwork

· Technology Application
Personal Competencies
Leadership

· Understanding others

· Respecting others

· Valuing diversity

Vision

· Ability to define a desired end state
· Ability to move others toward that end state

· Conceptual thinking

· Outcome-oriented thinking (i.e., Cause and Effect)

Motivation

· Achievement driven

· Commitment

· Initiative

· Lifelong Learning

· Perseverance

Self-Regulation

· Self-control

· Trustworthiness

· Conscientiousness

· Adaptability

· Self knowledge

· Self confidence

The CP10 Strategic Plan resulted in the following ACTION PLAN.  This action plan will be updated biannually by the CP10/CHRM Proponent.  Goals, Objectives and actions are defined on subsequent pages.  Terminology (as defined for the purpose of the following action plan) and explanatory material follow.
AMSC:  Army Management Staff College

CEAC:  Cost & Economic Analysis Center

CP10/CHRM Proponent:  Ms. Nancy Spurlin
CPPC:  Career Program Policy Committee

DCSOPS:  Deputy Chief of Staff for Operations and Plans
FCR:  Functional Chief Representative, Mr. David L. Snyder, CP10 FCR

FM:  Financial Management Community
CHRM Decision Makers:  All CHRM Supervisors and Managers involved in the process regarding personnel decisions

CHRM Leadership:
Deputy Assistant Secretary of the Army (Civilian Personnel Policy), Mr. David L. Snyder, 

Deputy Chief of Staff for Personnel, U.S. Army Materiel Command, Ms. Melinda McMillon Darby

Assistant Deputy, (Civilian Personnel Policy), Ms. Elizabeth B. Throckmorton
Assistant Deputy Chief of Staff for Personnel, U.S. Army Europe and Seventh Army, Ms. Toni B. Wainwright

Deputy Chief of Staff for Human Resources, U.S. Army Corps of Engineers, Dr. Susan L. Duncan

Director of Civilian Personnel Management Operations Agency, Mr. Smiley Williams

Chief, Policy & Program Development Division

LR:  Labor Relations Community

MACOMs:  All Major Army Command Directors of Civilian Personnel and/or Human Resource Directors

Occ Mgrs:  Occupational Managers in the field

OGC:  Office of General Counsel

PA&E:  Plans, Analysis and Evaluations

USAMAA:  US Army Management Analysis Agency

Organization/Action Office
Responsible Agent
Commercial Number/DSN
E-Mail 

Senior Executive Service Office (SAMR-SES)
Sarah Graham
703-697-2204 / 227-2204
sarah.graham@hqda.army.mil

Policy and Program Development (SAMR-CPP)
Rickie Cannon, Acting
703-325-8724 / 221-8724
rickie.cannon@asamra.hoffman.army.mil

Plans and Strategies (SFCP-PL)
Maureen Viall
703-695-2112 / 225-2112
maureen.viall@hqda.army.mil

Central Program Operations (SFCP-CO)
Tim Grey
703-325-0391 / 221-0391
tim.grey@asamra.hoffman.army.mil

Program Support (SFCP-PS)
Chris Kluh
703-693-2455 / 223-2455
christine.kluh@hqda.army.mil

Civilian Personnel Evaluation Agency (SFCP-EA)
Harrel Sholar
703-607-2004 / 327-2004
harrel.sholar@hqda.army.mil

Civilian Personnel Operations Center Management Agency (SFCP-MA)
Smiley Williams
410-306-1702 / 458-1702
smiley.williams@cpocma.army.mil

Regionalization Project Management Office (SFCP-RO)
Carole Johnson
703-697-9600 / 227-9600
carole.johnson@hqda.army.mil

Project Office, Civ Personnel Regionalization (PO-CPR)
Mary Kay Woodside
703-428-0668 / 328-0668
woodsidm@peostamis.belvoir.army.mil

CP10 (CHRM) Proponent Office (SAMR-CPA)
Nancy Spurlin
703-697-2939 / 227-2939
nancy.spurlin@hqda.army.mil

CP10 Strategic Plan Goals

GOAL I:  Civilian Human Resource Management Professionals well trained in related occupational fields to produce a total output for Army – a trained, diverse and ready Army Civilian Force, to include employees and contractors and the best force mix to meet Army’s current and future needs.

GOAL II:  CHRM professionals who are highly competent, motivated, flexible and adaptive to changing roles and customer expectations.

GOAL III:  Customers who are satisfied with CHRM services, delivery and outcomes.

GOAL IV:  CHRM professionals with the capability to align civilian work force staffing with Army mission and develop transitional strategies to acquire and sustain that force.

GOAL V:  A CHRM force that is as richly diverse as America itself, and a work environment that promotes individual respect and encourages collaboration.

FY01-06 CP10 ACTION PLAN

Goals, Actions and Objectives

GOAL I:  Civilian Human Resource Management professionals well trained in related occupational fields to produce a total output for Army – a trained, diverse and ready Army Civilian Force, to include employees and contractors and the best force mix to meet Army’s current and future needs.

I-A  OBJECTIVE:  Develop formal partnerships with Manpower, EEO, Military Personnel, Resource Managers, Information Technology Managers, occupational managers, e.g., career program functional chiefs and proponents, to provide Army with the best civilian force and force mix.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



I-A1  Communicate the expectation for partnerships


FCR/CP10 Proponent - L
Feb 01
May 01
· Written strategy to effect communications and cooperation from other career programs
CPPC

Appropriate FCRs 

I-A2  Rename Civilian Personnel Administration Career Program to Civilian Human Resource Mgmt
FCR/CP10 Proponent - L
Feb 01
Nov 01
· New CHRM Community Name
MACOMs,

Customers

CPPC

I-A3  Garner support from other functional areas


FCR/CHRM Proponent - L
May 01
Nov 01
· Written collective plan to collaborate, cross train, and reassign to integrate competencies
CPPC

Appropriate FCRs 

I-A  OBJECTIVE (cont’d):  Develop formal partnerships with Manpower, EEO, Military Personnel, Resource Managers, Information Technology Managers, occupational managers, e.g., career program functional chiefs and proponents, to provide Army with the best civilian force and force mix.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



I-A4  Develop and provide training to arm the CHRM community with skills and tools to enhance the partnerships
MA-L
CHRM Proponent-A
Nov 01
Ongoing
· CPOCMA curriculum revised to reflect expanded competencies-courses open to related functional areas
MACOMs

FCRs

1-A5 Promote multi-functional developmental assignments among these occupational specialty groups
CHRM Proponent-L

MACOMs-A
MA-A
Nov 01
Ongoing
· More CP10 Developmental Assignments in other career fields
MACOMs

FCRs

ACTEDS $$

I-B  OBJECTIVE:  Integrate occupational knowledge uniquely tied to the CHRM output into a multi-functional profession.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



1-B1  Develop doctrine for the CHRM function
BOD –L

CHRM Proponent-A

PL-A

CPOCMA-A
Jun 01
Dec 01
· Published in FM100-22

· In use by TMD and PPD by Jan 02
MACPOMs

DASA CPP staff

I-B1  Create a business case for the addition of cross-functional training of with other occupational group knowledge
CHRM Proponent
Jan 02
Jun 02
· Business case serves as basis to convince other occupations to cross-train
FCRs

CPPC

I-B2  Collaborate with and gain cooperation from involved functional chiefs
CHRM Proponent
Jun 02
Oct 02
· A collaborative/joint effort for appropriate integration
FCRs

CPPC

I-B3  Convene multi-functional working group to develop cross-functional plans
CHRM Proponent
Oct 02
Mar 03
· Cross-functional plan with time lines
FCRs

$$ to support working group (details & TDY/travel)

I-B4  Implement merger with revised ACTEDS plan(s), etc.
CHRM Proponent
Mar 03
Oct 03
· New CHRM Community formed with supporting ACTEDS plan(s)
FCRs

CPPC

GOAL II:  CHRM professionals who are highly competent, motivated, flexible and adaptive to changing roles and customer expectations.

II-A  OBJECTIVE:  Strategically forecast and plan for the CHRM force (gradually expanding to the multi-professional occupation described previously) to perform current and future missions using a requirements based manpower process.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-A1  Define mission and roles for the CHRM force


CHRM Proponent-L

PS-A
RO-A

EA-A

PL-A

CPP-A
MA-A
MACOMs-A
Oct 01
Mar 02
· Clear distinction between on-site advisory, off-site processing, MACOM & HQDA roles [suggestion to re-look BPMs]
OSD

Customers



II-A2  Project work load associated with mission and roles


CHRM Proponent-L
PS-A
RO-A
MA-A

MACOMs-A
Mar 02
Oct 02
· Staffing algorithms developed to define requirements
USAMAA

II-A3  Apply a requirements based process to identify the CHRM force needed to perform mission
CHRM Proponent-L

PS-A
RO-A

EA-A

PL-A

CPP-A
MA-A
MACOMs-A
Oct 02
Mar 03
· Staffing algorithms applied to define requirements
USAMAA

II-A  OBJECTIVE (cont’d) :  Strategically forecast and plan for the CHRM force (gradually expanding to the multi-professional occupation described above) to perform current and future missions using a requirements based manpower process.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-A4  Make force mix decisions to perform CHRM mission (includes making hard decisions about outsourcing and consolidating Army CHRM work in centers of excellence or DoD organizations)
CHRM Proponent-L
PS-A

RO-A

MA-A
MACOMs-A

EA-A

PL-A

CPP-A
Mar 03
Oct 03
· Best value to Army in terms of dollars and continuity of capability
OSD

II-A5  Resource according to requirements
PS-L
MA-A
MACOMs-A
05-10 POM
Ongoing
· Work load based CHRM population
DCSOPS

PA&E

FM

II-B  OBJECTIVE:  Develop and utilize outreach programs to attract high quality, diverse candidates into Army’s CHRM profession.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-B1  Build and implement effective marketing strategy for Army CHRM Careers
CHRM Proponent-L
MA-A
CO-A
Mar 01
Jan 02
· High quality applicants & timely selections
Colleges & Universities

OPM

MACOMs

Internet, etc.

II-B2  Post web-based open continuous announcements for critical CHRM positions
CO-L
MA-A
Mar 01
Ongoing
· High quality applicants & timely selections


II-B3  Pursue authority for immediate job offers for critical skill needs
CPP-L

CO-A
MA-A
Mar 01
Ongoing
· Immediate offers result in improved quality selectees
OPM

OSD

II-B4  Develop CP10 Web-site (linked to CPOL)
CHRM Proponent-L
CO-A
Mar 01
Jun 01
· Increased interest in Army CHRM Careers

· More communication to the field
CPP

II-C  OBJECTIVE:  Select, develop, promote and reward based on demonstration of total CHRM competencies.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-C1  Publish competency requirements in draft ACTEDS plan
CHRM Proponent
Jul 00
Feb 01
· Revised  ACTEDS plan
Publication $$

CO

II-C2  Develop and market mentoring program
CHRM Proponent-L
PL-A 
Mar 01
Mar 02
· Viable mentor program
MACOMs

MA

II-C3  Establish expectation and accountability for making CHRM personnel decisions based on documented demonstration of CHRM competencies
FCR-L
CHRM Decision Makers-A
Oct 01
Ongoing
· Personnel placements improve Army CHRM performance
All CHRM Supervisors/

Leaders

MACOMs

MA

II-C4  Continually update CHRM competencies


CHRM Proponent-L

PL-A
Mar 01
Ongoing
· Expected CHRM competencies remain current
MA

CHRM Corporate Board

OPM

MACOMs

Other Agencies

II-C5  Develop and apply CHRM competency assessment methodology, e.g., individual self certification


CHRM Proponent-L
PL-A 
Develop

0ct 01

Apply 

Jan 02
Dec 01

Ongoing
· Accurate assessment of competency gaps

· Guides, IDPs and training curriculum
MACOMs

MA

II-D  OBJECTIVE:  Offer defined career tracks to allow CHRM professionals to balance career goals with personal situations (ACTEDS Plan).

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-D1  Define and deploy a leadership track for key positions


CHRM Proponent
Feb 01
Ongoing
· Published ACTEDS Plan describes tracks

· Tracking data for leadership positions
CHR BOD

CP10 Strategic Planning Working Group

II-D2  Define and deploy a technical track for singular functions


CHRM Proponent
Feb 01
Ongoing
· Published ACTEDS Plan describes tracks

· Tracking data for technical positions
CHR BOD

CP10 Strategic Planning Working Group

II-D3  Define and deploy an administrative track (not an automatic feeder group for professional tracks)
CHRM Proponent
Feb 01
Ongoing
· Published ACTEDS Plan describes tracks
CHR BOD

CP10 Strategic Planning Working Group

II-E  OBJECTIVE:  Align CHRM development programs, strategies and just-in-time delivery around CHRM competencies.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-E1  Train and sustain technical competencies


MA-L
MACOMs-A
Mar 01
Ongoing
· Appropriate curriculum available to all through classroom and distance learning
ACTEDS $$

Contract $$

MACOM $$

Installation $$

II-E2  Train and sustain professional competencies


MA-L
MACOMs-A
Mar 01
Ongoing
· Appropriate curriculum available to all through classroom and distance learning
ACTEDS $$

Contract $$

MACOM $$

Installation $$

II-E3  Train and sustain business competencies
MA-L
MACOMs-A
Mar 01
Ongoing
· Appropriate curriculum available to all through classroom and distance learning
ACTEDS $$

Contract $$

MACOM $$

Installation $$

II-E4  Train and sustain personal competencies


MA-L
MACOMs-A
Mar 01
Ongoing
· Appropriate curriculum available to all through classroom and distance learning
ACTEDS $$

Contract $$

MACOM $$

Installation $$

II-E5  Develop fiscally responsive mechanisms for just-in-time training delivery


MA-L
MACOMs-A
Mar 01
Ongoing
· Appropriate curriculum available as needed to all through classroom and distance learning
ACTEDS $$

Contract $$

II-F  OBJECTIVE:  Align CHRM development programs, strategies and just-in-time delivery around CHRM competencies.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-F1  Conduct on-going assessments of training programs and techniques to ensure development of new CHRM competencies consistent with the evolving requirements
CHRM Proponent-L
MA-L
MACOMs-A
PL-A

EA-A
Jul 01
Ongoing
· Training remains current and available

· Feedback from curriculum advisory boards
ACTEDS $$

Contract $$

II-F2  Hold individuals accountable for professional development
CHRM Leaders & Supervisors
Mar 01
Ongoing
· Successfully executed IDPs
TAPES

ACTEDS $$

II-G  OBJECTIVE:  Create a continuous learning culture and sense of community within the CHRM function.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-G1  Ensure vertical and horizontal communications


PS-L
CHRM Proponent-A
Mar 01 
Ongoing
· Shared understanding and buy-in among CHRM community
Communication vehicles and feedback mechanisms

II-G2  Include shared values and cultural expectations in CHRM training and development
CHRM Proponent-L
CHRM Leadership-A
MA-A
Mar 01
Ongoing
· Course Curriculum
Customers

MACOMs

II-G3  Establish clear operating principles to balance creativity with standard processes
FCR-L
CHRM Leadership-A
Mar 01
Ongoing
· Clear operating principles guide processes and decisions
CPP

MA

MACOMs

II-H  OBJECTIVE:  Provide a quality work environment.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



II-G1  Provide work environments to encourage innovation, change, and learning and that produce job satisfaction
CHRM Leadership-L
Oct 01
Ongoing
· Biennial attitude survey results
MACOMs

MA

II-H2  Implement assignment policies that take into account both personal and mission needs
CHRM Proponent-L
CHRM Leadership-A
Oct 01
Ongoing
· Biennial attitude survey results
MACOMs

MA

II-H3  Maximize human potential through application of work force friendly policies and personal development opportunities
CPP-L
CHRM Proponent-A
CHRM Leadership-A
Mar 01
Ongoing
· Biennial attitude survey results

· New Policies
MACOMs

MA

GOAL III:  Customers who are satisfied with CHRM services, delivery and outcomes.

III-A OBJECTIVE:  Create a system of interactive planning with customers.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



III-A1  Convene a CHRM/Customer working group to design a system


PL-L
MACOMs-A
Occ Mgrs-A

EA-A
Jan 02
Jun 02
· Interactive system in place
MA

MACOMs

III-A2  Implement System


PL–L
EA-A
Jun 02
Ongoing
· Interactive system working
Customers

Dollars

III-A3  Create and implement evaluation and feedback mechanism
PL-L
EA-A
Jun 02
Oct 02

Annually
· Annual evaluation improves system
Dollars to design, deploy, administer and assist

III-B  OBJECTIVE:  Provide user friendly, responsive processes for customers.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



III-B1  Constant process improvement through interactive planning
CPP-L
SES/CO-A
PL-A

MACOMS-A
Jun 02
Ongoing
· Improved process and improved customer satisfaction
OSD

OPM

III-B2  Develop business cases to support change
CPP-L
SES/CO-A

MACOMS-A
As Appropriate
As Appropriate
· Business cases support the changes
OSD

OPM

III-B3  Create Army Centers of Excellence
CPP-L
MA-A

MACOMS-A

PL-A
As Appropriate
As Appropriate
· Centers of excellence reduce resources and improve performance and customer satisfaction
OSD

Dollars

III-C  OBJECTIVE:  Provide efficient customer/user friendly tools and technology, to include artificial intelligence and “smart systems.”

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



III-C1  Market and train CHRM technology and business management tools and techniques to customers using COTS products as a general strategy
CPP-L

PS-A
RO/PL-A
MA-A
SES/CO-A
Jan 02
Ongoing
· Customers fully trained on use of new tools, techniques and technology

· Cost-effective products that meet Army needs
OSD

PO-CPR

$$ for products

III-C2  Work with leadership at all organizational levels to ensure customer connectivity to CHRM systems
PS-L
RO/CPP-A
MACOMs-A

Occ Mgrs-A
Jan 02
Ongoing
· Appropriate access
$$ for technology

Installation IMs

EA

PO-CPR

III-C3  Identify customer needs and reactions through interactive planning
CPP-L
RO/PL-A
MA-A
SES/CO-A
Jan 03
Ongoing
· User friendly, cost effective tools and technology
EA

$$

OSD

PO-CPR

III-D  OBJECTIVE:  Use cost-based management tools to provide customers with specific costs and options associated with CHRM strategies and products.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



III-D1  Deploy CHRM operational level activity based costing (ABC) at selected sites
PL-L
PSD-A
Jun 01
Jul 01
· Unit costs for personnel actions and aggregate costs for services
CEAC

MACOMs

MA

III-D2  Use ABC to develop business cases and customer reports
PL-L
PS-A

CPP-A
As Needed
As Needed
· Unit cost information supports business decisions
MA

III-D3  Train CHRM professionals in using ABC as a management decision tool
PL-L
CEAC-A
MA-A
Mar 02
As Needed
· Training Schedule developed and met
Contract $$

TDY/Travel $$

MACOMs

III-E  OBJECTIVE:  Use program evaluation to target opportunities to improve customer service.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



III-E1  Develop action plans that link the findings of annual evaluations and attitude surveys to specific actions for improvement – evaluate for qualitative as well as quantitative outcomes
PL-L

EA-A

MA-A

Customers-A
MACOMs-A
Oct 01
Ongoing
· Evaluation Outcomes feed the planning process
Contract $$

III-E2  CPEA on-site assessments
EA-L

PL-A

MA-A
Oct 01
Ongoing
· Evaluation Outcomes feed the planning process
Customers

MACOMs



III-E3  CPOCMA Internal Reviews
MA-L
PL-A

EA-A
Oct 01
Ongoing
· Evaluation Outcomes feed the planning process
Customers

MACOMs

III-F  OBJECTIVE:  Deploy an ongoing marketing campaign to manage customer expectations.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



III-F1  Clarify roles and responsibilities.
PL-L
PS-A
MA-A
RO-A
Jul 01
Ongoing
· Clear understanding of roles and responsibilities
MACOMs

Customers

III-F2  Develop a CPAC business plan for installation commanders to manage their expectations and to facilitate CPAC success
CHRM Proponent-L
PL-A
MACOMs-A
RO-A
Jan 02
Jun 02
· Business Plan
MA

III-F3  Develop Army-wide CHRM marketing plan to manage customer expectations and ensure success of CHRM Program
CHRM Proponent-L
PL-A
MACOMs-A
PS-A
Jun 02
Dec 02
· Marketing Plan
MA

III-F4:  Market CHRM as a total system and solution
CHRM Proponent-L
PL-A
MACOMs-A
PS-A
Dec 02
Ongoing
· Customer Expectations exceeded
MA

GOAL IV:  CHRM professionals with the capability to align civilian work force staffing with Army mission and develop transitional strategies to acquire and sustain that force.

IV-A  OBJECTIVE:  Create a force planning mission and competency in the CHRM community.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



IV-A1  Ensure training on Army’s missions and functions, i.e., PPBES
CHRM Leadership-L
MA-A
Nov 01
Ongoing
· Educated CHRM Professionals
AMSC

IV-A2  Provide civilian force forecasting tools and competencies to CHRM professionals at all Army levels
PS-L
PL-A
Nov 01
Ongoing
· Forecasting capabilities
MACOMs

MA

IV-A3  Provide labor market analysis tools and competencies to CHRM professionals at all Army levels
PL-L
PS-A
Nov 01
Ongoing
· Forecasting capabilities
MACOMs

MA

IV-A4  Provide labor economics and other analytical knowledge and skills to the CHRM community
PL-L
PS-A
Nov 01
Ongoing
· Forecasting capabilities
MACOMs

MA

IV-B  OBJECTIVE:  Provide CHRM strategies and solutions to achieve the best civilian force to meet Army’s current and future needs.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



IV-B1  Apply tools and competencies to track and project changes in civilian force requirements and market trends
MACOMs-L
PL-A
PS-A
Jan 02
Ongoing
· Identified Requirements to feed TAA
MA

Occ Mgrs

IV-B2  Develop CHRM strategies and solutions to ensure a continuous flow of high quality recruits and continuity of civilian competencies
MACOMs-L
PL-A
PS-A
Jan 02
Ongoing
· High quality work force to meet the mission
MA

Occ Mgrs

IV-B3  Conduct targeted recruitment to satisfy the most critical skill needs
MACOMs-L
MA-A
Jan 02
Ongoing
· High quality work force to meet the mission
Occ Mgrs

IV-B4  Promote effective leader development to improve management and retention of the civilian force
CHRM Leadership-L

CHRM Proponent -A
MA-A

CPP-A
MACOMs-A
Jan 02
Ongoing
· High Quality Leaders
Customers

Supervisors

Army Leadership

GOAL V:  A CHRM force that is as richly diverse as America itself, and a work environment that promotes individual respect and encourages collaboration.

V-A  OBJECTIVE:  Promote EEO and cultural diversity in Army’s civilian force through appropriate use of recruitment strategies and work force evaluation, performance management, leader development, and employee orientations.

Actions
Lead - L

Assist - A
Planned Schedule
Measure(s)/

Metric(s)/Tools
Resources/ Coordination Needed 



Start Date
Completion Date



V-A1  Promote the value of diversity (cultural, ethnic, gender, experience, education and other individual differences), dignity and mutual respect for employees through training, orientation, and performance management
CHRM Leadership
Mar 01
Ongoing
· Annual Attitude Survey Results
Military & Civilian Leadership

Supervisors

Unions

OGC

EEO

V-A2  Identify strategies for effectively building diversity, including techniques for career development and retention
CHRM Leadership
Mar 01
Ongoing
· Annual Attitude Survey Results
Military & Civilian Leadership

Supervisors

Unions

OGC

EEO

MACOMs

FCRs

V-A3  Promote a positive work environment through effective prevention and resolution of conflict
CHRM Leadership
Mar 01
Ongoing
· Annual Attitude Survey Results
Military & Civilian Leadership

EEO

LR

MACOMs
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