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PURPOSE: Army Civilian Training Education and Development System (ACTEDS) Plans provide
information pertaining to career management training, education and development for lifecycle
workforce management, specific to each Career Program.
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1. SECTION | : INTRODUCTION

A. GENERAL: The purpose of the Army Civilian Training, Education, and Development
System (ACTEDS) is to provide for the systematic training and development of Army career
civilians. This ACTEDS Plan addresses training and development for Career Program (CP) 28 —
Equal Employment/Equal Opportunity. The plan is a living document that outlines sequential,
progressive training and education for building expertise in functional specialties and
developing leadership, supervisory and managerial skills.

This ACTEDS Plan also provides general information and guidance on the CP 28 management
structure, including the career ladder, core and functional competencies, the master training
plan, mobility factors and continued service requirements.

B. BACKGROUND: This ACTEDS Plan is foundational to the Army strategy to transform the
civilian workforce as articulated in the Army Campaign Plan for "A Balanced Army for the 21st
Century." Army career civilians are increasingly being called upon to assume greater
responsibility and accountability for mission success to provide Generating Force support to the
Operational Army. Civilian Workforce Transformation (CWT) aims to shape a flexible and
adaptive civilian workforce, more capable, grounded and technically proficient to respond to
current and future Army missions in the evolving global security environment. The intent of the
CP 28 ACTEDS Plan is to operationalize CWT concepts.

C. CAREER PROGRAM OVERVIEW: The mission of CP 28 is to plan and manage career
development for the Army career civilians that serve as Equal Employment/Equal Opportunity
professionals across the Active Army and Army Reserve. Mission planning and execution has
the dual imperatives to —

- Meet the needs of the Army for qualified, trained professionals (e.g., the right person-right
skills-right place-right time).
- Provide a pathway for individual professionals to grow and realize their career potential.

Also inherent in the mission is the requirement to establish and maintain standards of
excellence for the profession of Equal Employment/Equal Opportunity, ensuring
knowledgeable, certified practitioners who effectively deliver programs to advance the values
of diversity and inclusion within the Army culture and to enforce an environment free from
unlawful discrimination and prohibited behaviors to maximize the readiness potential of every
soldier, civilian and family member.

1. Functional Specialties. CP 28 encompasses three Occupational Series as shown in the
table that follows.

1



Occupational Series Position Title

0260 Equal Employment Opportunity Manager
(Provides services to Army Civilians IAW statutory requirements )
0360 Equal Opportunity Compliance Specialist
(Provides services to Soldiers IAW policy guidelines)
0361 Equal Opportunity Assistant
2. Population. CP 28 has a population of approximately 494 Army career civilians. The

population is distributed as shown in the table below.

260 360 Total
GS-05 4 11
GS-06 9
GS-07 19 32
GS-08 4
GS-09 25 1 26
GS-11 106 23 129
Gs12 | 126 129
GS-13 101 1 102
GS-14 42 42
GS-15 10 10
433 28 494 Grand Total
Source: DCPDS
3. Affirmative Action Statement. Selection of Army career civilians for training programs

will be made without regard to political preference, race, color, religion, national origin, sex,
protected genetic information, marital status, disability, age or sexual orientation.

4. Career Program Management Structure. CP 28 has established a career program
management structure in accordance with the guidelines prescribed by the Assistant Secretary
of the Army (Manpower and Reserve Affairs) in the Life Cycle Career Management for Army
Civilians Roles and Responsibilities. The CP 28 management, task organized as follows, has
responsibility for all strategic human capital planning and execution for the career program.



FUNCTIONAL CHIEF (FC)

FUNCTIONAL CHIEF
REPRESENTATIVE (FCR)

FUNCTIONAL
POINT-OF-CONTACT

BOARD OF DIRECTORS CAREER PROGRAM (CP)
(BOD) MANAGEMENT OFFICE

Career Program 28 Management Structure

a. Functional Chief (FC). The Functional Chief (FC) is the senior career program official at
the enterprise level. FC responsibilities include identifying strategic workforce issues and
ensuring the readiness of CP 28 occupational series in support of Army missions. The FC
maintains communications with commanders to gather mission priorities and develop annual
strategic plans that are responsive to the changing needs of the Army. The CP 28 FC is:

ASA (M&RA)

111 Army Pentagon

Room 2E468

Washington, DC 20310-0111
Phone: (703) 697-9253

b. Functional Chief Representative (FCR). The Functional Chief Representative (FCR) is the
senior executive, designated by the FC to serve as principal advisor in matters pertaining to CP
28 management. The FCR collaborates with commanders and supervisors to ensure CP 28 maintains
a qualified, motivated, balanced civilian cadre of equal employment/equal opportunity professionals,
capable of supporting Army missions. The FCR manages career program planning (e.g., career maps and
ACTEDS plan) and centrally funded training resourcing in accordance with established Army policies.
The FCR also approves candidates for competitive training opportunities. The CP 28 FCR is:



Deputy ASA for Diversity and Leadership
111 Army Pentagon

Room 2A332

Washington, DC 20310-0111

Phone: (703) 614-5284

c. Functional Point-of-contact (POC). The Functional Point-of-contact is the senior
functional manager who directs CP 28 strategic and operational planning on behalf of the FRC.
The Functional POC has managerial responsibility and authority over the activities of the Career
Program Management Office. The functional POC is:

Deputy DASA Diversity and Leadership
111 Army Pentagon

Room 2A332

Washington, DC 20310-0111

Phone: (703) 614-5288

d. Board of Directors (BOD). The Board of Directors (BOD) consists of the FCR and senior
functional representatives from the DA Staff, ACOMs and ASCCs and other key subject matter
experts (SMEs) from selected DRUs, installations and Army Reserve units. The FCR chairs the
BOD and approves BOD membership. The BOD provides input and oversight of CP 28
workforce planning and management initiatives, recommending career program policy and
procedures, as needed.

e. Career Program (CP) Manager. The Career Program (CP) Manager discharges CP 28
program execution. The CP Manager advises ACOMs, ASCCs, DRUs, and field operating
activities (FOAs) on CP 28 plans, policies and procedures and communicates with CP 28
professionals on developmental opportunities and eligibility requirements. The CP Manager is
responsible for administration of the CP 28 training budget and Intern and Competitive
Professional Development (CPD) programs. The CP Manager maintains CP 28 career maps and
ACTEDS Plan. Contact information for the CP Manager is:

Career Program Manager
5825 2157 Street

Building 214

Fort Belvoir, VA 22060
Phone: (703) 545-5779/5781




5. Career Progression. Career progression is driven by job vacancies and the individual
Army career civilian’s pursuit of —

- Self-development.

- Performance excellence.

- Functional qualification.

- Institutional training opportunities.

Central to the above success model is a commitment on the part of the Army to invest in the
potential of CP 28 professionals and, in turn, a willingness on the part of individuals to provide a
return on investment in terms of mobility and continued service. It should be recognized that
advancement may involve moving to meet the needs of the Army and may incur a service
obligation to do so.

a. Functional Mobility. Although CP 28 professionals may be able to achieve their career
goals within a single specialized area, multi-dimensional and multi-disciplined experience is an
essential factor in career progression. CP 28 emphasizes multi-disciplinary experience,
particularly for those personnel aspiring to progress to managerial and executive positions.

b. Geographic Mobility. Geographic mobility is often required to obtain the diverse
experience required of managerial and executive positions. Individuals should consider
mobility opportunities as a viable way to develop experience and expertise at a variety of
organizational levels consistent with individual career goals and the needs of the Army.

c. Continued Service Agreement (CSA). Training/Developmental Assignments exceeding
120 days require completion of a Continued Service Agreement. The obligated service period
for the Army is not less than three (3) times the period of the training. Note that a CSA is also
required for any non-government training in excess of 80 days.

1. SECTION II: OBJECTIVES

A. SHORT-TERM OBJECTIVE: The short-term objective of this ACTEDS Plan is to provide for
the training of CP 28 interns and to provide for the professional development and career
progression CP 28 professionals.

B. MID-TERM OBIJECTIVE: The mid-term objective of this ACTEDS Plan is to attract,
develop and retain quality Army career civilians to CP 28 by providing career enhancing
opportunities and sustainment training in support of the Army Campaign Plan for “A Balanced
Army for the 21°" Century.”



C.

ensuring knowledgeable, certified practitioners who effectively deliver programs to advance
the values of diversity and inclusion within the Army culture and to enforce an environment

LONG-TERM OBJECTIVE: The long-term objective of this ACTEDS Plan is to establish and
maintain standards of excellence for the profession of Equal Employment/Equal Opportunity,

free from unlawful discrimination and prohibited behaviors to maximize the readiness potential

of every soldier, civilian and family member.

A.

management approach. The approach is based on the fact that CP 28 series share common,

SECTION Il — CAREER LADDER/CAREER MAPS

GENERAL: The career ladder for CP 28, as seen below, embraces a holistic career

complimentary and/or mutually supporting competencies.

Progression

GS0361-8
Equal Opportunity As sistant

GS0361-7
Equal Opporunity Assistant

/

GS0260- 15*
Equal Employment Manager

GS0260-14*
Equal Employment Manager

GS0260-13*

Equal Employment Manager

GS03680-13
Equal Opportunity Diversity Program Manager

[ 5026012+ ]

Equal Employment Manager

GS0380-12
Equal Opportunity! Program Manager

GS0260- 11*

Equal Employment Specialist

GS0360- 11
Equal Opporunity Compliance Specialist
Diversity Manager

J

4 B
GS0360-9
E IEGSIDQEDT-ItBS* ialist Equal Opporunity Compliancs Specialist
QualEmployment =p eaalls Equal Opportunity Advisor
. r

J

’
G50260-7*

G50361-6
Equal Opportunity Assistant

GS0361-5
Equal Opporunity As sistant
Entry Level

Equal Employment Specialist

Entry Level / Intern
Y >

*Series 0260 is a Mission Critical Occupation (MCO)

Opportunity

career progression. The intent is to afford individuals in all CP28 series the opportunity to

[ INSTALLATION — ACOM — ASCC — DRU — DA ]

CAREER LADDER DESIGN: The design of the career ladder provides for cross-functional

advance to higher levels of expertise and responsibility if they have the potential and desire to

do so.



C. CAREER MAPS: The career ladder consists of —

- Series 0260 Equal Employment Opportunity (Primarily services Civilians).
- Series 0360 Equal Opportunity Compliance (Primarily services Military).
- Series 0361 Equal Opportunity Assistance (Services Both).

Each series is supported by a career map as seen at Annex F.
SECTION IV — CAREER PROGRAM FUNCTIONAL COMPETENCIES

A. COMPETENCY-BASED CAREER PROGRAM MANAGEMENT: A main line of effort for
transforming the civilian workforce has been to undertake the development of competencies
(e.g., defining a set of behaviors that encompasses knowledge, skills, abilities and personal
attributes critical to successful job performance in a given occupational series) that can be used
to shape the workforce with the requisite capability to meet current and future Army missions.
This line of effort positions the Army to comply with National Defense Authorization Act 2010
requirements, as well as form an empirical basis for validating investment in training and
education as outlined in this ACTEDS Plan.

CP 28 is now transitioning to competency-based program management. The authoritative
source for developing CP 28 competencies is the Federal Classification and Job Grading Systems
Position Classification Standards for White Collar Work. The steps being taken to establish
competency management include —

- Peer review of competency definitions.

- Competency assessments by employees and supervisors.
- Gap analysis of competency shortfalls.

- Targeted human capital strategies to address shortfalls.

The envisioned end state is a lifecycle construct that will enable CP 28 recruitment, hiring, and
career management. The construct will also drive resource planning and Program Objective
Memorandum (POM) submissions for CP 28 training and education.

B. COMPETENCY MANAGEMENT SYSTEM (CMS): The Assistant G-1 for Civilian Personnel (AG-1
CP) (http://www.cpol.army.mil/) oversees competency development for the Army. The Competency
Management System (CMS), under the auspices of the AG-1 CP, is the central repository for validated
competencies. CMS supports Army career management, workforce planning and Defense Enterprise
Civilian Competency Management Framework implementation.

C. CAREER PROGRAM COMPETENCIES: CP 28 competencies are provided at Annex A.
Core competencies (e.g., those that apply universally to all series within the career program)
are seen in the Table that follows.


http://www.cpol.army.mil/

EEO/EO Knowledge

Interpersonal Skills

EEO/EO Customer
Service Orientation

EEO/EO
Technical Guidance

Definition:

Definition:

Definition:

Definition:

Knowledge and ability to
interpret and maintain Federal

EEO laws, Directives, Regulations
and Policies to facilitate effective

implementation of the Army
EEO/EO Program.

Considers and responds
appropriately to the needs,
feelings, and capabilities of
different people in different
situations. Is tactful,
compassionate and
sensitive, and treats others
with respect.

Able to anticipate and meet
the needs of internal and
external customers.

I. Specialized Knowledge:
Developing and
administering programs
designed to solve the
specialized challenges of
women, minorities,
individuals with disabilities
and persons 40 and above
(legally protected classes),
as relates to their
employment and treatment
in the workplace.

Il. Plan and Develop:
Development of
institutional and
organizational programs
which address
discrimination practices
that adversely impact
mission accomplishment
and military readiness.

V. SECTION V — CAREER DEVELOPMENT

Career Program 28 Core Competencies

A. GENERAL: The career maps at Annex F provide a guide for CP 28 career development

planning. The career development approach reflected in the CP 28 maps is based on a building

block methodology that emphasizes acquiring basic job skills and understanding of the Army at

entry level, pursuing technical training and continuing education at mid-career level and

achieving generalist/management qualification in the senior grades. Career development is

achieved through self-development, institutional training and on-the-job training (OJT)/

experiential learning. The main areas of concentration for career development are —

- Leadership skills.

- Functional competence.




- Professional enrichment.
- Academic preparation.

The Competency Management System (CMS) (see Section IV.B.) further focuses career

development, capitalizing on survey analysis of competencies to identify gaps and target

training needs. Training needs also take into consideration CP 28 objectives to —

- To attract, develop and retain quality CP 28 practitioners.

- To establish and maintain standards of excellence for the profession of Equal

Employment/Equal Opportunity.

The Master Training Plan at Annex B represents the sum total of all CP 28 career development
priorities consistent with the above training needs. A summary view of the Master Training

Plan is shown below.

GS 05 Gs 07 GS09 GS11 Gs12 GS13 GS14

GS15

CIVILIAN EDUCATION SYSTEM (CES)

Foundation Course

Basic Course

] Intermediate Course

l Advanced Course

| Continuing Education for Senior Leaders

Action Officer Development Course

Supenisor Development Course

Manager Development Course

Defense Chilian Emerging Leader Program

SENIOR ENTERPRISE TALENT
MANAGEMENT (SETM)

SETM-TDY Developmental Assignment
Senior Service College
| Defense Execulive Leadership Develop Program

| Defense Senior Leadar Devalopment Program

SELF-DEVELOPMENT

Continuing Education — Army Courses

Experiential Leaming on the Job — Installation/Deployed DRIWASCC/ACOMDA

FUNCTIONAL TRAINING

Intern Program J

Career Program Technical Training/Cerification

| Career Program Management Training/Certification

COMPETITIVE PROFESSIONAL DEVELOPMENT (CPD)

Developmental Assignment — Unmersity Training — Training With Industry — Army Congressional Fellowship

GS 056 GS 07 GS09 GS11 Gs12 GsS13 GsS14

GS 15

Master Training Plan Summary

B. OVERVIEW OF MASTER TRAINING PLAN ELEMENTS: The various aspects of career

development addressed in the Master Training Plan (Annex B) are —

- Civilian Education System (CES).



- Senior Enterprise Talent Management (SETM).
- Self-Development.

- Functional Training.

- Competitive Professional Development (CPD).

The sub-paragraphs that follow discuss the elements of the Master Training Plan as they apply
generally to all series in CP 28. The Master Training Plan at Annex B provides specific detail for
each series by grade.

1. Civilian Education System (CES). The CES is the leader development program for all
Army civilians. The CES is designed to assist all Army civilians become agile leaders, who
personify the Warrior Ethos in their understanding of warfighting, statesmanship and
enterprise management. CES training delivery includes both distributed learning (dl) and
resident instruction. Centrally funded, CES courses are targeted to specific civilian grades/pay
bands. All Army civilians are expected to complete the CES course targeted for their respective
grade or have completed an equivalent military or civilian leader development course. All Army
civilians may not enroll in a course that is higher than their current grade but may enroll in a
course that is targeted for a lower grade. Successful completion of CES courses

(commensurate to grade) is a prerequisite for other training opportunities outlined in this
ACTEDS Plan. CES eligibility criteria, course registration information and waiver procedures are
provided at the Civilian Human Resource Training Application System (CHRTAS) at
https://www.atrrs.army.mil/channels/chrtas/student/main.aspx. First time users must create a
student profile in order to gain access and register for CES courses. CES courses and associated
grade targets are as follows.

- Foundation Course (FC) GS01-15
- Basic Course (BC) GS01-09
- Intermediate Course(IC) GS10-12
- Advanced Course (AC) GS13-15
- Continuing Education (CESL) GS14-15
2. Senior Enterprise Talent Management (SETM). SETM is the initiative undertaken by the

Army to establish a systematic approach to senior civilian leader development, responding to
the need to establish a conduit by which Army career civilians can prepare themselves for
senior executive responsibilities at the enterprise level of the Army. Under the staff supervision
of the Civilian Senior Leader Management Office (CSLMO) of the Assistant Secretary of the
Army (ASA) for Manpower and Reserve Affairs (M&RA), the SETM Program provides for
identification and central management of a talent pool of selected GS-14 and GS-15 employees
who are afforded the opportunity for enterprise broadening experiences, joint credentialing
and executive leadership training. The SETM Program has four modules —

- Placement in Army Enterprise Positions (AEPs).
- Assignment to short term, project based Temporary Duty (TDY).
- Senior Service College (SSC) attendance.
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- Participation in the Defense Senior Leader Development Program (DSLDP).

All Army career civilians in the grade of GS-14 and GS-15 are eligible to apply for the SETM
Program. Applicants must obtain the endorsement of their command, be favorably screened
by the CP 28 FCR and have successfully completed the CES Advanced Course. Final selection is
made by a Civilian Executive Board (CEB) of Senior Executive Service (SES) and General Officer
(GO) members. Further information on the SETM Program is provided at
https://www.csldo.army.mil/CTMO/CTMOIndex.aspx.

3. Self-Development. Self-development is the essential complement to formal training
and education. Self-development relies on individual Army career civilians to embrace and
commit to continuous learning as a professional ethic. Continuous learning takes place at home
station in the form of on-the-job training (OJT), Command sponsored training and course work
at local schools and colleges. Resource links for self-development are provided in the career
maps at Annex F.

Administered under the staff supervision of the Army G-37 Civilian Training and Leader
Development Office, Army Career Tracker (ACT) is the automated tool that supports individual
career planning. ACT provides a single portal for access to career map, training and education
data and affords employees and their supervisors the capability to personalize and manage
electronic Individual Development Plans (IDPs).

4, CP 28 Functional Training. Functional training in this ACTEDS Plan refers to the job-
related, competency-based opportunities managed by the CP 28 Manager. The training is
budgeted and paid for by the Army and involves a competitive selection process. Selection is
based on funds available and a “best qualified” review of applications. Final selection requires
FCR approval. Application and training procedures adhere to Army policy as specified in AR
350-1, Army Training and Leader Development; Army Civilian Training Interim Policy Guidance
Update to AR 350-1, 15 June 2011 and the ACTEDS Training Catalog at
http://cpol.army.mil/library/train/catalog/. Additional information on the submission process
is provided at Annex D.

a. Core Offerings. CP 28 core offerings are those training opportunities that support
development in core competencies (see Section IV.C.). They are fundamental to preparing CP
28 Professionals to do their jobs and are categorized in the Master Training Plan (Annex B) in
order of importance —

- Priority One (Mandatory).
- Priority Two (Essential if funding is available).
- Priority Three (Recommended as career enhancing).

b. Intern Program. The CP 28 Intern Program is a multi-disciplinary, entry level (GS-07)
course of study, encompassing both Equal Employment Opportunity (EEO) and Equal
Opportunity (EO) experiences designed to attract and develop high potential employees for the
career program. As seen in the Master Intern Training Plan (MITP) at Annex C, the program
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spans 24 months, providing a mix of resident (temporary duty) instruction and on-the-job
training (OJT) —

- Twenty months for primary series OJT (home station rotation).

- Three months for secondary series OJT (installation rotation).

- One month for orientations (CP 28 Overview; Headquarters rotation; Army Reserve
rotation).

Intern placement is determined at the time of acceptance into the program. Gaining units
agree to hire/place interns 24 months in advance of assighment. Interns are competitively
selected. Further information about the intern program can found at
http://cpol.army.mil/library/permiss/794.html.

c. Certification. As a matter of Army policy, CP 28 requires all CP 28 professionals to
successfully complete the DA EEO Counselor Course and the DA Complaints Processing Course.
Additional certification opportunities are encouraged (see the Master Training Plan at Annex B)
as career enhancing (Priority 3). If approved for a certification program, CP 28 will pay for the
certification training. However, the fee for the certification test must be paid by the individual.

5. Competitive Professional Development (CPD). The Competitive Professional
Development Program is a planned, systematic, and coordinated program of professional
development that supports the Army's organizational goals and mission. It encompasses
functionally tailored developmental opportunities that occur in academic environments,
business/industrial settings, or in other strategically planned career enhancing developmental
assignments that have been identified in an approved Career Program Master Training Plan
(MTP) or Individual Development Plan (IDP). Training instances may be short or long-term and
funded from various sources. CPD is the companion piece to functional training, conforming to
Army requirements for CP 28 professionals to keep abreast of changes and innovations in their
occupational specialties and learn new skills that will contribute to performance excellence in
current and future positions.

CPD includes both short-term and long-term training opportunities. Short-term training refers
to training that is 120 calendar days or less. Examples of short-term training are professional
workshops, seminars, and continuing education classes with a demonstrated training purpose
such as those delineated in the career maps (Annex F). Long-term training is training to which
an Army career civilian is assigned on a continuous, full-time basis for more than 120 calendar
days at either government or non-government facilities.

a. Developmental Assignment. Developmental assighments are detail assignments of 90
days (or less) undertaken to provide professional enrichment through experiential learning not
readily available in the performance of duties at home station (for example, hands-on exposure
to civil rights legislative issues). Possible developmental assignments include detail to
Department of Army (DA), an Army Command (ACOM), an Army Service Component Command
(ASCC), other Federal agency or Congressional committee. To apply, Army career civilians
should submit a statement of interest to CP 28, indicating the desired assignment including
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reasons for seeking the detail and career goals to be met by the detail engagement. The CP 28
Manager is available to assist applicants in identifying suitable opportunities.

Funding for developmental assignments covers travel and per diem as authorized in the Joint
Federal Travel Regulation (JFTR), Volume 2. Rental cars are not authorized. Salary and benefits
are not covered.

b. Training with Industry (TWI). TWI offers CP 28 professionals a private sector
experience, working in a non-governmental setting in job-related fields such as equal
employment opportunity, civil rights, workforce diversity or employee relations. TW!I is a non-
degree producing program designed to provide training and/or skills in best business
procedures and practices not available through existing military or advanced civilian schooling
programs for identifiable DoD requirements. The CP 28 Manager will design, competitively
announce and select personnel for TWI assignments. Start dates are negotiable.

c. University Training. CP 28 provides Army career civilians financial assistance to pursue
a degree producing program at an accredited college or university. Referred to as academic
degree training (ADT), the program of study must be in a discipline that is job-related, adds to
job proficiency and/or supports a planned career path, either technical, managerial or both.
The academic institution must be within commuting distance of the applicant’s home station
and the course of study must be over 120 days duration. Examples of appropriate ADT are
highlighted in the career maps at Annex F.

The ASA (M&RA) is the approving authority for ADT requests. This approval triggers funding.
Applicants will not be reimbursed for enrollment in courses prior to the approval date. Salary
and benefits are not reimbursed.

Doctoral programs are not included in the CP 28 Master Training Plan (Annex B), therefore, not
centrally funded. Such academic initiative is considered self-development endeavor.

C. CAREER DEVEOPMENT OUTCOMES: This ACTEDS Plan seeks to promote a professional
steady state for CP 28 that contributes to the Army Campaign Plan for “A Balanced Army for the
21° Century,” yielding a flexible and adaptive civilian workforce and ensuring —

- Army career civilians have a defined “roadmap” for success.

- Commanders have the “right” workforce to meet mission needs.

- The Army has a rational way to articulate requirements.

- The Nation has sound Army stewardship of its human capital investment.
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ANNEX A: COMPETENCIES
Pending further development under Competency Management System (CMS)

SERIES 0260 EQUAL EMPLOYMENT OPPORTUNITY (MISSION CRITICAL OCCUPATION)

TIER

COMPETENCY
GROUP

COMPETENCY

Technical

FACT FINDING Ability to analyze the workforce and organizational components to identify particular
occupations, organizations, lines of progression (career ladders) and/or geographical location in which
participations rates are less than expected; Ability to research and stay current with EEO laws, policies and
procedures utilizing all available resources; Conduct preliminary complaint inquiries; Ensure counseling or
or mediation for all identified pre-complaints; Attempt resolution; Prepare counselor report.

Technical

ANALYTICAL REASONING Research and stay current with EEO laws, policies and procedures utilizing all
available resources; Identify instances of EEO noncompliance and recommend appropriate remedies and
corrective action; Schedule inteniews and counsel employees/witnesses concerning their employment, rights
and responsibilities; Identify the problem, collect data, determine findings and from findings develop
recommendations or adjustments.

Technical

NEGOTIATION (INFLUENCING) Knowledge of and skill in negotiation and conciliation to develop and
negotiate acceptance of controversial decisions by all levels of management, complainants, complainants’
representatives/attorneys and labor counselors.

Technical

SUPERVISORY/MANAGERIAL SKILLS Ability to motivate, train, mentor, reward, counsel and discipline
employees to guide job performance and proficiency; Ensure completion of mandatory NO FEAR Act
training in accordance with EEO and HQDA guidance; Ensure completion of Anti-Harassment training in
accordance with HQDA policies.

Technical

EEO PROGRAM/PROJECT MANAGEMENT Ability to facilitate the effective implementation of EEO
throughout the organization; Interpret and explain the concepts, principles, laws, regulations and methodology
applicable to the Federal Equal Employment Opportunity Program; Administer the Special Emphasis
Programs (SEP); Implement Minority College Relations Program; Support Workforce Recruitment Programs
(WRP); Participate in outreach activities; Implement effective Disability Program; Complete Disabled
Veteran's Affirmative Action Plan and Hispanic Employment Plan; Manage, develop and administer
Affirmative Employment Program (AEP); Design, implement and manage programs and projects within time,
resources and quality standards.

Technical

EEO CUSTOMER SERVICE Ability to anticipate and meet the needs of internal and external customers;
Ensure work conforms to statutes, regulations, policies and procedures and completed within established
timeframes.

Technical

EEO KNOWLEDGE Ad\ise, consult and train agency leaders, managers, supenisors and employees
relating to laws, statutes, policies, rights, responsibilities and effort to attain and maintain a Model EEO
Program laws, regulations and principles, Federal personnel administration, compliance and enforcement,
the fundamentals of Federal EEO laws, regulations and principles, Federal personnel administration,
compliance and enforcement, administrative and consulting skill; conduct burden-of-proof analysis,
adjudicate and make decisions for allegations of discrimination received from subordinate command element;
Owersee the EEO complaint processing system; Ability to interpret and stay current in Federal EEO laws,
directives, regulations and policies to facilitate the effective implementation of the EEO Program.
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ANNEX A: COMPETENCIES
Pending further development under Competency Management System (CMS)

SERIES 0260 EQUAL EMPLOYMENT OPPORTUNITY (MISSION CRITICAL OCCUPATION)

TIER

COMPETENCY
GROUP

COMPETENCY

Technical

EEO HUMAN CAPITAL MANAGEMENT Knowledge of common management policies and procedures,
including personnel principles and practices; Knowledge of command structures, mission and functions and
composition.

Technical

EEO PROGRAM PLANNING Knowledge of the programming, planning, budget execution (PPBE) system
to ensure sufficient resources are provided for individual and class action complaints; Ability to analyze
budgetary data for the EEO Program by defining resources requirements and be able to input data into
respective budget program.

Technical

EEO STRATEGIC PLANNING Knowledge of the planning cycle (i.e., establish direction, provide resources,
determine capability, execute and measure) to achieve process improvements and link long-term program
specific goals and objectives that align with higher enterprise; Implement, monitor and evaluate the EEO
Programs; Identify and implement best practices to further the goals, objectives and intent of Federal EEO
laws and programs.

Technical

PEOPLE SKILLS Ability to collaborate with leaders, managers and supenvsors to ensure EEO Program
success; Ability to maintain liaison with legal, civilian personnel office and management officials to discuss
the EEO Program; Positively interact through ethical behavior, effective communication, job knowledge,
respect for others, commitment to Army Values and being helpful and responsive to customers.

Technical

EEO QUALITY ASSURANCE Ability to enhance the development of a Model EEO Program by conducting
Staff Assistance Visit and Program Evaluations, sensing sessions, exit inteniews and command climate
suneys to gauge, analyze and report on the command climate; Ability to develop mechanisms to ensure
accountability measures and recommend corrective actions; Ability to provide oversight by instituting quality
control measures and accountability measures.

Technical

EEO TECHNICAL GUIDANCE Ensure compliance with EEOC and HQDA directives; Ability to provide
technical assistance and training to EEO counselors/mediators and ensure coordination of EEO functions
with other duties; Knowledge of how to implement programs that create and maintain a climate of fair and
equitable treatment of all civilians/applicants and meet identified benchmark representation of ethnic and
racial groups, women and individuals with disabilities; Make decisions for allegations of discrimination
received from subordinate command elements; Oversee the EEO complaint processing system.
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ANNEX A: COMPETENCIES
Pending further development under Competency Management System (CMS)

COMPETENCY

Conflict Management

Financial Management
Leveraging Diversity
and Cultural
Awareness

Team Building

Accountability

Business Acumen

Entrepreneurship

Influencing and
Negotiating

Partnering

Political Sawy

Problem Solving

Strategic Thinking
Vision

Technology
Management 4

Continual Learning
Creativity and
Innovation

Customer Senice
Decisiveness
External Awareness
Flexibility

Integrity and Honesty
Interpersonal Skills
Oral Communication

Resilience

Senice Motivation

OPM STANDARD NON-TECHNICAL COMPETENCIES

COMPETENCY DEFINITION

Identifies and takes steps to prevent potential situations that could result in unpleasant confrontations. Manages and resolves
conflicts and disagreements in a positive and constructive manner to minimize negative impact.

Understands the principles of financial management and marketing expertise necessary to ensure appropriate funding levels.
Prepares, justifies, and or administers the budget for the program area. Uses cost-benefit thinking to set priorities. Monitors
expenditures in support of programs and policies. Identifies cost-effective approaches. Manages procurement and contracting.
Leads and manages an inclusive workplace that maximizes the talents of each person to achieve sound business results.
Respects, understands, values and seeks out individual differences to achieve the vision and mission of the organization. Develops
and uses measures and rewards to hold self and others accountable for achieving results that embody the principles of diversity.
Inspires, motivates, and guides others toward goal accomplishments. Consistently develops and sustains cooperative working
relationships. Encourages and facilitates cooperation within the organization and with customer groups. Fosters commitment,
team spirit, pride, trust. Develops leadership in others through coaching, mentoring, rewarding and guiding employees.

Assures that effective controls are developed and maintained to ensure the integrity of the organization. Holds self and others
accountable for rules and responsibilities. Can be relied upon to ensure that projects within areas of specific responsibility are
completed in a timely manner and within budget. Monitors and evaluates plans, focuses on results and measuring attainment of
outcomes.

Has an intuitive and applicable understanding of the business and the interrelationships enabling a person to make better
business decisions.

Identifies opportunities to develop and market new products and senices within or outside of the organization. Willing to take risks
and initiate actions that inwolve a deliberate risk to achieve a recognized benefit or advantage.

Persuades others and dewvelops networks and coalitions. Gains cooperation from others to obtain information and accomplish
goals. Negotiates to find mutually acceptable solutions and builds consensus through give and take.

Devwelops networks and builds alliances, engages in cross-functional activities. Collaborates across boundaries, and finds common
ground with a widening range of stakeholders. Utilizes contacts to build and strengthen internal support bases.

Identifies the internal and external politics that impact the work of the organization. Approaches each problem situation with a
clear perception of organizational and political reality, recognizes the impact of alternative courses of action.

Identifies and analyzes problems; uses sound reasoning to arrive at conclusions. Finds alternative solutions to complex problems.
Distinguishes between relevant and irrelevant information to make logical judgments.

Formulates effective strategies consistent with the business and competitive strategy of the organization in a global economy.
Examines policy issues and strategic planning with a long-term perspective. Determines objectives and sets priorities. Anticipates
potential threats or opportunities.

Takes a long-term iew and acts as a catalyst for organizational change. Builds a shared vision with others and influences others
to translate \vision into action.

Uses efficient and cost-effective approaches to integrate technology into the workplace and improve program effectiveness.
Dewelop strategies using new technology to enhance decision making. Understands the impact of technological change on the
organization.

Grasps the essence of new information. Masters new technical and business knowledge. Recognizes own strengths and
weaknesses and pursues self-development. Seeks feedback from others and opportunities to master new knowledge.

Dewelops new insights into situations and applies innovative solutions to make organizational improvements. Creates a work
environment that encourages creative thinking and innovation. Designs and implements new or cutting-edge programs/processes.
Balances interests of a variety of clients and readily readjusts priorities to respond to pressing and changing client demands.
Anticipates and meets the need of clients and achieves quality end-products. Is committed to continuous improvement of
senvices.

Makes sound and well-informed decisions. Perceives the impact and implications of decisions. commits to action, even in
uncertain situations, in order to accomplish organizational goals.

Identifies and keeps up-to-date on economic, political, and social trends which affect key agency policies/priorities. Understands
where the organization is headed and how to make a contribution.

Is open to change and new information. Adapts behavior and work methods in response to new information, changing conditions,
or unexpected obstacles. Adjusts rapidly to new situations warranting attention and resolution.

Instills mutual trust and confidence and creates a culture that fosters high standards of ethics. Behaves in a fair and ethical
manner toward others and demonstrates a sense of corporate responsibility and commitment to public senice.

Considers and responds appropriately to the needs, feelings, and capabilities of different people in different situations. Is tactful,
compassionate and sensitive, and treats others with respect.

Makes clear and convincing oral presentations to individuals or groups. Listens effectively and clarifies information as needed.
Facilitates an open exchange of ideas and fosters atmosphere of open communication.

Deals effectively with pressure and maintains focus and intensity and remains optimistic and persistent, even under adversity.
Recowers quickly from setbacks. Effectively balances personal life and work.

Creates and sustains an organizational culture which permits others to provide the quality of senice essential to high
performance. Enables others to acquire the tools and support they need to perform well. Shows a commitment to public senice.
Influences others toward a spirit of senice and meaningful contributions.

Written Communication Expresses facts and ideas in writing in a clear, convincing and organized manner.
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ANNEX A: COMPETENCIES
Pending further development under Competency Management System (CMS)

SERIES 0360 EQUAL OPPORTUNITY COMPLIANCE

TIER

COMPETENCY
GROUP

COMPETENCY

Technical

EO KNOWLEDGE Ability to understand, interpret and stay current in OPM, DOD, Army and Military Equal
Opportunity (MEO) policies and regulations for the Active Component, Reserve Component, National Guard
Bureau, Joint Based and sister Senice policies and procedures; Ability to demonstrate general knowledge of
Equal Employment Opportunity (EEO) processes and procedures IAW AR 690-12, AR 690-600, AR 600-20
and EEOC Directives.

Technical

COMMUNICATION Ability to effectively communicate to include presentation skills, written, oral and listening
skills.

Technical

ANALYSIS Ability to analyze the demographics of key leader positions and to identify Branching
assignments that do not provide the opportunity for growth and effective utilization of the real and potential
capabilities of all Soldiers; Ability research and remain current with MEO policies and procedures utilizing all
available resources; Ability to conduct preliminary complaint inquiries in the informal stage; Ability to use
critical thinking in judgment and fact finding.

Technical

TECHNICAL GUIDANCE Ability to provide MEO subject matter expertise, develop and administer programs
designed to prevent and minimize discriminatory policies, practices and behaviors that impact mission
accomplishment. Have knowledge of diversity and cross cultural differences, action planning and give advice
to the commander.

Technical

DIVERSITY MANAGEMENT Ability to administer plans and programs for advancing workforce diversity,
fostering an inclusive workplace environment where people are respected for their individual differences and are
encouraged to contribute their varying talents, experiences and viewpoints to mission accomplishment.

Technical

PEOPLE SKILLS Ability to positively interact with people through ethical behavior, effective communication
(oral and written), job knowledge, respect for others, commitment to Army Values and to being helpful and
responsive; Ability to anticipate and meet the needs of internal and external customers. The ability to
collaborate and influence.
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ANNEX A: COMPETENCIES
Pending further development under Competency Management System (CMS)

SERIES 0361 EQUAL OPPORTUNITY ASSISTANCE
COMPETENCY

TIER GROUP COMPETENCY

To Be Developed




ANNEX B: MASTER TRAINING PLAN

Master Training Plan (MTP) Career Program 28

Series 0260 Equal Employment Opportunity

Series 0360 Equal Opportunity Compliance

Series 0361 Equal Opportunity Assistance

Priority

Priority

Gs04

Priority

Foundation Course

Basic Course

Action Officers Development Course
Supenisors Development Course
Army Courses Recommended by
Superisor/Command

iComplaints

BOX

EQ Reporting System
Management Directive 715
Diversity Management Symposium
EQ Leader Course

Associate Degree (Desireable)

DA EEOQ Counselor Course

DA Complaints Processing Course

1

W N =

[ Y R I R N T S|

(4]

Priority

Priority

GS 05

Priority

Foundation Course

Basic Course

Action Officers Development Course
Supenvisors Development Course
Army Courses Recommended by
Supenisor/Command

iComplaints

BOX

EO Reporting System
Management Directive 715

EOQ Leader Course

Diversity Management Symposium
Associate Degree (Desireable)

DA EEOQ Counselor Course

DA Complaints Processing Course

1

[y

w

= L L = R = a3

2

Priority

Priority

GS 06

Priority

Foundation Course

Basic Course

Action Officers Development Course
Supenvisors Development Course
Army Courses Recommended by
Supenisor/Command

iComplaints

BOXI

EOQ Reporting System
Management Directive 715

EO Leader Course

Diversity Management Symposium
Associate Degree (Desireable)

DA EEOQ Counselor Course

DA Complaints Processing Course

1

- 2 a

w

= L L AR

2

GS 07

Priority

Priority

GS 07

Priority

Foundation Course

Basic Course

Action Officers Development Course
Supenvisors Development Course

Defense Civilian Emerging Leader Program
Deployments

Developmental Assignments

Army Courses Recommended by
Supenvisor/Command

Army Basic Instructor Course

iIComplaints

BOX

1

== = R W N W =S A A

Foundation Course

Basic Course

Action Officers Development Course
Supenvisors Development Course
Defense Civilian Emerging Leader Program
Deployments

Developmental Assignments

Army Courses Recommended by
Supenisor/Command

Army Basic Instructor Course
IComplaints

BOX

1

WO WW =S A A
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ANNEX B: MASTER TRAINING PLAN

Series 0260 Equal Employment Opportunity

Series 0360 Equal Opportunity Compliance

Series 0361 Equal Opportunity Assistance

GS 07 Priority Priority GS 07 Priority
EO Reporting System 1
Management Directive 715 3 Management Directive 715 2
EO Leader Course 3
New Counselor Course 1 Mew Counselor Course 1
Counselor Refresher Course 3
EEO Specialist Course 3 EEOD Specialist Course 1
Diversity Management Symposium 3 Diversity Management Symposium 3
Baccalaureate Degree (Desirable) 3 Baccalaureate Degree (Desireable) 3
DA EEOQ Counselor Course 1 DA EEO Counselor Course 1
DA Complaints Processing Course 1 DA Complaints Processing Course 2
Mediation Certification 1 Mediation Certification 1
EEQ Studies 3 EEQ Studies 3
Priority Priority GS 08 Priority
Foundation Course 1
Basic Course 1
Action Officers Development Course 1
Supenvisors Development Course 1
Defense Civilian Emerging Leader Program 3
Deployments 3
Developmental Assignments 2
Army Courses Recommended by
Supenvisor/Command &
Army Basic Instructor Course 1
iComplaints 1
BOXI 1
EO Reporting System 1
Management Directive 715 2
EO Leader Course 3
Mew Counselor Course 1
EEOQ Specialist Course 1
Diversity Management Symposium 3
Baccalaureate Degree (Desireable) 3
DA EEO Counselor Course 1
DA Complaints Processing Course 2
Mediation Certification 1
EEO Studies 3
G509 Priority G509 Priority Priority
Foundation Course 1 Foundation Course 1
Basic Course 1 Basic Course 1
Action Officer Development Course 1 Action Officer Development Course 1
Supenvisory Development Course 1 Supervisory Development Course 1
Defense Civilian Emerging Leader Program 3 Defense Civilian Emerging Leader Program 3
Deployments 3 Deployments 3
Developmental Assignments 2 Developmental Assignments 2
Continuing Education: Cornell University 3 Continuing Education: Cornell University 3
Continuing Education: George Mason Continuing Education: George Mason
University School for Conflict Analysis & 3 University School for Conflict Analysis & 3
Resolution Resolution
Continuing Education: Graduate School USA 3 Continuing Education: Graduate School USA 3
Continuing Education: EEOC Training 2 Continuing Education: EEOC Training Institute] 2
Con.tmuing Education: Mediation Training 1 Con.tinumg Education: Mediation Training 1
Institute Institute
Continuing Education: Workplace Dynamics 2 Continuing Education: Workplace Dynamics 2
Continuing Education: Mational Seminars 3 Continuing Education: Mational Seminars 3
Training Group Training Group
Continuing Education: Justice Center of 2 Continuing Education: Justice Center of 1
Army Courses Recommended by 3 Army Courses Recommended by 5
Supemisor/Command Supervisor/Command
Army Basic Instructor Course 2 Army Basic Instructor Course 1
iComplaints 1 iComplaints 2
BOXI 1 BOXI 2
EOQ Reporting System 1
Management Directive 715 1
Special Emphasis Program Managers 1
Disability Program Management Course 1
EOQ Leader Course 1
New Counselor Course 1 New Counselor Course 2
Counselor Refresher Course 1 Counselor Refresher Course 3
EEQ Specialist Course 2 EQ Advisors Course 1
Diversity Management Symposium 3 Diversity Management Symposium 3
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ANNEX B: MASTER TRAINING PLAN

Sarbes 0360 Equal Employment Opportunity Sevias 0360 Equal Oppenunity Compliance Savkes 0361 Equal Opponunity Assistance
G509 Priority G50 Priority Priotity
|Baccalaureste Dagroe (Dosiabla) 3 |Baccalaurenis Degres (Desirabie) k]
Advancad Degres Course Work such as: \Advancs Degres Course Wark soch as-
Comall Ussversaty ILR School 1 |Comed Unngesity ILR School 3
Hennasaw Stale Ussersty Kenmetaw State Unhecsity
Madiation Cerification 1 |Medaten Cortification 1
DA EEQ Counselor Coursa 1 |D& EED Counselor Course 1
OA Complaints Procsssing Courss 1 |DA Complmnts Processng Courss 1
EEQ Studies 1  |EED Studies 2
[F [Priarity G5 11 [Priariry Priciry |
Foundation Course 1 Foundation Course 1
Basic Coursa 1 |Basic Courss 1
Artion Ofcar Developmant Courss 1 Artes Ofcar Divelopmant Course 1
‘Supanisory Developmant Coansa 1 ||Supenisony Developmaent Course 1
Dulense Cavlian Emaeging Leader Progam 3 |Defanse Chilian Emerging Leader Program 3
Deployments 3 Deployments 3
Divelopmental Assignments F Developmental Assignments F
Teaning with Industry 2 |Traning wth Indusisy 2
Aurrmy Congressional Felowalbeg |Army Congressional F ]
Education: Comsl Unbarsdy 3 |Contiemsng Education: Coenel Linharsiy 3
(Continuing Education: Gewgs Mason Contimuing Education: Geongs Mason
Unheprsity School for Conflict Analysis & 3 |Univarsity School for Conflict Analysis & 3
| Rasolution Resclution
Continuing Education. Graduate Schocl LISA ¥ [Contrmsng Education. Graduate School USA 3
(Continuing Education: EEOC Training Instituty 2 ||Contewsing Education: EEOC Training Insiituly 2
Continuing Education. Mediation Tiamning 1 Conteneng Education Medutsn Traning 1
|Bsadute |Institzte
(Continuing Education: Werekplace Dynamics 2 |Contewing Education: Workplace Dynamics. ]
ot Eacice. Nicral as 3 |Contruing Educatin: Hatinal 5 :
Training Growp Training Group
‘Continuing Education: Justice Cenber of 1 Contirnang Educatson: Justice Center of 1
Adtrry Basic Instructon Cowtsa 2 |Anny Blasas Instnacton Course 1
Complains 1 |iComplaints F
| B F - e 2
EQ Reporting System 1
EQ Leader Course: 1
Hew Counselor Course 1 |Mew Counsalor Course 2
Counselor Rifresher Course 1 Counsdlor Refresher Cousd 3
EED Specaafist Course | ED Adhsces Coutse 1
Special Emphass 1
Dinabilty Pregeam Manageman Courss 1
EED Offcar Cowrse 1
Diversity Management. Symposium 3 |Diversity Management Symposism 2
Baccalaureate Degree (Desirable) 3  |Baccalmsese Degree (Desirable) 3
Advance Degree Courss Werk such as \Avarcs Degres Course Wk such as:
Comail Uesversiy ILR School 3 |Comed Uinversity ILR School 3
Konnasaw State Uesarsity Kennasaw Stale Uinsmvsiy
1 |DAEED Counsalor Course 1
1 Dués Complaints Processing Course 1
3 EEQ Studies z
1 |Hwman Resouces - 2
G512 Priority Pricrity |
1 |Foundation Course 1
1 |Basic Course 1
1 won Cfficer Devalopmant Course 1
1 |Superitory Development Course 1
1 inermaedisle Course 1
1 |Manager Course 1
2 Defense Executrw Leadenship Development 7
Progenm
Federal Exscutie Institute Courses 1  |Federal Executive Instihge Courses 3
Dwfense Cailian Emesging Leader Program 2 |Defense Chilian Emarging Leader Program 2
Deployments 3 ] 3
Developmantal Assignments 1 |Dewmiopmental Assignemens Fd
Training with Indusiry 2 |Training weth Indusiry rd
Ay Congressional Fellowship 2 |Army Congressional Faliowship 2
(Conlinuing Education: Comell Unnersity 3 |Contvming Education. Comell Uniisity 3
Continuing Education Georgs Mason Contrnsng Education: George Masen
Im;mwc«mm& 3 |University School for Conflict Anadysis & 3
Resolution |Regluticn
Continuing Education: Graduate Schocl WSA| 3 |Contmuing Education: Graduate School LSA :]
(Continuing Education: EEQC Training Instituty 2 |Conbimuing Education: EEQC Training Institule 2
(Conlinuing Education- Mediation Training 4 |Contiming Education: Medation Training '
|imstitute Institite
Cantinuing Education’ Werkplaee Dyramics 2 |Centemsing Education: Wartkplace Dynamics. 2
Continitng Education: National Seminars 1 Contensng Education’ Matons Serinars 3
Training Growp Trasning
(Continuing Education: Justice Cantes of g |Genteneng Educatsn Justice Conter of 1
Adlanta Adtanta
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ANNEX B: MASTER TRAINING PLAN

|Hareard School Senior Execulre Felowship
(Continuing Education: Comell Uinversty
Certinuing Education: Gecege Mason
University School for Condict Analysis &

| Resohtion

Continuing Education: Graduate Scheel USA
(Cortinuing Education’ EEOC Trasrng Instauly
Contnuing Education: Medatson Traming
|institute

(Continuing Education: Workplace Dymnamics

Canfinuing Education: Gearge Massn
Mwnmwa

Dﬂln.luEMm Geaduste School LESA

Saries 0260 Equal Employment Opportanity Saries 0360 Equal Opporunity Compliance Saries 0361 Equal Opportunity Assistance
G517 Prioaity G512 Priority Priarity
Army Basic Instructor Course F] Aerry Barsic Insbructor Course 1
iCornplainis 2 iCemplaints 2
B0 1 BOM 2
EQ Reporting System 1
EEDQ Specialist Course 1 |ED Advisors Course 1
Special Emphases Program Managers Course 1
(Dhaatslity Frogram Managamant Course 1
EEQ Offcer Course 1
Pubiic Speaking 1 |Pubkc Speaking 2
Quality Assurance 3
Planning Programming and Bucgeting F)
Strategic Flanning 1
Drversaty Mansgament Sympodasm 2 Deersily Management Symgoswim 2
Baccalaureate Degree (Dasirable) 3 |Baccalauwreate Degres ([Desicable) 3
Advance Degrea Course Work such as \Adhance Degrae Cowse Waork such as:
Comall Unieasity ILR School 3 |Comeil University ILR School 3
Hemnesaw State Unnersity Kennesas Siate Uniersty
EED Studies 3  |EED Studies 2
Human Resources 1 Haman Resources 2
Program Managament 1 Program Managemant 2
G513 Priority G513 Priotity Priority
Foundation Course 1 Enundstion Cowse 1
EHG C oty 1 |Basic Course 1
Action Officer Development Cowrse 1 Action Officer Development Courae 1
Supenisory Development Course 1 |Superisery Development Course 1
|indermechate Cowrse 1 Intsrmediate Course 1
Advanced Cowse 1 Achanced Courss 1
Manager Devsloprent Course 1 |Manags Develogment Course 1
Federal Executie institute Coumas 3 Fadaral Exacutie Instifube Courses 3
Dufense Exacutive Leadership Development 2 Defense Executive Loadership Deelopment 2
Program |Progeam
Dlaploymaents 3 |Deployments -
Dievelopmetnial Assignments 2 |Developmental Assignments 2
Trasrang with Indusiry 2 |Training with industry 2
Army Congresssonal Fellowship 1 |Aemry Congressional Fellowship 2
3
3 3
3 3
3 3
2 2
2 2
F] F]
3 3
1 1
3
2

Continuing Education Nationasl Semminars Cantinisng Educatson Natenal Seminas
Trarsng Group Traming
(Continuing Education: Justsce Cenler of Caontinung Education: Justice Center of
Attana Aclanta
‘Special Emphasis Program Managers
| Chsakslity Program Management Course
Aerery Barsic Instructor Course 1
iCemplaints 2
BOM 2
EQ Reporting System 1
EEDQ Oiicer Course 2 EQ Adwscrs Course 1
Pubiic Speaking 1 |Publc Speaking 2
Quality Assuance 3
[Planreng Programming and Budgeting 1
Steategic Planning 1
Dversity Management 2 |Dwersity Managemant Symposium 2
hlasinrs Dogres (Desirable) 3 |Masters Degree (Deswable) 3
Poest Graduate Course Work such as k| Post Graduate Course Work such as.
Geonge Washinglon Uniessity Executive 3 Gacege Washinglon University Executie 3
Leadership Studies. 3 |Leadership Studies
EEQ Studies 3  |EED Saudes 2
Huwman Resources 1 Huaman Resources 2
Program Management 1 Program Management 2
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ANNEX B: MASTER TRAINING PLAN

Sasies 0260 Equal Employment Opporiunity Saries (1360 Equal Opporunity Compliance Saries 0361 Equal Opporiunity Assistance

L Priosity Priarity

Foundation Course

Sercr Enterprese Talerd Management TD'Y
Senice Sonice College
Continuing Education for Sanice Leadars
(Dreferree Expcutive Leadership Devalopmant

Program
Deferse Senior Laader Dinelepment Program

Dugloyments

Dievelopmantal Assignmants

Trasramg with Industry

sy Comgresssonal Fellowship

|Hareard School Senior Execulive Fellowship
(Continuing Education: George Mason
Univarsity School for Confict Analysis &

| Resolation

Centinuing Education: Geaduate Schea USA
(Continuing Education: EEQC Trareng Instauid
Continuing Education: Mediation Training
|institute

(Centinuing Education: Workplace Dymamics
Continuing Education: Mations! Seminars
Trasning Group

Federal Executie Institule Coumes
Serice Entesprise Talent Management TD'Y
Senice Senice College
Cortinuing Ediscation for Sanicr Leadars
Deferrse Senior Leader Develepmant Progeam
Harvard School Senior Execulne Felowship
Sersce Manager Cowse in National Security
. AL el
Securily Studies

Syracuse Uenersity Mational Secunty
(OPM Leadership for a Democratic Society

Quality Assurance
Strategic Planning

Dwersdy Managament Sympesam
hiagiers Degres [Desirable)

Post Graduate Course Work such as
George Washinglon Unnevsity Executie
Leadershep Studies

EED Studies

Human Resources

P 3

+' |
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ANNEX C: MASTER INTERN TRAINING PLAN

Intern Orientation GS Grade| Priority | Hours
CP 28 Overview 7 1 40
Civilian Education System (CES) Foundation Course - Distributed Learning (DL) 7 1 _

Core Courses

Resident Training (Temporary Duty scheduled over 24 Months) CHEERE) [Py alzllles

Effective Writing 7 1 16
Small Group Facilitation 7 3 40
Effective Briefing Techniques 7 2 24
Army Basic Instructor Course (ABIC) 7 2 80
Mediation (Basic) 7 1 40
Basic Budget Course 7 2 24
Conflict Resolution/Management 7 1 40
Critical Thinking 9 1 40
Basic Statistics 9 3 40
Roles & Responsibilities of EEO Advisory Committee 9 2 24
Diversity and Leadership Course 9 3 40
Mediation (Advance) 9 3 40
Assertiveness Skills 9 3 24
HR Course (Classification/MER/Staffing) 9 1 40
Internal Controls & Accounting 9 3 24
Civilian Education System (CES) Basic Course 9 1 40

Rotation 1 - Series 0260
(20 Months if Primary Series Rotation/3 Months if Secondary Series Rotation*)

GS Grade| Priority | Hours

DA EEO Counselor Certification Course 7 1 40
DA EEO Complaints Processing Course 7 1 40
Special Emphasis Program Managers (SEPM) Course 7 1 40
Microsoft (MS) Office - Distributed Learning (DL) 7 2 —
Management Directive (MD) 715 7 1 40
Barrier Analysis Training 7 2 40
Disability Program Management Course 9 1 40
Civilian Personnel Administration Center (CPAC) Orientation (Local Rotation) 9 2 160
iComplaints/BOXI 7-9 1 40
Action Officer Development Course - Distributed Learning (DL) 9 2 —
EEO Specialist Course 9 80

Rotation 2 - Series 0360

(20 Months Primary if Series Rotation/3 Months if Secondary Series Rotation*) CElEl) AT | HalbllES

EO Leader Course (EOLC) 7-9 1 80
MS Office - Distributed Learning (DL) 7 2 —
Action Officer Development Course - DL 7 2 —
Organizational Assessment - On-the-job Training (OJT) 7-9 1 —
Rotation 3 - Headquarters Rotation (1 Week) GS Grade| Priority | Hours
Executive Shadowing - On-the-job Training (OJT) 9 1 —
ACOM Reporting Procedures 9 1 —
Staff Assistance Visits 9 1 —
Plans and Policies 9 1 —
Rotation 4 - Army Reserve (2 Weeks) GS Grade| Priority | Hours
Staff Assistance Visits 9 1 —
Operational Update 9 1 —
Battle Assemblies 9 1 —
Training Conferences (Select One) GS Grade| Priority | Hours
Examining Complaints & Employment Law (EEOC) 9 1 40
Federal Dispute Resolution (EEOC) 9 1 40
DA EO World-wide Conference 9 1 40

EEO/EO Related Conference (BIG, FEW, LULAC, etc.) 9 1 40

Total Course Contact Hours 1256
(Total Time Available - 3680 Hours (1840 hours per year)

*Gaining Unit Assignment determines Primary/Secondary series designation for rotation.
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ANNEX D: ACTEDS TRAINING CATALOG — APPLICATION SUBMISSION PROCESS

ACTEDS Guidance. Chapter 3 of the ACTEDS Training Catalog is the authoritative source for
individuals applying for training and education. Applications for training and education must
adhere to the requirements established in the ACTEDS Training Catalog.

Application Procedures. The "ADT Checklist" at
http://cpol.army.mil/library/train/catalog/ch03cp28.html should be followed when applying for
Academic Degree Training (ADT). The "Course Checklist" at
http://cpol.army.mil/library/train/catalog/ch03cp28.html should be followed for all other
application submissions. Applicants are responsible for ensuring all required forms,
endorsements, and signatures are included in the application packages they submit.

Completed application packages (original and one copy) must be submitted through the chain
of command to the Career Program Office to arrive not later than (NLT) the suspense date
established in the various training announcements broadcast by the Career Program
Management Office. Completed applications should be sent to:

Career Program Manager

Equal Employment Opportunity Policy and Programs
Office of the Deputy Assistant Secretary for Diversity and
Leadership

5825 21 Street (Building 214)

Fort Belvoir, VA 22060

Approvals. The Assistant Secretary of the Army for Manpower and Reserve Affairs (ASA M&RA) is the
approving authority for Academic Degree Training (ADT). The FCR approves all other competitive
training opportunities. These approvals trigger funding. Applicants will not be reimbursed for
enrollment in courses prior to approval dates. Applicants must allow for sufficient lead time in
submitting their applications so as to ensure timely selection/approval in advance of course
start dates.

Application Forms. Applications for short-term training (e.g., 120 days or less) may only
require submission of Standard Form (SF) 182, Authorization Agreement, and Certification of
Training. Applicants should contact the Career Program Office at (703) 545-5781 for additional
information about required forms.

Selection for long term training (e.g., exceeding 120 days) will require completion of a
Continued Service Agreement. The service obligation is three (3) times the period of training.
Note that a CSA is also required for any non-government training in excess of 80 days.

Resource Allocation Selection System (RASS). RASS is the automated financial system that
manages central funding for CP 28 training and education (e.g., the Intern Program, functional
courses and Army professional development programs). RASS eliminates manual paper
processing of training and travel documents. Applicants use RASS to initiate training
arrangements upon approval of their application submission. RASS electronically generates the
SF 182, Authorization Agreement and Certification of Training.
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ANNEX D: ACTEDS TRAINING CATALOG — APPLICATION SUBMISSION PROCESS

A RASS user guide is provided at http://cpol.army.mil/library/train/rass/ for further information.

Summary. An overview of the application process is captured below. A complete explanation
of the application process is provided in the ACTEDS Training Catalog at
http://cpol.army.mil/library/train/catalog/.
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ANNEX E: STRATEGIC PLAN

TO BE DEVELOPED (TBD)

E-1



ANNEX F: CAREER MAPS
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ANNEX G: GLOSSARY OF KEY TERMS

Academic Degree Training — Academic degree training is training or education with the stated
objective of obtaining a degree from a college or university that is accredited by a regional,
national, or international accrediting body recognized by the U.S. Department of Education and
listed in its Database of Accredited Post-Secondary Institutions and Programs. The academic
degree MUST be related to the performance of the employee's official duties and part of a
planned, systematic and coordinated program of professional development, endorsed by the
Army that supports organizational goals and results, and the results are measurable in terms of
individual and organizational performance.

Army Campaign Plan — The operational articulation of The Army Plan (TAP), coordinating and
synchronizing a series of related lines of effort for building a balanced Army for the 21st
century. TAP provides strategic direction on how the Army intends to fulfill its Title 10
obligations to organize, train, equip, deploy and sustain land forces.

Career Development — A method of obtaining additional knowledge, skills and abilities within a
career program through training, assignment or self-development.

Army Force Generation (ARFORGEN) — A structured progression of increased unit readiness
over time, resulting in recurring periods of availability of trained, ready and cohesive units
prepared for operational deployment in support of geographic combatant commander
requirements.

Career Ladder — A job hierarchy representing the steps or path for upward mobility within and
between the occupational series of a career program.

Career Map — A documented source that provides employees comprehensive information on all
available opportunities for development within the Army that includes specific career paths
that define progressive and sequential functional training, professional training and
developmental requirements for specifics types of careers that are needed for enhancement
and promotion.

Career Program (CP) — Occupational series aligned into consolidated groupings, based on
common technical functions, associated command missions, and position knowledge, skills and
abilities.

Certification — Designation awarded by a professional society or by law to validate one’s skill

gualification in accordance with established standards of proficiency.

Civilian Education System (CES) — The CES is the leader development program for all Army
civilians. The CES is designed to assist Army civilians become agile leaders. CES training
includes both distance learning and classroom instruction. CES eligibility criteria, course
registration information and waiver procedures are provided at the Civilian Human Resource
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ANNEX G: GLOSSARY OF KEY TERMS

Training Application System (CHRTAS) located at:
https://www.atrrs.mil/channels/chrtas/student/main.aspx.

Civilian Expeditionary Workforce — A subset of the DoD civilian workforce that is organized,
trained, cleared and ready in a manner that facilitates the use of their capabilities eitherin a
temporary reassignment and/or duty status or to stay in place overseas to support the DoD
mission. Members of the CEW are organized, trained, cleared, equipped, and ready to deploy
in support of combat operations by military; contingencies; emergency operations;
humanitarian missions; disaster relief; restoration of order, drug interdiction; and stability
operations in accordance with DoDD 3000.05. The CEW is composed of the existing category of
Emergency-Essential (E-E) positions and new categories of positions, Non-Combat Essential
(NCE), Capability-Based Volunteers (CBVs) and former Army employee volunteers.

Civilian Workforce Transformation (CWT) — A strategy and package of initiatives designed to
enable a flexible and adaptable Army civilian workforce fully capable of supporting the Army
and the Nation. Flexible refers to the capability to respond to institutional change across the
Army and adaptive means delivering the right person to the right place at the right time. CWT
addresses the civilian cohort from an enterprise perspective with view to realizing a capable
Army civilian who is well grounded as a leader and is technically proficient with the requisite
training to meet Army missions.

Competency — An observable measurable pattern of knowledge, abilities, skills, and other
characteristics that individuals need in order to successfully perform their work (DODI 1400.25,
Volume 250).

Competency Gaps — The gaps identified as a result of an analysis of the differences between
the forecasted human resources competency needs and future human resource competency
supply. This analysis reveals human resources surpluses and deficits in raw numbers and assists
with further planning for addressing the competency gap if any.

Competency Management System (CMS) — The Army repository for validated competencies
with interfaces for competency measurement and analysis, workforce planning, career
development, performance management and Defense systems database integration.

Competitive Professional Development (CPD) - The Competitive Professional Development
Program is a planned, systematic, and coordinated program of professional development that
supports the Army's organizational goals and mission. It encompasses functionally tailored
developmental opportunities that occur in academic environments, business/industrial settings,
or in other strategically planned career enhancing developmental assignments that have been
identified in an approved Career Program Master Training Plan (MTP) or Individual
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ANNEX G: GLOSSARY OF KEY TERMS

Development Plan (IDP). Training instances may be short- or long-term and funded from
various sources.

Continuing Education — Further education encompassing a broad spectrum of post-secondary
learning activities and programs to include degree credit courses, certification credentialing
non-degree job training, personal and professional enrichment courses and self-development
endeavors.

Core Competency — Technical areas of knowledge skill, abilities and other characteristics across
all specialties that are required by the majority of the positions in an occupational series or
career program for the successful execution of critical tasks associated with the duties and
responsibilities of positions.

Distributed Learning (DL) — The delivery of standardized individual, collective and self-
development to soldiers, Army civilians, units and organizations at the right place and time
through the use of multiple means and technology. Distributed learning may involve student-
instructor interaction in real time (e.g., via two-way audio/video communications) and non-real
time (e.g., via computer-based training). It may also involve self-paced student instruction
without benefit of access to an instructor (e.g., correspondence programs).

Functional Competency — Technical specialty areas of knowledge skill, abilities and other
characteristics that are required by the majority of the positions in an occupational series or
career program for the successful execution of critical tasks associated with the duties and
responsibilities of positions.

Generating Force - Those Army organizations whose primary mission is to generate and sustain
the capabilities of the Operational Army for employment by joint commanders.

Intern — An employee who has met all entrance requirements for an entry-level position in an
established career program. The employee accepts an obligation to complete a highly
structured training program and occupies a position with known potential for noncompetitive
promotion to a target level grade.

Intern Program — A civilian leader development program designed to establish planned intake
of personnel with high potential to meet career program (CP) staffing needs and to give these
high potential personnel the knowledge, skills, and abilities necessary to advance and
successfully perform in target level positions. Intern graduates form the feeder group for
future leadership in the Army's professional occupations.

Individual Development Plan (IDP) — A documented plan developed with supervisor and
employee collaboration that identifies individual development needs and outlines specific short
and long-term goals and associated training or development needs. The intent of an IDP is to
promote career development and continued personal growth.
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Key Assignment — Positions that represent windows of opportunities for professionals to
complete diverse assignments across multiple echelons. The sequence of positions is not as
important as mastering critical skills and gaining experience before the next stage of career
development.

Leader Development — Experience, training and education that focus on methods to support
decision-making, quick thinking, sound judgment, and ways to accelerate the development of
Army leaders by improving interpersonal and team-building skills. The goal is to leverage
cognitive and instructional technologies in ways that improve critical thinking skills needed by
current and future leaders. Leader development also focuses on enhancing leadership styles
and skills in order to improve leader performance.

Leadership Competency — Knowledge, skills and abilities that enable the leader to be
innovative, adaptive and able to lead successfully in uncertain and complex operating
environments.

Master Intern Training Plan (MITP) — A detailed training plan issued by HQDA showing on-the-
job training and formal courses that will prepare career interns for target-level career program
positions Army-wide.

Master Training Plan (MTP) — The syllabus of training and educational opportunities that
support a career program (CP). The MTP is competency-based and has the dual purpose of
furthering individual and organizational performance to accomplish Army missions.

Mandatory Training — All Defense and Army training requirements established as mandatory in
AR 350-1.

Mobility — A change in duty position and/or change in permanent duty station for the purposes
of career development, promotion opportunity or mission effectiveness.

Operational Army — Those Army organizations whose primary purpose is to participate in full
spectrum operations as part of the joint combat force.

Professional Development — Activities, programs and assignments designed to increase
knowledge and expertise in a profession through education, training, experiential learning and
mentoring by qualified professionals.

Life-Cycle Career Management — Following a continuum of manageable steps and processes to
guide career progression through the personnel life cycle (Structure, Acquire, Develop,
Distribute, Sustain and Transition).

Mission Critical Occupation (MCO) — Occupational series designated by Department of Defense
(DoD) and Department of Army (DA) as essential to current and future military and
organizational mission accomplishment.
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Program Objective Memorandum (POM) — The final product of the programming process
within the Department of Defense, displaying the resource allocation decisions of the Military
Department in response to, and in accordance with, the Guidance for Development of the
Force (GDF) and Joint Programming Guidance (JPG).

Resource Allocation Selection System (RASS) — A web-based computer application that
centralizes the management of funds for Army Civilian Training, Education and Development
System (ACTEDS) funded programs. RASS enables the online creation, submission, approval,
status tracking and reporting of training.

Senior Enterprise Talent Management (SETM) — A Civilian Workforce Transformation (CWT)
initiative administered by the Civilian Senior Leader Management Office (CSLMO) Assistant
Secretary of the Army for Manpower and Reserve Affairs (ASA M&RA). The program prepares
participants for positions of greater responsibility through advanced senior-level educational
and developmental experiences. SETM opportunities include the Enterprise Placement
Program, Developmental Experiences, Senior Service College, and the Defense Senior Leader
Development Program.

Target position — The position in which an intern is placed when the intern training program is
completed.

Temporary Duty (TDY) — Assignment of short duration (less than six months) at a location other
than one's permanent duty station usually involving travel and reimbursement for travel

expenses.
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