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EXECUTIVE SUMMARY

The Corporate Information Management (CIM) methodology is a three
phase process. Phase I 1s directed towards a vision of the
function ten years out. In Phase II, an analysis of the current
function, a model of the future function, and an information
systems capabilities assessment are completed. These are brought
together in the final Phase II product, a Functional Business
Plan. Phase IIT prcduces an information systems strategy for
transitioning to the identified future standard informaticn
systems which supports the functional business plan.

During the first week of April 1990, managers, functicnal
experts, and customers representing the Military Services and
Defense Agencies held the initial meeting of the CIM Civilian
Perscnnel group. Guided by senior leaders, the group articulated
a vision of the future and were provided guidance and insight.
Full activation of the core group began on 23 ARpril 1990.

The political, organizational, economic, technological,
demographic and environmental changes impacting the nation and
its civilian work force as we progress into the year 2000 and
beyond generated a broadening of the group’s focus. This
expansion, which encompasses Civilian Personnel and Equal
Emplcyment Opportunity, is reflected in the renaming of the
future function as Civilian Human Resources Management ({(CHRM).

In the first step of Phase I, the future mission statement for
the function was developed., The mission is to:

Develop and provide Civilian Human Resources Management policies,
programs, and systems which anticipate and meet work force
requirements, support customers’ expectations, and contribute

to individual, team, and organizational performance.

e ing the scope involved consideration of customers, products,
e es, interfaces, and future functional activities. The
future scope of CHRM in DoD supports Appropriated Fund, Non-
Appropriated Fund, and Local National emplcyees, as well as
family members, potential employees, and tc a limited extent,
contractor employees. Twenty-seven products and services will be
provided to Management, Employees, The Public, and organizations
comprising the Internal and External Interfaces of the function.
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Future functiconal activities of CHRM are:

— Organizational Composition - Employee Development
— Placement - Human Relations

- Work Force Relations — Information Resources
- Compensation Management:
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The fellowing Departmental policy will support these activities:

The concepts underlying merit and equality are basic
tenets of Human Resources Management (HRM) .

The diversity of components’ missions and cultures will
be recognized in the design, development, and implemen-
tation of HRM policies and programs.

The DoD HRM community will institutionalize comprehensive
strategic planning.

CHRM policies, programs, and procedures will incorporate
maximum flexibilities.

Employees are provided an enabling work environment with
opportunities for enrichment and growth.
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In view of the changes in the environment mentioned earlier, the
final step in Phase I identified seven vision elements. These

re:

Authorities are delegated to the lowest practical level.
Employees are valued as assets and are free from illegal
discrimination.

Planning and evaluation throughout the Department fully
integrate CHRM.

The CHRM structure balances quality, efficiency, and cost
effectiveness.

CHRM' s information management needs are being fully
satisfied.

Policy and regulations are simple, flexible, and support
intelligent decision making.

CHRM practicioners play a major role in organizational
management. and support.

These elements formed the 'basis for the future functional vision
of CHRM, The vision represents the views of senior Human
Resources professionals and functional managers throughout the
Department. It is used to develop a plan of action to implement
the systems, automated and operational, necessary to meet future
challenges.

Civilian Human Resources Management is characterized by
responsiveness to the accomplishment of DoD’s mission
through flexible, simplified, and cost-effective programs
based on sound business practices and customer needs. The
individual worth of employees is recognized in a workplace
free of discrimination and sensitive to the needs of a
diverse work force.

This will require the commitment of all levels of management

within

the Department of Defense and appropriate guidance and

direction from the functional community.
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INTRODGCTION
CIVILIAN HUMAN RESQURCES MANAGEMENT
CORPORATE INFORMATION MANAGEMENT PLAN
PHASE I

The purpose of this document is to report the results of

Phase I of the three-phased Corporate Information Management
{CIM}) planning effort by the Civilian Human Resources

Management functional group. It is in this phase that the
vision for the function in the next decade is identified and
described. An overview of the CIM program and further
information on each of the three phases 1s contained in the next
section.

Although initially chartered as the CIM Civilian Personnel
functional group, with representation from the Equal Employment
Opportunity function, it was recognized early on that maijor
changes taking place would have significant impact on the
function as we progress into the year 2000 and beyond. These
include economic, political, organizational, technological, and
social changes affecting the nation and its civiiian work force.
Ta broaden the focus for the group and the function as we loogk Lo

the year 2000, it was decided that the function would be renamed
Civilian Human Resources Management (CHEM) .

The CIM CHRM strategic business planning effort began at a
conference of civilian persconnel experts and executives,

general managers, and CIM facilitatcrs during the week of

April 1-6, 1990, at the Dulles Marriott Hotel, Fairfax,

Virginia. The conference included representatives from the
Miiitary Services, Defense Agencies, and cther DoD organizations.
At that conference the senior civilian perscnnel executives
shared their knowledge and insights, and previded guidance to the
functional core group, on some of the major issues impacting
clvilian human rescurces management in the near and long term.

This report represents several months of effort by the core
group and outlines the vision for CHRM in the twenty-first
century. Tt is based on the following premises:
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there must be a common understanding and definition.
As used in this report, CHRM is defined as follows:

Civilian Human Rescurces Management is the
art of managing, leading, and developing
people in the civilian work force to support
mission accomplishment. This involves the
combined efforts of managers and various
supporting experts in developing current and
future policies, programs, systems, and
processes to continually improve operaticnal
efficiency, work force planning, customer
service, customer satisfaction, and community
relations.

b. CHRM policies and programs play an impertant role in
any corganization’s akility to effectively and
efficiently accomplish its mission.

c. Recent world-wide poiitical and economic changes
require DoD to make concerted efforts to improve the
way its business is managed and conducted.

d. DoD’s strength 1s determined by the guality
0f the work force and its leadership.

In addition to the abkove, Civilian Human Rescurces Management
will evolve as a multi-dimensicnal function. A characteristic of
the management mission in this multi-dimensional function is
constant enhancement of DoD’s present and future capabilities
through the insightful and innovative application of the
practical art of managing people. Management will have the
primary responsibility for managing the civilian work Fforce.

CHRM staffs will be much more oriented to providing advice,
assistance, and information to management and employees to use 1in
decision making processes. Planning, developing, and
administering programs will be done jointly by management and
support staffs with the emphasis on simplification, flexibility,
and responsiveness. It is from these perspectives that the CIM
CHEM planning process was approached.
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CORPORATE INFORMATION MANAGEMENT PROGRAM OVERVIEW

I. BACKGROUND

DoD spends about $300 billion annually in carrying out its
mission. Resources are used to procure goods and services;
move, store, and repair materiel; recruit, develop and manage
the military and civilian work force; provide health care;

and a myriad of other functions necessary to maintain a

stryong national defense capabllity. A long-standing and
continuous priority of the Department is to reduce the cost

sf doing business by improving the effectiveness and

efficiency of operations. To further gains in preductivity,

the President directed the Secretary of Defense to implement

the Defense Management Report {(DMR) propocsed early in 1989,

One of the first DMR initiatives approved in October 1982 by the
Deputy Secretary of Defense {DSD) established the Corpcrate
Information Management (CIM) Program. This decision was driven
by the recognition that DoD could benefit from private sechtor
successes in streamliining and consolidating various functicns and
integrating management information functions. The goals of the
CIM program are to:

- Increase management efficiencies in the functions
that support the DoD primary mission of national
defense.

- Improve the effective use of infeormation systems
in the Department.

- Reduce duplicative infermaticn systems supporting
the same functional requirements.

The DSD recognized that the expertise feor implementing such a
program resided in the Department. The chalienge, therefore,
would be to gather this expertise and provide the framework
for "doing the right things and doing these things right."
This resulted in the estabklishment of the CIM planning

mrmrmaca o e FallaAawmed by aormiimae Af o tacrhkni ol Sl 3T e
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management experts in sach business function.
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IT. OBJECTIVES

To achieve these goals, the DSD established key objectives
and approved a broad, but comprehensive, framework for
carrying them out. These objectives are to:

- Maximize the standardization, quality, and
consistency of data in DoD’s.multiple management
information systems.

- Develop standard requirements for individual

. . . 1
e artiyvitione anA {-'h ant~rmatacs
b-‘dslnesd dhr - b VW L L L Tws CALLVA | N A ) AL L stia L\.,\Jl L_)XAJL-

suppcrting them.
TITI. QRGANIZATIONAIL STRUCTURE

The CIM initiatiwve has three main thrusts. First, success
depends on the commitment of senicr level managers throughout
the Department, with strong leadership from both the
functional and information technology communities. Second,
information management in major business functions must be
focused, structured, and visionary. Third, the Department
needs an overall strategy for efficiently and effectively
managing infermation. With these challenges in mind, the CIM
organizational structure was established.

The DoD Comptroller was charged by the D3D to develop a

plan for managing the CIM initiative, and for designing

the methodelogy for developing integrated management
information systems in individual business functicns. The
Deputy Comptroller \LHLUIHdLlDH Resources Management) is the
designated office of primary responsibility for leading this
effort. The actual development of future functional recuirements
and the assessment ¢of current systems capabilities are the
responsibility of each CIM Functional Group. Each functicnal
group receives guidance and advice from the CIM Executive
Level Group, the CIM Council, the appropriate Functional
Steering Committee, and the Comptrecller’s office.

The Executive Level Group (ELG), comprised of private sector
and Dob experts, was established tc focus on the broad
managerial aspects of corporate information management within
the DoD, and not on individual functicnal areas or programs,

The ELG will reccmmend tc¢ the DSD an coverall approach for

DRAFT - 17 AUG 90 - Version 2.0
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managing information throughout the Department, including an
action plan. Late 1980 is the expected submission date for these
recommendations,

The CIM Ccuncil includes Information Resources Management (IRM)}
representatives from the Qffice of the Secretary of Defense
(OSD), the Military Services, the Defense Logistics Agency, and
other DoD Cecmponents. It is chaired by the Deputy Comptroller
(IRM). The ccuncil is respensible for cverseeing the development
of a DoD strategy for managing and integrating information
management systems.

Fach CIM Functional Steering Committee includes senior
functional executives from 05D, the Military Departments, the
Defense Agencies, and IRM executives, and is chaired by the
senior 0SD functional policy official., These committees are
responsible for facilitating implementaticn of the business
plans, policies, and program recommendaticns from the functional
groups, resolving interface and integraticn issues, and reviewin
the functional groups’ recommendations for proposed interim
information systems.

These management and oversight organizations reflect the
participation and leadership of senior functicnal experts. Their
role is key to arriving at a common, feasible, and effective
vision of the future, and for supporting this vision with
consistent policies, practices, and information management
systems. Thus far, functional groups have been established in
the following business areas:

- Civilian Payroll

— Civilian Personnel {CHEM)

- Contract Payment

- Distribution Centers

- Financial Operations

~ Government Furnished Material
- Medical _

- Materiel Management

Each functional group 13 responsible for developing a vision

of their function ten years into the future; reviewing,
evaluating, and recommending revisions 1o policies and business
practices; defining and developing current and future functional
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information requirements; and defining standard and consistent
functional requirements fcr which standard integrated information
systems can be developed. The groups are led by functional
managers whe recelive guidance in the CIM process from the
Director for Corporate Information Management. The products of
the groups are reviewed and ultimately approved by the appliicable
Funcitional Steering Committee,

The functional groups use a standard CIM Precess Gulide to assist
them in developing stirategic functional business plans and
designing supporting information management systems. To further
that effort, they catalog an inventory of current information
systems in Cerms of the systems’ capabilities to satisfy short,
mid, and long term functional process and informaticn
requirements. These assessments will uitimately be provided to
the senior IRM official in the Department to determine where and
when standard information systems are warranted.

IV. METEODOLOGY

To enhance development of a comprehensive set of process and
information requirements for each functional area to be
included in an overall DoD information systems management
strategy, the CIM Directorate developed a standard process
guide. The metheodeleogy set forth in this guide employs
analytical techniques from a variety of disciplines and other

methcdologies, including strategic business planning, strategic
information systems planning, information enginesering, systens
analysis, and program review and analysis techniques. The
process guide outlines the steps necessary to analyze any
business function and its process, infermaticn nesds, and
products required for documentation. The methcdolcgy as
portrayed in this process guide 1s conducted in three phases:

PHASE T

FUNCTIONAL VISION

PHASE TIII
INFORMATION SYSTEMS STRATEGY
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The obkjectives of the process are to develop for each functional
business area:

- A functional visicn based on policy and guiding
principles;

- A future functicnal ccncept and business plan;

- Standard functional requirements which are applicable to
the function throughout DoD;

- Uniform and consistent information requirements and data
formats; and

Standard supporting information management system(s).

In addition, although the ultimate fccus is on the functional
concept beyond the next decade, it is also recognized that
oppertunities for improvements exist in the short-term {0-2
years) and the mid-term (2-6 years).

To further understand the CIM concepts and methodology, a
description of each phase cof the process is provided.

PHASE I. FUNCTIONAL VISION

In this phase, the functional group describes and documents
their vision for the business function beyond the next ten years.
This vision is the basis for determining what the future missiocn
and scope cof the function will be, and for proposing a set of
unified future policy and guiding principles.

PHASE I1. FUNCTIONAL BUSINESS PLAN
It is during this phase that.the functional grcup develops future
goals, objectives, strategies, concepts, and requirements using
current functicnal baseline information as described below.
These are used to support the mission, policy, guiding
principles, and vision from Phase I. Taken together, this
information then forms the basis for the Business Plan which will
also include prioritization criteria, time-phased actions to
enable transition to the future, and a high level economic
analysis. The information requirements contained in the
Functional Business Plan will be used in the next phase to
develop the Implementation strategy.
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Concurrently, a baseline of current systems is established by
identifying and assessing current functional requirements,
capabilities, and shortfalls, Then the group identifies
deficiencies, constraints, and impacts of the current and planned
supporting automated information systems (AIS) for the functiaon.
These assessments allow for the develcpment of current and future
functional information models. From these models, the group can
construct a DoD-wide composite of functicnal recuirements and
compare them to the AIS capability to identify any shortfails.
This will allow the group tc identify and recommend the best
interim candidate standard systems to support the function in the
near and intermediate terms. The ccomposite requirements
developed here are used in Phase IIT to build ar implementation
strategy for the future standard system.

PHASE III. INFORMATION SYSTEMS STRATEGY

The informaticn systems implementation strategy is the end
product of this phase and the final product regquired of the
functional grcup. It ceontains the business plarn, future
functional information system requirements, and a transition
strategy to ensure that centinucus, high quality, and cost
benreficial information management system support is provided
through the short, intermediate, and long terms. This strategy
is developed based cn an assessment of how best to transition to
fuzture functicnal informaticn systems given the current baseline,
The implementation strategy can range from the adoption of a
currently planned or coperating system as the DoD standard system,
—~0 the development c¢f a tctally new system derived from the
vision-driven functicnal reguirements.

This phase requires numercus comparative analyses of

functional requirements against systems capabilities and

needs, both current and future. These analyses are primarily
comparisons of process models and data models, =ach of which
must be developed using a common standard to facilitate the
analysis. The resulting strategy will prescribe the Department’s
approach for providing functicnal infcormaticn systems support in
rerms of actions, milestones, and respcnsible agents at the
program concept level. The actual implementation of the
strategy, e.qg., design and development, is outside the scope of
the process methodology.
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V. DESIGN AND DEVELOPMENT

The DoD Life Cycle Management System process will be follcwed
throughout the continued development o¢f the Automated
Information System (AIS). The process provides guidance
through each phase of system development from general system
design through final testing and implementation.

It is envisioned that the Major Automated Information Systems

Committee will provide senior level oversight and approval
autheority as these systems progress to deployment.,
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MISSION AND SCOPE
CIVILIAN HUMAN RESQURCES MANAGEMENT - 2000+
MISSION

Every organization, business activity, or functicn has a

unigque role that Jjustifies the need for its existence. The
future mission statement is meant to describe that role or
purpose from a DoD perspective. In developing the mission
statement for the future, the group considered a varliety of
materials including, current mission statements for each of the
DeD Cemponents, work papers generated from the Dulles meeting in
which the senior functional leadership set the tone and direction
fer the functional group, and presentations from & number of
prominent Government officials. As a result of synthesizing all
of this information, the following future mission statement was
created:

Develop and provide civilian human resources
management policies, programs, and systems which
anticipate and meet work force requirements,
support customers’ expectations, and contribute to
individual, team, and organizational performance.

This mission statement recognizes that DoD’s strength is
determined by the quality of the work fcrce ard its leadership.
While budgets enable, technclegy enhances, and organizational
designs facilitate, it is people who accomplish the mission.

SCOPE

The scope provides a high level overview of the function in terms
of customers, products, services, internal and externzal
interfaces, and functional activities. The scope sets the
boundaries within which the mission is performed.

CHRM encompasses activities inveolved in program
planning, implementation, and evaluation as they
relate to all aspects of civilian work force manage-
ment including: structure, acquisition, leadership,
sustainment, retention, and separation.

Fart of the process of identifying the scope is to document any
specific exclusicons and to provide clarification and
amplification of aspects or characteristics that were not
previously addressed. In accomplishing this requirement, it was
P T S L N [y g Sy
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Local Nationals (direct and indirect hires) are included ir the
future scope of the Civilian Human Resources Management function.
In addition, family members and potentizl employees (i.e., those
under service contracts in return for educational assistance) are
inclucded as well. Lastly, in order to determine overall
rescurcing reguirements for the Department, there will be a need
to maintain limited information on contractor employees.

CRAFT - 17 AUG 90 - Version 2.0
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CUSTOMERS

A customer is described as c¢ne whe receives a product or service
generated by the functiocn. Customers can be individuals,
organizations, cor other functions that CHRM is specifically
intended to serve.

The principal future customer of the CHRM business function

will be MANAGEMENT. Frequently management is defined as
individuals responsible for getting work done through others.

In the brcader context, MANAGEMENT is also a descriptive fTerm for

Do A . .
vk O+ MDA, iy~ oy
the total decision making structure, cof which the CHRM function

is an integral part. Therefore, the customer MANAGEMENT must be
viewed as enccompassing both of these categories.

Viewing MANAGEMENT as the principal customer of this business
function requires that the term alsc be understood to encompass
all levels cf management, including executives, commanders,
managers, supervisors, and leaders. However, the level and type
of service provided may vary. For example, in a military
culture, commanders have the ultimate decision-making authority
and the final responsibility. Consequently, different services
would be provided to commanders than to lower level managers and
supervisors, and it is important to maintain this distinc-ion.

The second category of major future customers is CIVILTIAN
EMPLOYEES, defined as persons receiving compensation and/or
benefits due to past cor present employment with the Federal
government. This categcry comprises employees, former
emplovees, and retirees,

The third category cf future customers is THE PUBLIC, defined

as persons outside the Federal government. Applicants for
employment in DoD, and families of Federal employees are the two
primary groups included in this categoery.

In addition to these three customer groups, there were also
two additional customer groups identified during the Dulles
session - Internal Organizations and External Organizations.
These are now contalned in the definitions of INTERNAL and
EXTERNAL INTERFACES.
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INTERFACES

The distincticn between an interface and a customer is one of
degree. An interface either preovides products or information to,
or recelves products or information from, the function on a
systematic or incidental basis. Internal interfaces are tThose
activities which are part of the CHRM functional area. External
interfaces are crganizaticons cutside of the CHRM function.

Compeonent. Headguarters

Civilian Human Rescurces Management QOffice Functional Staffs
DASD, Force Management & Personnel/Civilian Personnel Pclicy
Cther Civilian Human Rescurces Management Offices

EXTERNAL INTERFACES

Accounting and Finance Offices

Automated Data Processing (ADP) Staffs

Budget 0Offices

Charitable Organizations

Congress

Defense Data Suppert Center

Defense Manpcower Data Center

DoD Wage Fixing Authority

Department of Education

Department of Health and Human Services

Department of Justice {(Immigraticn and Naturali
Service, Federal Burecau of Investigation)

Department of Labkor

Department of State

Department of Transportation (U.S. Ccast Guard)

Department of Veterans Affairs

Educational Institutions

Bgqual Employment Opportunity Commission

Facilities Management Staffs

Family Support Centers

Federal Emergency Management Agency

Federal Executive Boards

Federal Mediation and Conciliation Service/Arbitrators

Federal Labor Relations Authority

Federal Records Center

Financial Institutions

General Acceounting Office

=% aIR VoS o
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Governments (Federal, State, Local, and Foreign)

Inspecting, Investigating, and Auditing Organizations

Insurance and Benrefits Agencies

Legal Offices (Staff Judge Advocate, etc.)

Legislative Affairs

Management and Professional Associations

Manpower Offices (Military and Civilian}

Medical Staffs

Merit Systems Protecticn Board

Military Personnel Offices

Mobilization Planning Staffs

Morale, Welfare, and Recreation Activities

Naticnal Guard

Cffice of Management and Budget

0ffice ¢f Perscnnel Management

Office of the Secretary cf Defense

Payrecll Offices

Procurement COffices

Public Affairs

Safety Offices

Security Offices

Service Schoals (Technical training and War Coliege, ALMC,
AMEC, ATFIT, DMET, etc.)

Social Service Agencies

Special Interest Groups

The White Hcuse

Travel and Transportation C

Unions

Vendors/Contractaors/Private Tndustry

fices

1]
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i
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FRCDUCTS AND SERVICES

In the initial study cver 280 individual products and services
were identified. After extensive review and discussion these
were grouped into the more concise listings contained below.
PROVIDING INFORMATION, PROCESSING, REVIEW, AND RECORDS MANAGEMENT

are purposely not included in these listings. This is due to the
fact that they are s0 imbhedded in the functicon that to q::an:lr;lfm”lv
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identify them would not be meaningful at this point. Whlle not
described here, they will resurface in more detail in Phases II
and IIT.

PRODUCTS

ADMINISTRATIVE SUPPORT: Activities, facilities, equipment, or
veople provided to customers.

AGREEMENT: Mutually accepted arrangements between parties
which are recorded, formally or informally.

BUDGET: An itemized summary of probable expenditures and
inccme for a given period, usually embodying a systematic
plan for meeting expenses.

COURSE MATERIAL: Lesson plans, student and instructer

computer-based Lraining programs, and all other

for instructiocn.

UMQ

uide
use

CLm
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FILE (Record): & systematic arrangement c¢f related information
which is collected cor preserved on a particular subiesct.

FORM: Dogcument or format used for the collecticon, display,
and/or distribution of data to satisfy a specific
infermational need.

GUIDELINE: Written guidance which establishes a framework for
ccomplishing an effort.

NOTIFICATION: Written commuhication conveying specific

information.

PLAN: A recorded strategy Lo carry out a program Or process.

POLICY: An official dictate which conveys management decisions
and directions as well as organizational cobjectives.

PUBLICITY: Tangible activities to attract attention to specific
teopics,
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PROGRAM EVALUATION: Measurement of achievements or results
against requirements to determine level ¢f success.

REFERRAL: Presentation of documentation on individuals to Dbe
considered for positions and programs.

REPORT: Presentation of structured information which is usually
submitted to provide the status of an activity or the result of
an operation.

REQUEST/PROPOSAL: A written submission to obtain approval,
action, assistance, informaticn, or a decision; or ideas,
supporting justifications, and/or recommended courses of action
submitted for consideraticon.

RESPONSE: A written reply to a request, or answers to guestions.

SURVEY: The results of collecting, analyzing, and evaluating
data relative tc¢ such things as operations, attitudes, or
opinions.

TESTIMONY: Affirmed cr sworn oral cr written statements, or
appearances befcre legislative bodies.

ST G
WILIINY LAl

ADMINISTRATION: The operaticn of pregrams, systems, plans, or
processes within established parameters.

ADVICE, ASSISTANCE, AND COUNSELING: Communicating cbjective
expert guidance and/or information to individuals.

COORDINATION: Interfacing the views of & variety of groups or
individuals toward a common goal.

CAREER DEVELOPMENT: A systematic means of improving emplcoyees’
knowledges, skills, or abilities within an cccupation.

INSTRUCTION: The presentation of course materials using any cf a
variety of media.

MEDIATION AND NEGOTIATION: The process of intervention promoting
reconciliation, compromise, cr settlement between conflicting
parties; or the process cof mutual discussicon aimed at reaching
agreement .

MANAGEMENT: The planning and oversight of programs, systems, and

resources,
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RECRUITING: Activities involved in attracting candidates for
employment or training opportunities.

REPRESENTATION: Acting in the piace of, or serving as an
advocate for, management before other parties.
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FURCTIONAL ACTIVITIES

A functional activity i1s a collection of decisions and actions
required to execute or manage an aspect of the function. Taken
together, these activities constitute an overview of the function
as a whole, The functicnal activities described here comprise
those that will be performed in the future by Civilian Human
Resources Management staffs. In the next section, the management
dimension of CHRM 1s defined by three primary activities.
ORGANIZATIONAL LOHPGSITION is defined as actilivities supporting
the structuring of organizations and positions. Zxamples include
position management, organizational design, positicn classifica-
tion, restructuring of Jobs to facilitate career progression, and
assoclated administrative processes. The primary customer of
this activity is management.

PLACEMENT involves activities that support work force

acquisition relative to recruitment, selection, and assignment of
people to positions. This includes support for, or actually
performing: staffing and affirmative employment planning;
recruiting; announcing positions; requesting and issuing OPM
certificates of eligibles; processing and issuing other
referrals; placing employees through promotion, reassignment,
transfer of function, or reduction-in-force procedures; arranging
interview or permanent-change-cof-station travel; scheduling
interviews; arranging for drug testing of applicants; setting
pay; and cther administrative processes asscociated with
placenent. Management, employees, and the public are all
customers of this activity.

WORK FORCE RELATIONS 1s identified as those activities related
to advising and assisting managers in weork force leadership and
separation, and assisting employees in understanding their rights
and responsibilities. This involves pregrams and activities
related to the enhancement of management, labor, and empliloyee
relations, such as: performance management and counseling
programs; dispute resclutiocon, appeal, settlement, and related
\_,umpeﬂSat..uu processes {e.g., MSPB, FLRA, EBEOC, Courts,
complaints, and grievances); labor-management relations programs;
and discipline, conduct, and related adverse actions processes.
To support work force separation, programs managed and actions
processed related to retirement, reductions—-in-force,
transfers-of-functions, reassignments, transfers, terminations,
removals, and death are alsc included. While the primary
customer for this activity is management, emplovees alsc receive
many of the services provided.
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COMPENSATICN which supports work force retenticon, involves the
administration of salary, bkenefits, bonuses, and entitlements Lo,
or on behalf of, employees. This includes cocunseling employees
or family members of deceased employees on retirement, health and
life insurance benefits, assisting retirees cn annuity claims,
processing pay adjustments and incentive awards, conducting wage
surveys, and administrative processes associated with
annpnqaf1nn Emplovees are the nr}marv customer of this

----------- R i T o I I gl wWill ez

activity.

EMPLOYEE DEVELOPMENT is defined as activities supporting work
force sustainment incliuding: all facets of developing,
acquiring, or delivering formal instruction; develaping and
administering training plans; and overseeing planned
developmental assignments and experiences aimed at maximizing the
potential and productivity of individuals and the work force.
This involves administering, delivering, or contracting for
executive, management, and supervisory training programs;
long-term training programs; and various technical and
professiconal training programs. Tt also involves career
management pregrams, rotatiocnal assignments, cross training, and
administrative processes associated with employee development.
Both emplcyees and management are primary customers of this
activity.

HUMAN RELATIONS is an activity that will emerge to provide

Ty o A Al Srroaa sl P etk o] =13 1 ~ e

mandgers anda empicyees the knowledge and necessary skills to werk
in a multi-~cultural envircnment. Activities related to managing
a diverse work force, community relations, and civil rights (EEQ,

minority business enterprises, and monitoring of contracting
practices) will be the major programs within this functional
activity. Management, employees, and the public are zll
customers of this activity.

INFORMATION RESOURCES MANAGEMENT is defined as management of the
total automation and information support for the functicon to
include such things as needs analysis, budgeting, requirements
development, systems development, acquisition, training, and
field testing. This functional activity will be recuired to
fully support the increase in automation and technology that will
cccur. It will also regquire the development of functional
specialists knowledgeable in automation and communicaticns.
Management is the primary customer for this activity.
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FUNCTIONAL ACTIVITIES FROM THE MANAGEMENT DIMENSTON

From the general management perspective, CHRM is inherent in
all management activities. The activity of managing revolves
around three primary activities and a variety of secondary
activities. The primary activities form the continuocus cycle
of yl.auu.l.ug, implementatiﬁn, and evaluation. They are
applicable to any preoject, program, or organization managed
in DoD. Each of these activities is linked to the others by
censtant information management and human resources needs and
CCnCerns.

PLANNING involves strateglc, operational, and/or
centingency plannina. Every executive, commander, manager,
superviscor, and leader must be involved in one ¢r more of these
planning efforts, depending on the organizations, programs, or
proiects they manage. In each of these efforts, they must
determine:

1. The missicn {including customer needs, products, and
services);

2. The organizational culture (values and guiding principles);
3. Needed cor applicable statutes, policies, and regulations;

4. Needed cr available rescurces (human, financial,
informaticn, facilities, and equipment; affirmative action
planning for a representaticnally balanced work force);

5. The organizational compcsition {the design and structuring of
organizations and positions for effective, efficient use
of rescources and mission accomplishment};

An ;mp] mentation strat agy (an outline of aoals Qb T
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8
tasks, projected mllesbones, measurement criteria, and
assignment of responsible agents for each task); and

L 3,
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e

7. A marketing strategy (a plan to communicate and coordinate
the plan to gain understanding, approval, and commitment).

IMPLEMENTATION involves the operation or execution of the
planned strategy through effective:

1. Mission accomplishment (achieving the purpose of the
project, program, or organization to customers’
satisfaction, within the allocated resources and
prciected or assigned schedule).
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2.

Human Resources Management
a. Work force acquisition (placing people in jobs):

b. Work force leadership (openly communicating the
mission, goals, objectives, and expectations to the
work force, and gaining their understanding and
commitment; managing and coaching employees and
encouraging creativity, inncovation, risk-taking, and
flexibility; actively listening to, and acting cn,
their good ideas and concerns; and resolving
conflicts in a timely manner, with minimum
disruption of productivityl}:

c. Work fcrce sustainment {(developing knowledge,
skills, and maximum potential of each enplovee and
supporting them with the necessary guidance,
resources, and tools to do their jobs; efficient use
cf informaticn and financial rescurces, facilities,
and equipment);

d. Work force retenticon (competitive and timely
compensaticn, i.e., pay, benefits, bonuses, and
recognition; training and retraining cf employees;
efficient use of human, information, and financial
resources, as well as facilities and squipment); and

e. Work force separation (reducticn-in-force,
transfer, resignation, retirement, death, removal,
and termination).

Information resources management (all activities related
to the collection, validation, maintenance, and use of
information to support decision making processes, whether
manual or automated).

Financial resources management (all activities ralated to
budgeting, allocating, obligating, managing, and
disbursing funds).

Facilities and equipment management (all activities
involved in acquiring, using, maintaining, prctectinrg,
and disposing of facilities and equipment).

EVALUATICON is assessing all aspects of the program,

prciject, or organization, and comparing the quality of
mission accomplishment to the customers’ needs and

ERA
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expectaticns. This invelves analysis or evalvation of:

1. The level of mission accomplishment and customer service
and satisfaction {the quality, efficiency, effectiveness, and
timeliness ¢f the products and services provided to the
customer) ;

2. Performance (the achievements of individual employees, Teamnms,
and organizations relative to predetermined standards, goals,
okjectives, and rescurces management);

= -

he level of statutcry, policy, and regulatory co
the quality c¢f program implementation in relaticn to legal
and policy mandates and regulatcry guidance);

L
|

4. Processes and systems (the quality and effectiveness of
processes and systems used to facilitate work and manage
informatioen};

5. Trends and impacts (current or projected social, econonic,
political, technological, and organizaticnal trends, and
their expected or projected impact on the organization,
mission, program strategies, and/or work feorce); and

6. Improvements or changes needed or anticipated (in the
organization, resource allecations, missicn, program
strategies, or work force composition). These projected
changes set the foundation for replanning.
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POLICY

Policy is the functicnal management direction which dictates the
gperational framework for the functicn. As such, it establishes
a single approach from a Department-wide perspective on how the

function will be managed and executed. The following represent

policy for the future of CHRM:

- The concepts underlying merit and equality are basic
tenets of Human Resources Management (HRM).

- The diversity of components’ missions and cultures will
be recognized in the design, development, and
implementation of HRM policies and programs.

- The DoD HRM community will institutionalize
comprehensive strategic planning.

- Policies, programs, and procedures will incorporate
maximum flexibilities.

- Employees are provided an enabling work environment with
opportunities for enrichment and growth.
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GUIDING PRINCIPLES

Guiding principles are statements of management philcescphy that
reflect tThe general concepts, values, beliefs, and attitudes that
must prevail to realize the CHRM wision.

DRAFT

1

The CHRM function is a major contributor to mission
accomplishment through the planning, implementation, and
evaluation of programs which maximize the effectiveness
of the work force.

planning CHRM

““““““““““““““ acquire, and

Responsiveness to customer needs is key t¢
tir

e o]
4 e
tract,

retain a quality work force.

Simplified processes and reduced regulaticns enhance
mission accomplishment.

DoD civilians are an integral part of the tctal force.

Authority, responsibility, and accountability for CHRM
are inherent parts of the management function.

Leadership and vision are the responsibility of all
organizational levels.

Productive employee-employer relationships are based on
mutual trust and respect.

The diversity of the work force is wvalued, recognizing
the worth and potential of individual employees, and
their contributions to organizational performance.

Individuals are critical assets to mission
accomplishment and as such must have the requisite
authority, responsibility, accountability, knowledge,
skills, and tools to do their jobs.

Creativity, risk taking, and flexibility are encouraged
and rewarded.

A positive organizational culture enhances productivity
and morale in the work force.

The process of change 1s proactively managed.
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TRENDS AND IMPACTS ON CIVILIAN HUMAN RESQOURCES MANAGEMENT

There are a large number of factors, both internal and external
to the Department, that may influence CHRM in the future. UCuring
the course of Phase I, a number c¢f prominent Government officials
addressed the functignal group. These speakers provided valuable
information about their missions and requirements and shared
their expectaticons about the future of the CHRM function.

Without their knowledge and experience, the jocb of identifying
trends and impacts would have been much more difficuit.

FACTOR: POLITICAL

TREND: Relations between the superpowers will cortinue to
improve.

IMPACT: These improved relations will drive the Department to a
smaller force structure. 1In this environment, there will be
significant skills imbalances in the work force, and reduced
recruitment and placement opportunities for employees and
applicants. In order to achieve smaller forces, there will be
continued drives to consclidate functicons and resources
(including the formaticn of Defense Agencies), and the
standardization of systems and activities. The effectiveness of
the existing priority placement programs will have to be
improved; new and creative out-placement programs will be
implemented; and there will be a need to explain, Justify, and
defend the increased costs associated with reducticas-in-fcrcea
{RIF) and other programs,

FACTOR: ORGANIZATICNAL MISSICN

TREND: The focus and mission of the Department will shi T
third world conflicts, including terrorism and control of il
drug trafficking,

IMPACT: This change will require the Department, including the
civilian work force, to concentrate on rapid and flexible
response mechanisms. This entails more civilian mobilization
planning, and an increased emphasis on physical and personnel

security.

FACTOR: ECONOMIC

TREND: Resources available tc the Department will continue to
decrease.
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IMPACT: This decrease will cause an escalating competition
throuchout the Department, and within each component, for scarce
rescources, CHRM needs will have tco compete with other
requirements, with contributicn to missicon serving as the
ultimate criteria for funding. CHRM, therefore, will be driven
by the need to constantly improve quality, productivity, and cost
effectiveness. CHRM staffs will have to participate with
management in the development and implementation <f new
methodologies fo reduce costs and improve productivity (i.e.,
unit cest and Total Quality Management). In additicn, there will
be a need to improve strategic civilian human resources planning,
and ensure that CHRM responsibility and authority is accompanied
by corresponding accountability.

FACTOR: TECHNOLOGICAL

TREND:; Advances in technolcogy will continue to accelerate, and
will be used as a force multiplier in the Cepartment.

IMPACT: With technology becoming more complex {and more
expensive in terms of initial outlays), there will be increased
concern about the structure and methodology of systems design and
develcpment, including those used to support CHEM. There will be
more concern abcocut systems security as wider access to the CHRM
information system prcogresses. There will also be a need to
respond to the demand for a more knowledgeable work force to
apply the new technclogies. New accession and emplcyee develop-
ment tools and accompanving rescurces will be required to attract
and retalin employees with the reguisite skills.

FACTOR: POLICY

TREND: The need tc attract and retain a high quality work force
in the Government will result in further reform of the Civil
Service system.

IMPACT: CHRM will be decentralized, with authority, responsi-
bility, and accountability delegated to the lowest practical
levels. At the same time, personnel policies and procedures
will be simplified and less regulated, allowing more flexibil-
ity to those with requisite authority. The role of the CHRM
specialist will continue to eveolve to that of facilitator and
advisor to management.

FACTOR: DEMOGRAPHIC
TREND: The diversification of the Department’s work force in
regard to race, sex, age, naticnal origin, disabling condition,

and citizenship will increase.
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IMPACT: CHRM will be impacted by increased racial and cultural
tensions in the work place. Managers and CHRM staffs must be
prepared to responrd quickly and effectively to¢ such tensions to
minimize adverse effects on productivity and morale. Responsive-
ness to the requirements ¢f an aging work force, and to the
changing needs and expectations of a work force demanding
flexibility in career paths and benefits will alsoc be required.

FACTOR: ENVIRONMENTAL

: There will be increased awareness and concern for issues
affect the work place environment.

IMPACT: Effective CHRM will require meore attention To work place
quality aof life, with emphasis on health issues such as smoking,

asbestos exposure, and ergcnomics. There will be increased
management concern and dedication ¢f human resources to the
iimitation and/or eradication of environmental hazards. CHRM

will have to address innovative work arrangements such as
alternative work sites and schedules, and will be expected to
design and develeop programs which meet the missicn regquirements

of manacement while satisfying a work force willing to leave DoD
employment if their needs are not met.
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IMPACTS ON FUNCTICONAL ACTIVITIES

The revised DoD mission and force structure, significant changes
in the labor market, increased concern for quality, productivity,
customer satisfaction, and cost, and the ever advancing
capabilities of technology will impact planning for and

managing of civilian human resources and related programs
throughout all organizational levels. Available resources will
be dedicated to the downsizing effort, causing creative and
inncvative planning for new approaches to civiiian human
rescurces management to take a lower priority. For the next
several years, CHEM staffs will be spending most of their time
and resources a351st1ng managers in rede81gn1nq renalnlnq
organizations, uwvc¢du¢ug training programs to maximize the
skills and potential cf the work Zforce, assisting displaced
employees, and keeping the affected work force and public
sufficiently infeormed, This will require much more effective
teamwork between management and CHRM staffs. Greater sensicZvity
to the needs and concerns of managers and employees, and the
ability to deal realistically with conflicting priorities for
services will be needed.

CRGANIZATIONAL COMPOSITION - The conflicting effects cof a
reduced Soviet threat, continuing third world tensions,
terrcrism, and the expandirg drug war are driving a change in

the Dol mission. This sitvation requires a viable and flexible
mokilizatien planning system. At the same time, najor
socio=-cultural changes are forcing bLgULLLLdUL au)ubLmeHZ" in

total force structure, organizational culture, and management
philosophy. Increasing workload with fewer people wiil demand
more effective planning, ceommunication, and teamwerk. Positions
will be designed and employees developed tc allow individuals o
assume greater responsibilicy and accountability. Managers can
be expected to demand current information and state-of-the-art
technology to help them efficiently and effectively analyze their
mission requirements in term$ of Zob skills, worklcad
measurements, and personnel costs.

PLACEMENT - As resources decrease and demands increase, continued
and conflicting pressures on the placement function such as
balancing the requirements for a high quality work force aga
increased competiticn, and the declining availability of skiil
workers are expected. The cnanging role of Defense, due o
decreasing world tensicns, will make DoD a less attractive
empleoyer at a time when competitiveness with private industrv in
the labor market I3 increasing. Managers will seek more autonomy
and authority for making decisions. However, the magnitude of
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the downsizing effort will strain the capabilities of
reduction-in-force, priority placement, and ocutplacement programs
and thus reduce discreticon in making placement decisions In the
n2ar term,

WORX FCORCH RELATIONS - As managers and supervisors assume greatervr
human resources management responsibilities, the rcole of CHRM
specialisrcs as advisors and facilitators will increase, The
implementation of guality, productlivity, and unit cost initia-
tives will require not only major revisions of the performance
management and incentives systems, but a more cooperative
relationship between unicns and management.

COMPENSATION - There will be a need for more competitive and
flexible salary and benefits packages to cope with changed
market conditions, Early retirements and reduction-in-force
ccsts may result in less savings from werk force reductions

than anticipated. To mcre efficiently manage the compensation
system, Zhere will be a greater need for cocrdination among CHRM,
manpower, and budget functions.

EMPLOYEFE DREVELOPMENT - Downsizing and the competition for

reduced resources will be in direct conflict with increased
demands for employee development services. DPemands will

increase due to greater skills imbalances in the work force,

the need to¢ respond to advances in technology and automatiocon, the

implementation of gquality, preoductivity and cost initiatives, the
need tc expand career development initiatives, and to prepare
displaced emplcyees for cutplacement. Supervisory, managerial,
and executive development needs will increase to provide the
caompetencies and the skills necessary to ccpe with greater
responsibility, authority, accountability, and management of a
more diverse work force.

HUMAN RELATIONS - The transition to a more multi-cultural and
multi-national work force will not only bring about an increased
involvement ir community relations, but is alsc expected to
result in an increase in complaints because of the competiticn
for fewer joos. This will require simplification of the dispute
resolution prccess. '

INFORMATION RESQURCES MANAGEMENT - As data bkecomes more available
due to automation and communications technology, there will be
increased demands for information in decision making processes.,
Systems are integrated resulting in the improved allocaticn of
resources, compatible business practices, and increased use of
knowledge based applications.
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VISION ELEMENTS

Vision elements describe the major, distinctive characteristics

of the function as it is proiected to exist in the future. They
identify the targets for the function, and are the primary basis
for developing the future functicnal reguirements and the gcals,
obdectives, and strategiles needed to achieve them.

AUTHORITIES ~ Authorities are delegated to the lowest appropriate
level, allowing decision making flexibility to maximize the

effectlveness of CHRM.

EMPLOYEES - Enmployees are valued and viewed as assets withirn the
diverse work force. The work place is free of illegal
digecrimination. There is increased emphasis on individual reseds
and professional development. Membership in professicnal
associations i1s encouraged and supported.

PLANNING AND EVALUATICN - Fully integrated DoD-wide planning

evaluation efforts enhance the effectiveness and efficiency o
CHRM.

nd

[T

STRUCTURE - CHERM support resources are al_ocated to the level
which provides maximum service with optimum balance between
quality, efficiency, and cost effectiveness.

re

(1

INFORMATION MANAGEMENT - CHRMfs information management reeds
being fully satisfied.

POLICY AND REGULATIONS - Simplified policies provide basic
guidelines for making intelligent CHRM decisions., ERegulations
ailow flexibility for application based on unigue circumstances
and needs. The emphasis i1s on substance rather than cumberscome
procedural requirements.

CHRM PROFESSIONALISM - Staffg are knowledgeable in the missions
and operations of their organizations and are develcgped and
trained in a number of functional activities. 2As a result, they
play a major roie in organizational management and support by
advising and assisting managers in resolving a brcad range of
issues.
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FUNCTIONAL VISION

The functional vision provides a view of what the major
characteristics of the functicn will be ten years in the future.
It establishes the basis from which to develop a plan of action,
to include developing the systems required to implement the
vision. This vision represents the views of senior human
resources professionals and functional managers within DoD.

Civilian Human Resources Management is characterized
by responsiveness to the accomplishment of DoD’'s
mission through flexible, simplified, and cost
effective programs based on sound business practices
and customer needs. The individual worth of employees
is recognized in a workplace free of discrimination
and sensitive to the needs of a diverse work force.

Congress, Federal agencies, and the public are cognizant of the
need to improve guality while reducing costs through management
efficiencies. Therefore, the time is appropriate to change
current business practices to meet future challenges. This will
require the commitment of all levels of management within the

Department of Defense and appropriate guidance and direction frem
the functional community.
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APPENDIX A

CIM CHRM CORE GRCOUP MEMBERS

en

Data Center

Chairman,

Acting Deputy Chairman,

Agency
Facilitator,

0SD, FM&P,

Defense Manpower

Cefense Mapping

Information Resources

Management College

C. Robert Blum Department of the Navy

Lou Blondet Department of the Navy
Margaret M. Ciocca Defense Loglstics Agency
Julius T. Crouch Cepartment of the Army

John Day Department of the Air Force
Juanita W. Hargrove Department of the Navy
Margaret L. Kirchner Department of the Navy
Robert F. Long Department of the Air Force
Sherian L. Long Department of the Air Force
Jill C. Madison Defense Logistics Agency
Gordon D. McCauley Defense Logistics Agency
Gary E. McGonigal Defense Logistics RAgency
John R. Nino Department of the Army

Rose Mary Orsini Washington Headgquarters Services
James Richardson Department of the Navy
Kevin Riddle Department cof the Air Force
Theodore B. Rieve Department of the Army

R. Michael Soo Department of the Air Force
W. Bruce Sorrell Department of the Navy
Larry M. Totzke Defense Logistics Agency
Darrow Varner Department of the Army
James E. Whelan, Jr. Department of the Army
Judith M. Winn Department of the Air Fcrce
Kathleen $. Zug Marine Corps
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APPENDIX B
PHASE I CHRM CORE GROUP OBSERVATIONS

The political and corporate leaders of the Department are
committed to developing and implementing programs which focus
on sound business practices that support mission needs. CIM is
only one of several ongoing initiatives in the Department
committed tc that end.

The envircnment in which the CIM process is operating is
dynamic. As a result, flexibility and adaptability will be
key to accomplishing goals, objectives, and strategies.

Since the inception of the Defense Management Review process,
attention has been given to identifying areas for management
improvement, reviewing common support functions for possible
consolidation, and achieving improved efficiency thrcugh
innovative methods. Resulting changes could have a dramatic
‘mpact on current CHRM programs and staffs by requiring the
development of new relationships between the customers and
suppliers of support functions. In the future, it will
become even more critical to recognize emerging trends and to
integrate them intc the continuing CHRM planning process.

The CIM process methodology uses the expression, "Information
System, " tc refer to all aspects of a computer system.
However, the system needed has both a processing capability
and an information capability with core and component-unigue
portions of each.
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as ed with a sing system
ken to establish data bases and build,
change, or delete records. In CHRM record keeping, the
primary drivers are the processes defined in the Federal
Personnel Manual. Secondary drivers are other administrative
processes which may differ according to management’s needs or

the way individual components do business.

o
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The fundanmentals associated with an information system are the
data bases to be accessed, the retrieval software, communications
hardware/software, and specialized computer hardware. Primary
drivers are level of organization, physical lccation, and
intended use of the infcrmation. Those elements determine: the
type of retrieval scftware needed; the type of communications and
computer devices to be used; the level cof detail to be accessed
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at each level; and the acceptable currency of data base contents.
Each of these elements may differ according to component needs.

DoD will save money and other rescurces by having a standard
core processing system and a standard core information system.
These core systems must be adaptable to supplementation to
accommodate unique mission requirements.
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APPENDIX C

ABBREVIATIQONS
A&FO Accounting and Finance Office
ALMC Army Logistics Management Center
ADP Automated Data Processing
AMEC Army Management Engineering College
CFM Civilian Personnel Manual
CPO Civilian Personnel Office
CFR Code of Federal Regulations
CHRM Civilian Human Rescurces Managemnent
CIM Corporate Information Management
DMDC Defense Manpower Data Center
DMET Defense Management Education and Training
DMRD Defense Management Review Decision
DOD Department. of Defense
DODD Department of Defense Directive
DODI Department of Defense Instruction
DODM Department of Defense Memorandum
DODP Department of Defense Publications
DHHS Department of Health and Human Services
DOL Department of Labor
EECC Equal Employment Oppertunity Commission
EO Executive Order
FEMA Federal Emergency Management Agency
FLRA Federal Labor Relations Authority
TLSA Falr Labor Standards Act
FPM Federal Perscnnel Manual
GAO General Accounting Cffice
GSA General Services Administration
HRM Human Resources Management
IRS Internal Revenue Service
JTR Joint Travel Regulation
MSFR Merit Systems Protecticn Bocard
MWR Morale, Welfare and Recreation
NARA National Archives and Records
Administration
OSHA Cccupational Safety and Health
Administration
OMB Office of Management and Budget
OPM Office of Personnel Management
QSsD Office of the Secretary of Defense
ECS Permanent Change of Station
FBD Program Budget Decision
DM Program Decision Memorandum
RIF Reduction-In~Force
TOM Total Quality Management
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APPENDIX D
PROCESS GUIDE DTIAGRAM
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DESCRIPTION OF MATIRX DEVELOPMENT

The CIM process methodology calls for using KnowledgeWare, a
computer-aided software englneering (CASE) tool set, to

process information developed by the group. Information can
then be retrieved freom this common knowledge bkase and

displayed in a variety of ways useful for further analysis.
Detailed matrix diagrams are provided showing interrelationships
between functional activities, custemers, interfaces, products,
services, and trends. In each matrix, a check mark denctes an
associaticon between an element of the heorizontal set and an
element of the vertical set. For example, in the first matrix
{reproduced below) the customer identified as Employees 1is
arrayed on the horizontal axis (row) and &ll seven of the
functional activities are arrayed on the vertical axis {column).
The check marks show that Employees are considered tc be a
customer of each functional activity except Crganizatioconal
Compostion and Infcrmaticon Resources Management. Since the
matrices use abbreviations due tc size constraints, the long form
of each abbreviated word is provided for cross reference.
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CIM CIVILIAN HUMAN RESQURCES MAMNAGEMENT
FUTURE FUNCTIONAL ACTIVITIES

Orgnztnl Cmpstn - Organizational Composition
Plcmt - Placement

Wrk Force Reltn - Werkforce Relations
Cmpnstn - Compensation

Emply Dvlpmt - Employee Development

Emr: Reltn - Human Relations

Info Resrc Mgt - Information Rescources Management



CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE CUSTOMERS (MANAGEMENT)

fem Cmndr (Al Sved) - Commanders (All Serviced)

fcm Mgt - Management

M-3



CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE CUSTOMERS (CIVILIAN EMPLOYEES)
fce Emply - Employees
fce Frmr Emply - Former Employees

fce Retiree - Retirees



CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE CUSTOMERS (THE PUBLIC)

fcp Aplcent - Applicants

fcp Frly Of Fdrl Emply - Families Gf Federal Employees
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE INTERNAL INTERFACES

Cmpnnt HQ - Component Headgquarters

Cvlv HRM Fnctnl Staff - Civilian Human Rescurce Management (HRM)
Office Functional Staffs

i FM&P/CPP - Force Management And Personnel And Civilian Personnel
Policy (FM&P/CPP)

Ofc - Cther Civilian Human Resource Management
Offices
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE EXTERNAL INTERFACES

Acctg/Fnnc Ofc - Acccunting And Finance Cffices

ADP - Automated Data Processing (ADP)

Bdgt Ofc - Budget Cffices

Chrtbl Org - Charitakle Crganizaticns (CFC, UW, ETC)
Cong - Congress

Crt - Courts

Fh

™oy~ ™
pvept U

Dept Cf HHS - Department Of Health And Human Services (HHS)

Dfns Data Sprz Ctr - Defense Data Support Center

DMDC - Defense manpower Data Center (DMDC)

DoD Wage Fxg Authrty - Department Cf Defense (DOD} Wage Flxing
ARuthority

DOJ (INS/FBI) - Department Of Justice (BOJ) (Immigraticn And

Naturalization Service{ins) And Federal Bureau
Of Investigation (FBT))

DOL - Department Of Labor (DOL)

DOT (USCG) - Department Of Transportaticn (DCT} United States
Coast Guard (USCG)

Edctnl Instttn - Educatiocnal Institutions
EEOC - Equal Employment Opportunity Commission (EEQC)
Fclty Mgt - Facilities Management

drl Exctv Brd - Federal Executive Boards

3

]

drl Rerd €tr - Federal Records Center

i

FLRA - Federal Labor Relaticons Authority (FLRA)

FMCS/Arbtrir — Federal Mediation aAnd Conciliation Service (FMCS)
And Arbitratcors

Fmly Sprt Ctr - FTamily Suppcrt Center
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CIM CIVILIAN HUMAN RESQURCES MANAGEMENT
FUTURE EXTERNAL INTERFACES

fx Fnncl Insttn - Financial Institutiocns

fx GAC - Government Acccounting Cfiice (GAQ)

fx Govt {(Frgn/State/Lcl) - Government (Foreign, State, Local)

fx Inspctg/Iavstgtg Org - Inspecting/Investigating Organizaticns
{All Levels)

fx Insrnc/Bnft Agncy - Insurance And Benefits Agencles

fx Law Enfrcmt Agncy - Law Enforcement Agencies

fx Legal - Legal {(e.g. SJA Or Legal 0Office})

fx Lgsltv Afr - Legislative Affairs

fx Mblztn - Mgbilization

Ix Mdcl - Medical {Local And Command}

fx Mgt/Prfsnl Assn - Management And Professicnal Asscciations

fx Mil Prsn}l Ofc - Military Personnel Offices

fi Mnpwr Ofc - Manpower Offices {Military and Civilian)

fx Morale/Wlfr/Rcrtn Actvty - Morale/Welfare/Recreation Activities
fx MSFB - Merit Systems Protection Board (MSPB)

fx Natl Grd/FEMA - National Guard and Federal Emergency Management
Agency {FEMA)

fx OMB - Office Of Management And Budget (OMB)

fx Q030 - Office Of the Secretary of Defense (0SD)
fx Polc Afr - Public Affairs

fx Prcrmt - FProcurement

fx Pyrl - Payroll

fx Scrty - Security

fz Sfty - Safety
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE EXTERNAI, INTERFACES

Social Svc Agnecy - Social Service Agencies {(Social Security,
Employment Assistance, Rehag Agencies)

Spcl Intrst Grp - Special Interest Groups (Churches, Civil
Rights, Chamber Cf Ccmmerce, Military Wives
Club, Fraternal Organizations, Special
Emphasis Program, Community Groups, etc.)
Svec Schl - Service Schools (Basic Entry Training Through Senicr
Service College, e.qg. War College, ALMC, AMEC,
DMET, MIL and CIV)
Trvl/Trnsprttn Ofc - Travel And Transportation Offices
Union - Unicns
US Dept Of State - United States Department Of State
US Dept Of Vet Afr - United State Department Of Veterans Affairs
US QPM - United States Office Of Personnel Management {OPM)

vndr/Cntretr/Prvt Indstry - Vendors And Contractors And Private
Industry

White House - THE White House



CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE PRCDUCTS

Admnstrtv Spprt - Administrative Supoort
Agrmnt - Agreements

Rdgt - Budget

Crs Mat - Course Materials

File -~ Files

Form - Forms

o
—
|
-
-
o)
]
[t
-
]
D
]

Ntfctn - Notificatlion

Pblcty — Publicity

Plcy - Policy

Prgrm Evlin - Program Evaluation
Refrl - Referal

Rprt - Reports

Rgst/Prpsl - Requests And Prcpcsals
Rspns - Respcnses

Srvy - Surveys

Tstmny - Testimony
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE SERVICES

Admnstrtn — Administration

Advce/Asstnc/Cnslg - Advice And Assistance And Counseling

Career Dvlpmt - Career Develcpment
Cocrdtn - Coordination
Tnstroctn - Instruction

Mediation/Negotiation - Mediation And Negotiation

Rcrtg - Recruiting

Rprsntn - Representation



CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE FUNCTIONAL ACTIVITY/CUSTOMER RELATIONAL MATRIX

!fm Info Resrc Mgt

‘fk Hmn Reltin

|fi Empity Dvipmt

%fg Cmpnestn

fe Wrk Force Reltn

fc Ptemt

fo Orgnztnl Cmpstn

fce Emply

fce Frmr Empiy

fce Retiree

(el T <
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fem Cmndr (Afl Sved) J J NN
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fcp Aplcnt J J
fcp Fmiy Of Fdri Emply _ J j J
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CIM CIVILIAN HUMAN RESCURCES MANAGEMENT
FUTURE FUNCTIONAL ACTIVITY/INTERNAL INTERFACE RELATIONAL MATRIX

[fm Info Resrc Mgt

1fk Hmn Raltn

|fi Emply Dvipnmt

[
|fg Cmpnstin

fe Wrk Force Reitn

Efc Plamt

fo Orgnztnl Cmpstn

ti Cmpnnt HO J J J J J J
£i cviv HRM Fnetnt staff| |||V V|V
fi FM&P/CPP JIJIVIIT LY
fi Othr Cvin HRH Ofc J 1Y JIJ IS Y
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE FUNCTIONAL ACTIVITY/EXTERNAL INTERFACE RELATIONAL MATRIX

lfm Info Resrc Mgt ;
B

(?k Hmn Reltn

Ifi Emply Dvipmt [

fg Cmpnstn
fe Wrk Force Rattn
fc Plcmt
fa Orgnztnl Cmpstn
fx Acctg/Fnnc Ofc J NEY) J
fx ADP Ji
fx Bdgt Ofc JIVIVIV IS
fx Chrtbi Org J J
fx Cong \/ Vr' \/ \j \,f
fx crt V’I v’ \/ JIV VY
fx Dept 0f Edctn N J J
fx Dept Qf HHS ! ; J J
fx Dfns Data Sprt Gtr NENE J
fx DKOC JidiY J
fx DoD Wage Fxg Authrty Y
fx DOJ (INS/FBI) JIJ J
fx DOL NEINEN J
fx DOT (USCG) J
fx Edctn! Instttn J N N}
fx EEOC J J I
fx Fclty Hgt NERY,
fx Fdri Exctv Brd J J
fx Fdri Rerd Ctr J
fx FLRA Vi J
fx FMCS/Arbtrtr J J
ix Faly Sprt Ctr J 1Y J
§x Fnncl Insttn VAN J
fx GAD J J
fx Govt (Frgn/StatesLe)| /1 iV i1J |V ]|/
fx Inspctg/Invstgtg org |/ |/ |/ JIVIVIY
7 Sep 90 | fx Insrnc/Bnft Agncy J J
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE FUNCTIONAL ACTIVITY/EXTERNAL INTERFACE RELATIONAL MATRIX
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CIM CIVILIAN HUMAN RESCURCES MANAGEMENT
FUTURE FUNCTIONAL ACTIVITY/PRODUCT RELATIONAL MATRIX

lfn [nfo Rasrc Mgt

’fk Hmn Reltn

Ifi Emply Dvipmt

ffg Cmpnstn

[fe Wrk Force Reitn

Sfc Picmt

fo Orgnztnl Cmpstn

fp Admnstriv Spprt

.
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fp Agrant
fp Bdgt
fp Crs Mat

fp File

fp Forna

fp Gdin
tp Nifcin
tp Pblecty
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fp Plan

fp Pley
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fp Prgrm Evitn
fp Refrl

fp Rprt

fp Rqsi/Prpsl

{\-d\.éx

fp Rspns

fp Srvy
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
FUTURE FUNCTIONAL ACTIVITY/SERVICE RELATIONAL MATRIX

ifm Infec Resrc Mgt

ifk Hmn Reitn

[fi Emply Dvipmt

fg Cmpnstn

lfe wrk Force Reitn

Ifc Flcmt

fa Grgnztnl Cmpstn
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
CUSTOMER/PRODUCT RELATIONAL MATRIX

[fcp Fmiy 0f Fdri Empiy
fep Aplcnt
Ifcn Mgt
fem Cmndr (A1l Svca)
[ oo Retirae
[fce Frmr Emgply

fce Emply
fp Admnstrtv Spprt NEIN
fp Agrmnt ' j J J J J |
fp Bdgt J
b crs Mai T T
o File S Y
n_Forn SV
fp Gdln J JIVIY
o ntotn T
fp Pblcty JIVIVIVIVI Y
fp Plan \j N
fp Plcy J1y
fp Prgrm Evitn J J
fp Redfrl NENAN J
fp Rprt JIVIVISIV VY
fp Rqst/Prpst J J
ip Rspns VIV IV
fp Srvy j J J J J J J
fp Tstany j J
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
PRODUCT/INTERNAL INTERFACE RELATIONAL MATRIX

[fp Tstmny

|fp Srwy

pr Rsgrs

rfp fgqst/Prpsl

pr Rprt
|fp Refr |
lfp Prgrm Ewvitn
pr Plcy
lfp Plen
|fp Fblcty
|fp Htfctn
ifp 8dln
ifp Farm

lfp Fifa

pr Crs Mot

’fp Bdgt
[fp Agrmmt
I T T 41
fi Cviv HRH Fnctn! Staff] ./ JIVIVIVIY JIVIII Y
ti FHRP/CPP W I I I L I LY
fi Othr Cvin HRM Ofc J NEIN; J I NEI, JId Y
17 Sep 90
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
PRCDUCT/EXTERNAL INTERFACE RELATIONAL MATRIX

|fp Tstmny

foa 3rvy

[fp Rspns

(fp Rgst/Prpsl

lfp Rprt

fo Refrl

[fp Frgrm Ewvitn

lfp Pley
pr Filan
Lfp Poicty
(:; Ntfctn
f?; Gdln !
fp Form H !
pr File
.fp Crs Mot
lfp Bdgt
[:; Agrmnt
fp Admnstriv Spprt
fx Acctg/Fnnc Ofc \/ \/ \/ \/ \/ \/ \f \f \f J \j -\f \f
Fx ADP JI Y JIVIV I Y
fx Bdgt Ofc N NARARAN JIV VI VY
fx Chrthl Org J J J J
fx Gong J' J J J J
Fx Crt J NEIN; J J J
fx Dept 0f Edctn J NEIN J J
fx Dept Of HHS J1Y J J
f§x Dfns Detu Sprt Ctr J J J J J
fx DMDC \/ J :f_r'\j,
fx DoD Wage Fxg Authrtyl. J J Jly J NEINE NIV IV,
fx D0J (INS/FBI) J J J
fx BoOL J1J J J
fx DOT {USCG) J
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
PRODUCT/EXTERNAL INTERFACE RELATICNAIL MATRIX

(;p Pbicty

ifp Tstmny

pr Srvy

pr Rspns

lfp Ragst/Frpsl

{fp Rprt

|fp Redr:

pr Prgrm Ewitn

%fp Pley

lfp Plan

!fp Ntfctn

lfp Gdln

ifp Form

[

File

pr Crs Mat

lfp Bdgt

[fp Agrmat

fp Admnstrtv Spprt

fx Edctnl Instttn 1 J NE J NAR AN
fx EEOC \/ \/ \/ \f \/ \f \/ \./ \./ J J \/
fx Fclty Mgt J N J NENA AN

fx Fdri Exctv 8rd J J JI1J JJ
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
PRODUCT/EXTERNAL INTERFACE RELATICONAL MATRIX

ifp Tsimny

l

|f9 Rspns
(:} Rqst/Frps
lfp Rprt
r:; Frarm Evita |
lfp Proy
ifp Plan
lfp Phlcty
pr Nttctn
ifp adln
[ For
|fp File
| 1P Crs Hot &
fp Bdgt
Efp Agrmnt
fp Admnstrtv Spprt
fx Law Enfremt Agncy \] \/ \/ \Vf _lt
i Legel AN EENENEEN RN rEEY
fx Lgslty Afr J J J
fx Hblztn \/\f\/\/\/\/\/\/\/\/\f IV J 1
MNNERNNNNNTIE
fx Mgt/Prfsni Assn \/ \f \/ \f \/ \/ \/ -\/ \/'
fx Mil Prsnl Ofc J NN J J I JIJ i
fx Mnpwr Ofc (Mil/cCiv) \f \f \/ \/ \/ \/ \/ \f J
fx Morate/Wlfr/Rertn Actvty| ./ J NEINAINEINERVE AN JUJ Y
tx HSPB g JIVL WL I IV L VY Y
fx Natl Grd/FEHA J J
fx OHB J J JIJ Y
fx 03D J Ji Ji oW LY
fx Pblc Afr J J Jd
tx Precrnat : J J
fx Pyrl ‘Vf V( V/ \,/ v! V}f \.'{ \j' J \I’ \/ \f \j’ \j{
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
PRODUCT/EXTERNAL INTERFACE RELATIONAL MATRIX

!fp Tstmny

lfg Srvy

rfp Rspns

T
1fp Rgst/FPrpsl

!fp Rprt

r:p Retri
r;p Prgrm Ewvltn

|f9 Plcy

ifp Pian

]fp Pblcty

ifp Ntfectn

1fp Bdin

pr Form

{fp File

I
- fp Crs Mot

f}p Bdgt
fp Agrmnt

fp Admnstrtv Spprt
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
CUSTOMER/SERVICE RELATIONAL MATRIX

| fep Frily 0¢ Fart Zmpiy

lfcp Aplecnt

(fcm Mgt

lfcm Cmadr (Al Sved}

[fce Retiree
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT
SERVICE/INTERNAL INTERFACE RELATIONAL MATRIX

éfs Rorsntn

‘fs Rertg

|fs Mgt

Ifs Mediat:on/Kegetiation

Ifs Instrctn

fs Coordtn

|fs Career Dvipmt

lfs Advc/Asstnc/Castig

fs Admnstrin
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT

SERVICE/EXTERNAL INTERFACE RELATIONAL MATRIX

—

ifs Rprsntn

[

lfs Rertg

(fs Mgt

Ifs Medict-on/Negotiation

fs Instrcotn

‘fs Coordtn

Ifs Cocreer Dvipmt i

I

1fs Advc/Asstnc/Cnslg

fs Admnstritn

fx Acctg/Fnnc Ofc J J

fx ADP N

fx Bdgt Ofc J1Y \Jfévf

fx Chrtbl Grg gy NEIN|
fx Cong J J J
Fx Crt J J J
fx Dept Of Edctn J NAAR
fx Dept 0f HHS J J N
fx Dfns Data Sprt Ctr J J JIJ
£x DHOC J
fx DoD Uoage Fxg Authrty J J J J EJ
fx DOJ (INS/FBI) J J NAN.
fx DOL J J J J
fx DOT (USCG)

fx Edctnl Instttn JIVIVI Y J
fx EEOC . J J J
fx Feclty Hgt J J

fx Fdri Exciv 8rd J JI1J1d J
fx Fdri Rerd Ctr J J J

fx FLRA J J J J
fx FMCS/Arbtrtr J J J
fx Fmly Sprt Ctr J j \/ \j
fx Fnnci Insttn J J J
fx GAO J J
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CIM CIVILIAN HUMAN RESOURCES MANAGEMENT

SERVICE/EXTERNAL INTERFACE RELATIONAL MATRIX

[fs Rprsntn

Efs Rertg

|fs Mgt

ifs Mediation/Negotiction

[
Ifs Instrctn

! ¥s Zecordtn

Ifs Caresr Owvipmt

[fs Advc/asstnc/Cnslg

fz Admnstritn
fx Law Enfrcmt Agncy J J ;
fx Legal J J J J J J
fx Lgsttvy Afr J J
X Mblztn J J J J J J
fx Mdcl J J J J
fx Mgt/Prfsnl Assn J J1Y NAN|
fx Mii Prsnl 0fc J 1 J1 Y NEIN
fx Knpwr 0fc {(Mil/Civ) J J JIV Y
fx Horaie/WifriRertn Actvty {./ NANEINEINE N
fx HSPB J J J J
fx Nati Grd/FEHA J
fx OKB J
fx 0SD J J J
fx Pbic Afr N N J
fx Prcrmt J J J
fx Pyri NANARAN J J
fx Serty - J JI Y J I
Fx Sty J J J J 1
fx Social Svc Agncy NERVERVEIN J J
fx Spe! Intrst Grp NEENEIN 1 Ji
fx Svc Schl J J J J J
fx Trvl/Trosprttn Bfc J NEIN 1
fx Union J JIUJY J
fx US Dept Of State J J
fx US Dept Of Vet Afr J J1
fx US OPH J JIJ Y J
fx Vndr/Cntrectr/Prvt Indstry J J
fx White House J J J
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CIM CIVILIAN HUMAN RESQURCES MANAGEMENT
IMPACT/TREND RELATIONAL MATRIX

{2 Wrk Plc Olty Of Life/Hltn iss

i Strct/Mthdlgy Of Dsgn/Dvliomt

[: Incrsd Tension/Chngg Need

|i Imprv Qlty/Prodctviy/®Pling

: Flxbl Respns Mchnsm

b \e
El Dentizd/Digtd/Fixbi Authrity

li Cnsldt/Stndrz Foar Redcd Forca

Dvrsfcn O0f Wrk Force J

Focus/Hssn Shft To Thrd Wrid J

Frul/Infral Refrm O0f Cvl Srvc) Nt

Imprvd Reitn Btwn Suprpwr J

Incrs Awrns/Cnern For Envramt ; J

Redctn In Rsrc Avibl J?

Tchnigy Will Cont To Aclrt J
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CIM CIVILIAN HUMAN RESQURCES MANAGEMENT
TREND/VISION ELEMENT RELATIONAL MATRIX
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