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     Appendix C

Human Resource Management Domain Area Packages and Segments

This Appendix provides the narrative discussion of the Human Resource Management Domain Area Packages and Segments described in Section 3.  The narrative and tables that follow provide: (1) a description of the domain area and the associated packages and constituent segments, (2) their architecture products traceability matrix, (3) the application of transition elements to the segments and the segment benefits associated with those transition elements.
The USD (P&R) is the Domain Owner with the responsibility for the Human Resource Management Packages and Segments that perform the human resource management, travel, and military health care business operations.  
Human Resource Management Domain Area Package and Segments

	Human Resource Management Package: Consists of activities associated with a fully integrated personnel and pay management that will support DoD personnel and military families throughout their careers and beyond as well as enable effective management of DoD personnel assets. It will provide support across the full operational spectrum -- peacetime and war, through mobilization and demobilization, deployment and redeployment, in theaters of operation and at home bases--capturing and maintaining accurate and timely data. Data will be retained in a single, comprehensive record of service that will be available to employees and service members as well as senior leadership, combatant commanders, personnel and pay managers and authorized users throughout DoD and other Federal Agencies. The user shall see a single, fully integrated capability, providing combined personnel and pay functionality.

	Segment
	Description

	Military Manpower Management
	Consists of the activities associated with developing, distributing and monitoring manpower plans and the processes that support resource projection requirements.  Manpower planning contains the processes to integrate force structure requirements into personnel functions, enabling proper utilization of Service members to consist of maintaining unit information and manpower requirements. Projecting resource requirements are those processes that develop and distribute force management guidance to recruit and maintain the military personnel inventory  (e.g., identified by Service component, grade, and occupational specialty) required to fill the authorized manpower (i.e., position) structure.  Force management guidance takes the form of projections and plans for accession, training, distribution (containing Reserve man-days), retention, and promotion as well as personnel end strength.

	Military Personnel and Pay Management
	Consists of activities associated with a fully integrated, all Service, all Component, military personnel and pay system that will support military personnel and families throughout their careers and beyond. It will provide support across the full operational spectrum -- peacetime and war, through mobilization and demobilization, deployment and redeployment, in theaters of operation and at home bases, capturing and maintaining accurate and timely data. Data will be retained in a single, comprehensive record of service that will be available to the member as well as the Service personnel chiefs, combatant commanders, military personnel and pay managers and authorized users throughout DoD and other Federal Agencies. The user shall see a single, fully integrated system, providing combined personnel and pay functionality.

	Segment
	Description

	Military Recruiting
	Consists of activities associated with the recruitment of eligible candidates for Department of Defense (military) positions. The scope of these activates range from receiving guidance and interpreting recruiting policy, programming resources, planning program execution and conducting recruiting operations (from initial identification and screening of potential prior service and non-prior service enlistees and officer candidates through initial processing at the Military Entrance Processing Stations and subsequent training locations (such as lead-in processing at Officer Candidate Schools, Basic Training, before the formal training begins)). This may consist of the use of incentives, bonuses and scholarships.

	Military Training & Education Management


	Consists of activities associated with identifying training and education requirements; managing quotas, courses, resources and throughput to consist of cataloging and scheduling resources; and identifying training needs associated with individual service members to consist of eligibility determination and tracking completion of courses. Training is related to competency and career development and will consist of formal, on-the-job and correspondence training as well as potential integration with education opportunities. Education specifically addresses degree-granting programs/courses (i.e., DODEA, Service Academies and some Professional Military Education programs).

	Military Retired Pay and Military Annuitant Pay


	Consists of activities associated with managing the military retiree and military annuitant pay requirements and operations (which contains payments to retirees, annuitants, victims of abuse, former spouse, forgotten widows, etc.) through an integrated Human Resource and pay system that provides accurate and timely administration and implements state-of-the-art self-service functionality.

	Civilian Pay Management
	Consists of activities associated with managing the civilian pay requirements and operations through an integrated Human Resource and pay system that provides accurate and timely administration and implements state-of-the art self-service functionality.

	Civilian Personnel Management
	Consists of activities associated with managing personnel requirements and operations through an integrated Human Resource and pay system that provides accurate and timely administration and implements state-of-the-art self-service functionality.  Functionality in this segment consists of Classification and Wage, Staffing and Recruitment, Training and Education, Employee Benefits, Labor-Management Relations, Performance Management and Awards, and Human Resource Automated Systems Management.

	Civilian Position Management
	Consists of activities associated with managing work years and funding for civilian positions through a system that provides accurate and timely administration.  Functionality in this segment consist of identifying work year requirements, managing Human Resource budgets, and developing, analyzing and implementing civilian position management plans in the Department of Defense.

	Combined Human Resource Management
	Consists of activities associated with management of DoD Human Resource through a combined (both military and civilian) integrated Human Resource and pay system leveraging all of the characteristics defined in Military Personnel and Pay Segment, Military Manpower Management, Civilian Personnel Management Segment, and Civilian Payroll Management Segment.  This system maximizes the use of every person and every capability through a more seamless integration of the total force proving for functional integration. It will support the total force through state-of-the-art processes and automation reflecting the leading business practices of industry and government.

	The Military Health System Package: Consists of the Military Health System (MHS) mission to provide, and to maintain readiness to provide healthcare services and support to members of the Armed Forces during military operations. In addition, the mission provides healthcare services and support to members of the Armed Forces, their family members, and others entitled to DoD healthcare.  The package description consists of activities of the Military Health System (MHS) that provide the direction, resources, health care providers, and other means necessary to promote the health of the beneficiary population.  This contains the assessment and determination of individual and population readiness health status, developing and promoting health awareness issues to educate customers, discovering and resolving environmentally based health threats, providing health services, containing preventive care and problem intervention, and improving the means and methods for maintaining the health of the beneficiary population by constantly evaluating the performance of the health care services system.

	Segment
	Description

	Access To Health Care
	Consists of Access to Care activities or processes that are designed to streamline a beneficiary's efforts to receive care and facilitate the care received is appropriate in terms of type of care, intensity of care, and location of care, regardless of whether the care is provided at a sustaining base, at a deployed location, or in a training exercise location. All requisite information to make these assessments will be available to access personnel in order for them to make appropriate decisions at the point of a service request. A successful implementation of these processes will result in beneficiaries receiving the right care, at the right time, at the right location for the most appropriate cost.

	Provision of Health Services
	Consists of Provision of Health Services activities that consist of assessing, evaluating, determining, documenting, and monitoring health status for readiness and other purposes.  Provision of Health Services processes fundamentally shifts the caregiver's focus from illness care to illness prevention and wellness promotion in order to achieve the optimal health status for individuals and populations.  These processes are important both for the relatively static populations found at sustaining base locations as well as for military populations in a deployed environment. These processes are initiated early in the beneficiary's relationship with the Health system, often at time of enrollment. Population Health programs are implemented within Provision of Health Services.

	Population Health Management
	Consists of Population Health Management activities whose primary goal is to optimize the health, health planning, and health management of all beneficiaries (retirees and active duty members). This is equally important for beneficiaries located at sustaining base locations as well as for those who may be in a deployment location. This is a shift away from clinical crisis interventions to a focus on health promotion, disease and injury prevention and community-based wellness. Groups are identified within the established population, prioritized and programs / processes are developed which are designed to improve the overall health status of these groups. These programs are rolled out in Provision of Health Services, monitored and refined within Population Health Management.

	Health Service Performance Management
	Consists of Manage the Business activities for the administrative infrastructure support and physical infrastructure support processes that consist of financial services, operational support, human resources, managed care contracting, billing, materials management and other administrative services, as well as casualty tracking and reporting. These processes may apply in peacetime, contingency and deployment situations. This is an enterprise-wide approach that designs and implements product and service processes to achieve MHS' mission of performance gains and decreased costs while optimizing resources in delivering quality health care to beneficiaries.


	Travel Order Administration and Reimbursement Package: Consists of the activities that support authorizing travel and reimbursing travel related expenses associated with temporary duty or permanent change of station.

	Segment
	Description

	Travel Reimbursement
	 Consists of activities associated with the reimbursement of approved travel and travel related expenses.

	Travel Order Administration
	Consists of activities associated with the authorization and publication of an order directing travel.  


	Human Resource Management Enterprise Data and Reporting Package Consists of the activities to provide Domain-specific changes to the Enterprise Data Sharing Framework, Conceptual Business Data Model, and the Enterprise Reporting Framework based on implementation of new package-specific systems. Although the majority of the Conceptual Business Data Model development and building of the Enterprise Reporting Framework will happen as part of the foundation package work, there is recognition that modifications to these frameworks will become necessary based on package information needs.   This segment identifies new data requirements, business rules, and reporting requirements within BEA as well as the possible shifts in data ownership responsibilities.  In addition, this segment identifies specific form, content, and delivery reporting details consistent with standardized enterprise business rules, policies and procedures for information requirement management, information product distribution management and information list management developed under the Enterprise Reporting Foundation Package.

	Segment
	Description

	Human Resource Management Enterprise Data Management and Reporting Enhancements

Military Health System Enterprise Data Management and Reporting Enhancements

Travel Order Administration and Reimbursement Enterprise Data Management and Reporting Enhancements
	Consists of the activities to provide package-specific changes to the Enterprise Data Sharing Framework, Conceptual Business Data Model, and the Enterprise Reporting Framework based on implementation of new package-specific systems. Although the majority of the Conceptual Business Data Model development and building of the Enterprise Reporting Framework will happen as part of the foundation package work, there is recognition that modifications to these frameworks will become necessary based on package information needs.   This segment identifies new data requirements, business rules, and reporting requirements within BEA as well as the possible shifts in data ownership responsibilities.  In addition, this segment identifies specific form, content, and delivery reporting details consistent with standardized enterprise business rules, policies and procedures for information requirement management, information product distribution management and information list management developed under the Enterprise Reporting Foundation Package.

.




Transition Package and Segments Architecture Products Traceability Matrix
	Segment
	Business
Activities
(OV-5)
	Roles
(OV-2)
	System Entities
(SV-1)
	System Functions
	System Sub-Functions

	Human Resource Management

	Military Manpower Management
	HRM A11 Administer Position Management
	Human Resource Generalist
	06 Workforce Management (Partial)
	06.1 Maintain Workforce Requirements
	06.1.1 Structure Organization/Position

	 
	HRM A12 Develop Personnel
	Human Resource Specialist
	 
	06.4 Support Employee Relations
	06.1.2 Manage Strength Planning

	 
	HRM A13 Administer Human Resource
	Chief Human Capital Officer
	 
	06.5 Develop Workforce
	06.1.3 Establish Position

	 
	 
	Financial Analyst
	 
	06.6 Manage Profile
	06.5.1 Manage Employee Performance Plan

	 
	 
	Human Resource Policy Analyst
	 
	06.7 Support Competency Development
	06.5.2 Manage Career Planning

	 
	 
	 
	 
	 
	06.5.3 Configure Evaluation Criteria

	 
	 
	 
	 
	 
	06.5.4 Manage Promotion Process

	 
	 
	 
	 
	 
	06.7.1 Manage Certification and Licensing

	 
	 
	 
	 
	 
	06.7.2 Support Competency Testing

	 
	 
	 
	 
	 
	06.7.3 Support Training and Education

	 
	 
	 
	 
	 
	 

	Military Personnel and Pay Management 
	HRM A13 Administer Human Resource
	Human Resource Generalist
	06 Workforce Management (Impacts)
	06.3 Provide Human Resource Self-Service
	08.1.1 Calculate Pay

	 
	HRM A31 Calculate Pay, Travel Claim and Other Reimbursable Expense
	Human Resource Specialist
	07 Benefits Administration (Impacts)
	07.1 Manage Benefit Programs
	08.1.1 Calculate Pay

	 
	HRM A32 Administer Pay
	Chief Human Capital Officer
	08 Payroll (Partial)
	08.2 Process Labor Cost and Distribution
	08.1.2 Prepare Accruals

	 
	HRM A2 Manage Benefits
	Chief Financial Officer
	30 Process Performance Management (Impacts)
	08.3 Process Debt
	08.1.2 Prepare Accruals

	 
	HRM A33 Track Time and Attendance
	Financial Analyst
	45 Time and Attendance (Partial)
	45.1 Process Time and Attendance
	08.1.4 Prepare and Request Distribution of Funds

	 
	 
	Pay Administrator
	 
	45.2 Process Leave
	08.1.3 Add Travel and Other Expense Reimbursement

	 
	 
	Human Policy Analyst 
	 
	 
	08.1.4 Prepare and Request Distribution of Funds

	 
	 
	 
	 
	 
	08.1.5 Generate Confirmation and Tax Reports

	 
	 
	 
	 
	 
	 

	Military Recruiting
	HRM A11 Administer Position Management
	Human Resource Generalist
	06 Workforce Management (Partial)
	06.2 Recruit Candidate
	06.2.1 Publicize Selected Position Vacancies

	 
	 
	Human Resource Specialist
	 
	 
	06.2.2 Identify Eligible Candidates

	 
	 
	Chief Human Capital Officer
	 
	 
	06.2.3 Manage Interviews 

	 
	 
	Financial Analyst
	 
	 
	06.2.4 Manage Personnel Selection

	 
	 
	Human Resources Policy Analyst
	 
	 
	06.2.5 Support Hiring

	 
	 
	 
	 
	 
	06.2.6 Support Assignment

	 
	 
	 
	 
	 
	06.2.7 Manage Job Application

	 
	 
	 
	 
	 
	06.2.8 Determine Staffing Criteria

	 
	 
	 
	 
	 
	 

	Military Training and Education Management 
	HRM A12 Develop Personnel
	Chief Human Capital Officer
	06 Workforce Management (Partial)
	06.7 Support Competency Development
	06.7.1 Manage Certification and Licensing

	 
	HRM A13 Administer Human Resource
	Human Resource Specialist
	 
	 
	06.7.2 Support Competency Testing

	 
	HRM A31 Calculate Pay, Travel Claim and Other Reimbursable Expense
	Human Resource Generalist
	 
	 
	06.7.3 Support Training and Education

	 
	HRM A11 Administer Position Management
	Financial Analyst
	 
	 
	 

	 
	HRM A11 Administer Position Management
	Human Policy Analyst 
	 
	 
	 

	 
	 
	 
	 
	 
	 

	Military Retiree Pay and Military Annuitant Pay
	HRM A13 Administer Human Resource
	Chief Financial Officer
	07 Benefits Administration (Partial)
	07.1 Manage Benefit Programs
	08.1.1 Calculate Pay

	 
	HRM A31 Calculate Pay, Travel Claim and Other Reimbursable Expense
	Human Resource Generalist
	08 Payroll (Partial)
	08.1 Calculate and Administer Payroll and Expenses
	08.1.2 Prepare Accruals

	 
	 
	Human Resource Specialist
	06 Workforce Management (Impacts)
	06.3 Provide Human Resource Self-Service
	08.1.4 Prepare and Request Distribution of Funds

	 
	 
	Pay Administrator
	 
	06.6 Manage Profile
	08.1.5 Generate Confirmation and Tax Reports

	 
	 
	Financial Analyst
	 
	06.1 Maintain Workforce Requirements
	 

	 
	 
	Human Policy Analyst 
	 
	 
	 

	 
	 
	 
	 
	 
	 

	Human Resource Management

	Civilian Pay Management 
	HRM A2 Manage Benefits
	Chief Human Capital Officer
	08 Payroll (Partial)
	08.1 Calculate and Administer Payroll and Expenses
	08.1.1 Calculate Pay

	 
	HRM A31 Calculate Pay, Travel Claim and Other Reimbursable Expense
	Human Resource Generalist
	45 Time and Attendance (Partial)
	08.2 Process Labor Cost and Distribution
	08.1.2 Prepare Accruals

	 
	HRM A32 Administer Pay
	Human Resource Specialist
	06 Workforce Management (Impacts)
	08.3 Process Debt
	08.1.3 Add Travel and Other Expense Reimbursement

	 
	 
	Pay Administrator
	30 Process Performance Management (Impacts)
	45.1 Process Time and Attendance
	08.1.4 Prepare and Request Distribution of Funds

	 
	 
	Financial Analyst
	 
	45.2 Process Leave
	08.1.5 Generate Confirmation and Tax Reports

	 
	 
	Human Policy Analyst 
	 
	06.3 Provide Human Resource Self-Service
	 

	 
	 
	 
	 
	 
	 

	Civilian Personnel Management
	HRM A1 Perform Organizational Management
	Chief Financial Officer
	06 Workforce Management (Partial)
	06.3 Provide Human Resource Self-Service
	06.7.1 Manage Certification and Licensing

	 
	HRM A2 Manage Benefits
	Pay Administrator
	07 Benefits Administration (Partial)
	06.4 Support Employee Relations
	06.7.2 Support Competency Testing

	 
	HRM A3 Manage Payroll and Travel Pay
	Chief Human Capital Officer
	30 Process Performance Management (Impacts)
	06.7 Support Competency Development
	06.7.3 Support Training and Education

	 
	 
	Human Resource Specialist
	45 Time and Attendance (Impacts)
	07.1 Manage Benefit Programs
	 

	 
	 
	Financial Analyst
	 
	45.1 Process Time and Attendance
	 

	 
	 
	Human Resource Generalist
	 
	45.2 Process Leave
	 

	 
	 
	Human Policy Analyst 
	 
	 
	 

	 
	 
	 
	 
	 
	 

	Civilian Position Management 
	HRM A11 Administer Position Management
	Human Resource Generalist
	06 Workforce Management (Partial)
	06.1 Maintain Workforce Requirements
	06.1.1 Structure Organization/Position

	 
	 
	Human Resource Specialist
	 
	06.2 Recruit Candidate
	06.1.2 Manage Strength Planning

	 
	 
	Chief Financial Officer
	 
	06.3 Provide Human Resource Self-Service
	06.1.3 Establish Position

	 
	 
	Financial Analyst
	 
	06.4 Support Employee Relations
	06.2.1 Publicize Selected Position Vacancies

	 
	 
	Human Policy Analyst 
	 
	06.5 Develop Workforce
	06.2.2 Identify Eligible Candidates

	 
	 
	Chief Human Capital Officer
	 
	06.6 Manage Profile
	06.2.3 Manage Interviews 

	 
	 
	 
	 
	06.7 Support Competency Development
	06.2.4 Manage Personnel Selection

	 
	 
	 
	 
	 
	06.5.1 Manage Employee Performance Plan

	 
	 
	 
	 
	 
	06.5.2 Manage Career Planning

	 
	 
	 
	 
	 
	06.5.3 Configure Evaluation Criteria

	 
	 
	 
	 
	 
	06.5.4 Manage Promotion Process

	 
	 
	 
	 
	 
	06.7.1 Manage Certification and Licensing

	 
	 
	 
	 
	 
	06.7.2 Support Competency Testing

	 
	 
	 
	 
	 
	06.7.3 Support Training and Education

	 
	 
	 
	 
	 
	6.1.4 Manage Workforce

	 
	 
	 
	 
	 
	6.2.5 Support Hiring

	 
	 
	 
	 
	 
	6.2.6 Support Assignment

	 
	 
	 
	 
	 
	6.2.7 Manage Job Applications

	 
	 
	 
	 
	 
	6.2.8 Determine Staffing Criteria

	 
	 
	 
	 
	 
	 

	Combined Human Resource Management 
	HRM A0 Perform Human Resource Management
	Chief Human Capital Officer
	06 Workforce Management (Impacts)
	06.1 Maintain Workforce Requirements
	08.1.1 Calculate Pay

	 
	 
	Human Resource Generalist
	07 Benefits Administration (Impacts)
	06.2 Recruit Candidate
	06.1.1 Structure Organization/Position

	 
	 
	Human Resource Specialist
	08 Payroll (Impacts)
	06.3 Provide Human Resource Self-Service
	06.1.2 Manage Strength Planning

	 
	 
	Pay Administrator
	32 Travel (Impacts)
	06.4 Support Employee Relations
	06.1.3 Establish Position

	 
	 
	Financial Analyst
	45 Time and Attendance (Impacts)
	06.5 Develop Workforce
	06.2.1 Publicize Selected Position Vacancies

	 
	 
	Human Resource Policy Analyst
	 
	06.6 Manage Profile
	06.2.2 Identify Eligible Candidates

	 
	 
	 
	 
	06.7 Support Competency Development
	06.2.3 Manage Interviews 

	 
	 
	 
	 
	07.1 Manage Benefit Programs
	06.2.4 Manage Personnel Selection

	 
	 
	 
	 
	07.2 Support Quality of Life Programs
	06.5.1 Manage Employee Performance Plan

	 
	 
	 
	 
	08.2 Process Labor Cost and Distribution
	06.5.2 Manage Career Planning

	 
	 
	 
	 
	08.3 Process Debt
	06.5.3 Configure Evaluation Criteria

	 
	 
	 
	 
	32.1 Setup Travel Order ID and Objectives
	08.1.1 Calculate Pay

	 
	 
	 
	 
	32.2 Plan Travel and Estimate Cost
	08.1.2 Prepare Accruals

	 
	 
	 
	 
	32.4 Issue Travel Order
	08.1.3 Add Travel and Other Expense Reimbursement

	 
	 
	 
	 
	45.1 Process Time and Attendance
	08.1.4 Prepare and Request Distribution of Funds

	 
	 
	 
	 
	45.2 Process Leave
	08.1.5 Generate Confirmation and Tax Reports

	 
	 
	 
	 
	 
	6.1.4 Manage Workforce

	 
	 
	 
	 
	 
	6.2.5 Support Hiring

	 
	 
	 
	 
	 
	6.2.6 Support Assignment

	 
	 
	 
	 
	 
	6.2.7 Manage Job Applications

	 
	 
	 
	 
	 
	6.2.8 Determine Staffing Criteria

	 
	 
	 
	 
	 
	 

	Military Health System

	Access to Healthcare
	HRM A211 Manage Access to Health Care
	Health Care Access Manager
	24 Workflow Management (Impacts)
	31.1 Manage Health Care Enrollment and Eligibility
	 

	 
	 
	Human Resource Policy Analyst 
	31 Military Health Services Management (Partial)
	31.2 Assess, Schedule and Check-in Beneficiary
	 

	 
	 
	 
	 
	 
	 

	Provision of Health Services
	HRM A212 Manage Provision of Health Services
	Health Care Service Provider
	31 Military Health Services Management (Partial)
	31.1 Manage Health Care Enrollment and Eligibility
	31.2.1 Support Health Care Assessment

	 
	 
	Human Resource Policy Analyst 
	 
	31.2 Assess, Schedule and Check-in Beneficiary
	31.2.2 Establish and Maintain Schedules

	 
	 
	 
	 
	31.3 Support Provision of Medical Services
	31.2.3 Retrieve and Verify Health Care Beneficiary Information

	 
	 
	 
	 
	31.5 Monitor Health Service Performance
	31.2.4 Authorize and Schedule Health Service

	 
	 
	 
	 
	 
	31.2.5 Check-in Patient

	 
	 
	 
	 
	 
	31.2.6 Manage Health Care Patient Movement

	 
	 
	 
	 
	 
	31.3.1 Plan Health Services

	 
	 
	 
	 
	 
	31.3.2 Manage Information and Documentation

	 
	 
	 
	 
	 
	 

	Population Health Management
	HRM A213 Perform Population Health Management
	Population Health Manager
	31 Military Health Services Management (Partial)
	31.4 Support Population Health Improvement
	31.4.1 Define and Assess Beneficiary Population

	 
	 
	Human Resource Policy Analyst 
	 
	 
	31.4.2 Support Health Management Processes

	 
	 
	 
	 
	 
	 

	Health Service Performance Management
	HRM A214 Manage Health Service Performance
	Medical Manager
	31 Military Health Services Management (Partial)
	31.5 Monitor Health Service Performance
	31.5.1 Assess Effectiveness of Access to Care

	 
	 
	Human Resource Policy Analyst 
	30 Process Performance Management (Impacts)
	 
	31.5.2 Perform Medical Management

	 
	 
	 
	 
	 
	 

	Travel Order Administration and Reimbursement

	Travel Reimbursement
	HRM A31 Calculate Pay, Travel Claim and Other Reimbursable Expense
	Chief Financial Officer
	08 Payroll (Impacts)
	32.4 Issue Travel Order
	 

	 
	 
	Human Resource Specialist
	32 Travel (Partial)
	32.5 Process Travel Reimbursement Request
	 

	 
	 
	Human Resource Generalist
	 
	32.1 Setup Travel Order ID and Objectives
	 

	 
	 
	Pay Administrator
	 
	32.2 Plan Travel and Estimate Cost
	 

	 
	 
	Financial Analyst
	 
	32.3 Request Funding
	 

	 
	 
	Human Resource Policy Analyst 
	 
	 
	 

	 
	 
	 
	 
	 
	 

	Travel Order Administration
	HRM A113 Execute Accession and Placement
	Chief Financial Officer
	24 Workflow Management (Impacts)
	32.2 Plan Travel and Estimate Cost
	 

	 
	HRM A31 Calculate Pay, Travel Claim and Other Reimbursable Expense
	Human Resource Generalist
	30 Process Performance Management (Impacts)
	32.3 Request Funding
	 

	 
	 
	Human Resource Specialist
	32 Travel (Partial)
	32.4 Issue Travel Order
	 

	 
	 
	Pay Administrator
	 
	32.5 Process Travel Reimbursement Request
	 

	 
	 
	Human Resource Policy Analyst 
	 
	 
	 

	 
	 
	 
	 
	 
	 

	Human Resource Management Enterprise Data and Reporting

	Human Resource Management Enterprise Data Management and Reporting Enhancements
	FMR A211 Receive Management Report Form and Content Requirements
	Information Product List Specialist
	02 Information Requirement Management (Impacts)
	10.1 Identify Meta Data Changes & Affected Subscribers
	2.1.1 Collect Information Requirements

	 
	FMR A212 Select Management Report Form or Format
	 
	10 Enterprise Reference and Metadata Management (Impacts)
	10.2 Create Meta Data Change Transactions
	2.1.2 Identify and Validate Information Requirement Components

	 
	FMR A213 Select Management Data Elements
	 
	11 Data Integration Management (Impacts)
	10.3 Monitor Plan and Schedule Implementation
	2.2.1 Identify Information Sources

	 
	FMR A215 Record Management Report Form and Content Issues
	 
	12 Information Services Archive Management (Impacts)
	10.4 Update Enterprise Meta Data
	2.2.3 Derive Content from Data

	 
	FMR A221 Receive Management Report Delivery Requirements
	 
	17 Knowledge Management (Impacts)
	10.5 Distribute New Meta Data to Affected Systems
	2.2.7 Store Object and Meta Data

	 
	FMR A222 Capture New Management Report Delivery Requirements
	 
	 
	11.1 Identify Shared Data (Change/Publish)
	2.3.1 Manage Delivery

	 
	FMR A223 Record Management Report Delivery Issues
	 
	 
	12.1 Manage Archiving
	12.1.1 Select Archive Candidates

	 
	FMR A231 Analyze Issues and Potential Information Product Matches
	 
	 
	2.1 Manage Information Requirements
	12.1.2 Compress Data

	 
	FMR A232 Propose Recommendation
	 
	 
	2.2 Prepare Information Product
	12.1.3 Store Data in Archive

	 
	FMR A233 Resolve Management Information Product Issues
	 
	 
	2.3 Deliver Information Product
	12.1.4 Delete Data from Reporting Structures

	 
	FMR A411 Define Distribution Schedule
	 
	 
	 
	 

	 
	FMR A441 Define Performance Metric Criteria
	 
	 
	 
	 

	 
	FMR A215 Record Management Report Form and Content Issues
	 
	 
	 
	 

	 
	FMR A221 Receive Management Report Delivery Requirements
	 
	 
	 
	 

	 
	FMR A222 Capture New Management Report Delivery Requirements
	 
	 
	 
	 

	 
	FMR A223 Record Management Report Delivery Issues
	 
	 
	 
	 

	 
	FMR A231 Analyze Issues and Potential Information Product Matches
	 
	 
	 
	 

	 
	FMR A232 Propose Recommendation
	 
	 
	 
	 

	 
	FMR A233 Resolve Management Information Product Issues
	 
	 
	 
	 

	 
	FMR A215 Record Management Report Form and Content Issues
	 
	 
	 
	 

	 
	FMR A221 Receive Management Report Delivery Requirements
	 
	 
	 
	 

	 
	FMR A222 Capture New Management Report Delivery Requirements
	 
	 
	 
	 

	 
	FMR A223 Record Management Report Delivery Issues
	 
	 
	 
	 

	 
	FMR A231 Analyze Issues and Potential Information Product Matches
	 
	 
	 
	 

	 
	FMR A232 Propose Recommendation
	 
	 
	 
	 

	 
	FMR A233 Resolve Management Information Product Issues
	 
	 
	 
	 

	 
	FMR A214 Select Potential Match
	 
	 
	 
	 

	 
	 
	 
	 
	 
	 

	Military Health System Enterprise Data Management and Reporting Enhancements
	FMR A211 Receive Management Report Form and Content Requirements
	Information Product List Specialist
	02 Information Requirement Management (Impacts)
	10.1 Identify Meta Data Changes & Affected Subscribers
	2.1.1  Collect Information Requirements

	 
	FMR A212 Select Management Report Form or Format
	 
	10 Enterprise Reference and Metadata Management (Impacts)
	10.2 Create Meta Data Change Transactions
	2.1.2 Identify and Validate Information Requirement Components

	 
	FMR A213 Select Management Data Elements
	 
	11 Data Integration Management (Impacts)
	10.3 Monitor Plan and Schedule Implementation
	2.2.1 Identify Information Sources

	 
	FMR A411 Define Distribution Schedule
	 
	12 Information Services Archive Management (Impacts)
	10.4 Update Enterprise Meta Data
	2.2.3 Derive Content from Data

	 
	FMR A441 Define Performance Metric Criteria
	 
	17 Knowledge Management (Impacts)
	10.5 Distribute New Meta Data to Affected Systems
	2.2.7 Store Object and Meta Data

	 
	FMR A214 Select Potential Match
	 
	 
	11.1 Identify Shared Data (Change/Publish)
	2.3.1 Manage Delivery

	 
	 
	 
	 
	12.1 Manage Archiving
	12.1.1 Select Archive Candidates

	 
	 
	 
	 
	2.1 Manage Information Requirements
	12.1.2 Compress Data

	 
	 
	 
	 
	2.2 Prepare Information Product
	12.1.3 Store Data in Archive

	 
	 
	 
	 
	2.3 Deliver Information Product
	12.1.4 Delete Data from Reporting Structures

	 
	 
	 
	 
	 
	 

	Travel Order Administration and Reimbursement Enterprise Data Management and Reporting Enhancements
	FMR A211 Receive Management Report Form and Content Requirements
	Information Product List Specialist
	02 Information Requirement Management (Impacts)
	10.1 Identify Meta Data Changes & Affected Subscribers
	2.1.1  Collect Information Requirements

	 
	FMR A212 Select Management Report Form or Format
	 
	10 Enterprise Reference and Metadata Management (Impacts)
	10.2 Create Meta Data Change Transactions
	2.1.2 Identify and Validate Information Requirement Components

	 
	FMR A213 Select Management Data Elements
	 
	11 Data Integration Management (Impacts)
	10.3 Monitor Plan and Schedule Implementation
	2.2.1 Identify Information Sources

	 
	FMR A411 Define Distribution Schedule
	 
	12 Information Services Archive Management (Impacts)
	10.4 Update Enterprise Meta Data
	2.2.3 Derive Content from Data

	 
	FMR A441 Define Performance Metric Criteria
	 
	17 Knowledge Management (Impacts)
	10.5 Distribute New Meta Data to Affected Systems
	2.2.7 Store Object and Meta Data

	 
	FMR A214 Select Potential Match
	 
	 
	11.1 Identify Shared Data (Change/Publish)
	2.3.1 Manage Delivery

	 
	 
	 
	 
	12.1 Manage Archiving
	12.1.1 Select Archive Candidates

	 
	 
	 
	 
	2.1 Manage Information Requirements
	12.1.2 Compress Data
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	12.1.4 Delete Data from Reporting Structures

	 
	 
	 
	 
	 
	 


	
	
	
	
	
	

	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	


Architecture Trace Table Notes:
“(Full)” indicates that the System Entity is fully implemented by the segment.

“(Impacts)” indicates that the System Entity is impacted by the segment, but not implemented by the segment.

“(Partial)” indicates that the System Entity is partially implemented by the segment.
Human Resource Management Package Segment Transition Element Table

Military Manpower Management Segment Transition Element Table
	Military Manpower Management: Consists of the activities associated with developing, distributing and monitoring manpower plans and the processes that support resource projection requirements.  Manpower planning contains the processes to integrate force structure requirements into personnel functions, enabling proper utilization of Service members to consist of maintaining unit information and manpower requirements. Projecting resource requirements are those processes that develop and distribute force management guidance to recruit and maintain the military personnel inventory  (e.g., identified by Service component, grade, and occupational specialty) required to fill the authorized manpower (i.e., position) structure.  Force management guidance takes the form of projections and plans for accession, training, distribution (containing Reserve man-days), retention, and promotion and personnel end strength.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Transition Elements
	Description

	BTR/BPR Initiatives
	Fulfillments of requirements have potential impacts to initiatives to transform or reengineer current business processes or systems through a defined methodology and reengineering principles. Identification of future improvements that will not be implemented within the initial "To Be" architecture. The scope is future BT/BPR efforts identified but not accomplished by April 2003.

	Organizations 
	Fulfillment of requirements have potential impacts to Assessing organization alignment facilitates the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Military Manpower Management Segment Benefits:

· Ability to provide accurate, reliable and timely information for decisions making for management of the workforce and labor distribution, i.e., retention initiatives, draw down procedures 

· Consolidated manpower requirements across Service and Components

· Real time information on manpower deficiencies

· Accurate, reliable and timely manpower data

Military Personnel and Pay Management Segment Transition Element Table
	Military Personnel and Pay Management: Consists of activities associated with a fully integrated, all Service, all Component, military personnel and pay system that will support military personnel and families throughout their careers and beyond. It will provide support across the full operational spectrum -- peacetime and war, through mobilization and demobilization, deployment and redeployment, in theaters of operation and at home bases, capturing and maintaining accurate and timely data. Data will be retained in a single, comprehensive record of service that will be available to the member as well as the Service personnel chiefs, combatant commanders, military personnel and pay managers and authorized users throughout DoD and other Federal Agencies. The user shall see a single, fully integrated system, providing combined personnel and pay functionality.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 

	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements have potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Military Personnel and Pay Management Segment Benefits:

· One profile for the lifecycle of the employee
· A single integrated Human Resource system across Services and Components 

· Real time accountability of personnel 

· Administer performance-based budget, aligning unit and individual goals  
· Competencies developed based on mission need and organizational objectives (which lead to unit goals)  
· Pay becomes an integrated entity of Human Resource Management, i.e., travel pay, military pay, civilian pay and retirement pay

· Integration across Services and Components enhancing the ability to provide auditable general ledgers 

· Enhanced self-service for employees  
· Opportunity to eliminate rework and double entry  
· Increased opportunities for pay banding 
Military Recruiting Segment Transition Element Table
	Military Recruiting: Consists of activities associated with the recruitment of eligible candidates for Department of Defense (military) positions. The scope of these activates range from receiving guidance and interpreting recruiting policy, programming resources, planning program execution and conducting recruiting operations (from initial identification and screening of potential prior service and non-prior service enlistees and officer candidates through initial processing at the Military Entrance Processing Stations and subsequent training locations (such as lead-in processing at Officer Candidate Schools, Basic Training, etc., before the formal training begins)). This may consist of the use of incentives, bonuses and scholarships.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements have potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Military Recruiting Segment Benefits:

· Streamlined/consolidated recruiting resources  

· Integrated personnel services' data and processes  

· One integrated Human Resource profile for the lifecycle of the employee  

· Accurate, reliable and timely recruiting data  

· Improved ability to match competencies and skills to mission needs

· Opportunity to eliminate rework and double entry

Military Training and Education Management Segment Transition Element Table
	Military Training and Education Management: Consists of activities associated with identifying training and education requirements; managing quotas, courses, resources and throughput to consist of cataloging and scheduling resources; and identifying training needs associated with individual service members to consist of eligibility determination and tracking completion of courses. Training is related to competency and career development and will consist of formal, on-the-job and correspondence training as well as potential integration with education opportunities. Education specifically addresses degree granting programs/courses (i.e., DODEA, Service Academies and some Professional Military Education programs

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements have potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Military Training and Education Management Segment Benefits:

· Streamlined/consolidated training/education resources  

· Integrated personnel services' data and processes  

· One integrated Human Resource profile for the lifecycle of an employee  

· Accurate, reliable and timely training/education data  

· Improved ability to determine required training/education based on mission needs

· Integrated training/education course information (catalog)

Military Retiree Pay and Military Annuitant Pay Segment Transition Element Table
	Military Retiree Pay and Military Annuitant Pay: Consists of activities associated with managing the military retiree and military annuitant pay requirements and operations (which contains payments to retirees, annuitants, victims of abuse, former spouse, forgotten widows, etc.) through an integrated Human Resource and pay system that provides accurate and timely administration and implements state-of-the-art self-service functionality.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	BTR/BPR Initiatives
	Fulfillments of requirements have potential impacts to initiatives to transform or reengineer current business processes or systems through a defined methodology and reengineering principles. Identification of future improvements that will not be implemented within the initial "To Be" architecture. The scope is future BT/BPR efforts identified but not accomplished by April 2003.

	Transition Element
	Description

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Military Retiree Pay and Military Annuitant Pay Segment Benefits:

· Enhances technical and procedural interface capabilities as members transition from active status to retirement status

· Provides continued, seamless support to our military personnel and their dependents as the military personnel cross from active status to retirees. 

· Offers state-of-the art technical solutions and capabilities, taking advantage of existing and emerging technologies (e.g., web-based solutions)

· Reengineers business practices and captures the best of both private and public sector processes in support of this group

· Increases customer satisfaction based upon customer feedback and established parameters
Civilian Pay Management Segment Transition Element Table
	Civilian Pay Management: Consists of activities associated with managing the civilian pay requirements and operations through an integrated Human Resource and pay system that provides accurate and timely administration and implements state-of-the art self-service functionality.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards:
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 

	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	BTR/BPR Initiatives
	Fulfillments of requirements have potential impacts to initiatives to transform or reengineer current business processes or systems through a defined methodology and reengineering principles. Identification of future improvements that will not be implemented within the initial "To Be" architecture. The scope is future BT/BPR efforts identified but not accomplished by April 2003.

	Transition Element
	Description

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Civilian Pay Management Segment Benefits:
· Integrates Civilian Pay and Human Resource databases and transactional systems

· Eliminates duplicate entry of employee data

· Improves self-service functionality

· Improves Civilian Human Resource data reliability

· Reduces operational costs

· Provides single integrated Human Resource profile for the lifecycle of an employee from recruitment to separation, and pay information

· Provides an opportunity for improved activity costing of civilian labor

Civilian Personnel Management Segment Transition Element Table
	Civilian Personnel Management: Consists of activities associated with managing personnel requirements and operations through an integrated Human Resource and pay system that provides accurately and timely administration and implements state-of-the-art self-service functionality.  Functionality in this segment consists of Classification and Wage, Staffing and Recruitment, Training and Education, Employee Benefits, Labor-Management Relations, Performance Management and Awards, and Human Resource Automated Systems Management.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements have potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Civilian Personnel Management Segment Benefits:

· Provides an enterprise-wide, state-of-the-art Human Resource information system

· Provides a single integrated Human Resource profile for the lifecycle of an employee from recruitment to separation

· Eliminates duplicate systems

· Eliminates duplicate entry of Human Resource data

· Improves self-service functionality
· Improves data efficiency and standardization across DoD
· Provides accurate, timely, and reliable data on Civilian Human Resource
· Improves tracking and accounting of assigned civilian employees
· Supports consolidation of Civilian Human Resource operations
Civilian Position Management Segment Transition Element Table
	Civilian Position Management: Consists of activities associated with managing work years and funding for civilian positions through a system that provides accurate and timely administration.  Functionality in this segment consist of identifying work year requirements, managing Human Resource budgets, and developing, analyzing and implementing civilian position management plans in the Department of Defense.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	BTR/BPR Initiatives
	Fulfillments of requirements have potential impacts to initiatives to transform or reengineer current business processes or systems through a defined methodology and reengineering principles. Identification of future improvements that will not be implemented within the initial "To Be" architecture. The scope is future BT/BPR efforts identified but not accomplished by April 2003.

	Transition Element
	Description

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Civilian Position Management Segment Benefits:

· Provides accurate, reliable, and timely data on the allocation of Civilian Human Resource

· Provides enterprise-wide position management functionality for Civilian Human Resource

· Facilitates implementation of improved Civilian compensation arrangements, and contains pay banding

· Improves budgeting and resource allocation for Civilian Human Resource requirements

Combined Human Resource Management Segment Transition Element Table

	Combined Human Resource Management: Consists of activities associated with management of DoD Human Resource through a combined (both military and civilian) integrated Human Resource and pay system leveraging all of the characteristics defined in Military Personnel and Pay Segment, Civilian Personnel Management Segment, and Civilian Payroll Management Segment.  This system maximizes the use of every person and every capability through a more seamless integration of the total force providing for functional integration. It will support the total force through state-of-the-art processes and automation reflecting the best business practices of industry and government.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Laws
	Implementing the architecture requires no changes to law.

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements have potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Combined Human Resource Management Segment Benefits:

· Improves ability of Commanders to manage total force Human Resource assets
· Provides better accountability and tracking of assigned personnel
· Improves ability to match competencies and skills to mission needs
· Improves data efficiency and standardization across DoD
· Provides accurate, timely, and reliable data on total force Human Resource
· Integrates Military and Civilian Human Resource information

Access to Health Care Segment Transition Element Table
	Access To Health Care: Consists of Access to Care activities or processes that are designed to streamline a beneficiary's efforts to receive care and facilitates the care received is appropriate in terms of type of care, intensity of care, and location of care, regardless of whether the care is provided at a sustaining base, at a deployed location, or in a training exercise location. All requisite information to make these assessments will be available to access personnel in order for them to make appropriate decisions at the point of a service request. A successful implementation of these processes will result in beneficiaries receiving the right care, at the right time, at the right location for the most appropriate cost.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to human resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) human resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 

	Process/Roles 
	Changes are required to support for a combined (both military and civilian) human resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated human resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements has potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	BTR/BPR Initiatives
	Fulfillment of requirements has potential impacts to initiatives to transform or reengineer current business processes or systems through a defined methodology and reengineering principles. Identification of future improvements that will not be implemented within the initial "To Be" architecture. The scope is future BT/BPR efforts identified but not accomplished by April 2003.

	Transition Element
	Description

	Data Infrastructure 
	Fulfillment of requirements has potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Access to Health Care Benefits:

· Consistent and accurate information on benefits availability

· Accurate information on eligibility and enrollment for beneficiaries
· Up-to-date information regarding availability of appointments
· Accurate and timely information at time of patient visit

· Ability to accurately manage beneficiary encounter and movement

· Ability to provide timely and accurate education materials to beneficiaries
Provision of Health Services Segment Transition Element Table
	Provision of Health Services: Consists of Provision of Health Services activities that consist of assessing, evaluating, determining, documenting, and monitoring health status for readiness and other purposes.  Provision of Health Services processes fundamentally shifts the caregiver's focus from illness care to illness prevention and wellness promotion in order to achieve the optimal health status for individuals and populations.  These processes are important both for the relatively static populations found at sustaining base locations as well as for military populations in a deployed environment. These processes are initiated early in the beneficiary's relationship with the Health system, often at time of enrollment. Population Health programs are implemented within Provision of Health Services.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to human resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) human resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) human resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated human resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements has potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements has potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillment of requirements has potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.


Provision of Health Services Benefits:

· Ability to accurately monitor and assess beneficiary health status

· Consistent and accurate information capture at time of encounter

· Immediate accessibility to appropriate medical guidelines and protocols

· Ability to manage a patient through different phases of an encounter

Population Health Management Segment Transition Element Table
	Population Health Management: Consists of Population Health Management activities whose primary goal is to optimize the health, health planning, and health management of all beneficiaries (retirees and active duty members). This is equally important for beneficiaries located at sustaining base locations as well as for those who may be in a deployment location. This is a shift away from clinical crisis interventions to a focus on health promotion, disease and injury prevention and community-based wellness. Groups are identified within the established population, prioritized and programs / processes are developed which are designed to improve the overall health status of these groups. These programs are rolled out in Provision of Health Services, monitored and refined within Population Health Management.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to human resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) human resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) human resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated human resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements has potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements has potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillment of requirements has potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Population Health Management Benefits:

· Ability to identify and assess health issues/threats for a defined population

· Ability to develop care models and management programs for a defined population

· Capability to define standards, tools, and protocols for treatments

· Developed standards for clinical outcomes and metrics

· Initiatives for high priority populations

· Deployment Readiness information

· Provision of self management and outreach information

Health Service Performance Management Segment Transition Element Table
	Health Service Performance Management: Consists of Manage the Business activities for the administrative infrastructure support and physical infrastructure support processes that consist of financial services, operational support, human resources, managed care contracting, billing, materials management and other administrative services, as well as casualty tracking and reporting. These processes may apply in peacetime, contingency and deployment situations. This is an enterprise-wide approach that designs and implements product and service processes to achieve MHS' mission of performance gains and decreased costs while optimizing resources in delivering quality health care to beneficiaries.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to human resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) human resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) human resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated human resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements has potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Organizations 
	Fulfillment of requirements has potential impacts to Assessing organization alignment provides the organization is enabled to maximize the change benefits brought forth by the enterprise architecture.  This process assesses the organization’s structure, enablers, and behaviors to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillment of requirements has potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Health Service Performance Management Benefits:

· Ability to educate beneficiaries

· Information to manage practice performance

· Ability to monitor and manage medical performance

· Information to monitor medical processes

Travel Reimbursement Segment Transition Element Table
	Travel Reimbursement: Consists of activities associated with the reimbursement of approved travel and travel related expenses.

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	BTR/BPR Initiatives
	Fulfillments of requirements have potential impacts to initiatives to transform or reengineer current business processes or systems through a defined methodology and reengineering principles. Identification of future improvements that will not be implemented within the initial "To Be" architecture. The scope is future BT/BPR efforts identified but not accomplished by April 2003.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	Transition Element
	Description

	Data Infrastructure 
	Fulfillments of requirements have potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Travel Reimbursement Segment Benefits: 

· Secure, web based environment available 24 hours a day /7 days a week

· On-line travel and expense reporting

· Able to determine status of travel claim at any time

· Facilitates payment of charged expenses directly to the government travel card vendor

· Interfaces to financial systems for obligation adjustments and certified payment vouchers eliminating manual processes

· Creates a database capturing travel related data (i.e., which hotels, airlines, rental cars were used)

· Permits electronic auditing of paid claims

· Electronic archive eliminates the need to keep paper documents for 6 years

· Auditable General Ledger Statements 

· Eliminates multiple systems

· The opportunity to eliminate the voucher submission role by Human Resource Management– This will become the responsibility of the traveler  

· Shorter turnaround on payment due to streamlined process that reduces the number of resources that touch the voucher

· Eliminates redundant data and processes and associated costs to maintain. 

· Reduce opportunity for overpayment

· Greater accountability on the traveler

· Maximizes use of travel card and reduces paper  

· Enables centralized quicker real time customer service by leveraging card and service center resources

· Centralized payment and tracking helps to minimize errors and fraud

Travel Order Administration Segment Transition Element Table
	Travel Order Administration: Consists of activities associated with the authorization and publication of an order directing travel.    

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Transition Element
	Description

	Policy/Standards 
	Implementation of the BEA architecture requirements will require potential impacts to Human Resource policies, regulations, and standards resulting from adopting leading practices, and supporting combined (both military and civilian) Human Resource management, feeder systems, and processes. There are potential impacts to emergent Human Resource, Travel, Military Health Care Services policies, regulations, and/or standards expected to come about during the development of the BEA, which impact, enable, or limit the "To Be" architecture. 



	Process/Roles 
	Changes are required to support for a combined (both military and civilian) Human Resource management potentially create new and impact existing policies, processes, and roles. This will lead to the reduction of duplication and gains in efficiencies in personnel, pay, travel, and benefits.

	Business Information Standards
	Changes to Business information standards for Human Resource and  (containing Essential Elements of Financial Information (EEFI), Foundations of Software Engineering (FSE), and United States Standard General Ledger (USSGL)). Data requirements and associated Human Resource business rules for an event (for example: standard format and rules for funding payroll or money award transactions.

	Application
	Fulfillment of requirements have potential impacts to Integrated computer programs consisting of a user interface, containing the Data Definition Language (DDL), and a collection of functions most often operating on data objects, and supporting a specific set of functional or business requirements.

	BTR/BPR Initiatives
	Fulfillments of requirements have potential impacts to initiatives to transform or reengineer current business processes or systems through a defined methodology and reengineering principles. Identification of future improvements that will not be implemented within the initial "To Be" architecture. The scope is future BT/BPR efforts identified but not accomplished by April 2003.

	Transition Element
	Description

	Data Infrastructure 
	Fulfillment of requirements has potential impacts to Data storage and exchange between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling).

	Information Technology Infrastructure 
	DoD wide Integrated technology that will allow the standardization of general and cost management processes.

	Information Assurance 
	Confidentiality, data integrity and audit ability through the use of online interactive applications and information.

	Testing Infrastructure 
	Testing and certification of all applications will be required.

	Training Infrastructure 
	Training required to implement and maintains the new business processes.


Travel Order Administration Segment Benefits:

· Automated paperless work flow process

· Accurate cost estimates for both financial operations and so the traveler knows their entitlements

· Empowers the traveler to make online choices of travel arrangements

· Empowers the supervisor to approve travel authorizations electronically

· Interfaces to financial systems for obligation of funds eliminating manual processes

· Maximizes the use of the travel card

· Secure, web based environment available 24/7

· Establish partial payment schedule for long term Tempary Duty Assignments/TDYs before the trip starts

· Able to determine status of travel order at any time

· Provides accurate financial reports to supervisors

· Creates a database capturing travel related data (i.e., which hotels, airlines, rental cars were used)

Human Resource Management Enterprise Data and Reporting Segment Transition Element Table
	Human Resource Management Enterprise Data and Reporting Consists of the activities to provide Domain-specific changes to the Enterprise Data Sharing Framework, Conceptual Business Data Model, and the Enterprise Reporting Framework based on implementation of new package-specific systems. Although the majority of the Conceptual Business Data Model development and building of the Enterprise Reporting Framework will happen as part of the foundation package work, there is recognition that modifications to these frameworks will become necessary based on package information needs.   This segment identifies new data requirements, business rules, and reporting requirements within BEA as well as the possible shifts in data ownership responsibilities.  In addition, this segment identifies specific form, content, and delivery reporting details consistent with standardized enterprise business rules, policies and procedures for information requirement management, information product distribution management and information list management developed under the Enterprise Reporting Foundation Package

	Laws
	Policy, Regulations & Business Standards
	Process & Roles
	Business Information Standards
	Applications
	BTR/BPR Initiatives
	Organizational Alignment
	Data Infrastructure
	Information technology Infrastructure
	Information Assurance
	Testing Infrastructure
	Training Infrastructure

	
	X
	X
	X
	
	
	X
	X
	X
	
	
	

	Transition Element
	 Description

	Policy, Regulations & Business Standards
	The fulfillment of this segment may have potential impacts to emergent policies and Business standards pertaining to data management, enterprise reporting, and data stewardship.

	Process/Roles 
	Fulfillment of this segment may have impacts on existing processes and roles, especially cross-domain roles and processes defining how domains will work with the Technical Infrastructure groups to update and maintain the Enterprise Conceptual Data Model.

	Business Information Standards
	The definition of package specific data requirements, updates to the Enterprise Conceptual Data Model and modifications to the Conceptual Data Model may have impacts to existing Business information standards. 

	Organizational Alignment
	Fulfillment of this segment may require organizational alignment to facilitate that the organization is enabled to maximize the change benefits brought forth by the enterprise architecture. The organization’s structure, enablers, and behaviors will be assessed to create and maintain ongoing alignment with the strategic mission, provide efficiency, and to maximize performance.  As the architecture evolves, the organization must equally evolve to keep pace.  

	Data Infrastructure 
	Fulfillment of this segment will provide package-specific updates to the Enterprise Data infrastructure containing the Conceptual Data Model and Enterprise Reporting Foundation.  Modifications to current data storage and exchange methods between applications (e.g., canonical databases data warehouses, firmware, hardware, middleware, message handling) will need to be addressed.

	Transition Element
	Description

	Information technology Infrastructure
	Fulfillment of this segment will require defining access security related access control rules and mechanisms for data access.


Human Resource Management Enterprise Data and Reporting Benefits:

· Provides Domain expertise and input to the updating of the Data Management Infrastructure

· Accurate and reliable information is provided through the maintenance and application of the enterprise meta data

· Process for assessing enterprise impact of meta data changes
· Data Stewardship functions determine source of record for data requests
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