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THE ASSISTANT SECRETARY OF THE ARMY (ASA) MANPOWER AND RESERVE
AFFAIRS (M&RA) - ORGANIZATIONAL CAPACITY PLANNING (OCP)

SUMMARY

THE PROJECT PURPOSE was to conduct an independent assessment of the current state of
manpower strength of the Assistant Secretary of the Army (Manpower & Reserve Affairs) (ASA
(M&RA)) and DCS, G-1 workforce.

THE PROJECT SPONSOR was Hon. Debra S. Wada, Assistant Secretary of the Army
(Manpower & Reserve Affairs).

THE PROJECT OBJECTIVES were to:

(1) Develop a manning risk profile for each function performed within each sub-
organization of ASA (M&RA) and DCS, G-1.

(2) Determine the current manning level of each sub-organization within ASA (M&RA) and
DCS, G-1.

(3) Determine the priority of each function performed by ASA (M&RA) and DCS, G-1.

(4) ldentify opportunities for reassignment of resources (full-time equivalents (FTES)) in
order to optimize the performance across both organizations.

THE SCOPE OF THE PROJECT included all subordinate organizations to ASA (M&RA)
and DCS, G-1 except for three large field operating agencies with specialized functions that are
in locations spread across the country; namely the Civilian Human Resources Agency, the
Human Resources Command, and the Army Research Institute.

THE MAIN ASSUMPTION is that all FTEs are equal in terms of ability to perform a given set
of tasks (i.e., no distinction for grade, rank, or skill).

THE PRINCIPAL FINDINGS are:

(1) Given the current manning level of ASA (M&RA) and DCS, G-1, it is not possible to
reach the aggregate moderate risk level for all sub-organizations and functions without
divesting some workload or increasing manpower.

(2) Moving FTEs within sub-organizations to higher priority functions can increase utility.

(3) Quantitative data suggests that minor shifts in manpower between ASA (M&RA) and
DCS, G-1 can greatly increase utility.
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THE PROJECT EFFORT was conducted by Elena Krupa, along with other members of the
Resource Analysis Division.

COMMENTS AND QUESTIONS may be sent to the Director, Center for Army Analysis,
ATTN: CSCA-RA, 6001 Goethals Road, Suite 102, Fort Belvoir, VA 22060-5230.
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1 INTRODUCTION
1.1 Background

There have been numerous Headquarters, Department of the Army (HQDA) review studies
directing cuts, the most recent being the Comprehensive Review. A September 2015 Army
Management Action Group (AMAG) tasker directed an independent assessment of ASA
(M&RA) and DCS, G-1, an excerpt of which is displayed in Figure 1. There is a potential
overlap of functions between ASA (M&RA) and DCS, G-1 that is resulting in redundant work.

b. Overlaps and Redundancies

(1) Assistant Secretary of the Army for Manpower and Reserve Affairs (ASA
(M&RA)) and DCS, G-1 identifies and integrates similar functions or directs sole
responsibility in one organization of overlapping functions. Directed action: ASA (M&RA)
and DCS, G-1 determines where to consolidate existing overlapping or similar functions into
either ASA (M&RA) or DCS, G-1 and examine redundant missions and functions to free
manpower for future missions or other projects (i.e., Integrated Personnel Pay System—
Army). Provide analysis and recommendations through the AMAG to SA/CSA for decision
within 80 days.

Figure 1. Extract from AMAG Memorandum

There is a need in HQDA for a quantitatively robust method for determining resource
requirements and to avoid the “salami slice” method for taking cuts in the future. “Robust”
meaning that the method should apply during times of decreasing, increasing, or unchanging
manpower levels.

1.2 Problem Statement

ASA (M&RA) and DCS, G-1 do not have the means to quantifying the degree to which resource
gains or losses impact the functions they perform. They are also unable to compare how
alternative manpower levels and their distributions across workforce functions affect
organization value. An inability to describe how a function responds to changes in full-time
equivalents (FTESs) limits insights of manpower assessments.

The fundamental problem is that true requirements are unknown! Managers report a minimum,
maximum, and most likely value for a triangular distribution to express uncertainty in subject
matter expert approximations.

1.3 Sponsor, Purpose, Objectives

The Honorable Debra S. Wada, the Assistant Secretary of the Army (Manpower and Reserve
Affairs), was the sponsor of this study.

The purpose of the study was, in response to the AMAG tasker, to conduct an independent
assessment of the current state of manpower strength of the ASA (M&RA) and DCS, G-1
workforce.

ASA (M&RA)-OCP INTRODUCTION o 1
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The objectives for the study were:

e Develop a manning risk profile for each function performed within each sub-organization
of ASA (M&RA) and DCS, G-1.

e Determine the current manning level of each sub-organization within ASA (M&RA) and
DCS, G-1.

e Determine the priority of each function performed by ASA (M&RA) and DCS, G-1.

e |dentify opportunities for reassignment of resources (FTES) in order to optimize the
performance across both organizations.

Overarching Objective: Provide a model for future organizational assessments. Establish a
capability to conduct future organizational assessments more efficiently/effectively.

1.4 Literature Review/References

Gen. Odierno and Secretary McHugh distributed a memo, “re: 2013 Focus Area”, directing the
25% cuts for HQDA. This memo was the impetus for this study.

An AMAG tasker, “SUBJECT: Headquarters, Department of the Army Comprehensive Review
Recommended Areas for Further Analysis”, called for an independent assessment of the DCS,
G-1 and ASA (M&RA) workforce and therefore lead to CAA receiving direction to conduct this
study.

U.S. Army Manpower Analysis Agency (USAMAA) was initially tasked with creating a
methodology for this study (“Organizational Design & Manpower Effectiveness Review of ASA
(M&RA)™). Later, CAA was approached to perform this study. This allowed for the study to be
performed by an independent agency, as USAMAA resides under ASA (M&RA) and is included
in the study. We also reviewed USAMAA'’s essential manpower study methodology document,
“Army Availability Factors (AAF) Updated Study Results & Recommendations”.

James Surowiecki’s “The Wisdom of Crowds” is the source for the “crowd sourced” priority
assignment methodology.

1.5 Key Definitions

Full-time Equivalent (FTE) — A year’s worth of work. Equivalent to the standard 1,740 hours
that USAMAA uses in their manpower analyses.

Functions — The activities composed of tasks performed by each sub-organization.

Priority — An assessment of how a given function contributes to the ASA (M&RA) and DCS, G-
1 roles, responsibilities, and missions. We used a crowd-sourcing method to determine the
priorities of each function. For assessing relative priorities among functions, we used a rank
percentile.

Manning Risk Profile — Management defined FTE levels for each function corresponding to low,
moderate, or high risk.

Coverage — The probability that a function’s true requirement is less than or equal to the current
manning level. We use the cumulative distribution function of a triangular distribution to
determine this.

2 ¢ INTRODUCTION ASA (M&RA)-OCP
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Utility — The quantification of value produced based on the coverage and priority of a function.
This value is derived by multiplying the calculated coverage by the priority rank percentile.

1.6 Scope
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Figure 2. Scope.

In general, most of ASA (M&RA) and DCS G-1 were included in the study, which is shown in
Figure 2 above. Human Resources Command (HRC), Civilian Human Resources Agency
(CHRA), Army Research Institute were scoped out of the Comprehensive Review and scoped
out of this study for several reasons: 1) they are large organizations spread across the country; 2)
CHRA and HRC personnel dwarf the HQDA personnel counts with over 5,000 personnel; 3)
they have a very unique mission; and 4) they were being examined in other ongoing studies.

We did not consider contractors in this study. Complete and accurate data with respect to
contractors are hard to find and their employment can fluctuate over time.

1.7 Assumptions

e The major assumption in this methodology is that all FTEs are equivalent. In the future,
we would like to add greater resolution to this type of analysis by including consideration
regarding similar FTEs.

ASA (M&RA)-OCP INTRODUCTION e 3
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e There is “wisdom of crowds” and all assumptions necessary to employ the Theory of
Collective Accuracy are met.

e Survey respondents account for all FTEs in ASA (M&RA) and DCS, G-1.

e Management-derived list of functions represent all functions needed to be performed by
the organizations.

e Manning risk profiles for each function within a sub-organization are accurate and can be
cumulated to formulate manning risk profiles for functions, sub-organizations, and
organizations.

e The sigmoidal relationship between manpower and coverage is representative of the
actual relationship. This assumption was imposed by the study sponsor.

Note that there is no assumption for symmetry — triangular distributions can be but do not have
to be symmetric.

1.8 Limitations

e Army institutional databases no longer maintain contractor data. Time was not allocated
to investigating the potential extent of contractors supporting the ASA (M&RA) and
DCS, G-1 workforce. There was insufficient time to fully examine bias or attempts by
individuals to try to “game the system” with their responses regarding manning risk
profiles or function priority.

o Self-reported data may reflect biases. For instance, a group of individuals could report all
functions.

1.9 Essential Elements of Analysis (EEAs) and Measures of Effectiveness
(MOEs)

* EEA 1: What is the manning risk profile associated with each function performed by the
sub-organizations within ASA (M&RA) and DCS, G-1?

 MOE 1.1: FTEs required to perform a given function at low, moderate, or high
risk.

» EEA 2: What is the current state of risk?
* MOE 2.1: Current FTEs assigned to given sub-division.
* MOE 2.2: Calculated “coverage” for each sub-organization’s responsibility.

» EEA 3: How is the work of the personnel within ASA (M&RA) and DCS, G-1
distributed among the functions?

* MOE 3.1: Calculated “coverage” for each function over all.
* MOE 3.2: Distribution of risk and coverage for each sub-organization, function.
* MOE 3.3: Distribution of risk and coverage for each function over all.
» EEA 4: What is the priority of each function?
* MOE 4.1: Crowd sourced survey results on a 0-5 scale for each function.

4 ¢ INTRODUCTION ASA (M&RA)-OCP
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* MOE 4.2: Leadership priority determinations.
* MOE 4.3: Combined, weighted priority.
* EEA5: Where can FTEs be rearranged in order to maximize value?

* MOE 5.1: Calculated utility of a function given the priority and calculated
coverage.

* MOE 5.2: Total utility of a given organizational design.

ASA (M&RA)-OCP INTRODUCTION e 5
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2 METHODOLOGY

Management Input Manning Risk Assessment
e Function Priority
o I = = = tom Determination for
-: - 5" o ! ‘ Each Function
: = Ms. Wada's
B 3 Priorities § b 4
3
i Function
Coverage
—_—
Note: Sponsor provided data —
Utility

Personnel Input
COA Analysis

Figure 3. Methodology.

The study methodology is depicted in Figure 3. The sponsor provided management input data.
Management input includes the manning risk profile data and the senior leader’s designated
priorities. ldeally, we would have a greater number of senior leaders’ input to compare to the
personnel survey results. Personnel input came from data collected using the CAA-created
Access database shown in the screenshots in Figure 5 below. Data from both sources were
combined to create manning risk profiles to include a current manning level. Additionally,
utilities were computed using these data and then utilized in course of action (COA)
development to compare “strengths” among COAs. COA Analysis was not conducted in order to
provide recommendations for personnel changes, rather to demonstrate options for analysis in
the future with this type of data.

The following chapters are breakouts for each component of the methodology. COA Analysis is
addressed in the Results section of this documentation.

ASA (M&RA)-OCP METHODOLOGY e 7
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2.1 Management Input

Staff Principal ASA[MERA)
Division/Directorate Personnel Division
) o FTE Req't
F""d"}"“:d""’ Associated Tasks High | Mod | Low
Risk Risk Risk
1 |Co-ChainCo-Exec MM PEG | Provide MM PEG guidance. 0.50 1.00 2.00°
Conduct MM PEG MDEP reviews.
Submit MM PEG worksets.
Attend PPBE meetings
Insert key tasks associated with this function.
2 |MDEP Manager Serve as MDEP Manager for 14 x MM PEG MDEPs 2.00 3.50 7.00°
Conduct program analysis.
Inser key tasks associated with this function.
3 |Recruiting and Retention Provide Army-wide recruiting and retention palicy. 1.00 1.50 200
Policy Oversee recruiting and retention for the AC and RC.
Conduct annual Recruiting Conference.
Develop/publish Army Accessions Strategy
Insert key tasks associated with this function.
4 |Directive Type Analyze transgender policies. 200 3.00 4.00°
Memarandums Establish award paolicy for Fort Hood shooting incident.
Establish policies/procedures for chemical contamination
Insert key tasks assaociated with this function.
Total Estimated Req'ts 5.50 9.00 15.00
Note: Sponsor provided data

Figure 4. Management Data.

The sponsor created the data set shown in Figure 4 and tasked the managers of each of the sub-
organizations within DCS, G-1 and ASA (M&RA)to identifying the quantity of FTEs required to
perform a given function at the low, moderate, and high risk levels. For the purpose of this study,
risk is “based on an assessment of the level of resources necessary to complete the workload and
achieve the outcomes/objectives associated with the function/activity. Not a function of priority,
capability, productivity, or grade.” Mr. Jeffrey Angers (ASA (M&RA) — S10) vetted the
management inputs to attempt to achieve the most accurate manning risk profile.

Mr. Angers defined the levels of risk as follows:

High Risk: Level of resources that is sufficient to only complete the minimal workload
requirements and achieve the minimal outputs/objectives associated with the function/activity.

e Achievement of strategic objectives/outcomes requires extraordinary measures.

e Requires significant additional manpower and/or time to complete the workload requirements
and achieve most of the objectives/outcomes.

8 ¢« METHODOLOGY ASA (M&RA)-OCP
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e Unable to manage unanticipated requirements without significant adjustments (e.g., stopping
activity on other priorities, significantly extending timelines, steep learning curve results in
inefficient work and/or lower quality output).

Moderate Risk: Level of resources that is sufficient to complete most of the workload
requirements and achieve most of the outputs/objectives associated with the function/activity.

e Achievement of strategic objectives/outcomes is likely.

e Requires additional manpower and/or additional time to complete all workload requirements
and achieve all the objectives/outcomes.

e Unable to manage unanticipated requirements without some adjustments (e.g., reallocation of
some resources from other priorities, extending timelines).

Low Risk: Level of resources that is sufficient to complete the workload requirements and
achieve all of the outputs/objectives associated with the function activity.

e Achievement of strategic objectives/outcomes is certain.

e Can complete workload and achieve all outputs/objectives with available manpower within
available time.

e Able to manage unanticipated requirements with minimal impact.

ASA (M&RA)-OCP METHODOLOGY e 9
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2.2 Personnel Input

Current Survey Loaded:l 99

(1): Select Category:

Internal Operations

Associated Task (s):

Organizational Capacity Planning

Database Management System
Version 2.0, July14, 20156

Personnel Input

List Count: | 3

(2): Select Functions: FTE

Human Capital Strategy / Human Dimension 0.15

Human Resources Information Technology | 0.10

Planning, Programming, Budgeting, and Execution (PPE  Human Resources Organizational Structure / 0.35

List Count: | 3

User ID: AngersIP

Parent Organization: ASA (MERA)

Sub Organization: 510
FTE Base Hours: 1,740.00

Current Value for Selected Function
Human Capital Strategy / Human Dimension
Hours:

261.00 FTE:| 0.15

Human Dimension Strategy
Human Dimension EXORD

Human Dimension Steering Committee (HDSC) / Council of Colonels (CoC)
Human Dimension Proof of Principle (PoP)
Human DimensionfHuman Capital Research, Analysis, Studies, Science, and Technology (RASST)
Human Capital "Big Data" / Army STARRS
Human Capital Strategy (Civilian)

Summary

Total Hours: | ‘Percent (%):H Total FTE:

1,740.0 100.00% 1.00

(3): EnterFrEHere=> (4): Update

Note: FTE must be between 0and 1.

Return
Home

Personnel Input | Priority | Personnel List |

Organization
Input

New Function /
Category

File Maintenance | Reports

Export Survey -
Data | Help | Exit |

We used management data to develop an Access database for personnel to input data related to

Figure 5. Database: Personnel Data.

what kind of work they do. More specifically, a user selects a category of work, the specific
function that applies to them, and then they designate how much of their time (portion of an

FTE) they spend doing that type of work. When the user selects a function, a list of tasks appears
in the “Associated Task(s)” box to help them better understand what type of work falls under a

given function. The user continues to input data until they reach a total of 1.00 FTE. At this

point, the database will not allow the user to input additional data without taking time away from

somewhere else.

10 ¢ METHODOLOGY
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Organizational Capacity Planning
Database Management System

Version 2.0, ddy 14, 215 : B3]

Priority Input (S10)

Function (Click function name to view task) Highest priofity - 5

Priority 5 - Viery filgh Priority: Functions that aremast |~ | ",
oritical/essentidl to the ASa(MERA s andfor DES G2 | Tt

roles, nespons;ﬁlllun. andmissions. | e
{Le., fully rescl

risk).

Priority 4 - High
contribute ta i

[Le., significan
risk),

Priority 3 - Met
1o the ASA[ME
responsibilitie
= | resource; will

UstCount: | 55 | Priofitized: 0 | REMBINIng: 55 || & showall © Briontized T Unprioeitized Priofity 2+ Low

contribute to 1)
responstbilie, -
resource; willing to assume high riskj.

Task List
Accessions Standards fj
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Figure 6. Database: Priority Data.

Figure 6 shows the screen that a user would see when they click on the “Priority” button along
the bottom of the screen. The database interface allows users to click on buttons to receive
guidance regarding how they are to assess the list of functions. “Prioritization Guidance” then
references the DCS, G-1 and ASA (M&RA) Mission Statements and the Priority Definitions
included in Figure 6. The text shown when each of the respective buttons is clicked is shown
below. This content was developed by the sponsor and is shown below.

e Prioritization Guidance — Based on YOUR knowledge and experience, prioritize the
following 55 functions based on YOUR best assessment on how each contributes/will
contribute to the ASA (M&RA) and/or DCS,G-1 roles responsibilities, and missions.

Prioritization will include, but is not limited to, the following considerations:

o Contribution to achieving the Army’s vision, mission, and strategic objectives.

o Contribution to performing/achieving the ASA (M&RA) and/or DCS, G-1 roles,
responsibilities, and missions.

0 Risk to performing/achieving ASA (M&RA) and/or the DCS, G-1 roles,
responsibilities, and mission if the function is not performed or performed at a
reduced level.
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In and of itself, statutory/senior leader guidance to perform a specific task should NOT be
considered sufficient justification for categorization as the highest priority.

e DCS, G-1 Mission Statement - The DCS, G-1 is the principal military adviser to the ASA
(M&RA) for manpower, human capital management, human resources and personnel
readiness.

The DCS G-1 is the principal Army Staff adviser to the Chief of Staff of the Army (CSA)
on manpower, human resources, and personnel readiness; and assists the CSA in acting
as the agent of the Secretary of the Army (SecArmy) in carrying into effect approved
plans and recommendations.

For Army manpower, human capital management, human resources and personnel
readiness issues, the DCS, G-I, under the supervision of the ASA (M&RA), develops and
executes Army strategy, policy, plans and programs; ensures the execution of policies,
plans and programs consistent with law, regulation and policy by other HQDA officials
and organizations; and reviews and assesses the implementation of policies, plans and
programs.

e ASA (M&RA) Mission Statement - The ASA (M&RA) has, as its principal duty, the
overall supervision of manpower and reserve component affairs of the Department of the
Army.

The ASA (M&RA) is the principal adviser to the SecArmy for manpower, human capital
management, training, leader development, readiness, and Reserve Affairs. Collaborating
with other human capital enterprise entities, the ASA (M&RA) also has responsibility for
providing supervision, oversight, and direction to the Army's total force management,
manpower, and workforce management programs (i.e., Active, Guard, Reserve, Civilian,
and Contractor).

Responsible for setting the strategic direction for and ensuring Army policies, plans and
programs for personnel, force structure, manpower management, training, military and
civilian personnel readiness, Reserve Affairs and Army protection are executed
consistent with law, regulation and policy.
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2.3 Manning Risk Assessment
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Figure 7. Assessment Model

We used the triangular distribution to approximate each function’s resource demand and
determine coverage. Area under the triangle is equivalent to “coverage”: the probability that the
unknown but true manpower requirement is less than or equal to the allocated FTE-level.
Symmetry is not required for this model. If we were to force symmetry, we would forfeit the
ability to learn more about the unique behavior between supply and demand in the future. This
shape should be a source of learning and refinement over time - not understanding our
requirements is the fundamental source of many problems.

Example: The manning risk profile for the function shown in Figure 7 above shows 15 FTES
assigned; therefore, the function is being manned at approximately 28% coverage.

The equation for the cumulative distribution function used to determine the coverage variable is
as follows:

0, x <a
(x-a)?
(b-a)(c-a)’

flx) = 2
X 1 (c—x)

—m,b<x<c

1,c <x

a<x<bh
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The coverage value is reported as a percentage, which is done simply by multiplying the output
of the above function by 100.

The current FTE number, depicted with the red dashed line in Figure 7, is the sum of the FTE
allocations that the personnel entered into the database for a particular function.

This model is in contrast to traditional linear models used for manpower analysis, whereby
increases in manpower will continue endlessly to give a greater return. With this model, there are
diminishing returns and losses considered at a given point. This sigmoidal relationship between
coverage and resources is based on the sponsor’s assumption that it is more accurate than a linear
relationship, but there were no validating data that we used to prove this. Once again, this shape
is a starting place, and should be further refined over time when more knowledge of true
requirements is acquired.

The “critical range” is a concept used to illustrate that resource modifications to a given function,
sub-organization, or some other segment of FTES, determined to be at the moderate risk level
will have a greater impact than changes made at low or high risk levels. This region is assumed
to be some range about the moderate risk level, where the slope of the curve is steepest. Any loss
or gain of resources in this region has a significant impact on the coverage of a given function.
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3 RESULTS
3.1 Manning Risk Profile Results

Table 1 below displays results that address EEA 1 and EEA 2, “What is the manning risk profile
associated with each function performed by the sub-organizations within ASA (M&RA) and
DCS, G-1?” and “What is the current state of risk?”, respectively. Again, manning risk profiles
are made up of an assigned number of FTEs to characterize High Risk, Moderate Risk, and Low
Risk manning levels. Management within each sub-organization provided these data. The FTE
count in the table is a sum of the total responses by personnel that assigned time to a given
function within a certain organization and sub-organization.

We calculate the coverage value based on the current FTE count and manning risk profile as a
way to identify the current state of risk at the sub-organization and functional level.

Table 1. Manning Risk Profile Results.

. High | Mod | Low

Org Sub-Org Function FTE risk risk risk Coverage

G1 | Agicp | Glvilian/Senior Executive Pay, 530 | 249 | 550 | 826 | 48%
Compensation, Benefits, and Incentives

G-1 acicp | Civilian/ Senior Executive Performance | g o0 | 449 | 295 | 360 0%
Management

G-1 acicp | Civilian/ Senior Executive Personnel 123 | 088 | 250 | 363 30
Actions

G-1 AG1CP g(I)\I/ilclzlyan / Senior Executive Personnel 8.82 574 9.00 | 1151 50%

G-1 AGLCP ﬁli\r/ilrzlgn / Senior Executive Recruiting / 151 116 295 309 6%

G-1 AGLCP Civilian / Senior Executive Talent 0.97 021 0.75 104 1%
Management

G-1 AGLCP Civilian / Senior Executive Workforce 1.48 193 3.00 358 0%
Management

G-1 AGICP | Civilian Career Program Management 6.79 | 526 | 7.75 | 10.49 18%

G-1 AGICP | Civilian Expeditionary Workforce 373 | 093 | 2.00 | 2.58 100%

G-1 AGI1CP Civilian Intern Program 6.32 1.90 3.25 4.10 100%

G-1 AGICP | Civilian Labor-Management Relations 390 | 113 | 275 | 3.88 100%

G-1 AGI1CP Civilian Workforce Ana|ysis 9.21 11.59 16.25 | 20.66 0%

G-1 | Agicp | Human Resources Information 276 | 095 | 1.50 | 2.05 | 100%
Technology

G-1 | Acicp | Programming, Budgeting, and 216 | 285 | 500 | 615 | 0%
Execution

G-1 ARD | Programming, Budgeting, and 226 | 095 | 1.50 | 205 | 100%
Execution

G-1 ARD | Public Affairs / Strategic 073 | 095 | 150 | 205 | 0%
Communications

G-1 ARD Ready and Resilient 23.20 | 27.63 | 42.75 | 57.88 0%
Sexual Harassment, Assault and 0

G-l ARD Response Prevention (SHARP) 0.01 2.75 5.00 8.25 0%

G-1 DMPM Command / Specia| Programs 1.32 2.38 3.75 5.13 0%
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. High | Mod | Low

Org Sub-Org Function FTE risk risk risk Coverage

G-1 DMPM Mi|itary Accessions / Recruiting 13.53 7.60 12.00 | 16.40 79%

G-1 DMPM |\/|i|itary Health Affairs 1.78 1.90 3.00 4.10 0%

G-1 DMPM Mllite}ry Individual / Institutional 6.42 5 85 700 9.15 9%
Training

G-1 DMPM Military ng, Compensation, Benefits, 161 0.90 200 310 21%
and Incentives

G-1 DMPM |\/|i|itary Personnel Actions 25.00 | 12.50 18.00 | 23.50 100%

G-1 DMPM | Military Personnel Policy / Management | 6.91 | 465 | 800 | 12.35 20%

G-1 DMPM Mi|itary Personnel Reporting 5.40 3.80 6.00 8.20 26%

G-1 DMPM |\/|i|itary Retention 4.28 2.90 4.00 5.10 2%

G-1 DMPM Person_n_el Security / Insider Threat / 1.96 175 4.00 795 0%
Suitability

G-1 DMPM Readiness 4.77 3.85 5.00 7.15 22%

) Reserve Component (RC) 0

G-1 | DMPM | Viobilization/Demobilization 1191090 | 200 | 310 | 3%

G-1 HSI Human Resourr:es Organizational 379 151 4.44 8.52 25%
Structure / Business Processes

G-1 HSI Human Systems |ntegration 2.23 1.97 3.45 5.88 1%

G-1 P&R Army Campaign Plan 1.00 0.09 0.20 0.31 100%

G-1 P&R Civilian Career Program Management 5.00 | 290 | 4.00 | 510 100%

G-1 P&R Force Management 11.26 1.85 3.00 5.15 100%

G-1 P&R Military Manpower / Strength Analysis | 9.74 | 6.70 | 10.00 | 13.30 42%

G-1 P&R Military Manpower Management 6.54 1456 | 22.65 | 30.84 0%

G-1 P&R Military qu, Compensation, Benefits, 8.02 380 6.00 8.20 100%
and Incentives

G-1 P&R Military Personnel Actions 151 | 183 | 410 | 6.36 0%

G-1 pgr | Programming, Budgeting, and 16.96 | 8.23 | 11.00 | 14.28 | 100%
Execution

G-1 P&R Strategic P|anning 0.36 0.09 0.20 0.31 100%

G-1 SFL Military Retirement / Transition 20.17 | 21.25 | 29.00 | 37.75 0%

G1 | sHARp | Programming, Budgeting, and 136 | 138 | 1.60 | 1.93 | 0%
Execution

G-1 | SsHARp | Public Affairs / Strategic 220 | 246 | 300 | 329 | 0%
Communications
Sexual Harassment, Assault and 0

G-1 SHARP Response Prevention (SHARP) 12.19 | 2.75 5.00 8.25 100%

G-1 SIG Current Operations 1.73 1.01 2.25 4.14 13%

G-1 sig | Human Capital Strategy / Human 150 | 048 | 070 | 1.03 | 100%
Dimension

G-1 SIG Legis|ative Affairs 3.00 0.77 1.49 2.44 100%

G-1 sig | Programming, Budgeting, and 045 | 023 | 035 | 062 | 0%
Execution

G-1 sig | Public Affairs / Strategic 359 | 326 | 420 | 529 6%
Communications

G-1 SIG Strategic Planning 0.55 0.49 0.55 0.71 27%

G-1 TBAI Army Library Program 1.01 0.89 1.00 1.11 59%
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High | Mod | Low

Org Sub-Org Function FTE risk risk risk Coverage
G-1 TBAI | Human Resources Information 3101 | 27.15 | 4500 | 67.85 | 2%

Technology

M&RA AMRG Army Marketing and Research 55.74 | 40.77 | 67.40 | 92.14 16%

M&RA ARBA Army Review Boards 9451 | 8342 | 97.17 | 111.1 32%

M&RA ARBA Law Enforcement 1.34 1.45 2.00 2.55 0%

M&RA ARBA Legis|ative Affairs 0.10 0.90 2.00 3.10 0%

M&RA | CLSMO Civilian / Senior Executive Performance 333 095 150 205 100%
Management

M&RA | CLSMO 22{:2ﬁ2 / Senior Executive Personnel 388 | 095 | 1.50 | 2.05 | 100%

M&RA | CLSMO E(I)\I/ilclzifn / Senior Executive Personnel 111 | 418 | 500 | 583 0%

M&RA | CLSMO Ic—:ili\r/ilrilgn / Senior Executive Recruiting/ |, oo | 443 | 550 | 688 0%

M&RA | CLSMO Civilian / Senior Executive Talent 145 0.45 1.00 155 98%
Management
Civilian / Senior Executive Training,

M&RA | CLSMO | Education Training, Education, and 4.38 5.30 7.50 9.70 0%
Professional Development

M&RA | CLSMO Civilian / Senior Executive Workforce 0.97 245 3.00 355 0%
Management

M&RA | CLsmo | Public Affairs / Strategic 0.61 | 190 | 3.00 | 4.10 0%

Communications

Civilian / Senior Executive Pay,

M&RA CP - . . 0.36 0.18 0.31 0.44 81%
Compensation, Benefits, and Incentives

M&RA Cp CIV!|Ian / Senior Executive Personnel 0.38 015 0.20 026 100%
Actions

M&RA Cp ICD:(I)\IIiI(I;I;/m / Senior Executive Personnel 0.83 023 0.50 078 100%

M&RA Cp ﬁi\r/ilrlilgn / Senior Executive Recruiting / 166 010 0.15 021 100%

M&RA cp Civilian / Senior Executive Workforce 154 163 3.00 438 0%
Management

M&RA Ccp Civilian Career Program Management 018 | 0.14 | 025 | 0.36 %

M&RA CP Civilian Expeditionary Workforce 014 | 034 | 050 | 0.67 0%

M&RA CP Civilian Intern Program 0.19 0.69 0.85 1.02 0%

M&RA cP Civilian Labor-Management Relations 018 | 019 | 035 | 0.52 0%

M&RA CP Civilian Workforce Analysis 015 | 023 | 050 | 0.78 0%

M&RA cp Human Resources Organizational 011 | 015 | 020 | 026 0%
Structure / Business Processes

M&RA | cp | Public Affairs/Strategic 008 | 0.02 | 0.04 | 0.06 | 100%

Communications

M&RA D&L Civilian Career Program Management 215 | 068 | 150 | 2.33 98%

Civilian Equal Employment

M&RA D&L Opportunity

14.05 | 14.65 | 18.50 | 22.35 0%

M&RA D&L Command / Specia| Programs 0.45 0.68 1.50 2.33 0%
M&RA D&L Diversity/ Inclusion 3.10 0.90 2.00 3.10 100%
M&RA D&L Military Equa| Opportunity 4.56 1.90 3.00 4.10 100%
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High | Mod | Low

Org Sub-Org Function FTE risk risk risk Coverage
M&RA
M&RA Front Personnel Security / Insider Threat / 1.88 1.45 2.00 2.55 31%

Office Suitability

M&RA | Mp/QoL | Human Capital Strategy / Human 250 | 071 | 1.00 | 154 | 100%

Dimension
M&RA | Mp/QoL | Human Resources Information 007 | 023 | 050 | 0.78 | 0%
Technology
M&RA MP/QOL Legis|ative Affairs 0.46 1.18 2.00 2.83 0%
M&RA | MP/QoL | Military Accessions / Recruiting 087 | 118 | 200 | 2.83 0%

Military Casualty / Mortuary /

Memorial Affairs 1.08 0.48 0.75 1.03 100%

M&RA | MP/QoL

Military Education / Professional

M&RA | MP/QoL 0.36 | 0.00 | 1.00 1.84 7%
Development

M&RA | MP/QoL Military Health Affairs 3.82 1.44 2.00 2.81 100%

Military Pay, Compensation, Benefits,

. 1.00 0.00 0.50 0.79 100%
and Incentives

M&RA | MP/QoL

M&RA MP/QoL Mi|itary Personnel Actions 1.40 0.93 2.00 2.58 13%

M&RA | MP/QoL | Military Personnel Policy / Management | 0.80 | 3.35 | 475 | 6.65 0%

M&RA MP/QoL Mi|itary Retirement / Transition 1.25 0.00 0.50 0.79 100%

M&RA | Mp/QoL | Personnel Security / Insider Threat / 028 | 000 | 050 | 0.79 | 20%
Suitability

M&RA | Mp/QoL | Prodgramming, Budgeting, and 163 | 093 | 175 | 258 | 3%
Execution

M&RA MP/QOL Ready and Resilient 0.20 0.23 0.50 0.78 0%

M&RA | Mp/QoL | Soldier /Family/Quality of Life 287 | 1.09 | 2.00 | 4.66 66%
Programs

M&RA SIO Army Campaign Plan 0.45 0.21 0.75 1.04 13%

M&RA | sio | Human Capital Strategy / Human 130 | 071 | 100 | 154 | 87%
Dimension

M&RA sSI0 Human Resources Information 050 023 050 078 50%
Technology

M&RA 10 Human Resourpes Organizational 050 048 075 103 0%
Structure / Business Processes

M&RA | sio | Programming, Budgeting, and 125 | 073 | 100 | 1.28 | 100%
Execution

M&RA SIO Strategic Planning 1.17 0.73 1.00 1.28 93%

M&RA TRM Force Management 2.32 0.90 2.00 3.10 75%

M&RA TRM Human Systems |ntegration 0.07 0.00 0.05 0.11 79%

M&RA TRM Mll!te}ry Individual / Institutional 0.8 048 0.75 103 0%
Training

M&RA | TRMm | Programming, Budgeting, and 225 | 127 | 200 | 308 | 65%
Execution

M&RA TRM Readiness 1.53 0.95 1.50 2.05 55%

M&RA TRM Reserve Affairs / Total Force Policy 365 | 098 | 230 | 3.62 100%

Reserve Component (RC)

M&RA | TRM | \iobilization/Demobilization

256 | 090 | 2.00 | 3.10 88%

M&RA TRM Total Workforce Management 6.29 1.96 3.40 5.15 100%
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High | Mod | Low

Org Sub-Org Function FTE risk risk risk Coverage
M&RA TRM Unit / Collective Training 0.87 0.95 1.50 2.05 0%
M&RA | USAMAA | Civilian Workforce Ana|ysis 3.93 1.90 2.75 4.10 99%

Manpower Requirements / Generating

M&RA | USAMAA -
Force Analysis

27.03 | 21.54 | 31.90 | 44.97 12%

Aggregate coverage at the functional level is shown in Table 2 below. This calculation was
performed by adding the manning risk profiles and surveyed FTEs for each function and then
performing the coverage calculation on these aggregate values. These results address EEA 3,
“How is the work of the personnel within ASA (M&RA) and DCS, G-1 distributed among the
functions?”

Table 2. Functional Level Manning Risks Profile Results.

Functions FTE l:ilsgI? ':,/II;? IFI(;‘II(V Coverage
Army Campaign Plan 1.45 0.30 0.95 1.35 100%
Army Library Program 1.01 0.89 1.00 1.11 59%
Army Marketing and Research 55.74 | 40.77 67.40 | 92.14 16%
Army Review Boards 9451 | 83.42 97.17 | 111.17 32%
Civilian / Senior Executive Pay, Compensation, Benefits, 5.75 2.67 5.81 8.70 50%
and Incentives
Civilian / Senior Executive Performance Management 4.16 2.35 3.75 5.65 65%
Civilian / Senior Executive Personnel Actions 5.49 1.97 4.20 5.93 97%
Civilian / Senior Executive Personnel Policy 10.76 10.14 1450 | 18.11 1%
Civilian / Senior Executive Recruiting / Hiring 5.22 5.38 7.90 10.17 0%
Civilian / Senior Executive Talent Management 1.72 0.66 1.75 2.59 53%
Civilian / Senior Executive Training, Education Training, 4.38 5.30 7.50 9.70 0%
Education, and Professional Development
Civilian / Senior Executive Workforce Management 3.29 6.00 9.00 11.50 0%
Civilian Career Program Management 14.12 8.98 13.50 | 18.27 61%
Civilian Equal Employment Opportunity 14.05 14.65 18.50 | 22.35 0%
Civilian Expeditionary Workforce 3.87 1.26 2.50 3.24 100%
Civilian Intern Program 6.51 2.59 4.10 5.12 100%
Civilian Labor-Management Relations 4.08 1.31 3.10 4.39 98%
Civilian Workforce Analysis 13.29 13.71 19.50 | 25.54 0%
Command / Special Programs 1.77 3.05 5.25 7.45 0%
Current Operations 1.73 1.01 2.25 4.14 13%
Diversity / Inclusion 3.10 0.90 2.00 3.10 100%
Force Management 13.58 2.75 5.00 8.25 100%
Human Capital Strategy / Human Dimension 5.30 1.90 2.70 4.10 100%
Human Resources Information Technology 3434 | 2855 | 4750 | 71.45 4%
Human Resources Organizational Structure / Business 4.40 2.13 5.39 9.80 21%
Processes
Human Systems Integration 2.30 1.97 3.50 5.98 2%
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Functions FTE Tilsgl? I:,/:;? IFIZ‘II(V Coverage

Law Enforcement 1.34 1.45 2.00 2.55 0%
Legislative Affairs 3.56 2.85 5.49 8.36 3%
Manpower Requirements / Generating Force Analysis 27.03 | 2154 | 31.90 | 44.97 12%
Military Accessions / Recruiting 14.40 8.78 14.00 | 19.23 57%
Military Casualty / Mortuary / Memorial Affairs 1.08 0.48 0.75 1.03 100%
Military Education / Professional Development 0.36 0.00 1.00 1.84 7%
Military Equal Opportunity 4.56 1.90 3.00 4.10 100%
Military Health Affairs 5.60 3.34 5.00 6.91 75%
Military Individual / Institutional Training 6.70 6.33 7.75 10.18 3%
Military Manpower / Strength Analysis 9.74 6.70 10.00 | 13.30 42%
Military Manpower Management 6.54 1456 | 22.65 | 30.84 0%
Military Pay, Compensation, Benefits, and Incentives 10.63 4.70 8.50 12.09 92%
Military Personnel Actions 27.91 15.26 | 24.10 | 3243 86%
Military Personnel Policy / Management 7.71 8.00 12.75 | 19.00 0%
Military Personnel Reporting 5.40 3.80 6.00 8.20 26%
Military Retention 4.28 2.90 4.00 5.10 72%
Military Retirement / Transition 2142 | 2125 | 29.50 | 38.54 0%
Personnel Security / Insider Threat / Suitability 4.12 3.20 6.50 10.59 3%
Programming, Budgeting, and Execution 28.02 16.55 | 24.20 | 31.95 87%
Public Affairs / Strategic Communications 7.21 8.59 11.74 | 14.79 0%
Readiness 6.30 4.80 6.50 9.20 30%
Ready and Resilient 2340 | 27.85 | 43.25 | 58.65 0%
Reserve Affairs / Total Force Policy 3.65 0.98 2.30 3.62 100%
Reserve Component (RC) Mobilization/Demobilization 3.75 1.80 4.00 6.20 39%
Sexual Harassment, Assault and Response Prevention 12.20 5.50 10.00 | 16.50 74%
(SHARP)

Soldier / Family / Quality of Life Programs 2.87 1.09 2.00 4.66 66%
Strategic Planning 2.08 1.31 1.75 2.30 91%
Total Workforce Management 6.29 1.96 3.40 5.15 100%
Unit / Collective Training 0.87 0.95 1.50 2.05 0%
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Figure 8. Survey Results.

All personnel were asked to select a priority (0-5) for each of the 55 functions performed by
DCS, G-1 and ASA (M&RA).Figure 8 above shows the distribution of survey responses with
functions along the x-axis and the frequencies of responses shown as stacked bars. From top to
bottom, turquoise bars represent “5” ratings, orange bars represent “4” ratings, purple bars
represent “3” ratings, green bars represent “2” ratings, pink bars represent “1” ratings, and blue
bars represent “0” ratings. Most functions received fairly high priority ratings from survey
respondents. Army Library Program (second bar from the left) garnered the lowest ratings, while
Readiness (ninth bar from the right) received the highest.

Table 3. Survey Results.

2 1 1 Readiness

1 3 2 Strategic Planning

3 4 3 Programming, Budgeting, and Execution

7 2 4 Military Personnel Policy / Management

13 5 5 Military Manpower Management**

9 7 6 Sexual Harassment, Assault and Response Prevention (SHARP)**
8 7 Military Pay, Compensation, Benefits, and Incentives

6 9 8 Military Accessions / Recruiting

14 6 9 Military Manpower / Strength Analysis**
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(MASTSA) DCS, G-1 | Combined | Functions
5 13 10 Total Workforce Management*
10 11 11 Ready and Resilient
17 10 12 Manpower Requirements / Generating Force Analysis*
11 15 13 Force Management
18 12 14 Military Personnel Actions
19 14 15 Military Retention*
15 18 16 Soldier / Family / Quality of Life Programs*
20 17 17 Military Retirement / Transition
24 16 18 Military Personnel Reporting**
12 26.5 19 Reserve Affairs / Total Force Policy*
16 23 20 Military Education / Professional Development*
4 32 21 Army Review Boards*
31 19 22 Human Resources Information Technology
30 20 23 Human Capital Strategy / Human Dimension
27 24 245 Military Casualty / Mortuary / Memorial Affairs*
22 28 245 Military Equal Opportunity
33 21 26 Current Operations
32 22 27 Human Resources Organizational Structure / Business Processes
29 26.5 28 Personnel Security / Insider Threat / Suitability
23 29 29 Diversity / Inclusion
25 30 30 Civilian Equal Employment Opportunity
21 35 31 Military Health Affairs
28 34 32 Military Individual / Institutional Training
26 37 33 Reserve Component (RC) Mobilization/Demobilization
48 25 34 Army Campaign Plan
37 33 35 Legislative Affairs
36 36 36 Public Affairs / Strategic Communications
34 38 37 Civilian Career Program Management
47 31 38 Human Systems Integration
39 39 39 Civilian / Senior Executive Personnel Policy
38 415 40 Civilian Workforce Analysis
42 41.5 41 Civilian / Senior Executive Workforce Management
40 46 42 Civilian / Senior Executive Performance Management
43 43 43 Civilian / Senior Executive Recruiting / Hiring
49 40 44 Civilian / Senior Executive Talent Management
44 47 45 Civilian / Senior Executive Pay, Compensation, Benefits, and Incentives
Civilian / Senior Executive Training, Education Training, Education,
41 48 46 ;
and Professional Development*
46 445 47 Civilian / Senior Executive Personnel Actions
35 50 48 Army Marketing and Research*
45 51 49 Unit / Collective Training*
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(MAgféA) DCS, G-1 | Combined | Functions
50 49 50 Civilian Labor-Management Relations
52 44.5 51 Command / Special Programs
51 52 52 Civilian Expeditionary Workforce
54 53 53 Civilian Intern Program
53 54 54 Law Enforcement
55 55 55 Army Library Program**

Priority survey responses by rank are shown in Table 3 filtered by each organization and both
organizations combined. This meets the objective of EEA 4, “What is the priority of each
function?” Rank was determined by calculating the frequency of scores (0-5) that each function
received and then adding those frequencies together. We sorted these totals from largest to
smallest and then assigned a number between 1 and 55 based on this sorted list. Any functions
with equivalent “scores” received the average of the two rankings. Functions unique to ASA

(M&RA) or DCS, G-1 are marked with a “*” or “**” respectively.

3.3 Over- and Under-manned Functions

Table 4. Over-manned Functions (above low risk).

Function Current Excess Percentile
FTE FTE Rank

Force Management 13.58 5.33 13
Civilian Intern Program 6.51 1.40 53
Human Capital Strategy / Human Dimension 5.3 1.20 23
Total Workforce Management 6.29 1.15 10
Civilian Expeditionary Workforce 3.87 0.63 52
Military Equal Opportunity 4.56 0.46 25
Army Campaign Plan 1.45 0.10 34
Military Casualty / Mortuary / Memorial Affairs 1.08 0.06 24
Reserve Affairs / Total Force Policy 3.65 0.03 19
Total 46.29 10.36

“Over-manned”, in this case, is defined as the status associated with a current manning level
above what was defined as the “low risk” level. Table 4 displays the functions that are currently
assessed to be “over-manned”. The priority percentile rank is included for context with respect to
the general impact of this circumstance.
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It is worth noting that these manning-level determinations are based solely on the management-
derived manning risk profiles.

Table 5. Under-manned Functions (below high risk).

Function Current Shortage | Percentile
FTE FTE Rank

Military Manpower Management 6.54 8.02 5
Ready and Resilient 23.4 4.45 11
Civilian / Senior Executive Workforce Management 3.29 2.71 41
Public Affairs / Strategic Communications 7.21 1.38 36
Command / Special Programs 1.77 1.28 51
o o o SN T |y | om |
Civilian Equal Employment Opportunity 14.05 0.60 30
Civilian Workforce Analysis 13.29 0.42 40
Military Personnel Policy / Management 7.71 0.29 4
Civilian / Senior Executive Recruiting / Hiring 5.22 0.16 43
Law Enforcement 1.34 0.11 54
Unit / Collective Training 0.87 0.08 49
Total 89.07 20.42

Conversely, “under-manned” indicates when a function is currently manned at a level that falls
below the “high risk” level defined by the manning risk profiles. Table 5 displays the functions
that are currently assessed to be “under-manned”. The total shortage FTE count is almost twice
as much as the excess.
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Org Sub-Organization FTE Coverage
AMRG 55.74 16.39%
ARBA 95.95 19.47%
CLSMO 17.08 0.00%
cp 5.8 17.68%
D&L 24.31 23.61%
M&RA
M&RA Front Office 1.88 30.56%
MP/QoL 18.59 20.30%
SIo 5.17 59.24%
TRM 19.82 91.97%
USAMAA 30.96 17.27%
AG1CP 54.4 21.86%
ARD 26.2 0.00%
DMPM 74.17 43.77%
HsI 6.02 10.73%
G-1 P&R 60.39 44.26%
SFL 20.17 0.00%
SHARP 15.75 100.00%
SIG 10.52 64.43%
TBAI 32.02 0.75%

Figure 9. Under-/Over-Manning (Sub-Organizational Level).

CAA-2015140

Figure 9 shows the current state of all sub-organizations within DCS, G-1 and ASA (M&RA)
that were included in this study. Within these sub-organizations, 15 of the 19 are currently

manned at less than moderate risk manning level.

Three sub-organizations, one in ASA (M&RA) (CLSMO) and two in DCS, G-1 (ARD and SFL),
do not have enough FTEs to meet their requirements at high risk (highlighted in red). The only
sub-organization manned above its low risk level is SHARP (highlighted in green). Notice, when
FTEs are rolled up to the sub-organization level in this way, there are fewer under- or over-
manned sections than when viewed at the functional level. Based on this fact, we recognize that
FTEs can remain within sub-organizations, but be redistributed among internal functions to
increase utility and limit the “shake-up” of personnel associated with reallocation of resources.

ASA (M&RA)-OCP
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3.4 Overlapping Functions

Overlapping Functions

< Mi |tary Personnel Management PPBE Special
ad pecial
f/\ Interest
25 EG-1 §M&RA ,‘z\
L Human Capital
20 Civilian Personnel Management Management T :rl]gg\;(l:;/
AN nagement
B 15 / I
Other Training
Readinesp
ﬂ I I I I I il | | p I I i
F;D

Functions

Figure 10. Overlapping Functions.

Overlap exists in 34 of the 55 functions. DCS, G-1 accounts for the majority of FTES in most
overlapping functions. Figure 10 shows the functions with overlap and how many FTEs are
assigned to each organization. The functions are grouped by category.

We can explain much of the duality of these functions either as doctrinally required civilian
oversight of military organizations, or as the tasks being performed within a given function differ
between organizations.

For instances where there is actually a duplication of effort, attention should be paid to determine
which organization is actually contributing effectively to a function. This will help to identify
opportunities for reassignment of resources.

3.5 CAA Analysis

Functions selected to accept risk are those that are the most resourced and the least prioritized.
Reduction in risk is focused on functions that are under resourced but have a high priority.
Functions that are under resourced and ranked low among other functions should be considered
as possible areas of divestment. The argument here is, if we do not consider something to be
important, and we are not committing much in the way of manpower to it, do we need to
continue doing it?
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» Should ASA (M&RA)/DCS, G-1 face additional reductions, consider accepting greater
risk in:
» Civilian Intern Program
» Civilian Expeditionary Workforce
* Army Campaign Plan
» Should ASA (M&RA)/DCS, G-1 face additional resources, consider reducing risk in:
» Military Personnel Policy/Management
* Military Manpower Management
* Ready and Resilient
* ASA (M&RA)/DCS, G-1 should consider eliminating/divesting resources allocated to:
* Army Library Program
* Law Enforcement
» Command Special Programs

ASA (M&RA)-OCP RESULTS e 27



CAA-2015140

3.6 Risk vs. Priority at the Functional Level

Risk Quadrants
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Figure 11. Risk vs. Priority at the Functional Level.

Each dot on the Figure 11 chart represents 1 of the 55 functions. We sum manning risk profiles
associated with each function to create an aggregate profile. Then we compared the aggregate
risk profiles to the sum of all FTEs committed to each function to determine their aggregate
coverage or risk level.

The FTE numbers in each corner are the total number of FTEs currently residing in each risk
quadrant. Risk quadrants are labeled “Under Resourced”, “Reassess Need to Perform”, “No
Changes Needed”, and “Over Resourced” based on the contextual interpretation of the
combination of risk and priority factors.

We have called out several of the extreme cases within each quadrant, as they may be points of
interest and to demonstrate the capability of the application created in R to display descriptive
details about each point upon mouse hover. Additional information about the R app can be found
in APPENDIX E.
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3.7 Optimizing Function Coverage

Risk Quadrants
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Figure 12. Optimizing Function Coverage (1 of 2).

One method for addressing the misallocation of resources, displayed in Figure 12, is according to
the following:

e Functions in the bottom quartile by priority (0-25%), the lowest priority functions, are
assigned to the high risk level according to the manning risk profile.

e Functions in the next priority quartile (26-50%) are assigned to a constructed “high-moderate
risk”. We derived this value by taking 40% of the difference between the low and high risk
value of a manning risk profile and adding it to the high risk value for each function.

e Functions in the third priority quartile (51-75%) are assigned to a constructed “moderate-low
risk”. We derived this value by taking 60% of the difference between the low and high risk
value of a manning risk profile and adding it to the high risk value.

e Functions in the highest priority quartile (75-100%), the highest priority functions, are
assigned to the low risk level according to the manning risk profile.

The intention with this methodology is to approach a linear configuration of a functions’ risk to
priority. With this arrangement of functions, considerations with respect to functions to divest in
or eliminate would be at the bottom left of the chart.
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Figure 13. Optimizing Function Coverage (2 of 2).

Figure 13 displays the result of the methodology presented on the previous page. The four
functions highlighted previously are shown as a demonstration of their final position after the
treatment.

To reach this configuration, an additional 132.64 FTEs are required.

3.8 Using OCP Data Results for Organizational Change

There are a variety of ways that the OCP data can be used to support future organizational
assessments. However, while the quantitative data can be used to provide options for change,
humans-in-the-loop, armed with additional information, are still needed. The quantitative data
should improve over time with repeated assessments.

The study sponsor was not interested in us providing suggestions for personnel changes.
However, we developed several courses of action for analysis to demonstrate what can be done
using this type of data.

Strategy 1: At the Sub-organization, Function Level —

Overarching Assumption: No functions are cut and all are minimally manned to the “High Risk”
level.
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COA 1: Priority Focus: Evenly distribute the remaining 108 FTEs, from highest to lowest
priority, without exceeding the low risk manning level

COA 2: Utility Focus: Evenly distribute the remaining 108 FTEs, from highest to lowest
marginal increase of the utility factor, without exceeding the low risk manning level.

Strategy 2: At the Function Level —

COA 1: Priority Focus: Evenly distribute the remaining 108 FTEs, from highest to lowest
priority, without exceeding the low risk manning level

COA 2: Utility Focus: Evenly distribute the remaining 108 FTEs, from highest to lowest
marginal increase of the utility factor, without exceeding the low risk manning level.

Strategy 3: Reduce the size of the workforce —
COA 1: Cut FTEs by 15%-25% by taking from the low ranked, low resourced functions.

COA 2: Review G-1 and ASA (M&RA) for overlapping functions to determine which
organization should divest some functions and tasks.

3.9 Insights

High Risk | Moderate Risk | Low Risk

Manning Requirement 463 661 875
FTE Excess/Shortage 112 -86 -300
Percent of Requirement 124% 87 % 66%

* Excludes FTEs for which manning risk profile was not defined.

Figure 14. Insights.

Figure 14 displays the total FTE required for the risk levels at the overall aggregate level. Given
the current resource strength of ASA (M&RA) and DCS, G-1 (shown in the top left corner of
Figure 14), it is not possible to reach the aggregate moderate risk level for all sub-organizations
and functions without divesting in some functions and reassigning FTEs. In other words, without
increasing manpower, according to the overall manning risk profile, the organization will not be
able to reach the moderate risk level.

Utility can be increased by moving FTEs within sub-organizations to higher priority functions.
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Quantitative data suggests that utility can be greatly increased with minor shifts in manpower
between ASA (M&RA) and DCS, G-1.

The major take-away from the data analysis is, if all functions were to be retained and distributed
across the Sub-Organizations as it is now, at the aggregate level, ASA (M&RA )and DCS, G-1
would not be able to reach the moderate risk level. In order to reach the moderate risk manning
level, according to the management-defined assessment, an increase in 86 FTES is needed.

3.10 Questions to Ask

After completing this study, there are questions that remain unanswered.

If reported FTEs are outside the management-provided estimate required to execute a given
function and if FTEs are below the high risk level:

e s there general acknowledgement that this function is not getting done?
e |f the results are satisfactory, is the management-provided estimate accurate?
e |f the results are not satisfactory, does the function need to be performed?

e Are there mitigating circumstances allowing the function to be executed such as contract
support or Contingency Active Duty for Operational Support (CO-ADOS) personnel not
reflected in the Table of Distribution and Allowance (TDA)?

If FTEs are above the low risk level, what indications are there that the management-provided
estimate is accurate?

In the future, with a repeated drill using the database to collect data, how does the picture
change? Are there new functions to add or delete?
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APPENDIX A PROJECT CONTRIBUTORS
A-1 PROJECT TEAM

Project Director: Elena Krupa

Team Members: Abram Gross (initial study director), Bill Wright, Melissa Wickers

Other Contributors: LTC Tom Deveans, Mike Pannell, Nancy Zoller, Renee Carlucci

A-2 PRODUCT REVIEWERS

Mr. Russell Pritchard, Quality Assurance
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APPENDIX B REQUEST FOR ANALYTICAL SUPPORT

Performing Division: RA Account Number: 2015140 FY: 2015

Acronym: ASA(MRA)-OCP Start Date: 01-Jul-15 i Est Compl Date: 12-Nov-15

Title: Assistant Secretary of the Army (Manpower and Reserve Affairs) - Organizational Capacity Planning

Category: Army Program Resource Analysis Method: In-house
Office Symbol: ASA(M&RA)

Sponsor (i.e., DCS-G3) Name: ASA(MRA)

Phone: E-Muail: jeffrey.p.angers.civ@mail. mil POC: Mr. Jeffrey Angers
Resource Estimates: | a Estimated PSM: b. Estimated Funds:
Models to be Used: Product: Briefing and Report

Description/Abstract:
Request is for analytics to support an organizational design that maximizes execution of functions in support of assigned

responsibilities. Functions are prioritized based on the magnitude of contribution toward the mission; valuation metrics are to be
defined. Intent is to inform staffing requirements to meet objectives - to include identification of objectives that will or will not be

fulfilled at varied staffing levels.

Study Director/POC Signature: a{/\/\, fj.w Phone: 703-806-5172
Study Director/POC: Mr. Abram A Gross

PART 2

Background/Statement of Problem:

The Director, Strategic Integration Office, ASA(M&RA) requested analytic support in developing a model that will assist M&RA in
determining an effective, efficient organizational structure. The model must account for M&RA functions and associated manning
requirements. It must also include a valuation methodology that reflects the importance of functionals and helps to identify any loss
in value, to the Army, associated in failing to perform lower-valued functions (in the event of insufficient manning or manpower
reductions). )

Scope:

Initially, the study will focus on ASA(M&RA) functions and associated manning requirements. Expansion of the study may be
necessary to examine related or similar organizations (e.g., HQDA G-1) and consider potential duplication of effort due to functional

responsibilities that cross organizational boundaries,

Issues:
1. Valuation and prioritization of functions may be controversial.
2. Existing function-to-manning methodology needs to be assessed and understood.

Milestones:

1. Develop a business process map that links organizational breakdown structure to work functions and tasks. 2. Estimate relative
values between functions by developing utility functions conditioned on staff composition. 3. Develop a model that assesses
alternative organizational designs for varied resource (manning) levels and reports efficiency/effectiveness metrics for comparisons.

CAA Division Chief Signature: 05, ,, % (Ca lyecl | Date 2TOLIS

CAA Division Chief Name: Ms. Renee G Carlucci
P o ¥

Signature Sponsor Concurrence Signamre:%” Date RS/ /S
Sponsor Name (COL/DA Div ChiWSEﬂ : \7?%% %}’ﬁ_f
Print Date: 01-Jul-15
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APPENDIX C ACRONYMS

(U) AG1CP - Assistant G-1 Civilian Personnel

(U) AMAG- Army Management Action Group

(U) AMRG - Army Marketing Research Group

(U) ARBA- Army Review Boards Agency

(U) ARD — Army Resiliency Directorate

(U) ARI — Army Research Institute

(U) CHRA - Civilian Human Resources Agency

(U) CLSMO - Civilian Senior Leader Management Office

(U) COA — course of action

(U) CO-ADOS - Contingency Active Duty for Operational Support
(U) CP - Civilian Personnel

(U) D&L — Diversity and Leadership

(U) FOA — Field Operating Agency

(V) FTE - Full-Time Equivalent

(U) HQDA - Headquarters, Department of the Army

(U) HRC - Human Resources Command

(U) HSI — Human Systems Integration

(U) ASA (M&RA) - Assistant Secretary of the Army, Manpower and Reserve Affairs
(U) MP / QoL — Military Personnel / Quality of Life

(U) MSO - Management Support Office

(U) OCP - Occupational Capacity Planning

(U) P&R - Personnel and Resources

(U) PDASA - Principle Deputy Assistant Secretary of the Army
(U) PPBE - Planning, Programming, Budgeting, and Execution
(U) SHARP - Sexual Harassment Assault and Response Prevention
(V) SIG - Strategic Initiatives Group

(V) SI10 - Strategic Integration Office

(U) TBAI - Technology and Business Architecture Integration
(U) TDA - Table of Distribution and Allowance

(U) TRM - Training, Readiness, and Mobilization

(U) USAMAA - U.S. Army Manpower Analysis Agency
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APPENDIX D OCP DATABASE USER GUIDE

Personnel Input:
This is where you
will go to enter the

time you spend doing

WY
[personnelinput || prority Personnel List

your work.

HOME PAGE ORIENTATION

Organizational Capacity Planning User ID: [ Semckips |
cor sy s D e e o —
ASA(M&RA)-OCP Be sure to check
these boxes and
Surey ensure that they are
Management displaying your

correct information.
If there are errors,
see Personnel List
tab.

System

Exit: Clicking this
button will close
the application.

Priority: Here you will

assign a priority to each of
the functions performed by

Help: This is
where instructions

ASA(M&RA) and DCS, for using this tool
are found.
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PERSONNEL INPUT INSTRUCTIONS

Organizational Capacity Planning user D: dena clrupe
Database Management System Parent Organization: ASA (MGRA)
Current Survey Loaded:| 55 Version 1.0, Apr 8, 2016 Sub Organization: AREA
Personnel Input
1): Select Category: (2): select Functions: FTE
o Persanmet Aot FTE Base Hours:
Step 1: Selecta l/ eview Boards Current Value for Selected Function
Category that ‘ ‘
relates to the work Wous: | FE |
you do. A list of o s S —
Functions will then KN - Total Hours: | Percent (%):| Total FTE: |
o d Task (s):
appear in the Select T | o | om0 |
Functions table.
(3): Enter FlEHEre-:> (4):
Note: FTE must be between 0 and 1.
ome [zl
Personnel Input” Priority HFefsoﬂnEl List ‘ File Maintenance Reports ‘ & ‘ | Exit ‘ ‘

Organizational Capacity Planning User ID: dena.clopn
Database Management System e Gz I
Current Survey Loaded: | 55 Version 1.0, Apri 8, 2016 ‘Sub Organization: ARBA
Step 2: Choose a
Perso . function that relates
to work that you do.
(1): Select Category: (2): Select Functions: FTE Once yOU Select a
i Current Operations 0.00 FTE Base Hours: ) 5 9
o s by e function, a list will
Current Value for Selected Function - h
‘ | appear in the green
table, Associated
Hours: e[ | Task (S) .
- L Summary
Hercount: li‘ et counts \i |Tota| Hours:HPercent [%J:H Total FTE: |
Task (s):
Caution! Total FTE Hours are less than FTE Base Hours
(3): Enter FTE Here=> (4):
Note: FTE must be between 0 and 1.
Return
Home
IPersonnal Input H Priority HPevsonnal List | o | File Maintenance Reports ‘ EW"‘D”“‘ vey | l Help ]| Exit ‘ ‘

40 ¢ APPENDIX D

ASA (M&RA)-OCP



CAA-2015140

- Organizational Capacity Planning User ID: dena chnea
- - Parent Organization:| ASA (MERA)
Note: Use this list to Current Survey Loaded:| 95 Databasevgl\gma Tga, ,,g,,?,',',"ggt System Sub Orgal?':minn: AREA

help better understand
what types of activities Personnel Input
fall under a given
function. You do not
need to click on any of
the tasks listed in the
green table. The FTE
entry only applies to the
selected function as a ey | ey 7 |
roll up of tasks. i T

Protocol Operations.

(1): Select Category: (2): Select Functions: FTE

Law Enforcement Y FTE Base Hours: | 1,740.00

Legislative Affairs 000

Current Value for Selected Function
Current Operations ‘

Hours:|  0.00 FTE:

Summary

Total Hours: || Percent (%): Total FTE:

Medal of Honor Ceremonies

Leadership Engagements Caution! Total FTE Hours are less than FTE Base Hours

(3): Enter FTE Here===>| 0.00 (4}:

Note: FTE must be between 0 and 1.

Return
Home

IPErsnnneI Input H Priority HPErsonnel List e t = Reports Help Exit
Organizational Capacity Planning User ID: E‘E"E;W“P;
Parent Organization:| ASA (M&ERA]
Current Survey Loaded:|9T Databasehl;dma [Is ngp?g'z?ﬂt SyStem Sub Orgalialion: [ amEA
Personnel Input Step 3: Enter the
portion of your year
(1): Select Category: (2): Select Functions: FTE * g
R W s (aka FTE* or Full Time
et acards Legaiate sairs os0 Equivalent) you spend
Current Value for Selected Function -
TR ‘ performing work related
e e ] to the function you
f— selected. The number
List Count: List Count: .
P . EN Total Hours: | Percent (%): | Total FTE: you enter Should be In
ProocolOperations decimal form and
Medal of Honor Ceremonies

Leadership Engagements Caution! Total FTE Hours are les:

~ represent the percentage
of a year’s worth of
work (i.e. 30% would be
entered as 0.30). Once
Retum you enter your FTE

flome Q decimal, click on the
Update button.

(3): Enter FTE Here=——=> 0.2p

Note: FTE must be between @ and 1.

Personnel Input ] [ Priority

Personnel List I !

*FTE=Full-time Equivalent — A year’s worth of work
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Organizational Capacity Planning Usermd:
Database Management System Porent Organization:| __ ASA (MERs)
Current Survey Loaded:| 33 ‘Version 1.0, April 8, 2016 Sub Organization:

Personnel Input

(1): Select Category:

(2): Select Functions: FTE
Executive Assistant/Officer Duties. 0.00
‘Other Personnel-Related Logistics 0.10 e
Review Boards

Security 0.00 Current Value for Selected Function
SES/GO/CSM Leadership Responsibilities  0.00 | || Personnel

Staff Action Control Actions 0.00

Training and Professional Development Actic 0.00

Hours:| 174.00 FTE
List Count: List Count: SRy
Total Hours: | Percent (%):| Total FTE: |
Task (s):
Training Attendance ‘ 1,740.0 ” 100.00% H 1.00 |
PME Attendance
Internal Training Execution
Conference Attendance

(3): Enter FTEHere==>| [ | [4)=

Note: FTE must be between 0 and 1.

Return
Home ™

New Function /

e File Maintnance

SN .
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Export Survey B
s Exit
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PRIORITY INSTRUCTIONS

Organizational Capacity Plannin
l.gﬂl.)‘utal:bame Mana i &

Version L0, Axri 8, 2016

Priority Input (ARBA)

Function {Click function name to view task) Highest priority- 5

Pricrity 3 - Medium Pri
10 the ASA (MERAJ's and/s

= | resource; willing to assume l‘tﬁn g
UstCount:| 55 | Prioritized: 0 | Remaining: 55 | & shaw all © Priontized 7 Unprionitized Pricrity 2 - Low Pricrity: : ey
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st ot e,
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Pricrity 1- Functions that only indit}

the ASA [MBRAY's and/or DCS G-1's
(e,

resource; willing to assume very high risk

ey e e vior - Click on Prioritization

to the ASA (MERA)'s and/ar DCS G-1's roll

epensbines ameen (sl Gujdance for instructions on
< ' how to complete this form.

MERA Mission Statement

G1 Mission Statement

The ASA (MERA] has, as its principal duty, the overall supervision of the manpower

and rese affairs of the ! the Army. Return to previous
The DCS 6-115 acviser tothe C5A s o The ASA (MERA] is the principal adviser 1o the SecArmy for mangawer, humnan cagital Screen
and assists the C5A in acti h the Sechrmy training, leader readiness Aftairs.
Hetum 1o previous s human capital entitios, the ASA (MERA) alsa has ! E
Screen for di . oversite, and direction to the Army's total
Under the suparvisian of ihe ASA [MEA), for Army g Ly g Programs (i.e., Active,
the DCS:
e P e g Guard, Reserve, Civillan, and Contractor).

consistent with law, ¥ otfer B alficial
aod d pidicies, gl

The two Mission Statement buttons will display the mission statement of G-1
or ASA (M&RA) and are meant to help you determine how each function
relates to the mission Statement of your organization.
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PERSONNEL LIST INSTRUCTIONS

Organizational Capacity Planning User ID: dena.cleupa
— an i Parent Organization:|  ASA (M&RA)
Q Personnel List Sub Organization: ARBA
Close
Personnel List @
Current Users:| 767 OCP

Name Organization |Sub Organization |UserID -
Abrams, Stacy ASA (MERA] |ARBA stacy.abrams I
Abt, Natalie ASA (M&RA) | ARBA natalie.h.abt
Adair, Micahel G-1 DMPM AdairMs =nt
Adams, John ASA (M&RA) |AMRG john.adams16
Adams, Joseph ASA (M&RA) | AMRG joe-adams
Agler, John G-1 SFL Aglerla
Ahrens, Jennifer G-1 DMPM AhrensiM
Alger, Timothy G-1 DMPM NOT REPORTED
Allen, Horace G-1 P&R AllenJE
Allen, Lorraine ASA (M&RA) | AMRG lorraine.allen
Alleyne, Dalton G-1 P&R Alleynel
Allison, Kathy G-1 P&R AllisonTR
Alvaro, Loftstrom ASA (M&RA) | MP/QoL NOT REPORTED
Ames, James ASA (MERA) |USAMAA james.amesl
Amodeo, Nicholas ASA (M&RA) |MP/Qol AmodeoNC
Amstein, Coleen ASA (M&RA) |MP/QoL AmsteinC
Anderson, John ASA (M&RA) | TRM AndersonlD -

Note: If the information in the top right of your screen is not fully populated, contact your Survey
Administrator with your correct Organization and Sub-Organization as well as the "User ID" that is
displayed in the top box at the top right of the screen. If any information in this section is

incorrect, also contact your Survey Administrator with the correct information.

Personnel List

Personnel Input ] I Priority l

If the information at the top right of the Home Page is not complete or incorrect, you will click
on this tab. Here you can scroll to your name and see what information is currently stored in the
database for you. If your User ID is the only thing displayed in the top right box, send THAT
ID being displayed to your assigned admin for the database. If the Organization information is
displayed incorrectly, send the correct information to your admin as well.
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ORGANIZATION INPUT INSTRUCTIONS

3] Access ? - x
Zil HovE

=]

User ID: william k. wright1
Parent Organization:| ASA (MERA)
Sub Organization: ARBA

Organizational Capacity Planning
Database Management System

Version 1.0, April 8, 2016

Note: You may select
your organization or
all organizations to

t Survey Loaded:| 99

Organization Input

Full Time Equivalent (FTE)

view. Step 2: Choose

) My Organization @ All Organizations

a function that
Functions (2): ListCount: 9 e rEIates tO Work

Low Mod High

Categories (1): ListCount: | 37

AMRG nternal Operations - Executive Assistant/Officer Duties 175 125 075

Step 1: Select a AMRG Marketing Financial Management 15 11 07s that yOU do
ARBA Internal Operations Information Technology 18 11 075

category that ARBA Other Personnel-Related Logistics 15 11 075 once yOU SeIeCt
ARBA Review Boards Personnel 4183 2114 0775 -

descrlbes the Work cP Civilian Personnel Management Security o o o a funCtIOI’l, the
cp Human Capital Management SES/GO/C5M Leadership Responsibilities 1.25 1 0.75

FTEs will
appear.

Staff Action Control Actions 2,122 1.2105 0.525
Training and Professional Development Actions 1.5915 0.807 |0.2625

cp Internal Operations

cp Manpower / Workforce Analysis
cp Other Personnel-Related

CSLMO Civilian Personnel Management

you do from the
list displayed in

- CSLMO Internal Operations
this box. Once MO Other Personnel Relied -
« r « v

you click on a
category, a list of
functions within
the chosen
category should
appear in the box
to the right.

Full Time Equivalent (FTE): Moderate Risk: High Risk:

@ el )

Low Risk (3);, Moderate Risk (4): High Risk (5):
p/tlerate must be GREATER than High and Low must be GREATER than Moderate

Step 6: Click the

UPDATE button when
done. The FTEs in the
function box will

refresh. Continue this
process until all FTE’s
are done.

File Maintenance

Organization
Personnel List ] I Tt

New Function /
Category

Export Survey
—

l Help

=

Step 3, 4, 5: Enter
the Low, Moderate
and High Risk
factors.

x@ ® oz & E)

=

7/2172016
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NEW CATEGORY/FUNCTION INSTRUCTIONS

FILE HOME

Access

? - 8 X

Step 1: Select

Database Management System

Version 1.0, April 8, 2016

Current Survey Loaded:| 9%

New Category/Function

Current Category List:
Internal Operations ME&RA Front OF »
14 |Internal Operations MP/Qol @)
14 |Internal Operations MsO
14 |Internal Operations P&R
14 | Internal Operations SFL (2
14 | Internal Operations SHARP Existing Category:
14 | Internal Operations SIG
14 | Internal Operations sio
14 | Internal Operations TBAI
14 |Internal Operations TRM
14 |Internal Operations USAMAA r| @)
15 | This is a new Category. CSLMO 3 Select
Organization/Sub
Current Function List Organization This
14-01 SES/GO/CSM Leadership Responsibilities Category Is
14-02 Executive Assistant/Officer Duties Assigned :
14-03 Training and Professional Development Actions
14-04 staff Action Control Actions
14-05 Personnel (4):
14-06 Security
14-07 Logistics (Exiiy Tk
14-08| Information Technology Fupctlon .
14-09 Financial Management bt
The Selected
Category:

Organizational Capacity Planning

() New Category

Organization

ASA (M&RA)
ASA (M&RA)
ASA (M&RA)
ASA (M&RA)
ASA (M&RA)
ASA (M&RA)
ASA (M&RA)
ASA (M&RA)

o

User D2

Parent Organizati
Sub Organization:

Select New or Existing Category and Follow the?

isting Category‘

Sub Organization -

AMRG

ARBA

MP/Qol
sI0

TRM
USAMAA

Return
Home

personnel Input l I Priority

Organization
oot | [ OO |

New Function /
tegary

File Maintenance

Reports

Export Survey
Data

Help ]

Form View

2R 6 @ m "W E

I‘. )

M&RA Front Office

“EXxisting Category”.
Existing Categories are
listed in the two boxes
to the left.

wiliam k. wrig]
: ASA (M&RA|
ARBA

m

Step 2: Select the
existing category.

&

NUM LOCK

3:24 PM

a My ur )
B s

46 ¢ APPENDIX D

ASA (M&RA)-OCP



CAA-2015140

® Access ? - x
ETl -ove

Orgagizational Capacity Plamning 1z, The exiting category

Current Survey Loaded:| 93 Version 1.0, Apri 8, 2016 Stub Organizaion: is moved to this box.

New Category/Function

Current Category List: Select New or Existing Category and Follow the RED Arrow
14 |Internal Operations ME&RA Front OF »
14 |Internal Operations MP/Qol Q) @ L SRSy
14 |Internal Operations MSO
14 |Internal Operations P&R
14 | Internal Operations SFL (2 Internal Operations

Step 3: Select the

Existing Category:

Internal Operations Organlzation/sub
14| internal Operations se Organization Sub Organization - - -
14 | Internal Operations TBAI —
14 | Internal Operations TRM ASA (M&RA) AMRG i Organlzatlon )
14 |Internal Operations USAMAA o 3 > PRI ARBA performlng this
15 | This is a new Category. €SLMO m select ASA [M&RA) e X o
CEIETIEL e function. Thisisa
Current Function List Organization This ASA (M&RA) D& .

14-01/ SES/GO/CSM Leadership Responsibilities Categoryls  ASA(M&RA) TR (P B mandatory entry.
14-02 Executive Assistant/Officer Duties Assigned : ASA (MERA) MP/QoL
14-03 Training and Professional Development Actions ASA (MERA) =l
14-04 Staff Action Control Actions ASA (M&RA) TRM
14-05 Personnel (a) ASA (MERA) USAMAA =
14-06 Security
14-07 Logistics (Exiiy Tk
14-08 Information Technology Fupctlon )
14-09 Financial Management frezTami Uit

The Selected

Category:

Return
(5) Save o

File Maintenance Reports

personnel Input l I Priority

Organization
oot | [ OO |

pu

New Function /
tegary

Expart Survey
Data

Help ]

Form View NUM LOCK

- v [
— o 32BPM
x§ B o . < B s
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23]

FILE

H o

HOME

Access ? - x

The new
function
appears after
the save button
is pressed.

Form View

User D2
Parent Organizati
Sub Organization:

william.k.wright1
;| ASA (MBRA)
ARBA

Organizational Capacity Planning
Database Management System

Version 1.0, April 8, 2016

Current Survey Loaded:| 9%

New Category/Function

Current Category List: Select New or Existing Category and Follow the RED Arrow.

M&RA Front OF «

14 |Internal Operations

14 |Internal Operations MP/QoL (i SIIIHES T ETENTYEIE R
14 |Internal Operations MSO
14 |Internal Operations P&R
14 |Internal Operations SFL (2 Internal Operations
Existing Category:
14 |Internal Operations SIG
14 |Internal Operations pii[o] — —
14 | Internal Operations TRAI Organization Sub Organization |:\
14 |Internal Operations TRM CER(EALY G W
14 | Internal Operations USAMAA a @) CER(EARY LT
15 | This is a new Category. €SLMO s select SR [ =
Organization/Sub ASA (M&RA) CSLMO
Current Function List Organization This ASA (M&RA) D&L

m

14-01 SES/GO/CSM Leadership Responsibilities Category Is
14-02  Executive Assistant/Officer Duties Assigned : ASA (M&RA) MP/Qal
14-03 Training and Professional Development Actions ASA (MERA) =l
14-04 staff Action Control Actions SRR, ]
14-05 Personnel (a): ASA (MERA) USAMAA 2
14-06 Security ASA (MERA) ME&RA Front Office
1307 Logistics Enter the , Step 4: Enter
. Function| This is the new function.
14-08| Information Technology @ o] B
14-09 Financial Management ssoclate the neW funCt|0n.
The Selected
Category:

o

Return
lome

Step 5: Press the

“Save” button.

Priority File Maintenance Reports

Personnel Input l i

Organization
Personnel List l [ T ]

New Function /
tegory

Export Survey
Data

NUM LOCK

o ey BPM

7/28/2016
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EDIT CATEGORY/FUNCTION/TASK INSTRUCTIONS

EDIT CATEGORY OR FUNCTION

Access

FILE HOME

Organizational Capacity Planning
Database Management System

Version 1.0, April 8, 2016

Current Survey Loaded:| 92

Category/Function/Task Update

Other Personnel
Other Personnel
er Personn:
er Personne|
Other Personni Current Operations
Current Operations

Other Personn

User ID:
Parent Organization:|

william. k.wright1
| ASA (MERA}
ARBA

Sub Organization:

Stepl: Select the
category/function.
The associated task
will be displayed

\‘ below.

ion of Military Records (ABCMR)
Board (ADRB)

y and Parole Board (ACPB)

v Boards (D

Step 2: Update the selected
category/function in the
yellow area.

Function:

Step 3: Press the

Category: |Review Boards Army Review Boards
[Pe{mnnallnput” Priority HPer.mnnaH_ist] l O’g;:iatﬁm I Ne“‘_ﬂ:““':ﬁ;“” ]FileMainta'mnce ” Reports HE"'”:;:‘:NEV H Help I Exit

“Update” button
when done.

Form View

wg

a

NUM LOCK

(= )

ASA (M&RA)-OCP
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EDIT TASK

23] Access ? - x
FILE HOME
=] :
Organizational Capacity Planning User ID: willam k.right1 1l
Database Management System EaEs il Ash DeRs)
Current Survey Loaded: | 53 Version 1.0, Apri 8, 2016 Sub Organization: ARBA

Category/Function/Task Update

ID_Fun| Function Name

Step 1: Select the task
to update. Make your
correction in the
yellow area.

n

Step 2: Make
your correction

Interment, Inurment, and Memorialization Review Boad (IMMRB) here
R 'w Boards Legal Support

Task: Army Board for Correction of Military Records (ABCMR) Updat
pdate

S— - Step 3: Press the
e i s | il " | “Update” button
when done.

Organization
Input

{Persannatmt” Priority HPﬁrsmnalLlst] I Nevé:;r;f:nf]

Form View NUM LOCK

PE e o 1 B H o ol
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PERSONNEL MANAGEMENT INSTRUCTIONS

EDIT EMPLOYEE DATA

® Access ? - x
FILE HOME

Organizational Capacity Planning User I: o k. wright 1

Database Management System Parent Organization: ASA (MERA)

Current Survey Loaded:| 99 Version 1.0, April 8, 2016 Sub Organization: ARBA

Personnel Management

Current Users:| 865 Step 1: SElect the
Para |Line |[Name UserID Organization |Sub Organizatil Privilege Mana EDIPI uIc Position ol
800 04  Abrams, Stacy stacy.abrams ASA (M&RA) 1 No | 1072657469 HUM RES 5P (MiL) record you want
. e 1 Y J
Adair, Micahel AdairMs G-1 1 No | 1065085578 POLICY PR OMO C to update'
11 Adams, Adams joe-adams ASA (M&RA) 1 No |1011180520 EVENTS DIRECTOR
03  Adams, Adams john.adams16 ASA (M&RA) 1 No |NotReporte SPEC MISSIONS RE
Agler, John Aglerla G-1 1 No |1147683550 MY ARMY BEN PR(
Ahrens, Jennifer AhrensIM G-1 1 No |1041250867 MEDICAL POLICY €
Alger, Timothy NOT REPORTED G-1 1 No |Not Reporte| DOAC (W33602)
Allen, Horace Allen]E G-1 1 No |1115218715 ARNG PRGM ANAI
401 08 | Allen, Lorraine lorraine.allen ASA (M&RA) AMRG 1 No |1230568606 TECH INFO -
<« + -
Step 3: Press the
User ID: natalie.h.abt Privilege Code: |1 [ “Update" button
Paragraph: 300 Line: (02 UIC:|  wW336AA EDIPI: 1115419168
- when done.
Last Name: Abt First: Natalie Mi:
= _— {MERA) Previous
. rganization: ASA (ME&RA Screen
Step 2' Upda’te Sub Organization: [ARBA [+] vLocation: |arlington [~] E
the data here Position: DEPUTY ABCMR Grade/Rank: 14 E
Survey Manager: NOE
Note: Data highlighted in yellow are mandatory entries.

New Function /
Category

personnel Input l I Priority

Organization
————

l ’FME Maintenance

— i

Form View NUM LOCK

1m30aM |

a [me ur )
o 1/29/2016
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m

FILE

H

HOME

ADD NEW EMPLOYEE

Access

=

[

Note: Most employees will
be assigned the privilege
code of 1. Individuals
having the authority to
make changes to the
management data will be
assigned a higher code.
The higher the code, the
more update authority they
will have.

865
ame
brams, Stacy

atalie

lger,
llen, Horace
llen, Lorraine

User ID:
Paragraph:

If “Yes” is selected,
normally the
privilege code will
be greater than 1.

Last Name:

Organization:

ion: M&RA Front Office

Survey Manager:

User ID:

Organizational Capacity Planning
Database Management System

‘Version 1.0, April 8, 2016 Sub Organization:

Personnel Management

User ID Organization |Sub Organizati| Privilege Mana EDIPI Position

william. k. wright 1
Parent Organization: ASA (MERA)
ARBA

Step 1: Press the
“New Employee”
button to clear the
fields and enter the
data for the new
employee.

stacy.abrams ASA (M&RA)  ARBA 1 No | 10726574 HUM RES sP (miL) ]
. 1 3
AdairMs G-1 DMPM 1 No |10690855 POLICY PR OMOQ C
joe-adams ASA (M&RA) | AMRG 1 No |1011180520 EVENTS DIRECTOR
john.adams16 ASA (M&RA) AMRG 1 No |Not Report| SPEC MISSIONS RE
Agler)A G-1 SFL 1 No |1147683550 MY ARMY BEN PR(
M G-1 DMPM 1 No |1041250867 MEDICAL POLICY C
D G-1 DMPM 1 No |NotReport| DOAC (W33602)
G-1 P&R 1 No |1115218715 ARNG PRGM ANAI
lorraifess &RA) AMRG 1 No |1230568606 TECH INFO -
999999999 Privilege Code! 1 [~]
9399999 | Line: UIC:| 99999993 EDIPI: 99939939
New Emp - Last First: New Emp - First Mi:

Previous
Screen

[=]
3

ASA (ME&RA)
D Location: Pentagon

Project Manager Grade/Rank: 14

o - |

Note: Data highlighted in yellow are mandatory entries.

persannel Input l I Pricrity

New Function /
Category

’ File Maintenance

Export Survey
Data

Organization
e e |

Reports

Form View

Step 2: Press the
“Save” button when
done.

~ R 4T g

NUM LOCK

11:32 AM F
7/2972016
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SURVEY CONTROL MODULE

FILE HOME

Access

- 8 X

Current Survey Loaded: | 92

Organizational Capacity Planning

Database Management System

Version 1.0, Apri 8, 2016

Survey Control Module

Survey Control Double click below to change survey.

Ctr# Date Selected
{99 73/26/2016 |Yes

102 |2/29/2016 |No
106 |3/30/2016 |No
107 |4/1/2016 |No

Click "New"
create a new
~ | Survey#.

User ID: william.k.wright1
Parent Organization:| ASA (MERA)
Sub Organization: ARBA

This is a toggle switch.
Double click the record to
change survey to “Yes”.
Double click again to
change to “No”.

Return
To
Previous
Screen

Click the “New” button to
create a new survey

Organization New Function Export Surve
Personne\lnput“ Priority PErsunnElLlst] I g[nput Cmgory” File Maintenance H “’"Dm Y I Help I

Form View

NUM LOCK

306PM |

T
FEEROR 006

ASA (M&RA)-OCP
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ADDING A NEW TASK

Access 2 - 8 X
FILE HOME
H S 20

Organizational Capacity Planning User ID: willam . wright1 ﬁ

Current Survey Loaded: [ 93

Step 1: Select the

Mission Statement Here

Functions (Single click to select Function)

Database Management System
Version 1.0, April 8, 2016

Delete/Ad

List Count:| 12

ID_Func Function_Name
1001 Army Review Boards
1301 Law Enforcement

13-06  Legislative Affairs

3-08  Current Operations

14-04  Staff Action Control Actions.
1405 Personnel

14-06  Security

14-07  Logistics

Step 2: Enter

14-01  SES/GO/CSM Leadership Responsibilities
14-02  Executive Assistant/Officer Duties
1403  Training and Professional Development Actions.

; New Task: This is a new Task.

Parent Organization:] ASA (MERA)
E— —— Note: Single
d A New Ta click to select a
task. Double

Associated Task (Single click to select Task. Double click to delete a task) CI ICk to del ete a
13-08-01

13-08-02
Medal of Honor Ceremonies

Step 3: Press the
“Add” button to
save the new

Previous
Screen

N

Organization
Input

I

G e | e[ [ | 0

Category
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APPENDIX E RSHINY APPLICATION

To access the application, enter the URL below.
URL.: http://ec2-52-61-9-65.us-gov-west1.compute.amazonaws.com/shiny/OCPApp/

Enter Username and Password when prompted.

Authentication Required ot

9 A username and password are being requested by http:/fec2-52-222-26-134.us-gov-west-
1.compute.amazonaws.com. The site says: "Restricted”

User Mame: OCPApp

Password: -l"l sassesae

OK l | Cancel |

4

Username: OCPApp
Password: OCPapp2017
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Once entered, the web application will open to the homepage. On the homepage, the Study
Purpose and the Mission Statements for ASA (M&RA) and DCS, G-1 are present.

ASA M&ERA and G-1 OCP

ASA(M&RA) and G-1 Organizational Capacity Planning (OCP)

Study Purpose

ASA(M&RA) Mission Statement

G-1 Mission Statement

The DES G- B thee principal military adviser to the ASAMERA) for manpovss, hormin capital managiment,
human resources and persontel readiness.

fpeincipal ARSTAF adviser to Uhe C5A on manpower, human resources and personned
Feadinas, sists U CSA i acting as the agont of the SecAsmy in catrying into offect gy plans
and recommendations.

Undr the supenvsion of the ASA {MERA), for Armry manpovwer, hurman capital management, hurman
restwrees and persanned readiness Bsues, the DCS 6.1 develops and execules Army strategy, policy, plans
and programs; ensures the execution of policies, plins end programs consistent with Ly, regulation and
policy by other DA officials and organizations; and reviews and assesses the implementation of policies,
plans and programs.

56 ¢ APPENDIX E ASA (M&RA)-OCP



CAA-2015140

The sidebar on the left-hand side of the page directs traffic to appropriate pages.

ASA M&RA and G-1 OCP

@ Dashboard Home

ASA(M&RA) and G-1 Organizational Capacity Planning (OCP)

Study Purpose

The Center for Army Analysis (CAA) was tasked to conduct an independent assessment on the current state of
ASA{M&RA) and G-1 Manpawer

ASA(M&RA) Mission Statement

omponent affairs

my for manpos
laborati
g supe
ce management, manpower, and workforce mana;
d Contractor).

g the strategic direction for

G-1 Mission Statement

The DCS G-1 is the principal military adviser to the ASA(M&RA) for manpower, human capital management,
human resources and personnel readiness.

The DCS G-1 s the principal ARSTAF adviser to the CSA on manpower, human resources and personnel
readiness, and assists the CSA in acting as the agent of the SecArmy in carrying into effect approved plans.
and recommendations.

Under the supervision of the ASA (M&RA), for Army manpower, human capital management, human
resources and personnel readiness issues, the DCS G-1 develops and executes Army strategy, policy, plans
and programs; ensures the execution of policies, plans and programs consistent with law, regulation and
policy by other DA officials and organizations; and reviews and assesses the implementation of policies,
plans and programs.

Click on an icon to view preferred page.

& Dashboard Home

Per:

Summ
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Personnel Page

Click on the Personnel tab in the sidebar. Once clicked, the Personnel Page will look as follows.

ASA MERA and G-1 OCP

Select Organization Manning Risk Profile
ALL
1
08
Select Sub-Orpanization
ALL -
a
o4
Select Function
0.2
ALL
@ 100 200 300 400 500 800 700 600
Damographic Sketch Full Time Equivalents

Civilian Military  Junior  Senior  Overhires Vacandes
401 3 . 4 i FTE Summa: 4 i
oy 8 il * . 2 Overhires Included
CarrentFTE  Priority Kank Percentile  Coverage

v i
17.63% Vacancies Included

Definitions

Jumior : Pasitions of rank E7 and below, 04 and below, and GS-12 and below.
Senbor : Pastions.of rank £8 and al 0% and abave, and G513 and above;
Full Timme Equivabent (FTE) : A yeas's worth of work.

Priarity : An sssectmant of how a given finction contributes to the ASAIMERA)} and G-1
reles, resporsibilitios, and méssions,

Rank Percentile : Percentage of scores that are efual 1o of ke than a given scofe.

Coverage : The probabiity that a function’s true requirment is less than of aqual 1o the
cuarrent manning bl

The user can choose which Organization, Sub-Organization and Function will be graphically
represented by selecting from each of the drop down boxes shown below. The page also shows
the current FTE, priority rank percentile, coverage, and a demographic sketch for each.

Select Organization

ALL

Select Sub-Organization

ALL

Select Function

ALL
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The current FTE automatically accounts for overhires and vacancies based on the selection
above. Uncheck each box, shown below, to view the current FTE without overhires, vacancies,
or both.

FTE Summary

.
Overhires Included
Current  Priority Rank

FTE Percentile Coverage .
Vacancies Included

574.94 17.63%

The demographic sketch depicts how many civilian and military positions are in each
Organization, Sub-Organization, or Function based on the selection above. Then, it is broken
down into rank, overhires, and vacancies.

Demographic Sketch

Civilian Military  Junior Senior Overhires Vacancies

888 451 298 1085 264 126
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Priority Page

Click on the Priority tab in the sidebar. The page will appear as below. The user selects a
function in the top left drop-down box to view the Distribution of Priority Survey responses.
Each graph represents a different demographic. The top graph represents the survey responses as
a whole, while the bottom graphs represent ASA (M&RA)/G-1 and Military/Civilian responses

separately.

ASA M&RA and G-1 OCP

Priority  Survey Responses

Select Function

Caverage vs Priority

Rank outof 55 Functions

Distribution of Priority Survey Responses

Moderate

1 2

Moderate

E 4

Priority Survey Responses

Percent of Responses with Low Priority Ratings

Distribution of Priority Survey Responses(G-1) Distribution of Priority Survey Responses(M&RA)
ry Hig
200 200
£ 150 £ 150
8 8 )
g g Vary High
o 2
6 100 5 100
) High T
g 1 High
E E e
g s Mod g so odere
|
very Low e Moderate - e Moderate
|
2 o F 2 3 4 o 1 2 3 4
Priofity Survey Responses Priofity Survey Responses
Distribution of Priority Survey Responses(Military) Distribution of Priority Survey Responses(Civilian)
200 200 Vary High
£ 150 £ 150
8 ary Hig 8
] ]
< &
5 100 ‘s 100 High
& g
5 5
i 8 Moderate
5 o0 Moderate High P
u 2 Moderats
i - = —— —
—_ =
o 1 2 3 1 v o 1 2 3 4
Priority Survey Resy Priority y Responses
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By selecting the Coverage vs. Priority tab at the top of the page, it switches over to show a
bubble chart of the coverage vs. priority for each function. The graph can also be filtered by
Organization and Sub-Organization.

ASA M&RA and G-1 OCP

Coverage vs Priceity

Organization ® 4 - A,
10 . . &1
ALL - H . * ' : MBRA
L] 1
? ¥ .
Sub-Organization g @ 1 -
% ® o '
E
L ] 1
a0
= .. . i !
> .
Show 10 = entries Search: = ] +
2 . L ] 1
. = & iy -
Associated Functions ] 1
[ 1 I
Chvillan Expeditionary Warkdonce 1 -
5 5 75 100

I
Cavilian intem Program
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Definitions
Privrity : An assessment of bow a given function contributes to the ASAMERA) and G-1 roles, responaibilities, and missions.
Rank Percentile : Percentage of scores that ane egual 1o or bess than a given s,

Coverage : The probablity that a function’s true requirement is Less than or equal o the cUrTent manning level,

Hovering over each bubble allows the user to see a breakdown of each function. The breakdown
shows what Function is selected and the corresponding FTESs currently assigned to it.

Coverage vs. Priority Graph
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Organizational Map Page

By selecting the Organizational Map tab in the sidebar, a Sankey Diagram, which depicts the
flow of FTEs from an Organization to its Sub-Organizations and then the Functions each
performs, is available. Hovering over the diagram allows the user to see the FTE value at any
given point.
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Functional View Page

The Functional View page gives an overview of each function selected from the drop-down
menu at the top left. By clicking on a Sub-Organization from the orange or blue boxes at the
bottom left, the user is able to view the associated tasks and assigned positions of a given
function. A static table listing all functions by rank is shown in the large green table.

ASA M&ERA and G-1 OCP

Function Information [ Breakdown Rank of All Functions
Select Function 10~ ]
T
Readiness 1
Strategic Planning 2
Priority Rank Percentile Gauge Programming, Budgeting. and Execution 3
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— Personnel Readiness Policy (AR £14-200, ARMY RETENTION SGM 5008 3 NO
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Summary Page

On the Summary page, functions performed by each sub-organization within G-1 and ASA
(M&RA) are shown along with their current coverage and priority rank percentile. The graph at
the bottom compares FTEs of each function that is common between ASA (M&RA) and DCS,
G-1.

ASA M&ERA and G-1 OCP

G-1 Functions Coverage/Priority Rank Percentile Table

Coverage , Priority Rank
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When hovering over the bar graph, the Function and the corresponding FTE in each
Organization are displayed.

G-1, M&RA Comparison Graph
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