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Women's Equality Day,  26 August

PRIVATE
Women's Equality Day will be celebrated on August 26 to commemorate the passage of the 19th Amendment to the United States Constitution on August 26, 1920. This date is set aside to commemorate the date that women won the right to vote to help remind us of women's continuing efforts toward equality in all aspects of our society.


As you know, Granville (Butch) Jones and his family recently celebrated his retirement.  The Civilian Personnel Advisory Center (CPAC) staff celebrated with him, but from my perspective, it was a bittersweet moment. As I witnessed Butch leaving the federal service to embark on a new adventure, I also realized how much he will be missed.  And while Butch is excited about the many wonderful things retirement brings, I’m sure he felt some sadness as he left the Ft. Leonard Wood workforce after so many years of dedicated service.  As the CPAC Director, he did a lot for personnel services.  He charged forward to ensure the transition to regionalization was as painless as possible.  He developed a transition plan to facilitate the new missions of the Military Police and Chemical Schools resulting in the creation of the Maneuver Support Center.  His leadership in these and numerous other changes was impeccable, his integrity was steadfast, and his courage unfaltering.  He was a role model to all of us.

For many of you, a letter of introduction isn’t necessary.  I am however taking this opportunity to say hello to all of you and tell you a little about myself.  The greater Ft. Leonard Wood area has been my home for many years.  I began my career on Ft. Leonard Wood as a Chaplain’s Assistant; then worked at the MEDDAC and in the Directorate of Resource Management before I finally found what I really wanted to do, which was to work in Civilian Personnel.  I know many of you and consider you my friends.  For those of you who don’t know me personally, I invite you to stop by.  I view the Civilian Personnel Advisory Center (CPAC) as an integral part of the Ft. Leonard Wood community.  The manner in which personnel services are offered today continues to change as automation continues to permeate our society. It seems just when everyone (including the CPAC staff) is getting used to something new, another improvement is on the horizon.  Through these changes and beyond, I feel that a personal touch will always be necessary in the personnel business.  I figure we can do one of two things; embrace the future with the changes it brings or resist it.  I am convinced that embracing is the healthier way to go.  Resisting future initiatives only serves to create negative energy that can be better directed to improving what is inevitable.  So, I challenge all of you to look at the future with a positive attitude.


My predecessor left the CPAC in excellent condition, which is a tribute to his commitment and selfless service.  My goal is also to provide the best personnel services to the Ft. Leonard Wood Community and to all those who seek employment on Ft. Leonard Wood.  


Labor Relations remains in good hands with Mrs. Tamarah K. Newell.  She has her feet planted firmly on the ground and is deeply committed to keeping the labor relations program in good health and one of the best in TRADOC.  The CPAC staff also stands ready to assist you with all your personnel needs.  They are all loyal, dedicated and committed to the CPAC mission.


I look forward to the challenges of the position.  My goal is to be a part of the best workforce in Training and Doctrine Command (TRADOC) and to uphold the Merit System Principles.  I also challenge you to come forth with great ideas that will make all of our jobs easier.  It is with great pride that I serve all of you and make a commitment to the continued excellence we enjoy.  I wish you all a warm hello and look forward to serving you in the future.









SANDRA (SANDI) KRUSE









Personnel Officer
'RULES OF CIVILITY & DECENT BEHAVIOUR IN COMPANY AND CONVERSATION':                



By Matt Johnson, DA Intern

George Washington, at about age 16 transcribed Rules of Civility & Decent Behaviour In Company and Conversation at his Ferry Farm home near Fredericksburg, Virginia around 1744.  A daunting task for a young man equipped only with a well of ink and a feather’s whittled tip.  At a young age, the future President knew the value of showing respect to his superiors, peers, and subordinates.  From the 110 rules listed, I have taken the liberty to extract those that our founding father might have included in an Executive Order on Management/Employee Relations.  Following is a selection with the original numeration, punctuation and spelling. The complete list can be found at www.history.org/life/manners/rules2.htm. 

1st Every Action done in Company, ought to be with Some Sign of Respect, to those that are Present.

4th In the Presence of Others Sing not to yourself with a humming Noise, nor Drum with Fingers or Feet.

12th Shake not the head, Feet or Legs rowl not the Eys lift not one eyebrow higher than the other wry not the mouth, and bedew no mans face with your spittle, by approaching too near him when you speak.

14th Turn not your Back to others especially in Speaking, Jog not the Table or Desk on which Another reads or writes, lean not upon any one.

18th Read no Letters, Books, Or Papers in Company but when there is a Necessity for the doing of it you must ask leave: come not near the Books or Writings of Another so as to read them unless desired or give your opinion of them unask’d also look not nigh when another is writing a Letter.

21st Reproach not the Infirmaties of Nature, nor Delight to Put them that have in mind thereof.

30th In walking the highest Place in most Countrys Seems to be on the right hand therefore Place yourself on the left of him whom you desire to Honour: but if three walk together the middest Place is the most Honourable the wall is usually given to the most worthy if two walk together.

39th In writing or Speaking, give to every Person his due Title According to his Degree & the Custom of the Place.

44th When a man does all he can though it Succeeds not well blame not him that did it.

48th Wherein you reprove Another be unblameable yourself; for example is more prevalent than Precepts.

49th Use no Reproachable Language against any one neither Curse nor Revile.

50th Be not hasty to believe flying Reports to the Disparagement of any.

65th Speak not injurious Words neither in Jest nor Earnest Scoff at none although they give Occasion.

86th In Disputes, be not So Desireous to Overcome as not to give Liberty to each one to deliver his Opinion and Submit to the Judgement of the Major Part especially if they are Judges of the Dispute.

89th Speak not Evil of the absent for it is unjust.

110th Labour to keep alive in your Breast that Little Spark of Celestial fire Called Conscience.

200 years after the death of President George Washington, our leaders continue to encourage policies and practices that promote positive human interaction in the workplace. President Clinton has directed Labor-Management Partnerships as a way to increase communication and encourage cooperation. Managers/Supervisors, remember to keep labor unions informed of all proposals that affect employees. Your commitment to this consideration will help maintain the spirit of cooperation between labor and management as evidenced here at Ft. Leonard Wood.
RETURN RIGHTS FROM NON-FOREIGN AREAS:
Employees accepting overseas employment in a non-foreign area in the Department of Defense may be entitled to return rights to their former position if they meet the following criteria:

· The employee was serving under a career-conditional or career appointment in the competitive service at the time the employee accepted the overseas employment (excepted service and temporary employment does not qualify).

· The employee moves within the Component (Army, Navy, Air Force, DLA, etc.) to the overseas activity. 

For purposes of granting return rights, non-foreign areas include: Alaska, Guam, Puerto Rico, Virgin Islands, Panama Canal Zone, and other U.S. Territories and possessions.  An employee, who moves from one non-foreign area to another, within a Component, is also entitled to return rights.  For example, an employee serving in Alaska who accepts an assignment to Puerto Rico, is entitled to return rights to the former position in Alaska, if otherwise eligible.  However, an employee serving in a non-foreign area with return rights to another location does not acquire additional return rights for a subsequent overseas assignment.  For example, an employee moves from Alaska to Puerto Rico, is granted return rights to Alaska, and then accepts employment in Guam.  This employee would retain the return rights to Alaska, but would not be granted return rights to Puerto Rico. 

“FITNESS FOR DUTY EXAMS" - WHEN CAN THEY BE REQUIRED?
Sometimes employees may develop medical problems that impact their ability to do their job, or they may appear to have such problems.  A typical reaction by management to this situation is to want to send the employee to a doctor for an examination.  “Send him (or her) for a ‘fitness for duty’ examination” is a common response to this situation.  In reality, though, the circumstances in which an agency can require an employee to go for a doctor’s examination are rather limited.

The rules on this situation are found in 5 CFR Part 339.  In particular, 5 CFR 339.301 provides that an employee may be required to get a medical examination if their position has medical standards or physical requirements.  This is most often true for Wage Grade positions, which may have specific requirements spelled out in the position description, such as the ability to lift objects of a certain weight, or the ability to climb, crawl, stand for long periods, and so forth.  Some General Schedule (GS) positions may also have formal physical requirements, although that is more rare on the GS side.  If a position does have specific medical or physical requirements, and management has a direct question about the employee’s continued capacity to meet those requirements, a “fitness for duty” examination may be required.  5 CFR Part 339 explains how this is done.

However, many times when this question comes up, the employee’s job does not have specific medical or physical requirements.  If the job does not have such requirements, can a medical examination be required?  In most cases, the answer is no.  The most the agency can do usually is offer a medical examination, in accordance with 5 CFR 339.302.  As the regulation states, this can be done when the employee is requesting a change in duty status, assignment, working conditions, or other benefits or special treatment for medical reasons, or when the employee has performance or conduct problems that may require agency action (and the agency thinks there may be a medical reason contributing to the problem).  The procedures for such examinations are explained in 5 CFR 339.303.  The agency designates the examining physician, although employees must be allowed the opportunity to provide medical documentation from their own doctor, and such documentation must be considered by the agency.  As the word “offer” implies, an employee in this scenario may decline to get the medical examination and share any medical information with the agency.  However, if the employee declines an offered medical examination, the agency’s ability to accommodate any medical condition the employee may have is hampered.  Good documentation of the offer of the medical examination, the reasons it was offered, and the employee’s response to the offer must be kept.  Another thing to keep in mind is that if an employee has a disabling condition, the agency may be obligated to reasonably accommodate the disability.  That situation will be more difficult if the employee resists an agency offer for a medical examination, but the agency’s obligation to accommodate the disability still cannot be ignored.  If you have a situation like this, be sure to seek advice on how to handle it, from your CPAC Advisor, 6-0927. 

There are further instructions in 5 CFR Part 339 for certain special situations.  These include medical examinations resulting from an on-the job injury (see 5 CFR 339.301(c)), situations when an employee is being RIFed into a position with different medical or physical requirements, and situations in which an agency can order a psychiatric examination, which is even more limited than the ability to order a regular physical examination (see 5 CFR 339.301(e)).   In general, a psychiatric examination can only be required in cases in which a regular physical examination was previously ordered based upon physical or medical requirements of the job and the medical examination indicated no physical reason for the behavior or actions which may affect the safe and efficient work performance of the individual or others.

Situations in which a supervisor needs medical information in order to address an employee relations problem can be complicated.  Again, should you need assistance with such situations, contact your CPAC Advisor, 

6-0927.


POLITICAL ACTIVITY RESTRICTIONS UNDER THE HATCH ACT:
We are enduring another election year so it’s time once again to remind employees of the “Do’s and Don’ts” for Federal employees who may engage in partisan political activity.

The restrictions have been somewhat loosened in recent years.  Although some Federal employees are still prohibited from engaging in partisan political activity (primarily employees in protective, intelligence, and oversight Federal agencies), most Army employees may get involved in such activities.

The following (taken from the Office of Special Council web site) indicates what Federal employees “may” and “may not” do under the restrictions of the Hatch Act.

Federal Employees MAY:

        ( be candidates for public office in nonpartisan    

         elections.

        ( may register and vote as they choose.

        ( assist in voter registration drives.

        ( express opinions about candidates and issues.

        ( contribute money to political organizations.

        ( attend political fundraising functions.

        ( attend and be active at political rallies and meetings.

        ( join and be an active member of a political party or 

         club.

        ( sign nominating petitions.

        ( campaign for or against referendum questions,    

         constitutional amendments, and municipal ordinances.

        ( campaign for or against candidates in partisan 

         elections.

        ( make campaign speeches for candidates in partisan  

         elections. 

        ( distribute campaign literature in partisan elections.

        ( hold office in political clubs or parties. 

Federal Employees MAY NOT:

        ( use official authority or influence to interfere with 

         an election.

        ( solicit or discourage political activity of anyone with       

         business before their agency.

        ( solicit or receive political contributions (may be done 

         in certain limited situations by Federal labor or other 

         employee organizations).

        ( be candidates for public office in partisan elections.

        ( engage in political activity while on duty, in a 

         government office, wearing an official uniform, or    

         using a government vehicle.

        ( wear partisan political buttons on duty.

This information and other “frequently asked questions” may be found on the Office of Special Council Web site at: http://www.osc.gov/hatch_c.htm.  The Office of Special Council also offers advisory opinions to persons seeking advice by telephone (1-800-854-2824), fax (1-202-653-5161), or E-mail (hatchact@osc.gov).  Guidance may also be obtained from the Staff Judge Advocate Office.

SUPVS REMIND EMPLOYEES ABOUT AUGUST 8TH VOTING RIGHTS:
Supervisors should remind employees of the provisions of Fort Leonard Wood Civilian Personnel Regulation 690-20, Voting and Registration, dated 11 January 1971, and if applicable, the appropriate bargaining unit agreement.

The local regulation allows employees to be excused to vote or register in any election or referendum on civic matters.

For the August 8th Missouri Primary election, excused absence may be granted to permit an employee to report for work three hours after the opening of the polls (polls open 0600) or to leave work three hours before the closing of the polls (polls close 1900), whichever requires the lesser amount of absence.

Employees who need to be absent from duty under the provisions of this regulation must secure approval for absence from their supervisor in advance of the day of election.

Contact your CPAC Advisor, 6-0927, for more information about voter registration or voting outside the normal commuting area.

INVESTIGATIONS AND WEINGARTEN RIGHTS – NEW GUIDE:

If you are in a bargaining unit represented by IAFF, NAGE, or NFFE, you have the right to a union representative at any examination by a manager, supervisor, or other official in connection with an investigation.

The law provides that:

 “an exclusive representative of an appropriate unit in an agency shall be given the opportunity to be represented at any examination of an employee in the unit by a representative of the agency in connection with an investigation if – (i) the employee reasonably believes that the examination may result in disciplinary action against the employee; and (ii) the employee requests representation.”  

DoD developed a new reference guide that reviews an employee’s Weingarten rights during agency investigations and the union’s role during such investigations.  The guide highlights the four conditions that must be present for an employee’s Weingarten rights to be applicable:

1.  The meeting between agency management and the bargaining unit employee must

constitute an “examination.” 

2.  The examination must be in connection with an investigation.

3.  The employee must reasonably believe that discipline could result from the meeting.  

4.  The employee must request representation.   

The guide also highlights case law concerning issues related to Weingarten.  Reference Guide 606-LR6, entitled “Investigations and Weingarten Rights,” is available at http://www.cpms.osd.mil/fas/labor/la_ref.htm.

TIPS ON APPLYING FOR JOBS:
Are you receiving maximum consideration for job opportunities?  Are you aware of, and do you pursue, all available avenues for promotion?  Unfortunately many employees don’t take the time to find out what jobs are “open” – much less how to apply – until they are asked to plan a going-away party for one of their coworkers that was selected for a promotion.  Then they want to know why they didn’t know about the job advertisement!  If you are one of those employees, you can find out what jobs are open for application by looking at the current “Acceptance List” at http://www.wood.army.mil/cpo/employ.htm.    The list is updated on Mondays and Thursdays.  Be sure to check the list of job announcements at least weekly.  And when one looks interesting to you, READ the announcement closely to find out how and where to apply by clicking on the highlighted job announcement number.  You might be surprised how much useful information is available in each announcement, and be very thorough in complying with the application procedures contained in the announcement - failure to comply could result in you not being considered for the advertised job opening.   

If the job announcement is a STAIRS* announcement, you will be asked if you want to “self-nominate” for the position.  Note that you MUST have a RESUME on file prior to self-nominating for a position.  So, don’t wait until a job comes open before getting your resume on file – do it NOW.  Then all you will need to do to be considered for the position is to self-nominate, which is done simply by clicking on the button at the end of the announcement which says “SELF NOM” .  Then just fill in the blanks and “Send”.  Information for completing and submitting resumes through the STAIRS system is at the South Central Civilian Personnel Operations Center’s (CPOC) web page http://cpolrhp.belvoir.army.mil/scr under “job kits”.

Another tip – just because you are eligible for one (or more) of the categories listed under the “Area of Consideration”, of STAIRS announcements, don’t forget to check the announcements that are “Open to Any U.S. Citizen” by going into http://www.usajobs.opm.gov.  NOTE:  the application procedures for those announcements are significantly different than the STAIRS announcements.  Again, READ the announcement carefully and follow the application instructions contained in the announcement.  

Last tip - Watch those opening and closing dates and be sure to determine whether your application has to be received by the closing date or if it just has to be postmarked by the closing date.  And, just like they tell you when you file your taxes each year, double-check everything before you send it off.    Take the time and effort and, maybe (who knows?) someone you work with will be asked to plan your “promotion party” tomorrow!  

*Standard Automated Inventory and Referral System (If you had to read this to find out what STAIRS is, you have some SERIOUS “catching up” to do!)

STOP, CLICK, AND LEARN WITH ROAR II!

Stop those phone calls.  Get the word out.  ROAR II is on-line and ready for use and just a few clicks away!  

This version of the RESUMIX On-line Applicant Response (ROAR II) system accesses the new RESUMIX 5.3 database.  Applicants will not have to wait for the database to be refreshed - all information about the status of applications you submitted in the last 120 days is current and real-time.  

No longer is a portion of the SSN used as a PIN - that has been replaced with user accounts and passwords.

Data will not be passed in the clear - all data is encrypted from user to web server using 128-bit SSL technology.  Soon applicants will be able to view their resume on-line.

ROAR is available under TOOLS on the SCCPOC homepage.  The ROAR link will take you back to https://www.cpocscr.army.mil/emp-center/roar/default.htm.

NONE OF OUR BUSINESS - A DOMESTIC VIOLENCE PRODUCTION:
Theatre at Work, Inc. will present "None of Our Business" a theatre-based training production that addresses the cost and the impact of domestic violence in the workplace.  

Make plans to attend this dynamic production.  Army Community Service Family Advocacy Program is sponsoring two shows on 12 September in Abrams Theater with the 0900-1030 show being primarily for the military and the 1300-1430 show being primarily for the civilian work force.

Contact Anita Saab, 596-0212, for further information.

FY 00 ARMY CIVILIAN PERSONNEL ATTITUDE SURVEY UNDERWAY: 
Questar Data Systems, an Army contractor, began administering the FY00 Army Civilian Personnel Attitude Survey (the Army-wide Survey) on July 14.  The contractor mailed the survey to the homes of approximately 18,000 employees and supervisors.  The mailout eliminated the need for survey administration by local civilian personnel staff.  It is especially critical that recipients complete the survey as soon as possible and mail it to the contractor in the accompanying postage-paid envelope.  Employees may complete the survey at work (it will take no more than 20 minutes). 

This is a great opportunity for employees to tell senior Army leadership (anonymously) how they feel about their work situation.  Although the survey is voluntary, employees are strongly urged to complete it.  Individual response results are always grouped to protect employee privacy. 

Nonappropriated fund (NAF) employees and supervisors are included in the sample this year.

The Army-wide Survey continues to serve as an important source of information about workforce morale, customer service, and working conditions.  The data are used to track the changing trends in program evaluation, especially as we complete the transition to regionalization and the modern system, and continue our on-going efforts on diversity. The results should be available by late September.

The results of the FY99 Army Civilian Personnel Attitude Survey are available on the CPOL website at http://cpol.army.mil/library/armyplans/. 

FEHB TAX BREAK:

Beginning October 1, 2000, the take-home pay for many federal employees will go up.  New

Office of Personnel Management (OPM) regulations allow federal employees to pay their Federal Employees Health Benefits (FEHB) premiums on a pre-tax basis.  According to OPM, employees who participate in the FEHB Program will save an average of $434 per year in Federal income, Social Security, and Medicare taxes and many will also save on state and local taxes.

EMPLOYEES MUST CUSTOMIZE THEIR E/MSS PIN: 
Employee Member Self Service (E/MSS) has been up and running since March.  Only 15% of the civilian employees have actually accessed E/MSS to customize their Personal Identification Number (PIN).   As a result, DFAS has extended the 120 days for employees to customize their PIN.  Temporary PIN was originally scheduled to expire in early July, however, DFAS has extended this period through pay period ending August 26.  It is important that all employees customize their PIN because once DFAS implements the Leave and Earnings Statement (LES) via E/MSS, employees will not be able to access it without a valid PIN.  Employees do not have to process a transaction to do this.

Call toll free 1-877-363-3677 or use internet, http://www.dfas.mil/emss, to update your temporary PIN.  Remember to write down your new PIN and keep it in a safe place.  Anyone who has lost their temporary PIN or who has not received a temporary PIN should call the E/MSS hotline at 1-800-390-2348.  

THRIFT SAVINGS PLAN:

The scheduled implementation of the new record keeping system has been postponed from October 1, 2000.  A new implementation date has not yet been set.  For more information, click on What's New on the Web site (above), read the June 13, 2000, press release and related Qs and As, or read the Executive Director's June 16 letter to all TSP participants.  All loan and withdrawal requests must be approved by August 4 for payment in August.Loan interest rate for new loans is 6.250%.  
Next TSP Open Season Dates for Year 2000
November 15, 2000 - January 31, 2001
CALENDAR REMINDERS:

(  7-11 Aug, LEAD Course, Bldg 470, Room 2212

(  8 Aug, Missouri Primary Elections, Poll Hours 0600-1900

(  8 and 9 Aug, Building Effective Work Teams, Hoge Hall, Room 269, 0800

(  12 Sep, 0900-1030 (military) and 1300-1430 (civilian), None of Our Business - A Domestic Violence Production at Abrams Theater 
(  13 Nov – 11 Dec, FEHB Open Season
GLAD YOU ASKED!

(You are encouraged to submit any questions that you would like answered in the UPDATE to Tamarah Newell, 6-0295, or email, newellt@wood.army.mil.)

Q. An employee had a normal pregnancy and delivered a healthy baby with no complications.  Her doctor certified that she would need a 6-week recovery period.  She used 240 hours of sick leave to cover the 6-week period, but still has 60 hours of sick leave on the books.  Can she use those additional hours beyond the time her doctor stated in the medical certificate?  Can she follow that time up with annual leave, and then request to invoke FMLA on top of that? 

A. The employee was authorized to use sick leave for the length of time (6 weeks) her doctor certified that she was incapacitated as a result of her pregnancy and the birth.  The employee may not use her remaining 60 hours of sick leave in connection with her pregnancy and the birth unless her doctor certifies that she is still incapacitated for the performance of her duties. 

However, in addition to the 6 weeks of sick leave the employee has already taken, she is entitled to 12 workweeks of unpaid leave under the FMLA (provided she meets the eligibility requirements in 5 CFR 630.1201(b)).  If she chooses to invoke her FMLA entitlement, she may elect to substitute accrued or accumulated annual leave or sick leave for unpaid leave under the FMLA.  But if she chooses to substitute paid sick leave for unpaid leave under the FMLA, she may do so, but only in those situations where the use of sick leave would otherwise be permitted by law or regulation.  Sick leave may not be used by birth or adoptive parents who voluntarily choose to be absent from work to bond with a birth or adopted child.  Reference:  Supplementary information, final FMLA regulations, Federal Register, dated 12-05-96.

If the employee does not choose to invoke FMLA, there is no entitlement to leave.  Although a supervisor generally may not deny sick leave if the employee provides medical certification, he or she may deny annual leave or leave without pay if there is a need for the employee to be at work.  While the taking of annual leave is a right of an employee, it is subject to the right of the supervisor to schedule the time at which annual leave may be taken.
Q.  Did the repeal of the Dual Compensation reductions for military retirees also repeal the need to get a 180-day waiver for military retirees?

A.  No.  The National Defense Authorization Act for FY2000 repealed section 5532 of title 5, United States Code, effective October 1, 1999.  The provisions cited in section 3326 are still applicable when hiring a military retiree within 180 days of his/her retirement.  Your CPAC Advisor, 6-0927,  should have procedures on the approval authority as well as, how to process the 180-day waiver.

Q.  When can VEOA (Veteran's Employment Opportunity Act) veterans apply for positions advertised by vacancy announcements?

A.  VEOA candidates must be permitted to compete for any vacancy announced under Merit Promotion procedures open to candidates outside DoD.  Remember, the VEOA is a competitive (career/career-conditional) appointing authority that allows the veteran to compete for vacancies that would otherwise be closed to them because the "agency" (DoD) was limiting the announcement to "status" candidates.  Be aware, some bargaining unit agreements mandate Merit Promotion procedures for all vacancies.  Bottom line:  if you are going to use Merit Promotion procedures are used and if announcements are open to any category of candidate outside of DoD, a VEOA veteran must be allowed to compete for the position.

Q.  Does VEOA apply to Excepted Service vacancies?

A.  No.  The VEOA mandates that eligible veterans be given career or career-conditional appointments.  Therefore, Excepted Service positions cannot be offered to a VEOA eligible.
“DRM TIDBITS”:
LEAVE RECIPIENT PROGRAM:  

The current list of recipients is available for viewing at www.wood.army.mil/CPO/leavetra.htm.  At that site you will find general information about the leave transfer program and a sample form to submit through your supervisor to the Customer Service Representative to transfer leave.

Editorial Policy:

YOU ARE ENCOURAGED TO SHARE YOUR OPINIONS, IDEAS, AND SUGGESTIONS. ALL CORRESPONDENCE MUST HAVE THE NAME AND LOCATION OF THE ORIGINATOR IN THE EVENT THERE IS A NEED FOR ADDITIONAL INFORMATION.  PLEASE FORWARD COMMENTS, SUGGESTIONS, OR NEWS ITEMS FOR PUBLICATION TO THE EDITOR,  E-MAIL: atztcp@wood.army.mil.

CPAC CUSTOMER FEEDBACK FORM

We are very interested in getting your feedback regarding the kind of service we provide.  Our goal is to provide TIMELY, ACCURATE AND PERSONAL service.  We need feedback to analyze how we are doing.  Would you please take the time to complete the following items?


























YES
NO


1.  Was this action completed/service provided in an acceptable time frame?    

___
___

2.  Do you think the product is accurate and represents good staff work?

___
___

3.  Did you get the kind of information you needed to make informed choices?

___
___

4.  Were our interactions with you courteous?




___
___

5. Overall, how would you rate the product/service you received?

___Excellent

___Good
___Adequate
___Unsatisfactory

6. Please provide any suggestions you may have for ways that we can improve our service.  We are particularly interested in specific feedback on any of the items you may have checked “NO”.  Please use additional space if needed.

7. If you would like a personal response to your suggestion or comments, please provide your name, phone number and electronic mail address.

8. Please identify the product or service below:

PERSACTION Number:____________
Award______________
Advice_________________

Referral list number:_______________
Counseling__________
Information_____________

Training________________________
Benefits____________
Other:__________________________

Thank You for taking the time to complete this feedback form.  Please mail it directly to me, send it electronically to atztcp@wood.army.mil, or fax it to 573-596-0289.  If you would like to discuss this or any other matter, I can be reached at 573-596-0280 or via email.  I look forward to hearing from you.


Director








Civilian Personnel Advisory Center








140 Replacement Ave, Ste 2210








Fort Leonard Wood, MO  65473-8935
Army Civilian Personnel Professionals - Helping Leaders Meet the Mission
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Invest today… Enjoy Tomorrow


U.S. Savings Bonds Payroll Savings Plan


Ever wonder why U.S. Savings Bonds stay so popular in America's ever changing financial landscape?  The answer's easy…Series EE savings bonds are a great way to save!  And, the payroll savings plan is one of the easiest ways to invest today so you can enjoy tomorrow!  More information is available at � HYPERLINK http://www.savingsbonds.gov ��www.savingsbonds.gov�.











_986982059.doc
[image: image1.png]CIVILAN
l’l CENTER







