Lesson 16:  Case Study

Overview



__________________________________________________________

Introduction
This map lists the topics and learning objectives included in this lesson.



___________________________________________________________

Objectives

Given a case study and references, participants will identify correctly important information on an organization chart such as pay system, title, series, grade, identical additional positions, and supervisory ratios.

___________________________________________________________

In this Lesson
This lesson includes the topics listed below.
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____________________________________________________________

Case Study:  Desert Army Depot



_________________________________________________________________

Directions
Locate the organizational chart and case study included in this lesson.

· Read the program status and look at the existing organization chart

· Some “assumptions” can be made along the way.

· You are required to answer the questions at the end of the case study.

________________________________________________________________




Program Status



_________________________________________________________________


The office processed about 2,000 actions last year.  All of the serviced personnel are located at the depot.  There are a few tenant activities such as the Health Clinic, Computer Center, NAF Instrumentality, and a Commissary serviced by DECA.  A total of 100 different occupations or titles are represented in the 1200 civilian positions established at the depot.  Approximately 200 civilian and military positions are supervisors or managers.  During the last 12 months, the office has not conducted any personnel studies except application of new classification standards and implementation of the General Schedule Leader Grade Evaluation Guide.


The PM&C Division has averaged 200-250 interviews per year during the last three years and is currently focused on applying several recently issued classification standards.  A great deal of turmoil occurred with the implementation of the new GS leader guide.  The application of new standards is accomplished solely by classifiers with little involvement of line managers.  The Division is backlogged and averages about 14 days to process a personnel action request.  While about 15 managers have delegated classification authority, PM&C still prepares final job descriptions for all new positions (retyping and editing the drafts submitted by line managers).  Advisory opinions are issued as required.


The MER Division is not currently engaged in actual contract negotiations., but is preparing to renegotiate two existing contracts.  There are several grievances at various stages, mostly related to working conditions brought on through recent consolidations and downsizing.  Additionally, all performance appraisals are reviewed by an MER specialist for adequacy and compliance with TAPES requirements.  Further, the Incentive Awards Coordinator reviews all performance plans and appraisals that accompany incentive award nominations (processing time about 3-4 weeks in MER).


The R&P Division is the only function with a team structure.  There are three teams and each is assigned a specialist, assistant, and clerk.  However, the Division is still backlogged and uses lots of overtime.  One reason might be the hesitancy of the Division Chief to use subject matter experts in rating and ranking merit promotion applications.  Specialists and assistant accomplish virtually all of the rating and ranking.   Further, crediting plans are extracted from previous files and have not been revised in several years.


The Technical Services and Automation Division has been focusing recently on DCPDS data accuracy.  Payroll interface will be accomplished on 1 October.   As a result, virtually all OPFs have been reviewed and checked against DCPDS data.  Due to a command-wide freeze on external recruitment, and another impending Reduction in Force, there are few new employees to process-in.  This leaves the staff free to provide VSIP, VERA, and optional retirement counseling and to correct DCPDS data.   The Personnel Systems Manager is very busy writing DESIREs for all of the functions.


The Training and Development Division reviews all DD 1556s for government and non-government training.  Because of recent funding reductions, virtually all training must be centrally-funded or provided within the resources of the Desert Army Depot staff.   The Division arranges such local courses as LEAD, office automation and software courses, Prevention of Sexual Harassment, AIDS, and CPR/First Aid.


Division Chiefs have complained to the CPO about several issues.  First, the CPO still requires weekly status reports on all actions and activities.  He has pulled several of the specialists and assigned special projects.  All functions are required to log SF-52s in and out so that responsibility for processing delays can be fixed.  The Local Area Network (LAN) recently installed has caused delays in getting work done because the entire staff has had to use different software and processing procedures, and there has been little time devoted to training.   Stress is at an all-time high, and morale is low.  The Commander is new to a civilian environment and doesn’t like the delays he perceives in taking necessary actions.  He has chewed out more than one of the Division Chiefs for poor customer service.

Case Study Tips



________________________________________________________________

Introduction
This map provides information to assist in completing the case study.



___________________________________________________________

Career Ladders
Career ladders are sequences of positions that employees can utilize to progress from an entry level to a career goal.  There are at least three types of career ladders:

· Formal training programs, such as when a GS-05 trainee is hired with promotion potential to GS-07, GS-09, and GS-11 levels.

· Targeted positions, such as when a GS-07 assistant position is filled at a lower grade level with known promotion potential.

· Other positions to which employees can be selected through merit promotion.  For example, a journey-level specialist, GS-11 may compete for a GS-12 team leader or supervisory position if one exists in the organization. A GS-12 can compete for promotion to GS-13 positions that exist Army-wide.

___________________________________________________________



Supervisory Ratios
A supervisory ratio is calculated by dividing the total number of non-supervisory positions in an organization by the total number of supervisory positions.  Ratios can be calculated for each organizational level.

___________________________________________________________



Reinvention Goals
President Clinton has exhorted federal managers to increase supervisory ratios to about 1:15.  This involves abolishing unnecessary organizational layers and supervisory positions.

___________________________________________________________



Identical Additional
When more than one employee is assigned to a position description, each employee occupies an “identical additional position”.  We identify each employee’s position in DCPDS by the shred number that follows the PD number.

___________________________________________________________



Case Study Questions



________________________________________________________________

1.  How many Identical Additional (IA) positions are shown on the attached organization chart?  Which ones are they?

2.  What is the span-of-control for each division?  For the total CPO?

3.  You have been assigned as a part of a team tasked with doing a complete survey of all the positions in the office (in preparation for stand-up of the Western Region).  What resource documents, guides, background information, and references would you assemble to assist the team?

4.  Identify the career ladder positions available under the current structure.

5.  Considering the impending reduction in positions, what improvements would you recommend to the mix of clerical, assistant, specialist, and supervisory positions?



____________________________________________________________

Organization Chart



____________________________________________________________

Office of the Civilian Personnel Officer

                                  (1) Personnel Officer 
GS-201-14
JN 20113



           (1) Secretary (OA)
GS-318-06
JN 12121

                                     (2) Sub-total

PM&C Division



(1) Supervisory Position Classification Specialist
      GS-221-12
        JN 22112

(3) Position Classification Specialist
      GS-221-11
        JN 22113

(1) Classification Assistant
      GS-203-07
        JN 22114

(1) Classification Clerk (OA)
      GS-203-05
        JN 22115

(6) Sub-total



R&P Division



(1) Supervisory Personnel Staffing Specialist
      GS-212-12
        JN 21212

(3) Personnel Staffing Specialist
      GS-212-11
        JN 21213

(3) Personnel Staffing Assistant
      GS-203-07
        JN 21214

(3) Staffing Clerk (OA)
      GS-203-05
        JN 21215

(1) Secretary (OA)
      GS-318-04
        JN 21216

(11) Sub-total



MER Division



(1) Supervisory Labor Relations Specialist
      GS-233-12
       JN 23312

(1) Labor Relations Specialist
      GS-233-11
       JN 23311

(1) Employee Relations Specialist
      GS-230-11
       JN 23310

(1) Incentive Awards Coordinator
      GS-303-07
       JN 23309

(1) Employee Relations Assistant (OA)
      GS-203-05
       JN 23308

(5) Sub-total



Technical Services & Automation Division



(1) Supervisory Personnel Management Specialist
       GS-201-12
       JN 20112

(1) Personnel Management Specialist
       GS-201-11
       JN 20111

(1) Lead Personnel Actions Clerk
       GS-203-06
       JN 20110

(2) Personnel Actions Clerk (OA)
       GS-203-05
       JN 20109

(1) Photo & ID Clerk
       GS-303-05
       JN 20108

(1) Motor Vehicle Operator
       WG-5703-05
       JN 20107

(7) Sub-total



Training & Development Division
       


(1) Supervisory Employee Development Specialist
       GS-235-12
       JN 23512

(1) Employee Development Specialist
       GS-235-11
       JN 23511

(1) Employee Development Specialist
       GS-235-09
       JN 23510

(1) Personnel Clerk (OA)
       GS-203-04
       JN 23509

(4) Sub-total
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