ANALYSIS OF IMPACT ON CAREER PROGRAM 26

Federal Activities Inventory Reform Act of 1998 (FAIR Act)

The Federal Activities Inventory Reform Act of 1998 (FAIR Act) requires each Federal agency to:

· Make available to the public annually a list of activities that it judges not to be inherently governmental (i.e., commercial).  

· Identify a responsible official for responding to requests for additional information on an activity on the list.

· Provide for an internal agency process in which interested parties can challenge an agency’s judgements and then appeal challenge decisions to an Assistant Secretary, or higher authority, within the agency.

The Assistant Secretary of the Army (Manpower and Reserve Affairs) (ASA{M&RA}) has overall responsibility for implementing the Army’s FAIR Act implementation.  
One of the decisions made early in the implementation of the FAIR Act was to use a copy of The Army Authorization Documents System (TAADS) as the medium for documenting the DoD Manpower Mix Criteria.  The manpower mix determinations result from applying the reason code rules established by The Office of the Secretary of Defense in determining the essentiality of positions.  A copy of TAADS was extracted from the TAADS database and placed on an M&RA server.  The standard work center code (SWCC) data field was modified in order to provide a field for sub-core processes and the military essentiality code (MEC) data field was modified to allow documentation of the manpower mix criteria code.  

Initially, coding rules were developed by HQDA and applied to the database.  The results were analyzed and the coding rules were refined through an iterative process.  This process supported a consistent application of the rules across the entire force. 

Upon completion of the initial HQDA coding, the database was placed on the OASA(M&RA) homepage and major commands, independent reporting agencies, and functional proponents were allowed to review the data and challenge any of the determinations.  Based on a follow-on iterative process, organizations submitted rationale for questioning the rules and provided recommended changes.  Changes considered appropriate were accepted; the rules were changed; and the database was updated.  This process continues until the yearly report is submitted to OSD.


The latest version of this data is contained in the FY00 Inherently Governmental and Commercial Activities Database. As previously noted, the majority of Career Program 26 positions are in occupational series 0343 (Management/Program Analyst) with a lesser number in occupational series 0301 (Miscellaneous Administration and Program).  The information contained in the database was reviewed in order to identify civilian positions in these two occupational series performing manpower and force management functions.  It immediately became clear that there was no single data element in the database that permitted the easy identification of all positions performing manpower and force management functions.  Because of this, several methodologies were utilized in the attempt to identify all manpower and force management positions.  


The TAADS database captures career program information using a unique two-letter identifier in the remarks column.  Not all career programs have elected to establish this identifier and those that have established one do not universally implement it.  The latter is the case in CP26.  The two-letter identifier for CP26 is CN.  A query of the database resulted in the identification of 804 U.S. direct hire authorizations and four foreign national authorizations.  Detailed information by occupational series and grade for the US direct hire civilian authorizations is provided at Table 1.

Based on information contained in the ACPERS database, we knew that the TAADS methodology did not identify the total manpower and force management workforce.  Thus, a second methodology was developed.  We downloaded a copy of all occupational series 0301 and 0343 records from the FY00 Inherently Governmental and Commercial Activities Database into a new database.   Over 12,000  records were  included in this new  database.   We then
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attempted a paragraph and line comparison, at unit identification code level of detail, of the records in this data base with records coded as CP26 in the Headquarters ACPERS database.  This was not successful due to the many differences in the records at the paragraph and line level of detail.  We believe that ACPERS is not updated each time changes are made to the TAADS database.  


Our final methodology was to review each of the 12,000 records, less those that had already been identified by code CN, based on position title and paragraph title.  Positions that had manpower and force management terms in their titles were assumed to be performing manpower and force management functions.  This resulted in the identification of an additional 550 U.S. Direct hire authorizations and 11 foreign national authorizations. Detailed information by occupational series and grade for the US direct hire civilian authorizations are provided at Table 2.  For the purpose of further analysis the two groups (those determined by the CN coding and those determined by position title) were combined into one database less the foreign national authorizations.  This resulted in the identification of 1,354 authorizations and will became the basis for further analysis on the impact of the use of contractors in support of the manpower and force management workforce.  
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A comparison of the results obtained from the identification of manpower and force management authorizations in the FY00 Inherently Governmental and Commercial Activities Database and identification of manpower and force management positions recorded in the Army Civilian Personnel System (ACPERS) (Nov 99 data) is at Table 3.  The data was extracted from ACPERS using Career Program 26 and Career Field 26 as the search criteria.
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As the above table indicates, there was not a good match between the number of authorizations identified in the FY00 Inherently Governmental and Commercial Activities Database and the positions identified in ACPERS.  While we believe that the data in ACPERS is the most accurate, the analysis on the impact of coding resulting from the implementation of the FAIR Act will have to be accomplished based on the results obtained from the FY00 Inherently Governmental and Commercial Activities Database.  


Table 4 displays the total number of manpower and force management authorizations that were identified in the FY00 Inherently Governmental and Commercial Activities Database utilizing the methodology previously discussed.  
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LEGEND:


Code G
Civilian authority and direction


Code H
Civilian expertise and control


Code I
Civilian national security and operational risk


Code J
Executive order, treaty, or international agreement


Code K
Legislatively mandated floor


Code R
Subject to review

Table 18

In the aggregate, the data reflects that approximately 42% of the manpower positions identified are subject to review.  A review by grade reveals that the number of positions at grade 12 and below significantly impacts the percent of authorizations subject to study.  Approximately 80 percent of the positions below grade 11 are subject to study, as are approximately 57 percent and 55 percent of grades 11 and 12 respectively.  This is compared to one percent of grade 13 and two percent of grade 14 positions subject to review.  No grade 15 positions are subject to review.


The percent of positions that were specifically identified in the FY00 Inherently Governmental and Commercial Activities Database as CP26 (Code CN) were also reviewed in regards to the number subject to review.  Table 5 projects the results.  
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Approximately 30 percent of the identified CP26 positions are coded as subject to review.  This is a smaller number than the 42 percent found when the total population was reviewed.  However, the mix is somewhat changed.  A higher percentage of grade 12 and below positions are subject to review while all but one grade 13 and higher positions are exempted from review.  The percentages are shown in Table 6.

Comparison – Entire vs CP26 Population

GRADE
ENTIRE POPULATION

Percent Subject to Review
CP26 POPULATION

Percent Subject to Review

All grades
42%
30%

Grade 10 and below
80%
92%

Grade 11
57%
57%

Grade 12
55%
61%

Grade 13
1%
<.01%

Grade 14
2%
0%

Grade 15
0%
0%

Table 6


In the aggregate, the data reveals that sufficient manpower and force management positions have been coded in categories not subject to review so that a viable career pattern is maintained for the career program.  Sufficient authorizations exist to continue the intake of careerists at the intern level and to provide opportunities for their development into future key leadership positions within CP26.


From a manpower and force management perspective, there are several things that we can learn from this review.  First, we as manpower professionals need to do a better job in coding career program positions in TAADS.  All career programs experienced difficulties in identifying their career program population.  In our case, ACPERS data indicates that there are approximately 1, 730 CP26 positions.  Less than 50 percent are documented in TAADS.  A second lesson is that we need to have a better interface between TAADS and ACPERS.  This would improve the linkage of positions at the paragraph and line level of detail and would solve the problem of career program identification discussed above.  Advances in information technology will, we believe, help solve this problem in the future.  
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