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Executive Summary

This report of the USACE Hydraulics & Hydrology (H&H) Capability Assessment Task
Force, established by the Director of Civil Works and Director of Military Programs, is
submitted in response to the Task Force’s 14 March 2001, charter. The primary focus of the Task
Force was to assess the status of H&H capability in the Corps and evaluate options and develop
recommendations to restore and retain H&H competency as might be necessary. The Task Force
was encouraged to look at solutions that integrate USACE’s business processes and
organizational structure with emphasis on working in a regional business center and project
delivery team environment. The Task Force gathered and analyzed information on H&H
competency in Corps districts, MSCs, laboratories and centers of expertise, and HQUSACE.
From the findings, the Task Force developed a detailed, overall strategy to restore and enhance
USACE hydraulics and hydrology capabilities through enhancement of the regional business
center and project delivery team environment, re-establishment of a competent HQ H&H Team,
retaining technical specialists, and more effective training.

The Task Force Chair was Mr. William Branch, P.E., CENWD-CM-W-N and was assisted by
Meg Jonas, CENAB. The Field level team included: Joe Evelyn, CESPL; SK Nanda, CEMVR;
Michael Bart, CENWK; Chuck Wener, CENAE; John Hashtak, CESAJ; Pat Foley, CEMVP;
Dave Schweiger, CELRE; John Bianco, CENAD; Ed Sing, CESPD; Bob Watson, CESAD;
Patrick Evermon, CESWD; Stan Wisbith, CELRD; Darryl Davis, CEIWR-HEC; Bob
Pietrowsky, CEIWR; Ming Tseng, CECW; Ron Copeland, ERDC/CHL; Steve Daly,
ERDC/CRL; Earl Eiker, Retired and Pete Juhle, Retired. The Task Force recommendations are
presented and discussed in Chapter 6 of the report.

A summary of the Task Force observations are discussed below.

The Corps of Engineers is a significant steward of the nation’s water resources. The demands
on these resources are many and varied and we must be capable of addressing these demands and
associated impacts in a highly skilled and professional manner. The hydraulics and hydrologic
disciplines form an integral and essential foundation for discharging our stewardship
responsibility. Planning studies, design, construction, reservoir regulatory procedures,
emergency management, navigation, operation and maintenance of existing projects, and other
studies that improve water resource analysis including both civil works and military support, are
built upon on competent H&H analysis. Despite the importance of H&H, the Corps is losing this
critical capability as demonstrated by the response to the Task Force survey that notes that 19%
of the districts believe that present H&H capability is inadequate, and 50% of the districts have
chronic H&H position vacancies. In addition, a significant fraction of our remaining experienced
H&H personnel will reach retirement age within the next five years.

Currently the most critical lack of technical H&H expertise is at HQUSACE. The Task Force
specifically addressed the fact that HQ H&H staff are not currently resourced to cover the broad
range of H&H technical specialties nor perform functions described in the assigned E&C
functions. This is demonstrated by the fact that our survey indicates that 86% of the time our
Districts are securing answers to their questions involving technical methods or policy from
sources other than the MSCs or HQUSACE and only 17% of the time do our MSCs go to
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HQUSACE to answer these questions. The Districts and MSCs have clearly responded that they
want technically competent and strong leadership re-established at HQUSACE.

At the district level some report that H&H technical expertise has been substantially weakened
through reorganization and the loss of H&H staff to other functional elements and organizations
within the districts. Many districts do not have established career paths for H&H staff within the
H&H function. Grade levels for senior H&H technical specialists are not on a par with those in
other technical specialties. Districts are finding it increasingly difficult to attract and keep
talented H&H staff to sustain quality engineering services into the future.

As such, we are inadvertently positioning ourselves to be ineffective in providing H&H policy
and guidance from HQ to the MSCs and districts. Unless action is taken quickly our corporate
H&H capability is likely to reach a point where they will be unable to remain responsive to our
nation’s water resource challenges. The consequences of inaction for the Corps will be grave.

Improving H&H capability Corps-wide requires focusing attention in several key areas:
restoring visibility and role of H&H as the core technical expertise that is the foundation of the
Corps Civil Works program; re-establishing a competent HQ H&H team and technical
leadership; providing a road map for training and development; building a solid career ladder for
H&H staff; and recognizing that maintaining in-house H&H software development and
maintenance is an essential element of the Corps achieving standing as a world-class engineering
organization. Improving the technical foundation of Civil Works in-turn provides the essential
skills necessary to support Military Programs in areas like Kosovo.

The Task Force has identified several opportunities and management measures that can be
implemented to address the key areas requiring attention. It is our recommendation that these
measures be approved, and implemented as quickly as possible.

William E. Branch, P.E.
Task Force Chairman
August 23, 2001
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The H&H Capability Executive Committee, appointed in January 2002, has been monitoring
progress on implementation of the recommendations contained in the draft report. The
Executive Committee met in Portland, Oregon in May 2003 to review the status of the report
recommendations and brief the incoming E&C Chief, Don Basham, on progress. Following is a
summary of the recommendations and status as of July 2003.

STATUS OF RECOMMENDATIONS
H&H Capability Assessment Task Force
May 2003

Restore visibility and role of Hydraulics and Hydrology (H&H) as a core technical
expertise that forms the foundation of the Corps Civil Works program.

1) That HQUSACE senior leaders use appropriate opportunities and venues to accomplish this
goal by speaking to the role of H&H in Corps and public forums, and issuing letters and
directives to subordinate Commanders requesting their assistance in restoring the visibility
and role of H&H as a core CW function.

Some accomplishment. Subsequent to Senior Leader briefings in early 2001, the Chief E&C
Division and Deputy Director of Civil Works spoke out in favor of the importance of H&H and
expressed support for restoring the needed capability throughout the Corps. This past year, no
notable championing of H&H by Senior Leader has occurred. E-mail messages encouraged
applications for Watershed Systems Team Leader vacancy. No letters or directives were sent to
MSCs or districts encouraging restoring visibility and role of H&H.

2) Designate the Watershed Team Leader as the Corporate Champion and Corps
Technical Leader for H&H. Create business processes that ensure that the Watershed Team
Leader is invited to attend all HQ briefings and meetings that concern water resource
projects, studies or issues.

Some accomplishment. It is generally accepted by many that the Watershed Team Leader is the
champion and Corps technical leader for H&H. This is particularly true for HOSACE civil
works leaders and selected senior field H&H staff. To date (July 2003) no further announcing,
documentation changes, or acknowledgement of this anointing has occurred. HQUSACE
leadership pledged at the Portland H&H conference to rename the Watershed team and
announce such to the H&H community of practise.

3) That the HQ Watershed Team apply the PMBP by: (1) Supporting project delivery teams at
USACE districts and divisions (vertical integration) using BG Madsen’s concept of SPD
District Support Teams as described in the Task Force Report, and (2) Providing technical
leadership by communicating with H&H leadership at national meetings which focus on
H&H issues (2 meetings per year), and including representatives from
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Engineering/Construction, Project/Programs Management, Planning & Policy, Operations,
and other functional areas as appropriate to discuss policy, guidance, current issues, tech
transfer, future work, share information and experience.

Substantial accomplishment. The Watershed Team Leader regularly represents H&H in HQ
PMBP teams and is frequently consulted on national-level key matters with H&H implications.
Few opportunities to meet with the senior field H&H community have occurred to date. A
national H&H meeting was approved and was held in Portland in May 2003. The Watershed
Team Leader played a prominent role in shaping the conference and leading important sessions.

4) That the Watershed Team Leader position be reclassified from an interdisciplinary position
to a Hydraulic Engineer, GS-0810-15, with required Professional Engineering registration.
This will ensure that the position of the technical lead for H&H in the Corps will be filled
with someone that has a strong H&H background. The Team Leader should also have
demonstrated a technical leadership capability.

Accomplished. The team leader position is now filled as well as the vacant GS-14 that occurred
coincident with this time period.

5) That the Watershed Team Leader position be backfilled in the following manner while a
permanent replacement is being recruited (estimated June 2001 to March 2002): a mini-
recruitment should be performed immediately to obtain a temporary GS-15 replacement from
the field for a period not to exceed twelve months. The Advisory Committee should be an
active participant in the recruitment and selection process.

Accomplished.

6) That two GS-14 hydraulic engineer positions be added to the Watershed Team to ensure that
HQ maintains H&H technical competencies that are essential to the CW program: hydraulic
design, hydropower, river hydraulics, stream/ecosystem restoration, and sedimentation. The
most recent workload assessment identified a need for 6.26 FTEs to perform the duties of the
Watershed Team; currently there are only 4.0 FTEs. Position justifications and the workload
assessment are included in Appendix N.

Partially accomplished. One additional GS-13/14 position added to Watershed Team.
Position remains unfilled.

7) That the Watershed Team actively pursues the functional responsibility of interagency
coordination by coordinating Corps R&D efforts with those of other federal agencies to
encourage collaboration and leveraging limited research funds.

Partially accomplished. Some coordination work with FEMA/FI and Federal interagency
sedimentation committee has occurred as well as outreach to the National Weather Service in
areas of mutual interest. Embryonic outreach is beginning to take place, but none of
significance has occurred to date.
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8) That the division PMBP H&H role be patterned after the District Support Teams in SPD.
Fitting within the framework of our existing PMBP guidance, these have a high level of
engagement with the districts, and a high level of customer satisfaction. Information on the
SPD District Support Teams is included as Appendix D.

Not accomplished. No action to date by HOUSACE or others to foster implementation of this
recommendation on a national scale. Time and events may have overtaken this with the current
action focused on the Stockton 2012 report and subsequent FAA process.

GS-13 Technical Specialists

9) That non-supervisory technical GS-13 hydraulic engineer positions be encouraged for key
district H&H function positions which are regional or national technical specialists, one to
several in each district depending on workload and specialty expertise. Sample position
descriptions are included in Appendix O.

Accomplished. CEHR-E memorandum dated 6 July 2001 and EC 1110-1-104 provides
mechanism to accomplish this recommendation. A number of GS-13 hydraulic engineer
positions have been established and filled at the district level.

Training and Development

A comprehensive H&H Training Plan is presented in Appendix P and the following specific
recommendations are made.

10) That the “Basic H&H Training Plan”, as detailed in this Task Force Report, be generally
adopted for Corps wide implementation in FY03 for all entry-level H&H technical staff.
Commanders will assure district support of the Basic Training Plan and that this Plan is
included in Individual Development Plans (IDPs), as applicable. All formal training required
by this plan will be funded at the district level.

Not accomplished. Discussions held about revising and re-issuing a previous EP that provided
guidance for training and development of H&H professionals, to include guidance for METYL
and IDP activities, but no action taken.

11) That the “Journeyman/Expert H&H Training Plan”, as detailed in this Task Force Report, be
generally adopted for Corps wide consideration. Commanders will assure district staff
prepare annual IDPs with the 5 year training plan prepared as an individual career
development plan to meet mission requirements.

Not accomplished. General guidance is provided in EC 1110-1-104, but no specific action
related to H&H has occurred.
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12) Increase central funding of long-term training (with a minimum of five H&H positions per
year) to include labor, tuition, travel and per diem to ensure access to nationally prestigious
graduate programs.

Not accomplished. Not only has no headway been made on this recommendation, support for
USACE-sponsored long-term training seems on the decline, with the program suspended for FY
2003.

13) That the critical need to educate H&H work force to meet the new and growing mission area
of stream/ecosystem restoration receive one-time central funding over a period of two years.
The Watershed Team Leader would propose a training plan after consultation with
Planning/Policy and Operations Divisions.

Partially accomplished. PROSPECT courses related to stream/ecosystem restoration are
offered by CEERDC and CEIWR-HEC, and these courses are well attended. No action has been
taken to centrally formulate and fund a course on this topic for H&H staff. This
recommendation has been somewhat overtaken by time and events.

Research and Development

14) That Corps leadership recognizes the need to maintain a sustainable level of research and
development in hydrology and hydraulics, to include in-house H&H software development
and maintenance capability, and be advocates for such R&D and associated expertise in the
Corps. H&H R&D and associated software are essential elements of the Corps achieving
standing as a world-class engineering organization.

Not accomplished. Civil works R&D funding is on the decline, and thus H&H funding would be
expected to decline as well. In fact, H&H-related research is faring less well, with biological
aspects of environmental restoration and economics of navigation R&D being more successful in
competing for a share of the shrinking R&D budget. The new Watershed Team leader has not
vet become fully engaged in the R&D process so that effective advocacy for H&H is still lacking.

Executive Advisory Committee

15) That the HQUSACE Chief of Engineering & Construction Division create an Advisory
Committee (composed of the H&H Capability Assessment Task Force members) to provide
assistance to HQUSACE executive staff for the next three years in implementing the above
Task Force recommendations. Due to the near-critical staffing shortage and the impending
retirement of the Watershed Team Leader in June 2001, the Committee will have a major
role as the champion of the Task Force recommendations.

Accomplished. An executive advisory committee has been appointed (Task Force leader is
committee lead), and has been relatively active in monitoring implementation progress.
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CHAPTER 1: INTRODUCTION

Purpose and Scope

This report presents the findings and recommendations of the USACE Hydraulics &
Hydrology (H&H) Capability Assessment Task Force. This Task Force was established by the
Director of Civil Works and Director of Military Programs on 14 March 2001. As described in
its charter (Appendix A), the Task Force was formed in response to a growing concern among
Civil Works and Military leaders that Corps H&H talent is diminishing, and that a continuation
of this trend will impair the Corps’ ability to meet its water resource and military responsibilities.

The Task Force was encouraged to look at solutions that integrate USACE’s business
processes and organizational structure with emphasis on working in a regional business center
and project delivery team environment. The Task Force has developed a detailed, overall
strategy to enhance USACE hydraulics and hydrology capabilities through enhancement of the
regional business center and project delivery team environment, re-establishment of a competent
HQ H&H Team, retaining technical specialists, and more effective training.

Task Force Structure

The Hydraulics & Hydrology Capability Assessment Task Force consists of a Chair and
Assistant and mixed membership which included HQUSACE, MSCs, Districts, Labs, FOA and
retirees (see Appendix B for membership). The Task Force was responsible for developing
information and recommendations that included identifying priorities among the
recommendations for further development.

Task Force Activities

The Task Force has undertaken the following activities to develop the recommendations
presented in this report:

e Mid-February ’01: Formation of the Task Force.

e Late February ’01: Survey of all Civil Works H&H chiefs/leads at MSCs, Districts, Labs,
FOAs, and HQ.

e 15 March ’01: Task Force meeting #1, (virtual) with use of a phone bridge. Reviewed results
of H&H Capability survey and capability identified issues and needs.

e 20 March — 19 April: Task force meetings were held each Tuesday and Thursday (meetings
#2- #11), (virtual) with use of a phone bridge. Discussed and researched issues and needs.
Developed final draft Task Force recommendations.

o Late April *01: Prepared draft Task Force Report.

Information Sources

In preparing its recommendations the Task Force relied on the following sources of
information:
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e Hydrology and Hydraulics Capability Survey: Civil Works H&H chiefs/leads at
MSCs, Districts, Labs, FOAs, and HQ were asked to respond to a series of 23
questions focused on their H&H capability and needs of the H&H workforce. A
summary of responses, as well as samples of verbatim responses is presented in
Appendix C.

e South Pacific Division District Support Teams: Memorandum from SPD Commander
establishing District Support Teams; Charter for the SPD District Support Teams; and
SPD District Support Team Plan for Los Angeles District presented in Appendix D.

e ER 15-2-14, Committees on Tidal Hydraulics, Channel Stabilization, Water Quality,
and Hydrology: This regulation prescribes the objectives, composition, and
responsibilities of the Corps of Engineers Committees on Tidal Hydraulics, Channel
Stabilization, Water Quality, and Hydrology. Appendix E

e ER 1110-2-1460, Hydrologic Engineering Management: This regulation defines the
scope, authorities, and management requirements for hydrologic engineering
activities within the Corps of Engineers. Appendix F

e [EP 350-2-1, Training, Career Development of Hydrologic and Hydraulic Engineers:
This pamphlet describes professional development necessary for hydrologic and
hydraulic engineers to successfully advance and perform specialized hydrologic
engineering studies. Appendix G

e ER 350-1-416, Training, Headquarters, U.S. Army Corps of Engineers (USACE)
Centrally and Locally Sponsored Long-Term Training (LTT) Program: To establish
policy for HQUSACE Centrally and Locally Sponsored LTT Program. Appendix H

¢ Engineering and Construction Division, USACE, Mission and Functions, dated 14
November 2000: Presents the functions under the new re-structure for the Water
Resources Branch. Included are functions mapped to New Branches and Teams
including the Watershed Team. Appendix I

e Standard Operating Procedures of PMBP Within the Office of the Deputy
Commanding General for Civil Works (CW): Defines the operational scenarios
expected of the Civil Works Team as we carry out our roles in striving to meet our
mission. Appendix K

Structure of the Task Force Report

Chapter 2 of the report presents background information on hydraulics and hydrology
functions. Chapter 3 presents findings about critical CW H&H capabilities, needs and
opportunities. Chapter 4 presents guiding principles and other considerations that the task force
employed to help develop potential ways of addressing the problems and needs. The range of
potential actions considered by the Task Force is described in Chapter 5, while Chapter 6
presents and discusses the Task Force recommendations.
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CHAPTER 2: BACKGROUND INFORMATION

In accordance with the Task Force Charter (Appendix A), it is noted that “Our ability to
maintain technical expertise in the H&H field is critical to our continued support to the
nation.”

The Civil Works program of the Corps is one of assessing and managing water in a
natural or constructed environment to achieve national beneficial purposes as authorized by
Congress. The technical professionals within the Corps that posess the requisite critical skills of
assessing and managing water are the hydraulics and hydrology community. The military is
concerned with water on bases and within the field of operation, and H&H skills are also
important though not as critical as in Civil Works. Because hydraulics and hydrology capability
is essential to healthy Civil Works and Military Programs, the Task Force was established to
examine issues that are critical to the continued health of H&H in the Corps.

What is Hydraulics and Hydrology?

Hydraulics and Hydrology (H&H) is a core technical expertise that forms the foundation
of the Corps Civil Works program.

Hydraulics and hydrology is a part of civil engineering practice in which applications of
professional knowledge of hydrologic and hydraulic principles are key elements in water
resources development and management decisions. The scope includes the natural and
management processes affecting the water cycle from precipitation on the land surface through
the ultimate return of water to the sea or inland sink. Technical methods of analysis include field
measurement and observation, mathematical and statistical analyses, and models. Outputs from
hydrologic engineering studies include: water availability as expressed by surface and
subsurface yield; water surface elevations and water surface profiles; sediment processes;
modeling of watershed catchment processes, flood hydrograph development, and surface
infiltration; probability analysis of flood or drought frequency, risk of project failure, and
reliability of supply; reservoir regulation requirements for water supply, navigation, power
generation, and flood control; water quality effects of natural phenomena and project operations;
and groundwater level changes due to recharge and withdrawal.

For the Civil Works program H&H engineering studies play an integral and
fundamentally essential role in planning studies, design, construction, reservoir regulatory
procedures, emergency management, dam safety, navigation, operation and maintenance of
existing projects and other studies that involve water resource analysis.

For military support, H&H engineering is an essential component of water supply, storm
water management, and waste disposal on military bases. In the field, H&H engineering is
critical to water supply and sanitation, and maneuverability as effected by weather and stream
crossings.

Hydraulics and Hydrology studies and analyses in Civil Works utilize technical and
practical applications to achieve diverse objectives as dictated by the scope of the assigned
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investigation. Findings and results of these studies must reflect the most efficient, cost effective,
and logically implementable alternative.

Hydraulics and Hydrology is not a solitary pursuit. Hydraulics and Hydrology is a
member of an interdisciplinary team. The H&H engineer must be able to interface with many
and varied professions that play into the diverse roles which H&H is integral and essential.

The Hydraulics and Hydrology engineer must have the ability to effectively communicate
and understand the nuances associated with legal, social, natural, economic, plan formulation and
other management areas.

Hydraulics and Hydrology Functions

In trying to develop a strategy to maintain the Corps’ H&H capability and technical expertise, it
is important to first identify those functions and knowledge, skills and abilities (KSAs) that are
essentially unique to the H&H expertise and are important to maintaining the Corps’ H&H
competency. A general summary of the traditional H&H elements studies and support to the
programmatic areas of planning, design, construction, and operations and maintenance are shown
in the following list. More details are presented in Appendix J.

Planning: H&H studies develop fundamental technical flood and drought information for
reconnaissance and feasibility phases of survey investigations and continuing authority
programs, floodplain management, and special and national studies for navigation, flood damage
reduction, shore protection, stream bank erosion control, hydroelectric power, recreation, water
supply and quality management, fish and wildlife, wetlands conservation, regulatory program,
and special programs. Technical aspects of such studies include:

- Precipitation data

- Flood and low flow frequency analysis

- River hydraulics and sediment transport

- Reservoir sizing and operations

- Spillway/dam safety

- Flood impacts

- Sedimentation

- Watershed modeling and analysis

- Ecosystem restoration

- Water Quality

- Serve as an active team member with many and varied professions which play
into these types of investigative studies.

Design: H&H studies develop technical material for pre-construction engineering and design
studies, post authorization changes, reevaluation reports and design memoranda. They also
provide information for preparation of plans and specifications and handling of water during
construction. A particular responsibility of H&H is that of Hydraulic Design, that is shaping the
structures that are used to manage water for authorized purposes.

10
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- Develop hydraulic structures necessary to provide the desired deliverables in
the most cost-effective design.

Construction: The H&H engineering role during construction is typically one of support to the
construction function:

- During construction, he/she must be able to react quickly to needed
construction contract modifications. These include analysis of construction
modifications, close coordination with other design elements and assistance in
development of a fair and reasonable cost estimate.

Operations and Maintenance: H&H engineering studies provide the basis for real-time water
control decisions, undertaking emergency management actions, preparing water control manuals,
monitoring reservoir sedimentation, evaluating reservoir storage reallocations, and other water
control studies. H&H studies also support project operation modifications as might be necessary
for maintenance of features of projects.

- For reservoirs, hydropower facilities and navigation projects, the complexities
associated with these multifaceted projects demands a wide and
comprehensive working knowledge of stochastic hydrology, geohydrology,
hydrometeorology, hydroecology, regulatory permitting policies, Federal
Energy Regulatory Agency licensing actions, ecosystem and environmentally
sensitive procedures and practices and other special programs germane to a
specific project.

- Inreservoir control and water management, the H&H engineer is responsible
for implementation, deployment and maintenance of the Corps Water
Management System (CWMS). Additionally, the engineers are tasked with
use of complicated forecasting models, real time data acquisition, real time
water control decisions including issuing instructions to the project operators
and preparing reports on flood damage prevention to HQUSACE and
Congress.

Maintaining H&H Capabilities

The status and health of H&H in the Corps is of significant concern. Indications are that
H&H capabilities of the Corps have declined, and a perception that the need for these capabilities
is diminishing makes this investigation imperative. Subsequent chapters will make clear that
maintaining, as well as strengthening the Corps’ H&H capability requires re-establishing a
competent HQ H&H team to provide both national technical H&H leadership and support to
project delivery teams at USACE districts and divisions. Additionally, it requires building the
H&H career field so the Corps can attract young talented engineers, train and develop them, and
then retain them as they gain experience.
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Bottom line... it is important that HQ H&H provide technical leadership and our H&H
people have the right skills to support a changing Civil Works mission, and to meet the essential
needs for military support.
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CHAPTER 3: PROBLEMS. NEEDS, AND OPPORTUNITIES

The chief sources for identifying problems, needs and opportunities that impact on
Hydraulics and Hydrology capability included the Hydrology and Hydraulics Capability Survey
(Appendix C), the Engineering and Construction Division, USACE, Mission and Functions
(Appendix I) and the Standard Operating Procedures of PMBP Within the Office of the Deputy
Commanding General for Civil Works (CW) (Appendix K). Below is a brief discussion of the
key problems, needs and opportunities that impact on H&H capability considered by the Task
Force.

e Erosion of hydraulics and hydrology talent base at HQUSACE.

H&H staff, based on narrative responses to the Corps-wide survey, are in overwhelming
agreement that our H&H capability at HQUSACE has been steadily eroded in recent years and
has become ineffective in providing leadership, expertise, policy, guidance and H&H visibility
within the Corps. This is demonstrated by the fact that districts responded that 86% of the time
they are securing answers to their questions involving technical methods or policy from sources
other than the MSCs or HQ and only 17% of the time do our MSCS go to HQ to answer these
questions.

Respondents to the survey believe meaningful roles for H&H elements in the MSCs and
HQ need to be defined and appropriate staffing levels maintained in order to provide consistent
and meaningful agency-wide H&H involvement and supporting presence in project development
and delivery. They say “H&H is the basis for or supports all aspects of our mission: planning,
design, construction, operations, emergency management and regulatory and a loss in H&H
capability adversely impacts mission performance throughout the agency. Specifically, the
technical policy and guidance role of HQ H&H should be reaffirmed.”

e Erosion of hydraulics and hydrology talent base due to retirements and migration to
project management by H&H engineers.

H&H survey respondents believe that H&H technical capability has declined because of
the migration of H&H technical experts to Project Management — to obtain higher grade levels.
The top technical grade for H&H engineers in district offices is most often GS-12, while it is
possible to become a GS-13 project manager in all districts. In addition, an aging workforce is a
concern in that one in four H&H engineers in the districts and one in two in divisions could
potentially retire within the next five years. The decline in technical capability is supported by
the survey response by the districts which indicated the present capability to meet mission needs
with H&H professional services is “inadequate” or “woefully inadequate” in 18% of the districts.

The district survey responses to the question, whether a career ladder to technical
specialist GS-13 would alter their career plan, responded that 78% would alter their career plan.

o Difficulties in obtaining needed training in a timely and cost effective fashion.
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Survey respondents believe that the shortfall in H&H technical expertise can be
overcome by providing increased funding/opportunity for training to strengthen all technical
areas of H&H. Survey respondents indicate that the current training budgets are established
based on some arbitrary percentage of the office operating budgets and bear no relationship to
actual training needs. Technology is advancing rapidly and if the Corps is to remain a world
leader in Water Resource Engineering, leadership must recognize that training budgets must
increase. Investment must be made in training H&H engineers in GIS, CADD, ecosystem
restoration methods, water supply, water quality, hydroelectric power, leadership and
communication skills to better meet the challenges and problems that face the nation. The survey
respondents believe that on-the-job training and mentoring were the most effective ways,
followed closely by custom (just-in-time) seminars and workshops and PROSPECT courses, of
enhancing skill development. The recent emphasis on contracting out significant portions of
engineering work, and flattening the organization by increasing the employee/supervisor ratios
has negatively impacted opportunities for mentoring, and providing a variety of real (not contract
supervision) work for new H&H engineers.

e Lack of recognition at HQ level that H&H is a central technical discipline, which forms
the foundation of the Civil Works program for USACE.

H&H engineers and scientists are concerned that the critical importance of their function
in Civil Works is not well understood or valued by the Senior Leadership at the HQ level. They
feel that too much attention and energy has recently been focused on the business processes and
an atmosphere has evolved that H&H services can be purchased without understanding that
H&H is one of the core competencies of the USACE. This lack of recognition in HQ has
resulted in permeation of this atmosphere downward to senior leadership at the divisions and
districts.
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CHAPTER 4: GUIDING PRINCIPLES AND CONSIDERATIONS

Principles/Objectives

The principles set forth in this report reflect the Task Force analysis of hydraulics and
hydrology problems and needs, and include suggestions and recommendations made in various
sources of information. These sources include the Hydrology and Hydraulics Capability Survey
(Appendix C) and the Task Force Charter (Appendix A) and extensive discussions with senior
HQ leadership and well-regarded technical specialist throughout the Corps. The following
principles were used to formulate the recommended measures.

Hydraulics and Hydrology is a core technical expertise that forms the foundation of
the Corps Civil Works program.

Hydraulics and Hydrology is critical to the Corps’ continued support to the nation.
Corps’ continued status as a world leader in H&H, supported by Corps Leadership.
The solution will require a systematic corporate response.

The solution will integrate current business processes and organizational structure.

The Watershed Team (Water Resources Branch, E&C Div, Civil Works) is the
HQUSACE H&H team.

The Watershed Team Leader is the corporate leader, champion and technical lead for
H&H in the Corps of Engineers.

The Watershed Team must be reconnected with the districts and divisions to stay
abreast of technical needs and corporate opportunities. This reconnection is essential
for HQ to perform its leadership role as proponent for R&D, training, and technical
policy and guidance.

Training and Development are priority investments that need to be started early and
continue throughout the career of the H&H engineer.

H&H must support career opportunities equivalent to other career ladders
within the Corps.

Corps H&H needs to be involved in cutting edge research to be a world class Water
Resource Agency.
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e A world-class organization performs world-class work; it does not buy critical core
work and products from others. On the contrary, a world-class organization is looked
to for expertise and products that others make use of to get their work done.

16



Hydraulics & Hydrology Capability Assessment
Task Force Report
August 2003

CHAPTER 5: ACTIONS CONSIDERED

The Task Force considered a range of actions to address the key problems and needs identified.
Actions developed were evaluated against the criteria listed below to determine whether they
should be carried forward for further development and recommendation by the task force. It
should be noted that the near-crisis situation in HQ H&H (and its associated recommendations)
moved many “major” recommendations on other topics into the “minor” category. The summary
of recommendations lists those that are considered the most urgent and important. Other
“minor” recommendations are discussed in more detail in Appendix Q.

e Importance. Which recommendations were the most important?

e Urgency. Which recommendations must be implemented as soon as possible?

e Feasibility. Could these recommendations be implemented in the prevailing
organizational climate that currently exists in HQUSACE and the field?

o Cost-effectiveness. Which recommendations offered the most benefit at the least
cost?

e Within Task Force mission. Was the recommendation within the Task Force
mission?

The table below presents the actions considered by the Task Force and their disposition
with respect to the above evaluation criteria.

Table 5-1: Actions Considered by Task Force (TF)

Summary of Actions Considered \ Disposition of Action

Problem: Perceived lack of recognition by Corps leadership of H&H as a core
technical expertise which forms the foundation of the Corps Civil Works program

Suggest that HQUSACE senior leaders use | Addressed by TF (Recommendation #1)
appropriate venues to restore the visibility
and role of H&H as a core CW function

Designate the HQUSACE Watershed Team | Addressed by TF (Recommendation #2)
Leader as the technical lead for H&H
within the Corps

Create business processes within HQ that Addressed by TF (Recommendation #2)
ensure that the Watershed Team Leader is
involved in water-resource related briefings
and meetings

Problem: Need to re-establish an effective HQ H&H team

Define a role for HQ H&H which engages | Addressed by TF (Recommendation #3)
them with the districts and divisions

Make sure that the Watershed Team Leader | Addressed by TF (Recommendation #4)
position is qualified to be the technical lead
for H&H within the Corps

Provide for competent interim backfill for | Addressed by TF (Recommendation #5)
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Watershed Team Leader position during
recruitment for permanent team leader

Add positions (to HQ Watershed Team)
which cover key H&H disciplines

Addressed by TF (Recommendation #6)

Problem: need to foster sense of H&H team community within Corps

Facilitate tech transfer between
districts/divisions

Addressed in part by TF (Recommendation
3); should be undertaken by fully staffed
Watershed Team

Organize H&H workshops and conferences

Addressed in part by TF (Recommendation
3); should be undertaken by fully staffed
Watershed Team

H&H newsletter

Great idea, but needs an HQ proponent and
funding. Deferred.

Update of H&H personnel directory

Same as above

Internet chat site for H&H questions

Same as above

Problem: Need for improved definition of

Division PMBP role

Encourage Divisions to use SPD District
Support Teams as a model

Addressed by TF (Recommendation #7)

Problem: Difficulty in retaining experienc

ed H&H personnel due to migration to

higher-graded positions in PM and other functional areas

Encourage Districts to create non-
supervisory GS-13 technical hydraulic
engineer positions

Addressed by TF (Recommendation #9)

Problem: Need for training in traditional “core” areas of H&H expertise

Prepare and adopt the “Basic H&H
Training Plan”

Addressed by TF (Recommendation #10)

Prepare and adopt the “Journeyman/Expert
Training Plan”

Addressed by TF (Recommendation #11)

Problem: Lack of training funding

Encourage Districts to allow H&H sections
flexibility to reallocate their technical
indirect budgets to fund training

Addressed by TF (discussion for
Recommendations #10 & 11)

Request central funding for H&H core
training program

Considered desirable, but likely infeasible.

Use innovative methods, for instance: (1)
using Planning Assistance to States funding
to set up workshops for local governments
with some spaces for Corps employees, (2)
regional training put on by divisions

Good ideas, not addressed by TF.

Problem: Lack of access to nationally prestigious programs for long-term training

in H&H

Level the playing field by restoring central
funding for long-term training costs

Addressed by TF (Recommendation #12)

Problem: Need for ecosystem restoration training

Develop a plan for cost-effective training

\ Addressed by TF (Recommendation #13)
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(after consultation with Planning and
Operations Divisions). Obtain central
funding for an intensive, short-term effort
to train hydraulic engineers in this rapidly
growing new mission area.

Problem: Lack of recognition of role that in-house H&H software development
plays in the maintenance of a world-class engineering organization

Encourage the recognition by Corps Addressed by TF (Recommendation #14)
leadership of the need for in-house H&H
software development as an essential
element in the maintenance of a world-
class engineering organization

Central funding for software maintenance | Considered by TF, not recommended.
Although the TF agreed that central
funding would be desirable, the conclusion
was that the total R&D funding was a “zero
sum” game, and that an increase in central
funding for model maintenance would
come out of some other R&D effort which
cannot afford it.

Problem: Difficulty in implementing Task Force recommendations with recent loss
of senior personnel, a near-critical staffing shortage, and the impending retirement
of the Watershed Team Leader in June 2001.

Create an Advisory Committee to act as the | Addressed by TF (Recommendation #15)
champion of the Task Force
recommendations

Problem: Difficulty in hiring

Encourage Districts to establish hydraulic | Good idea, no action taken
engineer positions with full performance at
the GS-12 level

Standardize personnel practices so that all | Good idea, no action taken
Districts can hire directly at the GS-9 level
as some do now

Remove the mobility requirement for DA Good idea, no action taken
interns, so that they can stay on at the
district which recruited them

Problem: Need for national & regional H&H technical expertise which is no longer
supplied by Divisions or HQ

Expand role of technical committees Addressed by TF, but not included as a
major recommendation. See write-up in
Appendix Q.

Problem: ROS not helpful in identifying sources of H&H expertise

Modify ROS to make more H&H-friendly | Addressed by Task Force in Appendix Q

Problem: Need for increased technology transfer

Develop and acquire funding for a | Addressed by TF, but not included as a
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centrally-funded consulting mechanism for
flood control projects (similar to DOTS
and WOTS for dredging and water quality
problems)

major recommendation. See write-up in
Appendix Q.

Use regional and national H&H meetings
to keep H&H leadership informed of new
software and technology

Addressed by TF (Recommendations #3
and #8)

Problem: Perceived problems with Corps QA on hydraulic engineering studies

Evaluate need for increased technical
review on studies which are complex,
nationally significant, politically sensitive,
or policy-setting.

Outside the TF charter, however, the
implementation of Recommendations #3
and #8 will establish a collaborative
working relationship between the districts,
divisions, and HQ which will have a
beneficial impact on project quality.

Problem: Need to identify Corps’ future H&H mission

Potential water resources work for
developing nations

Outside TF charter, however, the
implementation of Recommendations #3-6
(reestablishment of an effective HQ H&H
team) will provide the proper assistance for
this mission.

Ecosystem restoration a rapidly growing
new mission area, with training critically
needed

Addressed by TF (Recommendation #13)

Problem: Scarce resources

Use of virtual teams to use sources of
expertise (or labor) in various locations

Supported by the TF. The regional and
national meetings of H&H leadership
(Recommendations #3 and #8) are seen as
the most effective method of building the
face-to-face partnerships that are the
foundation of virtual teams.

Increased inter-agency cooperation and
technology transfer

Addressed in part by TF (Recommendation
#3): one function of a fully staffed HQ
Watershed Team would be coordination
with other agencies (on R&D and other
areas) to minimize duplication of effort.
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CHAPTER 6: TASK FORCE RECOMMENDATIONS

Cost of Implementation of Recommendations: The task force recommends fifteen actions to
respond to the findings of the status of H&H competency of the Corps. Many recommendations
have no implementation cost, others have national/central funding requirements, still others have
only local/MSC costs, and a few have both. Perhaps the most important recommendations (#1,
Support and advocacy for H&H by Corps senior leaders) costs nothing but can have a dramatic
impact and set the context for ready acceptance and implementation of other recommendations.
Two others (#3, Role of HQ Watershed Team in PMBP; and #8, Improved Definition of
Division H&H roles) are also cost free and can have both immediate and long lasting value to the
Corps business processes. Other cost free recommendations of significant note include:
Watershed Team Leader/H&H designation, curriculum guidance for basic and advanced training,
and interagency coordination of R&D. There are important recommendations that have cost:
adding two technical GS14s to the HQ Watershed Team; one-time ecosystem restoration training
for H&H; increased software-related R&D; and upgrading selected field office technical
specialist to GS-13 grades. Estimates of the cost impacts for the task force recommendations are
tabulated in Table 1.

Recommendations:

Restore visibility and role of Hydraulics and Hydrology (H&H) as a core technical
expertise that forms the foundation of the Corps Civil Works program.

Recommendation (1): Support from HQUSACE Senior Leaders

That HQUSACE senior leaders use appropriate opportunities and venues to accomplish this goal
by speaking to the role of H&H in Corps and public forums, and issuing letters and directives to
subordinate Commanders requesting their assistance in restoring the visibility and role of H&H
as a core CW function.

Discussion: During the past few years, there has been an erosion of technical capability while
attention was focused on developing business processes. The charter of this task force, and
several messages from General Flowers, indicate a renewed interest in engineering excellence
and the maintenance of our in-house engineering expertise. To position the Corps as the nation's
premier water resources agency, it is essential to reestablish its identity, not as an agency that
buys technical services, but as an agency that maintains a world-class scientific and engineering
staff. As a water resources organization, the discipline of hydraulic and hydrologic engineering
forms the foundation of our entire civil works program. If this message is to become the
blueprint for our organization, it must be promoted at all levels. It must be acknowledged in
speeches and in writing, at every opportunity, so that it reaches both the public and our own
employees. It would be desirable for the Corps SES staff to speak about the importance of
maintaining technical capability at gatherings of senior military and civilian leaders. It would be
helpful for our HQUSACE staff to discuss this when they visit the districts or the MSCs, and for
District Engineers to make a point of it when they have town hall meetings. The statements by
General Flowers in support of engineering excellence have been widely quoted as a positive sign
within the Corps, and (for instance) an indication that the recommendations of this Task Force
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have a chance of being implemented. The dissemination of this message by our top leaders, as
forcefully and as frequently as possible, will hasten the day that we become an organization
dedicated whole-heartedly to valued public works projects achieved through engineering
excellence.

Cost: There is not cost associated with implementing this recommendation. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Recommendation (2): HQ Watershed Team Leader as Technical Lead for H&H

Designate the Watershed Team Leader as the Corporate Champion and Corps Technical Leader
for H&H. Create business processes that ensure that the Watershed Team Leader is invited to
attend all HQ briefings and meetings that concern water resource projects, studies or issues.

Discussion: Several factors have contributed to the current lack of visibility of HQ H&H: 1)
recent emphasis on Program/Project Management and business practices without commensurate
equivalent emphasis on technical excellence; 2) the reorganization of HQ Civil Works; and 3)
loss of HQ H&H personnel. In order to restore HQ H&H technical leadership, the Watershed
Team Leader must be actively involved in current projects, studies, and issues related to water
resources. HQUSACE upper management needs to amend current business processes to ensure
the involvement of the Watershed Team Leader in all such matters to promote vertical
integration of our products and services.

Cost: There is not cost associated with implementing this recommendation. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Re-establishment of an effective HQ H&H team
Recommendation (3): Role of HQ Watershed Team in PMBP

That the HQ Watershed Team apply the PMBP by: (1) Supporting project delivery teams at
USACE districts and divisions (vertical integration) using BG Madsen’s concept of SPD District
Support Teams as described in the Task Force Report, and (2) Providing technical leadership by
communicating with H&H leadership at national meetings which focus on H&H issues (2
meetings per year), and including representatives from Engineering/Construction,
Project/Programs Management, Planning & Policy, Operations, and other functional areas as
appropriate to discuss policy, guidance, current issues, tech transfer, future work, share
information and experience.

Discussion: The task force unanimously agreed that a connection between HQ H&H and the
divisions and districts was essential to reestablish the value, leadership, and effectiveness of the
HQ Watershed Team, and that the mechanism by which this was accomplished would be one of
the central recommendations of this report. Without contact with the districts, divisions and
other field operating activities, the HQ Watershed Team cannot perform its functions of
leadership, and supporting the districts’ missions with appropriate training, R&D, guidance, and
policy. Neither can it perform its function of supporting upper management within the Corps, or
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representing the Corps to other agencies in any useful way. The task force and divisions were
queried for ideas on how increased involvement by the HQ Watershed Team could be
successfully achieved within our current organization and guidance. Two ideas were selected for
recommendation.

The first is modeled on the successful implementation of District Support Teams (DSTs) in SPD
as an application of the Project Management Business Process. These teams were initiated by
PPMD, supported by the Division Commander, senior management and division staff, and have
been highly successful. They operate much like the district Project Delivery Teams, but their
goal is to provide maximum support to the districts in delivering projects to their customers
through the following actions:

1. Providing programmatic overview of various programs and authorities.
Assisting the districts on specific project actions and problems as requested by the districts
and as warranted.

3. Processing and expediting district products through SPD, HQUSACE, and OASA(CW).

4. Keeping the Division Commander and SPD staff informed of district actions.

Other DST activities include helping the districts resolve project and funding issues, moving
projects efficiently through SPD and HQUSACE for approval, improving communications,
coordinating multi-division support for national customers, serving as the district champion for
all project actions, and providing expertise through guidance, tools, and regional training. The
teams include members from Operations, Counsel, Planning, Real Estate, Project Management,
and Engineering & Construction. (H&H personnel represent the E&C Division on the DSTs,
acting as a point-of-contact and calling in other E&C disciplines as needed). DSTs are involved
with the districts through a regularly scheduled series of milestone briefing and meetings,
occurring from reconnaissance studies through operation and maintenance of civil works
projects. The team members have considerable authority, including signature authority for many
actions. A full description of SPD’s District Support Teams is included as Appendix D. Since
these teams are successfully supporting the districts and operate within our existing authorities,
the task force decided to use these as a model for the role of the HQ H&H team.

We are recommending that:

1. H&H represent E&C Division on the HQ PMBP team,
. The team be proactively involved on projects and studies of national significance,
3. The HQ team use SPD’s charter and principles & guidelines as a model for their
involvement with the districts and divisions, and
4. HQ creates four permanent Division Support Teams, with each team covering two
divisions.

Each team would be composed of permanent members from each HQ division, with the goal
being to have a stable group that forms long-term working relationships with the districts and
divisions. The districts and divisions should know who to call at HQ to answer questions in
different areas. The teams would have a regular schedule of meetings with the divisions: some
would be project-related, and some would be for budget briefings, partnering, inspection, QA
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assessment, and PMBP review. The project-related meetings would only be for significant
projects: complex, politically sensitive, policy-setting, etc. By formation of these teams and
interaction with the field, the districts and divisions derive the benefit of broader experience from
HQ, and a champion who can resolve issues at the HQ level. By their participation on these
teams, the HQ Watershed Team will get a better understanding of the districts’ needs for
training, R&D, policy, and guidance. This approach is a collaborative one with multidisciplinary
teams, rather than a stovepipe relationship with authoritative technical review by division and
headquarters. However, the success of this collaborative approach depends on direct interaction
among the team members. It is also essential that the HQ Watershed Team members have direct
contact with their counterparts at the districts and divisions. It is through this contact over the
life of a project that collaboration can occur, with division and HQ giving the districts the benefit
of their regional and national perspective, resulting in value-added for the customer. It is
essential that the HQ Watershed Team be represented on the HQ PMBP team on all water-
resources projects and studies.

The second idea selected for implementation is patterned after the successful model of HQ
Planning Division, which holds meetings with the MSC planning chiefs twice a year (district
chiefs are invited to one of these meetings). The proposed meetings would be led by the HQ
Watershed Team and would be forums for two-way discussion of policy, guidance, current
issues, technology transfer, future work, etc. Representatives from Planning, Operations,
Program/Project Management, the labs, and other functional areas as appropriate will be invited
to participate to cover current topics of interest. This interaction with the districts and divisions
is crucial to the technical leadership role of the HQ Watershed Team. It will ensure that the
products supplied by HQ are useful to the field, and that the HQ Watershed Team can adequately
support HQUSACE management by keeping them informed of division and district actions.

Cost: The estimated cost of implementing this recommendation if $10k/year nationally (central
funding) and $350k/year for districts/MSCs. This covers costs for two national meetings per
year: travel costs for four attendees from HQUSACE and 75 attendees from districts/division,
and salary costs for divisions. See Table 1 for estimates for the cost impacts for all task force
recommendations.

Recommendation (4): Reclassification of Watershed Team Leader Position

That the Watershed Team Leader position be reclassified from an interdisciplinary position to a
Hydraulic Engineer, GS-0810-15, with required Professional Engineering registration. This will
ensure that the position of the technical lead for H&H in the Corps will be filled with someone
that has a strong H&H background. The Team Leader should also have demonstrated a technical
leadership capability.

Discussion: The Watershed Team Leader is the technical lead for H&H in the Corps of
Engineers, the nation's premier water resources organization. This position must be filled by
someone with a strong H&H background in order to be effective, mandating a reclassification of
the position as a Hydraulic Engineer, GS-0810-15. The job series that are currently eligible
(Mechanical Engineer, General Engineer, Civil Engineer, and Hydrologist) do not have sufficient
H&H background to adequately perform the position duties. If the position is filled with another
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job series, not only will the Watershed Team leader be poorly prepared for his/her duties, but the
team leader will not be able to provide backup for the skills sets of the other team members.
This would leave the Watershed Team at a critically low level of staffing.

The need for a strong H&H background, with a significant component of district H&H
experience, should be self-evident: the effectiveness of the Watershed Team Leader depends on
their ability to command technical respect, both inside the Corps in the districts and divisions,
and outside the Corps, within the professional community and with other federal agencies. The
need for demonstrated technical leadership capability arises from the fact that the majority of the
position responsibilities involve leadership: the Watershed Team Leader must lead the Corps in
all areas relating to H&H. The specific characteristics that the Watershed Team Leader should
possess are listed in detail in Appendix L, “HQUSACE Watershed Team Leader, GS-0810-15,
Desired Characteristics.”

Cost: There is not cost associated with implementing this recommendation. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Recommendation (5): Temporary Backfill of Watershed Team Leader Position

That the Watershed Team Leader position be backfilled in the following manner while a
permanent replacement is being recruited (estimated June 2001 to March 2002): a mini-
recruitment should be performed immediately to obtain a temporary GS-15 replacement from the
field for six to twelve months. The Advisory Committee should be an active participant in the
recruitment and selection process.

Discussion: The retirement of the Watershed Team Leader, expected to occur in June 2001, will
virtually complete the loss of institutional Hydrology and Hydraulics (H&H) technical
experience and knowledge residing at HQUSACE. It is therefore imperative that the impending
H&H technical vacuum be short in duration and the Acting Watershed Team Leader be
temporarily filled with a knowledgeable and versatile H&H specialist. To aid in this procedure,
the following is recommended: (1) Prior to the formal retirement announcement, that the
Advisory Committee be tasked to assist the CW Water Resources Branch Chief in preparation
and/or development of a set of Knowledge, Skills and Abilities (KSAs) that would be used to
assist in the recruiting on a temporary and permanently basis; (2) that immediately upon formal
retirement announcement by the incumbent, HQUSACE release a Corps-wide interest and
availability request for an H&H developmental assignment at HQUSACE (temporary fill) at the
GS-15 level to all known qualified individuals in-the-field that have significant H&H technical
backgrounds; (3) that the temporary fill announcement (developmental assignment at
HQUSACE) be time limited and expected to last for a period not to exceed 12 months while the
position is being actively recruited; (4) that a designated subset of the Advisory Committee
serve as a pre-selection committee for the Acting Watershed Team Leader to narrow the field of
potential applicants (evaluate individuals on H&H technical expertise and proven H&H
leadership skills) and provide the shortened list (with supporting documentation and
justification) to the selecting official; (5) that the Acting Watershed Team Leader be recruited
to be on-board at HQUSACE for a transition period with the incumbent; and (6) that the
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Advisory Committee have at least one member on the final selection panel for the permanent
replacement.

Cost: There is a one-time estimated national cost (central funding) of $35k associated with
implementing this recommendations, covering travel and per diem for 180 days. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Recommendation (6): Additional Positions on HQ Watershed Team

That two GS-14 hydraulic engineer positions be added to the Watershed Team to ensure that HQ
maintains H&H technical competencies that are essential to the CW program: hydraulic design,
hydropower, river hydraulics, stream/ecosystem restoration, and sedimentation. The most recent
workload assessment identified a need for 6.26 FTEs to perform the duties of the Watershed
Team; currently there are only 4.0 FTEs. Position justifications and the workload assessment are
included in Appendix N.

Discussion: Analysis by the H&H Capability Assessment Task Force identified a critical
understaffing in the Watershed Team (CECW-EW-W). The most recent workload assessment
identified a need for 6.26 FTEs to perform the duties of the Watershed Team; currently there are
only 4.0 FTEs. The Task Force determined that during the establishment of the current E&C
organizational structure the Watershed Team was under-resourced to effectively meet
requirements of assigned functions. The Corps-wide H&H Capability Assessment Task Force
Survey also received many comments from the field that staffing of HQUSACE Watershed
Team must be increased to provide policy and guidance in several critical H&H areas in a
responsive manner. The current workload and staffing has resulted in:

- staff not being available when requested to participate in PMBP teams

- staff not available to support UOC (for example, the current Red River of the North
situation)

- staff operating in "crisis mode" and being forced to neglect crucial but less urgent
functions such as technical policy, professional society interface, workforce
evaluation & development, CX proponent for E&C programs, etc.

- staff technically unqualified to respond to requests from districts and MSCs to
provide guidance in several critical H&H areas in a responsive manner.

The H&H Capability Assessment Task Force has evaluated the functional responsibilities of the
Watershed Team, required technical skills, new mission areas, and actual workload
requirements. The analysis indicates that the following H&H technical skills are required by the
Watershed Team:

- Surface water hydrology

- River hydraulics

- Reservoir system analysis

- Water quality

- Hydrologic statistics, frequency and risk analysis
- Groundwater hydrology
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- Drought and low-flow hydrology
- Erosion, sediment transport, and sedimentation Coastal Engineering
- Hydraulic design

Applications/business areas include:

- Flood control/damage reduction

- Shallow/inland and deep draft navigation
- Water supply

- Stream/ecosystem restoration

- Hydropower

- Water Control Management

Program management, liaison, or corporate POC responsibilities include:

- International Joint Commission (IJC), International Boundary Waters, and Columbia
River Treaty

- Corps of Engineers Water Management System (CWMS)

- Dam Safety

- Several interagency committees including sediment, flood flow frequency, FEMA
HAZUS model.

Technical skills which are not possessed by current Watershed Team members are:

- Hydraulic design

- Hydropower

- River Hydraulics

- Stream/ecosystem restoration

- Erosion, sediment transport, and sedimentation.

The area of hydrologic statistics, frequency and risk analysis is currently covered by the
Watershed Team Leader, who is retiring.

The two additional GS-14 hydraulic engineer positions which are recommended will cover the
technical skill areas that are currently not possessed by the Watershed Team and assume program
management/POC duties currently un-resourced. One position will cover Hydraulic Design &
Hydropower, including coordination with FERC on hydropower licenses. The other will cover
River Hydraulics, Sedimentation, and Stream/Ecosystem Restoration. This last technical skill,
stream/ecosystem restoration, is a rapidly growing new mission area that is currently not
represented on the Watershed Team, and in which critical needs have been identified by the field
for training, guidance, policy, and R&D. The addition of the two recommended positions will
enable the Watershed Team to cover the necessary skill set and to perform its mission
successfully. These positions should be recruited as GS-13/14 positions to attract a larger and
more diverse group of applicants. HEC has national experts than can be used on a case-by-case
basis to fill voids in technical expertise during the recruitment process, and provide supplemental
expertise and manpower as might be needed when requirements exceed the resources of the fully
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staffed Watershed Team. HEC is not a laboratory and thus may be GE resourced. The previous
Deputy Director of Civil Works (John D’ Aniello) tasked IWR management to seek such
resource inclusion in future IWR budget requests.

Cost: The estimated cost of implementing this recommendation is $350k/year nationally
(central funding). This covers salary plus overhead for two GS-14’s in HQUSACE. See Table 1
for estimates of the cost impacts for all task force recommendations.

Recommendation (7): Interagency Coordination

That the Watershed Team actively pursue the functional responsibility of interagency
coordination by coordinating Corps R&D efforts with those of other federal agencies to
encourage collaboration and leveraging limited research funds.

Discussion: The HQ Watershed Team should make an intensive effort to coordinate our R&D
efforts with those of other federal agencies. This is already done in sedimentation through the
Federal Interagency Sedimentation Program. There is a critical need for this approach in the
H&H component of ecosystem restoration, where there are multiple federal agencies working on
similar research activities. In ecosystem restoration, the key agencies (along with the Corps)
would be USDA, NRCS, FWS, EPA, and USGS. Corps research dollars are so limited, and
there is so much that needs to be done, that any leveraging that could be obtain (through
interagency coordination) would be extremely beneficial and would more than repay the time
and effort spent. This effort is dependent on filling the position allocated in the Watershed
Team.

Cost: There is not cost associated with implementing this recommendation. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Recommendation (8): Improved Definition of Division H&H Role

That the division PMBP H&H role be patterned after the District Support Teams in SPD. Fitting
within the framework of our existing PMBP guidance, these have a high level of engagement
with the districts, and a high level of customer satisfaction. Information on the SPD District
Support Teams is included as Appendix D.

Discussion: The role of H&H staff in the divisions has not been clearly defined under PMBP.
Several Corps divisions have a high level of engagement between their H&H staff and those of
the districts on civil works projects, and have found that there is value added for the districts to
have division support, especially on controversial or complex projects. Since SPD had the most
formalized and well-documented procedure for interaction with their districts, they were selected
as a model, both for other Corps divisions and for HQ (as described in Recommendation 3
above). The role of the SPD District Support Teams is described above in the discussion
following Recommendation 3, with additional information included in Appendix D. The SPD
teams have been successful, resulting in a high degree of district and division satisfaction. The
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interaction between the division and the districts has led to the division supplying products such
as training and guidance which are valued by the districts.

Cost: There is not cost associated with implementing this recommendation. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Recommendation (9): GS-13 Technical Specialists

That non-supervisory technical GS-13 hydraulic engineer positions be encouraged for key
district H&H function positions which are regional or national technical specialists, one to
several in each district depending on workload and specialty expertise. Sample position
descriptions are included in Appendix O.

Discussion: Many of the best and the brightest H&H university graduates go to work for the
Corps of Engineers. The Corps is probably the nations largest employer of H&H specialists and
has some of the most interesting work being done. Unfortunately, these excellent engineers
become frustrated because the career ladder for engineers desiring to remain technical specialists
in H&H at the districts is capped at the GS-12 level. 78% of district H&H staff answered yes to
the question “Would a career ladder to technical specialist GS-13 alter your career plan...?” To
get promoted in their district engineers at this level have to leave their technical specialty and
become managers or supervisors. With decreased supervisory ratios first line H&H supervisors
often supervise 15 engineers. These supervisors don’t have the time to maintain their technical
expertise, to provide technical guidance and review, or to adequately mentor younger staff. This
is especially disturbing now that the districts are responsible for technical review. With the
current disparate grade levels the Corps runs the risk of becoming a world-class project
management organization supported by a second class engineering staff.

GS-13 district technical specialists would play a role in the proposed district support teams.
Permanent members of these teams would come from divisions but district regional experts
would serve on an ad hoc basis when their specialty was required. This would increase district
participation in the regional business process and help ensure sharing of expertise between
districts. Sharing of expertise will be especially important as some districts reduce in size and
won’t be able to maintain expertise in all portions of H&H. The survey found that districts with
smaller H&H staff were mainly the ones who rated the Corps H&H expertise as woefully
inadequate or inadequate. Regional GS-13 district technical specialists could play a significant
role helping smaller districts through virtual teaming.

A district career ladder to a technical GS-13 would help ensure retention of many of the excellent
current H&H staff. It takes many years of challenging training and work to produce top-notch
journeymen H&H engineers. Too often the Corps’ investment in these engineers is wasted when
our top performers leave the technical area to obtain promotions and the attendant recognition.
Technical GS-13s would also help retain more of the senior engineers who are approaching
retirement age. This will help allow an orderly transition to the new generation of recent
graduates.
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Cost: The estimated cost of implementing this recommendation is 1.5M/year for districts/MSCs,
assuming 70 GS-12s upgraded to GS-13 (approximately two per district). See Table 1 for
estimates of the cost impacts for all task force recommendations.

Training and development
Recommendation (10): Basic H&H Training Plan

That the “Basic H&H Training Plan”, as detailed in this Task Force Report, be generally adopted
for Corps wide implementation in FYO03 for all entry-level H&H technical staff. Commanders
will assure district support of the Basic Training Plan and that this Plan is included in Individual
Development Plans (IDPs), as applicable. All formal training required by this plan will be funded
at the district level.

Discussion: The importance of a sound technical foundation for the hydrologic and hydraulic
sciences cannot be understated for the overall Civil Works Program of the Corps of Engineers.
As such, the development of this expertise is founded in the basic curriculums of the Universities
and Colleges that provide the preparation for the various H&H career paths. However, it is
common practice that the depth and breadth of this initial “training” provides minimal exposure
to the actual practice of either hydrologic or hydraulic engineering. In this regard, it is
paramount that actual on-the-job experience must be supplemented with focused training that
provides for direct application of the tools, techniques, and engineering principles absolutely
necessary for career progression in the H&H sciences.

Appendix P details a listing of course-work that must be adopted to provide the entry-level H&H
team member the basic Corps curriculum to advance in the direct application of the hydrologic
and hydraulic sciences. With this foundation firmly established in the Individual Development
Plan for each entry-level H&H employee, the continued H&H expertise in the Corps of
Engineers can be built upon. It is imperative that direct support of this basic “Curriculum” be
supported by Corps leadership for it is the basis upon which the execution of the Civil Works
Program will rely upon in the future.

The Task Force recommends that the Districts be encouraged to allow H&H sections flexibility
to reallocate their technical indirect budgets to fund training to meet this objective.

Cost: There is not cost associated with implementing this recommendation. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Recommendation (11): Journeyman/Expert H&H Training Plan
That the “Journeyman/Expert H&H Training Plan”, as detailed in this Task Force Report, be
generally adopted for Corps wide consideration. Commanders will assure district staff prepare

annual IDPs with the 5 year training plan prepared as an individual career development plan to
meet mission requirements.
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Discussion: Recommendation No. 10 provides the basis for building a firm foundation upon
which the basic H&H disciplines can be developed. This recommendation provides for the
continued development of our journeyman and expert level staff that form the framework in
which the predominance of our overall H&H workload is accomplished. Maintaining and
expanding our overall expertise in these critical disciplines is paramount in order to meet the
many challenges in water resources. As an example, the rapidly expanding environmental
mission must be met with a competent and prepared staff. This was emphasized in responses
gained directly from the Districts and Divisions in the recent capability survey in that the survey
indicated a significant need for training in this area.

Continued development of staff is critical for maintaining expertise. The tools and techniques
utilized for hydrologic and hydraulic analyses are rapidly evolving. These include unsteady flow
analyses, hydrologic modeling using graphical user interfaces, and 2 (and 3-) dimensional
modeling techniques to name a few recent examples. Providing a clear path for maintaining and
developing expertise will not only provide challenging opportunities for our team members, but
will enable the Corps of Engineers to be the world-class technical organization that our nation’s
problems demand that it should be.

Appendix P details a listing of course-work that must be adopted to provide the
“Journeyman/Expert” H&H team member the continuing Corps curriculum to be a learning
organization and maintain/enhance our technical expertise. The Task Force recommends that the
Districts be encouraged to allow H&H sections flexibility to reallocate their technical indirect
budgets to fund training to meet this objective.

Cost: There is not cost associated with implementing this recommendation. See Table 1 for
estimates of the cost impacts for all task force recommendations.

Recommendation (12): Long-term Training

Increase central funding of long-term training to include labor, tuition, travel and per diem to
ensure access to nationally prestigious graduate programs.

Discussion: It has been an established policy of the Corps of Engineers to provide appropriate
training and development opportunities to assure maximum efficiency of civilian employees in
the performance of their official duties. This policy has normally been executed, on a team-
member basis, by the application of an Individual Development Plan (IDP) that details the
training and guidance necessary to progress in a chosen career field. Actual implementation has
traditionally been accomplished through the annual training survey which details coursework,
seminars, and other appropriate venues to maintain or enhance an individual’s expertise.
Paramount to this process is a realization, by both the Individual and the Agency, on actions
necessary to implement the IDP. Both training and expected expertise needs (by the Agency) are
reviewed, and effective training practices and techniques applied in efforts to raise team-member
performance and to meet present and anticipated needs for skills, knowledge, and abilities. If the
Corps is to keep abreast of management, technical, and scientific advancements, attention must
be given to providing value-added, appropriate development opportunities beyond the customary
short-term programs.
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Long-term training of an individual can be determined through the IDP process. The basic
concept for long-term training is as follows: The new knowledge and skills required can only
be achieved through a comprehensive, concentrated program of study. This premise
separates long-term training from the annual cycle of course-work/training that can effectively be
accomplished to achieve specific, short-term objectives. Long-term training, by its basic
definition, is usually associated with the following attributes:

1. An accelerated study program of long-term, full-time duration is required, and

2. An educational institution or academic program offers a unique specialized program of
study and has academic superiority over other institutions.

The key concept associated with long-term training is the opportunity to provide an intense,
focused learning experience that will benefit the Agency and team member. Other avenues of
training such as sporadic course-work, seminars, or actual on-the-job experience simply do not
replace the benefits of a long-term training experience from both a timing perspective
(expertise/value needed soon by Agency) and educational importance (reputable education to
team member and Agency).

As an example of this concept, consider the rapidly expanding environmental mission of the
Corps of Engineers. Past practices in hydrologic and hydraulic engineering are not necessarily
applied in the same manner to receive outputs as measured by habitat units as compared to flood
damage reduction. Accordingly, our approach to these unique water resource problem areas
must be met with a competent and prepared staff. An intensive one-year program could be one
solution to increase technical skills related to ecosystem restoration and to provide additional
theoretical background and state-of-the art knowledge in order for a District to meet the
increasing mission needs in this area. Environmental training was emphasized in responses
gained directly from the Districts and Divisions in the recent capability survey. Training that is
developed and taken over several years may be value-added by not timely. Long-term training
can fill this void by intensively developing key team members that can rapidly apply recent
learning to a multitude of water resource problems and situations.

The overall recent trends in the funding of long-term training opportunities has reflected a
shifting of some costs (labor, tuition, travel or per diem) to the appropriate District or Division
that nominates a team member for this form of training. For example, labor costs and per diem
have been funded by the individual District or Division which can place an extensive financial
cost on the nominating office with an unfortunate outcome of potentially discouraging offices
from nominating anyone for these programs due to the high costs. The Task Force recommends
an increased central funding of long-term training to include labor, tuition, travel and per diem to
ensure access to nationally prestigious graduate programs that are critical to our corporate
development as an Agency. Since we do encourage team members to extend their expertise
across the Corps of Engineers (mobility), costs associated with long-term training should be a
corporate expense of the Agency.
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Cost: The estimated cost of implementing this recommendation is $185k/year nationally
(central funding) and $455k/year for districts/MSCs. This includes central funding costs and
local salary costs for five new long-term H&H trainees per year. See Table 1 for estimates of the
cost impacts for all task force recommendations.

Recommendation (13): Ecosystem Restoration Training

That the critical need to educate H&H work force to meet the new and growing mission area of
stream/ecosystem restoration receive one-time central funding over a period of two years. The
Watershed Team Leader would propose a training plan after consultation with Planning/Policy
and Operations Divisions.

Discussion: Restoration of the ecosystem of streams and rivers is a growing priority for the
nation and the Corps of Engineers. The Corps’ current employees have vast expertise and
knowledge of H&H for flood control and navigation projects. Much of this is directly applicable
to stream restoration but in order for the Corps to respond quickly and lead the nation’s efforts in
this area there is a need for additional training over what the standard training budgets allow.
This training is needed to teach current H&H employees how to work with a different type of
team with different players and different expectations. The H&H designer needs to be trained to
learn how to apply his/her knowledge to maximize both ecosystem and flood control benefits,
instead of the previous mentality of maximizing flood control benefits and only mitigating
ecosystem damage. The H&H community needs training in what resource managers need for
streams to improve ecosystem values and how they can provide those changes within the Corps
guidelines. Our survey found that ecosystem restoration training was rated as the highest need by
H&H staff of districts, divisions and labs/CXs. The existing training budget is barely adequate
to train new H&H employees in the use of the basic Corps’ H&H tools. To jump-start the Corps
in this direction it is necessary to provide central funding of team type training in stream
ecosystem restoration. It is recommended that a training plan be developed by the Watershed
Team Leader, and that the training be performed regionally with tuition cost centrally funded.
This is similar to what has been done previously for dam safety, and for risk and uncertainty. A
list of PROSPECT courses and ERDC workshops relating to ecosystem restoration is included as
Appendix M.

Cost: The estimated one-time cost of implementing this recommendation is 240k nationally
(central funding) and 650k for districts/MSCs. The cost estimate is based on a course presented
at nine locations with 30 students each, including central preparation and presentation, and
travel, per dime, and salaries for district/MSC attendees. See Table 1 for estimates of the cost
impacts for all task force recommendations.

Recommendation (14): Research and Development
That Corps leadership recognize the need to maintain in-house H&H software development and

maintenance capability, and be advocates for such expertise in the Corps. This is an essential
element of the Corps achieving standing as a world-class engineering organization.
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Discussion: The Corps Civil Works mission involving large and small and urban and rural
watersheds, among the largest rivers and urban streams, natural lakes, arid, hu7mid, alpine and
other settings is unique among agencies and institutions is the US and abroad. The H&H
analysis for such a variety of settings is complex and challenging. A vigorous and sustainable
level of R&D is needed to ensure that the methods and tools needed to meet the ever increasing
complexity of problems and possible solutions and enhancements are ready when needed. That
R&D needs to address basic analysis methods, new and innovative information sources, new and

novel applications settings, and include the practical and user friendly software for its ready use
in the field.

The majority of hydraulics and hydrology analysis in support of Corps water resources activities
is performed using modern computer software. Good software incorporates well accepted and
state-of-the-art technical algorithms needed to address the issues being investigated, has an
interface that enables efficient use, and produces output products that accurately depict the
results. The Corps laboratories and Centers of Expertise have developed most of the software
now in use by the Corps, and the software is also often the standard used in the larger
professional community. While hydrology and hydraulics software are available from
commercial vendors, academic institutions, and other agencies and is occasionally used for
specific projects, Corps modelers do not typically have access to the source code. This makes it
impossible for the Corps to modify the code to fit specific needs. Full understanding of
computational algorithms and numerical methods, interpretation of questionable results, and
changes to the code would require contractor involvement. This would inevitably leads to an
erosion of Corps technical capabilities. In addition, training and support of non-Corps software
must be secured from the software vendors, not in-house sources.

A world-class engineering organization must recruit, retain and reward the people that produce
the software needed to accomplish it basis missions. The Corps is not unique in that respect. To
be world-class in hydrologic engineering, we must maintain and expand our in-house ability to
develop hydrology and hydraulics software that serves the unique needs of the Corps. To that
end, HQUSACE needs to acknowledge the need for the requisite specialized staff, and support
the software development organizations by providing sufficient funding and national-level
advocacy.

Cost: The estimated cost of implementing this recommendation is $2M/year nationally (central
funding). See Table 1 for estimates of the cost impacts for all task force recommendations.

Recommendation (15): Executive Advisory Committee

That the HQUSACE Chief of Engineering & Construction Division create an Advisory
Committee (composed of the H&H Capability Assessment Task Force members) to provide
assistance to HQUSACE executive staff for the next three years in implementing the above Task
Force recommendations. Due to the near-critical staffing shortage and the impending retirement
of the Watershed Team Leader in June 2001, the Committee will have a major role as the
champion of the Task Force recommendations.
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Discussion: The retirements in the past year of several key members of the HQUSACE
Watershed Team and the impending retirement of the Watershed Team Leader in June 2001 will
leave the HQUSACE Watershed Team without critical leadership skills and national-level
institutional memory relating to the overall Corps Civil Works program. In addition, there will
be no permanent staff at the HQ level with the background to evaluate the technical leadership
capability and hydraulic engineering expertise of the candidates for the Watershed Team Leader
position or the two new GS-14 hydraulic engineer positions. There is a critical need for
continuity during this critical period while the HQUSACE Watershed Team is being re-staffed
and redefined. The implementation of the Task Force recommendations will also require
involvement of Task Force members from outside HQUSACE, since there will be no one
remaining at HQUSACE who was involved in the Task Force. For these reasons, it is
recommended that the Task Force be rolled over into an Advisory Committee, with intense
involvement for the next 12-18 months to overcome a critical leadership vacuum in the
HQUSACE Watershed Team. The major function of the Advisory Committee would be to get
the Watershed Team back in operating condition, with appropriate staffing and a redefined role
that engages them with the districts and divisions. The staffing of the Watershed Team is a
crucial issue, since it is the people in these jobs who will define the technical leadership role for
H&H within the Corps of Engineers. The Advisory Committee will be an active participant by
assisting the Chief of Engineering Division and Water Resources Branch Chief in the following
responsibilities:

- Preparation of position description, and participation in the advertisement and selection
process for the next Watershed Team Leader

- Preparation of position descriptions, and participation in the advertisement and selection
process for the two Watershed Team members

- Providing continuity of H&H leadership while the HQ Watershed Team is in transition

- Champion of the Task Force recommendations

- Providing follow-up assessment to HQUSACE leadership on implementation of the Task
Force recommendations

Participation in the advertisement and selection process would include such items as 1) assisting
in the development of KSAs or crediting plans, 2) screening applicants, and 3) having one or two
committee members on the selection panel. It is anticipated that the Advisory Committee would
be actively involved for the next 12 to 18 months, until the HQUSACE Watershed Team has
been fully staffed and the role of the team has been successfully defined and implementation
well underway to achieve engagement with the districts and divisions. The Advisory Committee
would also provide written follow-up assessment to HQUSACE executive staff on a quarterly
basis for the next three years on progress being made on implementation of the above-approved
Task Force recommendations.

Cost: The estimated cost of implementing this recommendation for the next three years is $78k
for the first year, and $52k per year for the next two years (all costs from central funding). This
includes salary, travel, and per diem for two meetings per year (with one additional meeting the
first year) at HQUSACE with 8 attendees. (Costs are based on three days per meeting, to include
both meeting and travel time.) The advisory committee will be more intensely involved during
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the first 12 to 18 months of the three-year period. See Table 1 for estimates of the cost impacts
for all task force recommendations.
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Table 6-1 Costs of H&H Capability Assessment Report Recommendations

Recommendation National Local/
Cost MSC Cost Comments
1. Support/Advocacy from
HQUSACE Senior Leaders | None None
2. Designate Watershed
Team Leader as H&H Lead | None None.
3. Role of HQ Watershed Two national meetings, travel cost for HQUSACE (4 attendees) and
Team in PMBP 10k/Year 350k/Year | district/divisions; salary cost for divisions. 75 Attendees
4. Reclassification of Water | 0
shed Team Leader Job. None None
5. Temporary Backfill Travel plus PD for 180 days.
Team Leader 35k once None
6. Additional Positions for Salary + OH for two GS 14s in HQUSACE
HQ Watershed Team 350k/Year | None
7. Interagency Normal duties.
Coordination of R&D None None
8. Improved Definition of Normal duties.
H&H Roles None None
9. GS-13 Technical 70 GS-12s upgraded to GS-13; averages about two per district.
Specialists in districts None 1.5M/Year
10. Basic H&H Training Curriculum guidance, no additional training.
None0 None
11. Journeyman/Expert Curriculum guidance, no additional training.
H&H Training None None
12. Long-term Training Central funding cost plus local salary cost for five new LTT per year
185k/Year | 455k/Year | for H&H.
13. Ecosystem Restoration Course prepared and presented at nine locations with 30 students
Training 240k Once | 650k Once | each. Central prep. and presentation; local attendee T/PD and
salaries.
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14. H&H Research and

Added R&D for H&H methods development including associated

Development including 2M/YearN | None user friendly software development for ERDC plus FOA/DX
software.

15Executive Advisory Conduct business in virtual meetings.

Committee None None

TOTALS FY 2002 $2.8M $1.46M

TOTALS Out Years $2.5M/Year | $0.81/Year
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DEPARTMENT OF THE ARMY
U.S. Army Corps of Engineers
WASHINGTON, D.C. 20314-1000

REPLY TO
ATTENTION OF: 14 448 200

CECW-EW (1110-2-200)
MEMORANDUM FOR SEE DISTRIBUTION
SUBJECT: Assessment of Hydraulics and Hydrology (H&H) Capabilities in USACE

1. Hydraulics and Hydrology (H&H) expertise is one of the core competencies of the USACE.
Our ability to maintain technical expertise in the H&H field is critical to our continued support to
the nation. In recognition of this emphasis, we are directing an assessment of USACE H&H
capabilities. This assessment will evaluate H&H technical capabilities and needs throughout
USACE- from the districts, through the Divisions, and to the Headquarters (including labs &
centers). Our objective is to develop a plan to ensure we remain world leaders in the H&H field.
These capabilities are essential to support both our Civil Works and Military Programs missions.

2. Mr. Bill Branch, Chief of Water Management at Northwest Division, North Pacific Region,
will be the leader of a task force to accomplish this assessment. Mr. Paul Robinson, Director of
Military & Technical Services at Lakes and Rivers Division, will perform executive oversight of
this task. I am asking that they work with the USACE collective resources of the field, including
the Institute of Water Resources, the Hydrologic Engineering Center, and the Engineering
Research and Development Center.

3. The task force will evaluate a number of options to restore and retain H&H technical
competency in USACE. Some options that will be evaluated will include, but are not limited to:
use of engineering technical committees; development of virtual teams; filling senior-level H&H
technical positions in districts and divisions; developmental and training opportunities; and
establishment of Centers of Expertise. The solution requires a systematic corporate response that
integrates our current business processes and organizational structure into our existing H&H
culture. Emphasis will be placed on working on a regional business center and project delivery
team environment.

4. To perform this assessment, the Task Force will be utilizing a number of procedures
including data calls, interviews with MSCs and district leadership and technical personnel, and
the use of the Reglstry of Sk111 (https://ros.usace.army.mil:8096) to query employees with
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Hz\_ VAN WINKLE

Brmadicr General USA tajor General, 1S54
Directar of Military Programs Director of Civil Works
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District
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Division
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Ed Sing (SPD) (415) 977-8117
Bob Watson (SAD) (404) 562-5107
Patrick Evermon (SWD) (214) 767-2370
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Labs, HQ & Other Ofc.
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Ming Tseng (HQ) (703) 428-7218
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(601) 634-2623
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Retired
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Meg Jonas (NAB)

(703) 428-7180 @ Kingman Bldg.
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Some Notes on the Hydrology and Hydraulics Capability Survey
and Responses

Responses were received from each of the targeted Corps offices: districts, divisions,
FOA/LABS, and headquarters, a surprising achievement. The responses were not all complete,
nor in accordance with the instructions, but then again, the questionnaire was not perfect either!
However, a relatively complete and interesting view of H&H in the Corps is revealed. The
summary that follows is an attempt to condense the results without unduly omitting important
information.

The responses are collapsed to a summary for districts, divisions, and FOA/LAB.
HQUSACE is down to four, which is hardly worth summarizing. The responses represent near
1,100 H&H staff as reflected by a consolidated response prepared by each office. The total of
respondents represented is tabulated for the first question. Thereafter, responses are tabulated as
percentages for each of the three groups. Most offices tabulated consistent results, but for a
number of others (perhaps a quarter of the respondents), interpretations on our part were
necessary. We tried to guess right. Narrative responses are difficult to capture, and I have
resisted the temptation to summarize themes or prevailing views. Instead, there is a reasonable
sampling of the narrative responses appended following the questionnaire summary. Further
analysis and compilation will likely occur, but this first quick summary is intended to support
early deliberations by the HQUSACE appointed task force looking at H&H in the Corps

Darryl W. Davis, Director
Hydrologic Engineering Center
March 10, 2001
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Hydrology and Hydraulics Capability Survey
(2-15-01/Summarized 3-10-01/HEC)

This Web-based survey seeks to: 1) develop base information about the existing Corps
hydrology and hydraulics capability; 2) identify weaknesses or shortcomings in capability
needed for current and future Corps missions; and 3) solicit views on potential solutions for the
weaknesses and shortcomings. Of interest is hydrology and hydraulics for both Civil Works and
Military Programs that encompasses: precipitation-runoff processes, reservoir systems analysis,
hydrologic probability and risk analysis, river hydraulics and sediment transport, hydraulic
design, stream channel and land surface erosion, coastal processes, groundwater hydrology, and
water quality. The applications areas include: flood damage reduction, water control
management, hydroelectric power, navigation, erosion control, water supply, watershed studies,
ecosystems restoration, and military operations. The H&H studies support planning, design,
construction, operations, and regulatory. Please take a few moments to complete the survey
questions below. Only summary information will be compiled; no individual answers will be
reported. The survey is targeted for Corps staff that perform hydrology and hydraulics
professional services as a predominate activity of their regular work assignments. no
matter the staff organization location. Professionals with substantial hydrology and
hydraulics capability but now performing other functions are encouraged to complete the
questionnaire as well.

This questionnaire is annotated in fuchsia to tailor the questions to elicit desired response
by a POC to reflect an approximate composite/summary for that office. A single
questionnaire response from each Corps office (District, Division, Laboratory/FOA) is
desired. The intention is that the information would be compiled by consensus or
judgments of a few key staff, or use approximate compilations from readily available
information. Please return the questionnaire by making the appropriate annotations
edited on this electronic document and return file to darryl.w.davis@usace.army.mil by
COB 2 March 2001.

Corps Hydrology and Hydraulics Capability Profile

1. Where are you now assigned? (Place X by office and include office symbol)

Total H&H
District - All responded: 771
Division - All responded: 70 (70% are in NWD)
FOA/Lab - HEC, TEC, CRL, CHL 253 (80% are CHL)
HQUSACE 4
Total 1,091

2. In what organization do you now work? (Include head count of H&H staff by office
organization)
Dist. Div. FOA/LAB
Planning/Project Management - 1% -
Engineering - Hydrology and Hydraulics 59% 6 10%
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Engineering - Hydraulic Design 9 2 5
Water Control Management 28 89 -
Operations/Construction - - -
Regulatory - - -
Research and development - - 85
Other: Specify 4 2 -

3. What hydrology and hydraulics technical function do you primarily perform (check one)? ?

(Include head count of H&H staff by technical function)

Dist. Div. FOA/L

Do not presently perform hydrology and hydraulics functions 1% 5% 2%
Precipitation-runoff processes 15 15 6
Reservoir systems analysis 13 25 6
Hydrologic probability and risk analysis 11 10 5
River hydraulics and sediment transport 14 10 20
Stream channel and land surface erosion 6 7 13
Hydraulic design 15 3 15
Groundwater hydrology 2 - 8
Coastal processes 6 1 20
Water quality 8 5 5
Other H&H technical function: Specify 9 19 -

4. What applications area does your work primarily support? ? (Include head count of H&H

staff by applications area)

Dist. Div. FOA/LAB

Flood damage reduction 32% 11% 23%
Water control management 32 35 10
Hydroelectric power 3 19 2
Navigation 7 12 21
Water supply 6 4 4
Erosion control 7 2 12
Ecosystem restoration 9 2 16
Military programs 11 2 10
Other Specify 2 15 2

5. What is your education level? ? (Include head count of H&H staff by education level)

Dist. Div. FOA/LAB

Bachelors Degree 67% 60% 30%
Masters Degree 30 35 45
Doctorate or Professional Degree 3 5 25

6. How many years have you been working for the Corps? ? (Include head count of H&H

staff by category of years with the Corps)
Dist. 18% 14 16 15 17

C-3
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Div. 7% 11 6 9 33 24 10
FOA/L 8% 15 15 20 15 15 12

0-5_ ;6-10 ;11-15 :16-20 :21-25 :26 - 30 s 31+

7. How many years of hydrology and hydraulics experience do you have? (Include head count
of H&H staff by years of experience)

Dist. 7% 16 16 9 28 17 7
Div. 22% 16 15 14 16 11 6
FOA/L 8% 15 15 20 15 15 12
0-5  ;6-10__ ;11-15__ ;16-20__ ;21-25 _ ;26-30 ___ ;31+

8. What is your current grade level? (Include head count of H&H staff by grade level)

Dist. Div. FOA/LAB

5 5% % 2%
7 5 1 8
9 9 4 10
11 21 7 10
12 46 30 25
13 12 40 25
14 2 14 15
15 - 4 5
SES - - 1

9. Which of the following does your present career plan target (select one)? (Include head
count of H&H staff by category as possible)

Dist. Div. FOA/LAB

Technical specialist in H&H 66% 54 85%
Specialist in project management 2 6 -
Specialist in planning 1 - -
Specialist in other field: Specify 8 14 2
Supervisory/management in any above field 23 32 13

10. Would a career ladder to technical specialist GS-13 alter your career plan target noted in
question 9. above? (Indicate Yes or No as a consensus for the organization)

Dist. Div. FOA/LAB
Yes 78% 10% -%
No 22 90 100

11. Which best describes you? (Include head count of H&H staff by category)
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Dist. Div. FOA/LAB
Supervisor 10% 7% 10%
Team Leader 14 22 15
Non-supervisor technical worker 76 48 75

12. Please indicate how you view your own skill level in hydrology and hydraulics. (Include
head count of H&H staff by category)

Dist. Div. FOA/LAB
Novice 7% 4% 3%
Apprentice 13 9 6
Journeyman 38 32 37
Expert 42 55 54

12. Please indicate where you normally secure answers to your technical questions involving
methods or policy? (Include head count of H&H staff by category as possible)
Dist. Div. FOA/LAB

Own district H&H colleagues or senior staff 61% 46% 2
Another district’s H&H staff w/in or outside Division 5 6 -
Division 12 20 -
HQUSACE 2 17 -
Corps laboratories or FOAs 13 8 90
Private consultants 2 - 2
Academia 2 - 6
State agencies 1 - -
Other Federal agencies 2 3 -

13. Please indicate your age group: (Include head count of H&H staff by age group)

Dist. Div. FOA/LAB

20-30 18% 9% 8
31-40 23 22 20
41-50 37 27 43
51-60 20 37 27
Over 60 2 5 2

Weaknesses and Shortcomings in Capability for Current/Future Missions

14. In my view, the present capability of the Corps to meet mission needs with hydrology and
hydraulics professional services is: (Select category that would be consensus for
organization)

Dist. Div. FOA/LAB
Woefully inadequate 3% 2 -
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Satisfactory 27
Good 39
Excellent 15

45
47
4
2

40
20
20
20
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15. In your opinion, what have been the three most important contributing factors leading to the
present state of H&H capability. (Respond with description of factors that would be

consensus for organization)
Factor 1
Factor 2

Factor 3

16. What do you view as the H&H technical capability areas that are the weakest in the Corps

today - select up to 3? (Respond with technical capabilities (up to 3) that would be

consensus for organization)

Precipitation-runoff processes

Reservoir systems analysis

Hydrologic probability and risk analysis
River hydraulics and sediment transport
Stream channel and land surface erosion

Hydraulic design
Groundwater hydrology
Coastal processes
Water quality

Other H&H technical function - please specify

Dist. Div. FOA/LAB
3% 5% 20
4 5 10
8 15 20
12 10 10
10 10 10
12 - -
23 25 10
8 5 -
15 20 20
5 5 -

17. What do you view as the applications areas that are the weakest in the Corps today - select up
to 2?7 (Respond with applications areas (up to 2) that would be consensus for organization)

Flood damage reduction
Water control management
Hydroelectric power
Navigation

Water supply

Erosion control

Ecosystem restoration
Military programs

Dist. Div. FOA/LAB
5% % -%

3 - -

16 20 -

5 - -

20 20 35

14 - 15

34 60 35

3 - 15
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18. What ancillary subject areas do you view as in need of increased knowledge or skills for
H&H professionals - select up to 4? (Respond with ancillary subject areas (up to 4) that
would be consensus for organization)

Dist. Div. FOA/LAB
Water resources policies and authorities 13% 22 -%

Public involvement processes 6 5 10
Conflict resolution processes 8 15 -
Negotiating agreements with sponsors 2 - -
Identifying/developing alternatives 8 - 15
NEPA process 9 5 5
Endangered species, environmental mitigation anal. 9 10 5
Local cooperation requirements 2 - -
Floodplain Management requirements 3 - 5
Independent technical review 10 20 10
Project management business process 5 5 10
Cost benefit analysis 3 - 15
Technical writing 10 5 5
Communication skills 5 5 5
Team participation - team building 6 10 5
Leadership 4 - 5

Views on Potential Solutions

19. If you could make recommendations to Corps leadership on improving our hydrology and
hydraulics capability, what would they be - up to three? (Respond with recommendations that
would be consensus for organization)

Recommendation 1

Recommendation 2

Recommendation 3
20. What are the two most critical "areas of training" that you need to enable you to better
support Corps mission requirements? (Please use short phrases, e.g., risk analysis; reservoir
system analysis; GIS in hydrology and hydraulics; etc. (Respond with areas of training that
would be consensus for organization)

Training need #1 (specify)

Training need #2 (specify)
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21. Here is a list of ways that training and development for hydrology and hydraulics staff could
be provided. Please indicate how effective each of these ways is likely to be for improving
hydrology and hydraulics capability by assigning the appropriate number. (Respond with
factor/number assignments for each training/development method that would be consensus
for organization)

1 Not at all,
2 Not very,

3 No opinion,
4 Moderate,
5 Very

Dist. Div. FOA/LAB

.
oy

Within-district training
Within-MSC training
Mentoring

Rotational assignments
Short-term assignments to HQ
Long-term training
PROSPECT courses
Self-paced instruction CDs
College courses

Custom (just-in-time) seminars and workshops
Video-conferenced courses
Web-based training
On-the-job training

N

W

9]

D
4
5
4
4
3
4
4
3
4
5
3
3
4

NWWhhbhr,Whhombh P wWW

5
S

22. Please express your views on the following recruitment/retention/professional matters by
circling the appropriate response. (Respond with Y or N for each item that would be
consensus for organization)

% Yes
Dist. Div. FOA/L
Is your org. able to recruit and retain needed H&H staff? 70% 15% 75
Are you aware of chronic H&H vacancies in your organization? 50 70 75
Does your org. encourage and support professional activities? 94 55 50
Have you prepared and presented technical papers at conferences? 76 85 75

Does your org. promote and support cross-H&H skills training? 72 15 100%
Does your org.’s leadership consider H&H a highly valued skill? 85 50 100%

23. If you have any additional comments please provide them in the space below.
(Organization POC may wax eloquent on any aspect of the Corps H&H competency issue
that strikes their fancy!)
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Samples of Narrative Responses

Question 15. In your opinion, what have been the three most important contributing factors
leading to the present state of H&H capability. (Respond with description of factors that
would be consensus for organization)

Factor 1 Lack of recognition at HQ level that H&H is a central technical discipline at the very
heart of water resources management for USACE.

Factor 2 The relatively mature discipline of H&H in the engineering and sciences community,
coupled with a series of modeling tools that appear to “solve” all the H&H problems, has led to
the belief that the H&H area needs no help and limited growth.

Factor 3 The changing roles of USACE, from a development agency to a management
agency, has meant that H&H-related technical activities are falling in the province of differing
groups such as planning, other parts of engineering, etc. Given that H&H in the district has
remained almost steadfast in trying to do hydraulic design and/or water control, when the
changing missions needing H&H are environmental and geotechnical in some cases, may have
isolated the H&H community or divided it in district offices.

Question 19. If you could make recommendations to Corps leadership on improving our
hydrology and hydraulics capability, what would they be - up to three? (Respond with
recommendations that would be consensus for organization)

As the Nation’s premier water management agency, H&H should be the central, integrating
technical discipline within the agency. Increase its level of visibility, staffing, and training.

Recognize that, as a water management agency, USACE must be exceptional in its procurement
of H&H services. As such, the technical capability of the H&H staff must be raised to a new
level compared to current circumstances.

Integrate environmental and H&H functions to insure development and management of
environmentally-sustainable projects, and to facilitate holistic thinking for future USACE
activities. Projects such as the Columbia River and the Everglades require integrative, holistic
thinking in the water management and delivery area. This may be the tip of the iceberg in such
studies.

Leadership publicly recognize and support the need for strong H&H in Corps

Increase grades for technical specialists to balance with PM grades; it is now significantly out
of balance.

Increase funding/opportunity for training to strengthen all areas of H&H
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Elevate grade structure in H&H with greater emphasis on technical specialists' advancement
opportunities; re-emphasize the importance of H&H engineering work as the foundation of all
water resource projects undertaken by the Corps

Re-establish stovepipe; increase HQ H&H staffing; establish clear and logical H&H
organizational structure from the HQ down to the District level

Educate Corps leadership on the value of internal Corps H&H expertise and install strong
competent H&H leadership team in HQ with a clear mandate of support to the field.

Expand training to include theoretical aspects of H&H not just application of canned programs.

Create H&H technical career program that will maintain current state of readiness and develop
sustainable workforce.

Trust the districts — If you don’t trust them, then fire them.
Just because HQ has lost expertise does not mean field has.

Replace SOME of the expertise HQ has lost.

Encourage Technical 13s in the H&H area so that we keep our experts within Engineering and
not lose them to PM

Need to beef up HQ experts to provide corporate overview and leadership in H&H stovepipes. (I
realize that stovepipe is not the right word today)

Need regional H&H training at lower costs.

District training budgets the last few years have been cut back to the point that they are totally
inadequate. Currently training budgets are established based on some arbitrary percentage in
office operating budgets that bears no relationship to actual training needs. The Corps should be
investing heavily in training staff in GIS, CADD, environmental mitigation methods, water
quality, and communication skills, to better meet the challenges and problems that currently face
the nation. One of the truly outstanding and relatively unique aspects of the Corps of Engineers
is its extensive formal H&H training opportunities offered primarily at HEC and WES.
However, it does no good to have these training programs available if insufficient training funds
are not allocated to field offices to utilize them.

Take a more balanced management approach in promoting technical capabilities of the
organization versus project management. The over-emphasis on project management for the past
10-12 years has hurt the overall capability of the organization to perform its mission. Gen.
Flowers appears to recognize this situation and is taking corrective action.
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I would permit and even encourage a smaller supervisory ratio (somewhat less than the currently
mandated 1:10) as a way to better foster on-the-job training and mentoring by our senior staff. I
also believe that first-line supervisory technical review is the best way to achieve better quality
products and rapidly development H&H staff.

H&H needs to be a Branch with a GS14 reporting directly to a Division Chief.

H&H needs to be recognized by the organization as a critical participant in the PM process,
including scoping and funding studies.

Technical GS13’s need to be available for highly expert technical employees.

Question 23. If you have any additional comments please provide them in the space below.
(Organization POC may wax eloquent on any aspect of the Corps H&H competency issue
that strikes their fancy!)

Transition to more program and project management philosophy is a necessary step. However,
consciously killing stove pipes, like H&H, will in the long run, prove disastrous. The way an
organization becomes technically competent and ‘world class’, is to do competent and ‘world
class’ work. Hiring technical H&H work to be done at the expense of internal work that
challenges staff, results in institutional pride, is a loser. Without expertise that is recognized as
such that is placed throughout the echelons of the Corps, one simply has managers and
coordinators that cannot recognize excellence from the ordinary - you simply cannot hire that.
Please, for the sake of the Corps, restore some semblance of excellence in HQ and the divisions,
and give them something meaningful on technical issues to do.

Some Districts' excessive use of A-E firms to conduct H&H studies and designs can prevent staff
from gaining valuable work experience. Quality control (staff review of A-E work) is becoming
a poor joke at the expense of the District staff, customer, and ultimately the taxpayer.

As I’ve suggested above, I think the Corps needs to decide what it wants to be. If the concept is
to become an organization in which the only focus is on efficiently (in terms of both time and
money) completing projects, regardless of where the technical expertise comes from (i.e. from
any District, from a center of expertise, from a lab, from academia, or from an A/E), then I think
we’re doing a fine job of getting there. If on the other hand, the Corps wants to maintain its
posture as the “nations civil engineers,” then I think that we really need to redirect a portion of
our energies.

In many Districts it is becoming extremely difficult to recruit the bright college graduates that we
need for the future of H&H (and other technical disciplines) within the Corps. With this problem
it is even more important to retain the skilled people that we already have, and one of the best
ways that we have to do this is to provide an opportunity for a “technical future” within the
Corps.
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I believe that General Flowers was correct in suggesting that the pendulum may have swung too
far away from engineering. I also believe that given the recruitment and retention problems that
we have, that it is critical time for us to regain our focus on technical expertise.

The worst problem is that we are, at best, paying lip service to the question of quality control in
terms of reviewing our work. ED is doing nearly nothing. When we comment to PPPMD during
their “technical review” we get no response. The concept of co-locating a project team will put
ED-HH and probably ED completely out of the loop on reviewing work and quality control. The
product will suffer. We don’t have enough senior H&H engineers with long experience of Corps
projects to staff all the teams under that concept.

In the PM revolution we downsized our Divisions and got rid of our Technical Experts who
helped train HH people in the Districts. These Division people also helped hold the whole
research area together. You cannot just put people back in these positions and get this expertise
back. These people had 30 + years in the Corp and were mentored by people before them. This
type of resource is probably gone forever or would take 15 years of effort to get back. We used
to have a very strong HH branch at HQ. We now have no expertise.. There is no career path for
a HH expert. Some day we may get technical 13 for these people. Without a strong commitment
to the functional area of Hydraulics which included stovepipes to Div and HQ you will not have
strong HH capabilities. However these are all bad words in the PM climate the corp has chosen.

It is very important that the balance of technical and project management be clearly defined.
Recent emphasis on Project Management (draft new regulation) under-emphasizes the need for
top quality technical specialists such as H & H. General Flowers has indicated his interest in
restoring the balance between these two areas. The lack of technical input at the highest levels,
the recent emphasis on the process rather than the quality of the product, and the increased
staffing for PM at the cost of technical staffing levels all serve to undermine the need for top
quality technical specialists.

Currently our Water Management organization moved into the PM Civil Works
stovepipe. This has been somewhat disastrous. Current management believes that this is a
business, and can not grasp the concept of having a technical organization in his midst. The
current thrust is to move all of the Water Management leadership to be policy level decision
makers. Without a historic technical background to back up policy decision, all the Water
Management skills will be lost.

Leadership within this organization (at the SES level) does not appreciate technical
capability, yet in the event of a flood, or a tough technical decision to be made, the skill has to be
available. Current SES level management also does not appreciate the folks who have been in
Water Management for more that 20 years. These individuals have seen it all and are capable of
passing on their technical experience to new, young employees.

Current SES management believe all people should be moved every three years or so. In

the Water Management arena that is a very effective way to erode historic knowledge, and the
resultant technical skills.
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In many fields staying in the same job for more than five years can make an individual stale,
yet in the field of Water Management staying in the same job for five years is practically a
MUST. Since water conditions are very different each year, an individual needs the
experience of a flood, and a drought to be skilled in the field. Understanding Corps policy is
not enough when you are faced with a 100 year flood event!

There has been steady erosion in recent years of number of H&H staff at HQUSACE that
provide leadership, expertise, and H&H visibility within the Corps. The H&H Community
within the Corps needs to be reenergized and reemphasized. We need more skilled staff in H&H
and Water Control in leadership positions throughout the Corps. The change in direction should
start with HQUSACE where loss of key staff has been most acute.

Meaningful roles for H&H elements in the MSC’s and HQ offices need to be defined,
and appropriate staffing levels maintained in order to provide an agency-wide H&H involvement
and supporting presence by these offices in mission accomplishment. H&H is the basis for or
supports all aspects of our mission: planning, design, construction, operations, emergency
management, and regulatory. A loss in H&H capability adversely impacts mission performance
throughout the agency. Specifically, the technical policy and guidance role of HQ H&H should
be reaffirmed.

The frequent major reorganizing, changes in functional responsibilities of organizational
elements, and shifting technical requirements for projects (brought on by the demands of local
cost-sharing sponsors) that have characterized Corps management during the last decade have
had an adverse impact on overall agency productivity and quality of work including that of the
H&H community. Continuity and stability of organizational structure and technical
requirements are important for maintaining productivity.

Another recommendation is to reinstitute periodic Corps National H&H conferences as a
way to address H&H issues, and to reenergize and emphasize H&H within the Corps.
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DEPARTMENT OF THE ARMY
SQUTH PAC FIC DVISIQN, OCRPS CF ENA NEERS,
333 Market Street, Room 923
San Francisco, California 94105-2195

REPLY TO

&/ ATTENTION OF 24 HAR znﬂﬂ
CESPK-DE

MEMORANDUM FOR South Pacific Division District Support Teams

SUBJECT: Establish of District Support Teams

1. The purpose of this memorandum is to formally establish and initiate operation of the
South Pacific Division District Support Teams.

2. Your mission is to help our Districts and their Project Delivery Teams:
e -Resolve project issues
-Move products efficiently though HQSPD and HQUSACE for approval
-Resolve funding issues
-Coordinate multi-division support for national customers
-Improve communications with HQSPD and HQUSACE
-Serve as the District champion for all project actions

3. By accomplishing the above actions we will ultimately delight our customers. To this
end you have been given considerable authority, including signature authority for
normal operational, technical and procedural actions not otherwise specified by statue
or regulation. This includes communications from higher authority which are
retransmitted to the districts for feedback and relayed messages.

4. You have my support and that of the SPD senior management in this endeavor. |
have also asked my District Commanders, in separate correspondence, to support this
team concept and take advantage of the help that you can provide in the execution of

their Programs.

PETER T. MADSEN
Brigadier General, U.S. Army
Commanding

D-1



Appendix D
South Pacific Division District Support Teams

August 2003
DEPARTMENT OF THE ARMY
SQUTH PACFHIC DMV SION COORPS OF ENA NEERS,
333 Market Street, Room 923
v San Francisco, California 94105-2195
) Nrenmionor 9 & MAR 200D

CESPK-DE

MEMORANDUM FOR Commander, Albuquerque District
Commander, Los Angeles District
Commander, Sacramento District
Commander, San Francisco District

Subject: Establish of District Support Teams

1. The purpose of this letter is to inform you of the formal establishment of the District
Support Teams. Enclosed is the Charter(s) for the team(s) dedicated to your District
which includes the names of your team members. The mission of District Support
Team is to help you to the maximum extent possible in the execution of your projects
and in delighting our customers. To that end the Team members have been given
considerable empowerment, including signature authority, to resolve most project
related issues quickly and efficiently.

2. The District Support Team concept is an extension of the Corps team philosophy to
that Division level. Our teams will not be delivering projects but will be dedicated to
helping your Project Delivery Teams in accomplishing that mission.

3. | ask that you support this initiative and that you take advantage of your Division

team in the execution of your programs.

PETER T. MADSEN
Brigadier General, U.S. Army
Commanding

D-2



Appendix D
South Pacific Division District Support Teams
August 2003

CHARTER FOR THE SPD DISTRICT SUPPORT TEAMS

The purpose of this Charter is to create District Support Teams, in the South Pacific Division, to
support our four Districts in the execution of their programs, though the application of the
Project Management Business Process. The teams will operate much like the District Project
Delivery Teams but their goal will be to provide maximum support to the Districts in delivering
projects to its customers though the following actions:

1. Provide programmatic overview of various programs and authorities.

2. Assist the Districts on project specific actions and problems as requested by the
Districts and as warranted.

3. Process and expedite District products through South Pacific Division, HQUSACE
and OASA(CW).

4.  Keep the Division Commander and SPD staff informed of District actions.

Five teams will be formed: one for each District in the Civil works area and one for
Military/Environmental programs. The Civil works teams will support all programs in the Civil
Works area including programs under Support for Others. Each team will be nominally led by a
Program Manager and will be staffed by members from Engineering, Planning, Construction-
Operations, Real Estate and Office of Counsel (see Encl.1). One person from each of the above
functions will be the primary team member. However, others from the same function may be
designated as alternates and/or support to the primary member.

Each team is allowed latitude in its operating procedures subject to the approval of the SPD
District Support Team Steering Committee. To this end, each team will submit to the Steering
Committee, within three weeks of the issuance of this charter, a set of operating procedures to
include the following:

Definition of team member roles

Team goals and responsibilities

Conlflict resolution procedures

Communication procedures for team members, peers and functional managers

Team views on team member collocation

Team view on whether input from District and team members should be considered for
performance appraisals.

Team views on team member empowerment, including team authority to sign for certain actions
Performance criteria for inclusion in TAPES

Whatever else the team deems necessary to its operation

AL S (s

STEVEN L. STOCKTON, P.E. CARL R. POSTLEWATE, P.E.
Director, Programs Management Director, Engineering and
Technical Services
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SOUTH PACIFIC DIVISION
DISTRICT SUPPORT TEAMS
CIVIL WORKS | CIVIL WORKS CIVIL WORKS CIVIL WORKS MILITARY/
SPK SPL SPN SPA ENVIRONMENTAL

Programs Management John Tsingos Jim Ueda To be determined John Tsingos Steve Miller
Engineering Frank Krhoun Ed sing Ed Sing * Frank Krhoun Frank Chui/Victor Yan
Construction-Operations | George Lehtinen | George Domurat George Domurat George Lehtinen | Ron Randolph/Ahsan Syed
Real Estate R. Guthrie Marilyn Rodriquez R. Guthrie Marilyn Rodriquez Dennis Drennan
Office of Counsel Dan Dykstra Neil Purcell Mary Gillespie Mary Gillespie Neil Purcell/ Mary Gillespie
Planning John Bogue Robin Mooney Les Tong Jim Conley Ken Orth

* Mr. Ed Sing is temporarily designated in the PM role until a permanent PM is selected.
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LOS ANGELES DISTRICT
SUPPORT TEAM OPERATING PLAN

1. TEAM PURPOSE.

The Corps of Engineers is moving to a team environment, to provide enhanced project
delivery to the customer/partner. To apply the team concept at HQSPD, a multi-
disciplinary team is created to assist the Los Angeles District in all aspects of its Civil
Works and Support of Others Programs. Ultimately, the team is expected to fully support
the Los Angeles District in the efficient and effective execution of its program and assist
in resolving complex and sensitive issues. The specific types of support include:

-Assisting the District in resolving project issues with HQSPD and HQUSACE.
-Moving District products efficiently though HQSPD and HQUSACE for
approval,
-Assisting the District with funding issues.
-Coordinating multi-division support for a national customer.
-Improving communications with HQSPD and HQUSACE.
-Serving as the District champions at the Division and with HQUSACE.
2. TEAM MEMBERS:
Program Management Directorate - Jim Ueda - Alternate, John Tsingos
Planning Division -Robin Mooney - Alternate, Bob Sloan
Engineering Division - Ed Sing - Alternate, Gerhard Krueger
Construction-Operation Division - George Domurat - Alternate, George Lehtinen
Real Estate Division - Marilyn Rodriguez - Alternate, Tyrone Miller
Office of Counsel - Neil Purcell - Alternates, Mary Gillespie and Dan Dykstra
3. TEAM MEMBER ROLES:

Team becomes involved in a project/issue when requested by the District, HQSPD
management or when the team itself feels that it’s involvement would be useful.

Each team member is considered the door into his or her functional organization and will
have the resources of other members in the functional organization as support. To
accomplish action items, the team members may go directly to individuals within the
MSC for support.

Each team member will be responsible to keep the appropriate team members informed
of significant actions performed by him or her,
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4. TEAM EMPOWERMENT AND SIGNATURE AUTHORITY

Members of the Los Angeles District support team will be empowered to act on behalf of
their functional organizations. Actions of the team represent those of HQSPD and the
Division Commander. Team members may sign “FOR THE COMMANDER" and will
have signature authority for all actions except for those otherwise specified by statute or
regulation and for those actions that the team deems to be highly controversial and/or
politically sensitive. Planning products will be processed in accordance with the CESPD-
ET-P memorandum, sub: Processing of Planning reports in the South Pacific Division.
Signature authority for these products are described on table 2 of this memorandum.
Letters to the Los Angeles District will be addressed to the District Commander with an
“attention line” to the appropriate functional organization. The correspondence will have
appropriate team members on the ladder to facilitate review and concurrence of the team
members. The functional team member will sign the correspondence using his/her own
signature block indicating the functional organization.

5. COMMUNICATION PROCEDURES

Actions from HQUSACE or the Los Angeles District will be directed to the appropriate
responsible organization and then assigned to a Los Angeles District support team
member in that functional organization. Actions, products or issues that originate from a
functional organization will be staffed by the team member that represents the functional
organization. Each team member will be responsible for determining the appropriate -
level of coordination and for keeping the team informed of significant actions that have
been performed.

Telephonic discussions, use of e-mail and especially face to face discussions will be used
for communication. The support team will also meet at a minimum of once a month,
normally on the first Wednesday of the month, 0900hrs. These meetings can, however,
be combined with other meetings at the Los Angeles District. Any team member may
call ad hoc team meetings, as the need arises, and these meetings may be held in HQSPD
or CESPL.

6. SUPPORT TEAM FILES

Correspondence, memorandums, records, etc. signed by a team member will be filed
electronically in the Los Angeles District support team files on the U drive. Everyone on
the support team will have access to this file. It will the be responsibility of each team
member to assure that the electronic filing of all important correspondence is included in

the support team files.
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7. CONFLICT RESOLUTION

The Team will always strive to act on a consensus basis but on rare occasions honest
disagreements may arise among team members, between the team and the District and
between the team and other HQSPD members. On those occasions, the disagreement
will be referred to the appropriate functional Chiefs for resolution. If the disagreement
cannot be resolved at that level it will be elevated to the Steering Committee, consisting
of the two Directors, the four Division Chiefs in DETS and the Chief Counsel, for
resolution.

8. PROGRAM EXECUTION

Since the focus is on execution of the programs, the support team must become a
participant in the development of all the programs. The support team shall review the
district program. The reviews will be conducted to review the current year, budget year
minus one and the budget year.

0. INFORMING FUNCTIONAL MANAGERS

Functional managers will be kept fully informed and will be requested for support and
guidance for unusually complex or politically sensitive projects. Each team member is
responsible for keeping the supervisory chain and other appropriate individuals in his/her
functional area fully informed of the activities of the team.

10. PERFORMANCE APPRAISALS
The performance appraisals for team members will be done by the first-line supervisor.

Specific performance criteria for TAPES will be developed individually by each team
member and his or her supervisor.

11. TEAM MEMBER SIGNATURES

Program Management Directorate

Robert R. Mooney
Planning Division

/éj Zﬁ;l Wn}m
J
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Edward F. Sing ~ /
Engipepring-Bévis]

=

\_ -
Leorge W. Domurat
Construction-Operation Division

Marilyn Mf Rodriguez Cj
Real E Division

Nz,

Cornglius W. Purcell
Office of Counsel
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District Suppert Team [or Los Angeles Diswic

US Army Corps
of Engineers =

South Pacific Division

Distriet Support Team for Los Angeles District
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Engineering and
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Project Management
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Altemate: Robin Mooney (415) 977-8167
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Roles and Responsibilities

(District Expectations)

Tl diztrict cupport teams will partizipate in product and project
divelgphneat, They will know and appreciate the distriel’s
idissynarasics, paricipate in team building and aid the distrist's
sponsors and clicnts, They will assist the district in finding sreative
salutions and exploreanalyze new jdeas and risk taking.

The distiict suppart teams will provide experdisd thraugh guidanes,
tools and training. They will provid e consulfing services and actas a
gounding board, as reguested by the district,

o

s Thedistisd swppart leams will suppert the distnicts a5 advesates for
the districts and as champlons of the district's produsis. They will
facilitate communication 1o eopedite the process, bath pushing
Headquarters and pulling the distriots.

s o e o et “.____ ..... o i S --.....__ITME:I_ __#,E.gﬁjﬁl

Roles and Responsihilities
[(Division Expectations]

L1

The district support teams will previde assessments of the districls’
quality managament and implamentatisn of the Fegqional Programe and
Project Management Business Process. They will partisipate in the
anniial roview of 1he distfsts” budget reguest.

ik

The disthict sUppot tenms will facilitate answers, resslve issues and
resole conflicts,

o Thedistrict support teams will keep Division management infermed
threwgh the funetional chain and by providing a lialson between the
districts" and Division Pragram Bevicw Boards.
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Roles and Responsibilities
[HQUSACE Expiectations]

il

The district support teams will make the teugh decisions as needed o
ensure censistensy of soiporate palizy and assistin damage eontral,
They will process praducts and exercise defegated autherities to
apprave producls.

The district suppett Weams will reanags guality of district products
through quality assurance activitics and policy review.

i)

= Thedistict support teams will act as a lizison with Headquarlers and
gerve a5 a prody fof Headguarters in kthe ficld. They will add the
regianal perspective to actiensfprodusts, insluding reglenal lessans
Ie:arried,
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FORWARD

The effort to revitalize the district support team concept, was initiated by an ad hoc group
of district support team members from the Planning Division. We conducted the effort as
a series of three full-day workshops. The first workshop was held on 19 September 2000,
with 29 participants from the Division and 4 participants from the districts. The second
was held on 27 October 2000 with 14 particip ants from the Division and, telephonically,
10 participants from the Headquarters. And, the third was held on 7 December 2000, with
19 participants from the Division.

The Principles and Guidelines records the discussions from the workshops. To ensure
that this document represents a consensus, four drafts were distributed over a period of
two months to all district support team members, and all comments were incorporated.

One surprise was the great uncertainty regarding the roles of the district support teams.
As a result, significant parts of the workshops were devoted to the definition of the roles.

Another objective of the workshops was to address a charge by the Division Commander
to specifically enhance the district support teams by: 1) providing better identity of the
teams, 2) providing more efficient management of issues, and 3) empowering the district
support teams. The workshop participants established an array of initiatives to address
these areas of improvement, which are described in Appendix D.

While the ultimate answer to the question ““ Was the effort worth it?”” will depend on the
follow-through on the initiatives, there are a number of important and immediate results
from the district support team revitalization effort:

1) The district support team members have developed an understanding and
commitment, and therefore ownership, of the district support team concept through
participation in the district support team revitalization effort.

2) The district support team members have reached a consensus on the roles and
responsibilities of the teams and of the team members.

3) The district support team members recognize the importance of, and are
committed to, a greater level of communication.

4) And, most importantly, the district support team members recognize and
embrace their empowerment.

In closing, I would like to thank all of those individuals who contributed to the district
support team revitalization effort, especially the ad hoc group that initiated the effort, Les
Tong for his leadership and Carol Sanders for serving as facilitator of the workshops.

Robin Mooney
Volunteer Recorder
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PRINCIPLES AND GUIDELINES FOR DISTRICT SUPPORT TEAMS

January 2001

1. Purpose and Scope. The purpose and scope of this document is to outline the roles

and basic operational concepts for the district support teams. This document records the
consensus that was developed through the district support team revitalization effort.
While the Civil Works district support teams are addressed in this document, the concepts
may apply equally to the military and environmental/SFO district support teams.

2. Background

a. Establishment of District Support Teams. District support teams were established
through a charter signed by the Director, Programs Management and Director,
Engineering and Technical Services, which is included as Appendix A. This was
followed by an operations plan developed by each district support team that established
the team’s rules of operation and by the delegation of signature authority by the Division
Commander to members of the district support teams.

b. District Support Team Revitalization The charter originally established a
steering committee to approve district support team operating procedures. With the
abolishment of this steering committee, the teams became entirely self- governing. At the
same time, the district support teams realized that the performance of the teams could be
enhanced and that significant differences between the teams could lead to problems in
managing the Division as a regional business center. As a result of these concurrent
events, a number of the district support team members formed an ad-hoc committee to
lead a revitalization effort to better define the roles of the district support teams and
identify initiatives to enhance district support team performance. While the development
of these principles and guidelines is a result of this revitalization effort, the major benefit
of the effort is the understanding and commitment to the district support team concept
that resulted from the participation in the process by all of the members of the district
support teams.

3. Expectations of District Support Teams

a. District Objectives. Representatives of the districts presented their views on the
district support team concept at the first district support team revitalization workshop. In
general, the districts’ objective for the district support teams is to support the districts in
delivering projects to its customers through the following actions:

1. Participate in product and project development. Visit the district as a true active
partner and partner with the district and their customers to focus on the project.

i Views of district representatives were recorded on flipcharts, and then reproduced in the summary of the
first district support team revitalization workshop.
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ii. Provide the district with expertise. Be engaged in problem solving and training.

iii. Represent the Division at the district and be the district advocate or champion
within the Division and with Headquarters.

b. Division Objectives. The Division’s objective for the district support teams, as
expressed in the Charter for the SPD District Support Teams, is to provide support to the
districts in delivering projects to its customers through the following actions:

1. Provide a programmatic overview of various programs and authorities.

ii. Assist the districts on project specific actions and problems as requested by the
districts and as warranted.

iii. Keep the Division Commander and SPD staff informed of district actions.

c. Headquarters Objectives. Representatives of Headquarters presented their views
on the district support team concept at the second district support team revitalization
workshop

ii. In general, Headquarters values the district support teams for the following
objectives:

1. Making the tough decisions. Set the right direction, lead and say “no” when
appropriate.

i1. Ensuring district compliance and quality products from the district.

iii. Adding the regional perspective. The Division cannot have items just pass
through but must be involved in the preparation or influence the preparation of
actions/products.

d. Comparison of Objectives. In general, the district support teams have been
concentrating on district support — meeting the objectives of the districts. The objectives
of the Division and Headquarters, while not inconsistent with the objectives of the
districts, have a very different emphasis. Some areas, most notably quality assurance,
have not received adequate attention.

4. District Support Team Roles
a. Agreed Upon Roles: District support team roles were developed at the first two

district support team revitalization workshops. The agreed upon roles are listed, without
respect to priority, on the following table:

ii The views of Headquarters representatives were recorded on flipcharts, and then reproduced in the
summary of the second district support team revitalization workshop.
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TABLE 1
DISTRICT SUPPORT TEAM ROLES

Facilitate answers
Provide guidance, tools
Training
Communicate
Product champions
Issue resolution
Support districts
Processing and approval of products
Participation
Know and appreciate district idiosyncrasies
Liaison between district and division PRB
Liaison with HQ
Expedite process
Participate in strategy
Advocate for district
Explore/analyze new ideas and risk taking
Find creative solutions
Quality assurance
Review of district budget requests
Resolve conflicts
Serve as proxy for HQ
Exercise delegated authority
Policy review
Pushing HQ/Pulling districts
Damage control
Sounding board
Lessons learned
Team building
District Assessments: Quality Management, Budget and RPMBP
Keep management informed through functional chain
Makes tough decisions
Consulting
Aiding sponsors and clients

b. Matrix of District Support Team Roles. The expectations of the district support
teams are expressed as objectives by the districts, the Division and Headquarters in
Paragraph 3. The roles that were identified by the district support team members are
listed above in Table 1, not in any order of priority. These roles were then cross-
referenced to the identified objectives as shown on the matrix in Table 2. In the matrix,

roles that support a particular objective are identified with the symbol “®”. The matrix
also identifies the objective with which each role is most closely identified with the
symbol “©”.

3
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TABLE 2 - DISTRICT SUPPORT TEAM ROLE MATRIX
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c. Summary Statements - Roles of the District Support Teams. The roles that are most
closely identified with each objective were then integrated into the paragraphs that follow.
These paragraphs are used to group and summarize the roles of the district support teams

1. The district support teams will participate in product and project development.
They will know and appreciate the district’s idiosyncrasies, participate in team building
and aid the district’s sponsors and clients. They will assist the district in finding creative
solutions and explore/analyze new ideas and risk taking.

i1. The district support teams will provide expertise through guidance, tools and
training. They will provide consulting services and act as a sounding board, as requested
by the district.

i11. The district support teams will support the districts as advocates for the districts
and as champions of the district’s products. They will facilitate communication to
expedite the process, both pushing Headquarters and pulling the districts.

iv. The district support teams will provide assessments of the districts’ quality
management and implementation of the Regional Programs and Project Management
Business Process. They will participate in the annual review of the districts’ budget
request.

v. The district support teams will facilitate answers, resolve issues and resolve
conflicts.

vi. The district support teams will keep Division management informed through the
functional chain and by providing a liaison between the districts’ and Division Program
Review Boards.

vii. The district support teams will make the tough decisions as needed to ensure
consistency of corporate policy and assist in damage control. They will process products
and exercise delegated authorities to approve products.

viii. The district support teams will manage quality of district products through
quality assurance activities and policy review.

i There is almost a schizophrenic nature to the district support teams’ responsibilities. On one hand they
have the role of district advocates, on the other they are responsible for quality assurance, audits, etc, which
may have a negative connotation to the districts. Even though the districts may view these activities
negatively, the overall intent is to actually help the districts. The consensus was reached that the Division
should be working with the districts throughout product development so that the proposals can be supported
when they are completed. It was also recognized that because of the close relationships between the
districts and the sponsors/clients and the role of the Division to represent Headquarters in the field, this
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effort might not always be entirely effective. In these cases, the district support team must make the tough
decision to support corporate policy.

ix. The district support teams will act as a liaison with Headquarters and serve as a
proxy for Headquarters in the field. They will add the regional perspective to
actions/products, including regional lessons learned.

d. Prioritization of Roles. Without prioritization, all of the roles would require much
more effort than the resources of the district support teams could sustain. The teams will
need to prioritize among competing demands, giving preference to the roles that have the
most significant and long-term positive impacts. Through a process of trial and error, the
teams will need to determine the best balance of the roles to maximize the value added.

5. Team Composition

a. Primary Team Members. Membership on the district support teams includes
representatives of the major functional organizations that have a role in resolving project
specific issues. Members of the Civil Works district support teams include representatives
from the Civil Works Management Division, Planning and Policy Division, Technical
Engineering and Construction Division, Operations Division, Real Estate Office and
Office of Counsel.

b. Alternate Members. The need for alternate members was previously identified and
they have been designated to cover meetings and address issues in the absence of, or in
addition to, the primary team members. The existing system of primary team members
with alternates appears to be the most flexible in its ability to provide coverage when
primary members are absent and to concurrently address multiple district issues and
actions.

c. Regional Subject Matter Experts. Regional subject matter experts are critical to the
functioning of the district support teams and have responsibilities to support and
participate on the teams on an ad-hoc basis. To maximize effectiveness, other members of
the functional organizations must be accessible and available to participate as regional
subject matter experts on any district support team. Each team member serves as a door
into his or her functional organization and will have the resources of other members in the
functional organization as support. To accomplish action items or resolve issues, however,
team members may also go directly to any individual within the Division for support. The
Division is relatively small and can take maximum advantage of the efficiency that results
from informal networking. Most district support team members also have primary duties
as regional subject matter experts to perform functional duties and assist other district
support teams.

6. Team Member Roles

a. Roles by Functional Representative. The members of the district support teams are
regional subject matter experts and represent their functional organizations on the teams.
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Members provide value on the teams because of the functional experience and expertise
that they offer the team to resolve issues associated with their functional responsibilities.
Different team members lead the team in different activities. A detailed listing of the roles
that the various team members have is included as Appendix B, Roles of the District

Support Team Members.

b. Backup. Backup for a team member will normally be provided by an alternate team
member from the same functional organization. There are some activities, however, which
involve multiple team members and the backup for the leader of one of these activities may
be more appropriate from another team member that is already involved in the effort.
Team members essentially have mutually exclusive duties and there should be only limited
requirements for this type of backup. Representatives of one functional organization would
not normally perform a function of another functional organization, as this would obviate
the basic reason for having functional representatives on the team in the first place. Team
members must, however, remain flexible, as exceptions to general rules will occur. When
team members will be absent, they have the responsibility for arranging appropriate
backup.

c. Points-of-Contact. Each member of the team serves as a point-of-contract for the
team and from time-to-time may be approached with issues that may rightly be within the
purview of another team member. When this occurs, the team member will facilitate the
involvement of the individual with the appropriate expertise.

7. Empowerment

a. Change in Culture. Many organizations are presently going through a transition
to a team culture. In a traditional hierarchical organization there is often little
empowerment, if individuals are allowed only to proceed in a very controlled, prescribed
manner. In a team with a designated leader, team members are largely disempowered, in
that they must “get a yes” from the leader before they take action. The district support
teams were basically empowered in that the individuals on the teams can take what they
consider to be the appropriate course of action, but the teams were to report on their
activities to the district support team steering committee. With the abolishment of the
district support team steering committee, the district support teams are now fully
empowered. In this respect, the district support teams in the Division have progressed
further on an evolutionary scale of empowerment than most project delivery teams. This
degree of empowerment is rather an experimental concept for the Division, which the
teams are defining through the district support team revitalization process. It is also
reflective of the Chief of Engineers’ “Just do it” philosophy.

b. Leadership. In some instances the representative of the Civil Works Management
Division provides nominal leadership in terms of scheduling and logistics and in others,
other team members are self-empowered to lead and call team meetings as required. This
flexibility seems to work well in most situations. The teams work best when there is an
active proponent for an action - a team member that establishes a clear objective and
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leads the team. Where the teams may have come up short is when there is no proponent
for an action, and in those cases where a team may not be the best vehicle for
accomplishing a task. The roles that are discussed in Paragraph 6.a. and listed in
Appendix B, Roles of the District Support Team Members, specify leadership roles for
particular actions. Leadership of the teams normally falls to the team member with the
recognized expertise to manage the particular action or issue at hand. Every team
member is expected to be a leader.

c. Empowerment of Team Members. Members of the district support teams are
empowered to act on behalf of their functional organizations. As the actions of the team
members represent those of the district support teams and the actions of the district
support teams represent those of the Division Commander, it is concluded that the actions
of the team members represent those of the Division Commander. Team members may
sign “FOR THE COMMANDER” and have signature authority for all actions within
their functional responsibilities, except those otherwise specified by statut e or regulation
and for those actions that the team member determines to be highly controversial or
politically sensitive. When a representative of either a district or Headquarters
communicates with a district support team member, they can expect that they will get a
responsive corporate opinion. One of the significant outcomes of the district support
team revitalization effort was the clear recognition of this empowerment.

d. Empowerment of Teams. Each team has the latitude to establish its own
operating procedures, which are adopted through their team operations plans, without
additional approval. This collection of Principles and Guidelines obtains standing
through its adoption by the district support teams in their respective operations plans.

e. Recognition and Acceptance of Empowerment. At the first district support team
revitalization workshop, many expectations were expressed regarding the need to
empower the teams. While management at the Division has indicated that the teams and
team members are empowered, empowerment does not occur until it is recognized and
accepted by those who are empowered. The most important result of the district support
team revitalization effort has been the recognition and acceptance of empowerment by
the district support team members. The teams are now possessive of this empowerment
and have made an effort to clearly separate the teams from the hierarchal organization.

f. Conflict Resolution. In general the teams are readily able to resolve conflicts
regarding technical issues, policy issues and other project related issues. Issues related to
communication, trust, turf and potential alternative agendas are harder to deal with. With
empowerment, the team is the ultimate authority in resolving conflicts within the team.
The team may request outside help in facilitating issue resolution, choose to raise issues
to functional managers, or request that another team assist in the resolution of an issue.

g. Accountability and Recognition. District and peer review has been established as
an initiative and is described in Appendix D, District Support Team Initiatives. This
initiative is a potential program where an assessment of the team’s activities is requested
from the district and where an assessment of each team member is developed from
information provided by his or her peers on the district support team. An additional
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initiative has also been established to review potential incentives and recognition.
8. Communication

a. Face Time with the District. When you ask representatives of a district their
thoughts regarding the district support team, they are very pleased with the team concept
and want more effort directed to assisting the district. If you dig deeper, the aspect that
they really appreciate is that individuals from the Division visit the district and work
directly with the staff to resolve issues and provide direction and training. This is
accomplished through personal contact at the district office. One of the needs identified in
the district support team revitalization effort is that when members of the district support
team visit a district, they need to better advertise in advance and include offices other than
those of their functional counterparts.

b. Team Member Identification. One of the revelations that occurred during the
district support team revitalization effort was that the Headquarters staff was never notified
of the district support teams prior to preparation for their participation in the revitalization
workshop. Only through “osmosis” were they somewhat aware of the district support team
concept and team membership. Problems, especially with the identification of alternate
team members, have also been raised from the district staffs as well as from within the
Division itself. These problems have resulted in part from the changes in the team
membership that have occurred since the district support team operations plans were
developed and also as a result of trying to maintain continuity of staff with particular
projects or programs. The problems with the identification of team members will be
addressed through the initiatives below to establish the virtual teams.

c. Establishment of Virtual Teams. The district support teams will make use of
appropriate information technology to enhance district support team operations and
increase communication with the districts, Headquarters and upper levels of management
in the Division. Initiatives could include items from an almost endless list, and each would
have to be evaluated separately to assess the benefits and costs of implementation. At
present, four initial initiatives that can be easily accomplished with existing systems are
being developed as a part of the district support team revitalization effort, which are
described in Appendix D, District Support Team Initiatives. These initiatives include: 1)
phone listings that identify individual team members, 2) an e- mail distribution list for each
team, 3) a web-page for the teams that can be linked from a district’s homepage, and 4)
separate district support team Outlook folders, managed by the representative of the Civil
Works Management Division with access by other team members.

d. Improvement of Teamwork. Team members have been assigned to the teams on
the basis of their functional expertise and not on the basis of their leadership qualities or
their abilities to work in a team environment. The team members have not participated in
training or team building sessions. The consensus of the district support team members is
that there would be great benefit to the teams resulting from the participation in this type of
activity. An initiative has been established in Appendix D, District Support Team
Initiatives, for the development of a team-building workshop that would be held in
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conjunction with the next semi-annual district support team off-site.
9. Relationship of Teams to Functional Organizations.

a. Teams Accomplish the Division’s Role. At their most basic, all activities of the
Division serve to support the districts. There are also no differences in the basic roles of
the Division and the roles of the district support teams. The district support teams only
serve to better focus the support efforts. Each member of the district support team
functions as a point of contact between the district and the Division. Each member of the
district support team is responsible for actions between the Headquarters and the districts,
and the district support team members represent all of the Division on these actions,
including all members of the hierarchal organization.

b. Matrix Organization. Each member of the district support team is a member of one
of the functional organizations, which in the following matrix would be represented as a
row. Members of the district support teams support the districts that are represented by the
columns. Every activity in which a member of the Division staff participates would fall
within one of the open boxes in the matrix. Activities undertaken as a district support team
member would be supported by both his or her functional organization and by the district
support team. The functional organization would support the team member with regional
expertise in the functional area. The district support team would support the team member
with the perspective of the other functional areas. Activities cannot generally be
differentiated as either functional activities or support team activities.

FIGURE 1 — ACTIVITY MATRIX

LDS ANGELES SACRAMENTO | SANFRANCISCO | ALBUQUERQUE | DIVISION-WIDE
DST DST DST DsT INITIATIVES

Civil Works
Management

Planning and
Policy

Tech Engr and
Construction

Dperations

Real Estate

c. Relationship to the First-Line Supervisor. The role of the supervisor remains unchanged.
Assignment of duties, training, mentoring, approvals, performance evaluations and all
other supervisory duties will continue to be performed by the first-line supervisor of the
functional organization. The first- line supervisor will be required to assign team members
and alternate team members. The first- line supervisor will also be required to allocate
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reasonable time and resources for these individuals to participate on those limited district
support team activities that may not already within the preview of the functional
organization (such as participation in the district support team off-site workshops
referenced in Paragraph 11). Keeping management informed of district support team
activities will occur primarily through team member communication with the first-line
supervisor. The level of this communication is an item that must be left to the individual
team members to define in the context of the supervisory controls that are in their position
descriptions and the level of communication that is agreed to in the development of the
team members’ annual performance objectives. Team members have the responsibility to
initiate communications.

d. Taskings. The district support teams will not be used to avoid making decisions
regarding the assignment of actions to a particular functional organization. Actions from
the hierarchal organization would be assigned to one of the team members, as a
representative of the responsible functional organization. This team member will engage
the rest of the team. As the team concept becomes more established, most actions will be
initiated directly through the team members rather than through the hierarchal
organization.

e. Administrative Support. The functional organizations provide timekeeping
support, prepare correspondence, manage travel, maintain files and provide all of the other
types of administrative support. Resources are not available to duplicate any of these
functions specifically for the district support teams. Many administrative support personnel
have specialized knowledge in functional activities that apply to all districts.

f. Functional Organization Communication. With the establishment of the district
support teams and the empowerment of the team members, the traditional “stovepipes”
have been eliminated at the Division. Issues are no longer raised to a supervisor in the
“stovepipe” to ensure that a regional perspective is developed. Team members must rely on
more informal communication as a means for maintaining regional perspective and their
status as regional experts. The existing relationships that have been built upon trust
between Headquarters, Division and district counterparts will continue. In the diagram
below, the arrows represent formal communication for actions in a hierarchal organization.
The vertical arrows represent the “stovepipes”.

FIGURE 2 - COMMUNICATION WITH “STOVEPIPES”
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This next diagram represents formal communication for actions as they occur with the
district support teams. Informal communication within the functional organizations must
replace the important values associated with developing a regional perspective that were
previously provided by processing through the “stovepipe”.

FIGURE 3 — COMMUNICATION WITH DISTRICT SUPPORT TEAMS

Subject Subject
Matter «f——J  Matter
Expert Expert

g. Other Teams. One of the things that makes jobs interesting and allows
individuals to gain a vast array of experiences is the participation on many teams. There
are many teams related to functional responsibilities and some teams, in addition to the
district support teams, include various members of the different functional organizations,
such as the quality management team that manages and maintains the overall Division
quality management program. There are endless opportunities in the areas of district
support where these often ad-hoc teams would add value, including teams to pursue the
initiatives that are identified in Append ix D, District Support Team Initiatives.

12
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Participation on a number of teams provides work that is challenging and will more
fully utilize the capabilities, intelligence, resourcefulness and initiative of the district
support team members. The work environment must promote opportunities for all team
members to participate on multiple teams and nothing should be done that would limit the
ability to establish or participate on these teams.

h. Managers of Specific Programs. There are a number of independent program
managers in the Division — including CAP, PAS, FPMS, Dam Safety, Water Management,
Regulatory, etc. The district support team steering committee did not adequately
differentiate between the roles and responsibilities of these program managers and the
district support teams, which resulted in a lot of confusion (especially with CAP). During
the district support team revitalization meetings, there were many alternative attempts
proposed to capture the different roles in words but the meaning was generally the same.
The teams would undertake the specific project review and approval actions that require
the multi- function disciplines of the teams. Technical issues and policy issues on
individual projects, and PCAs, were noted as items that the teams would address. The
program manager would be a program proponent, be an expert in the program, be an expert
in procedural matters, be an expert in processing, be responsible for funding approval and
would have a general knowledge of project specific information. Differences in the
relationship between the teams and the program managers would vary to some degree,
depending on the program. Therefore, each program manager will develop guidelines for
the participation of the district support teams in relation to their assigned program, with
due consideration of adding value and organizational efficiency.

1. Management’s Role in the District Support Team Concept. The primary
responsibility of the management hierarchy is to enhance the quality of work life. It is to be
proactive, provide encouragement, meet district support team resource needs, assist in
problem solving, promote fairness, put equity in rewards, and promote a work environment
with purpose and meaning. As indicated above in Paragraph 4.d. the district support teams
will manage their activities to maximize added value. The recognition of this additional
value by the team members will be a significant factor in how they view their work life.
Team members that enjoy and recognize value in their work lives is the measurement of
management’s success.

10. Team Actions
a. Participation in Product Development

1. Issue Resolution. The district support teams will take a proactive approach to
issue resolution. They will always be available to the district, to provide consulting
support, adding regional expertise and the benefit of lessons learned to the districts. They
will assist in finding creative solutions, facilitating answers and resolving conflicts. District
support team members will be involved in the preparation of responses to Headquarters
actions.

13
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ii. Milestone Conferences. The district support teams will participate in
Division mandated study milestone conferences, Headquarters mandated issue resolution
conferences and other milestone conferences that are held in support of individual studies
and projects. These conferences are listed in Appendix C, Regular Visits to the Districts.

iii. Quality Management Audits. A separate team has been established for the
management of the Division’s Quality Management Program. This team will prepare the
annual revisions to CESPD R 1110-1-8, Quality Management Plan. The district support
teams will conduct project specific audits in accordance with this Quality Management
Plan

b. Report Processing:

1. Receipt of Reports. Planning reports for Civil Works will be submitted to the
Division in accordance with CESPD-ET-P memorandum, dated 31 July 2000, subject:
Processing of Planning Reports in the South Pacific Division. Other products will be
submitted to the responsible functional organizations as they are identified in CESPD R
1110-1-8, Quality Management Plan."” The submittal of district products to the appropriate
functional organizations as indicated in current guidance will be reemphasized through
memoranda and training.

iv Some problems have arisen in the past when these products have been misdirected to the Programs
Management representative on the district support team and because of absences of this individual, the
products were not provided to the appropriate functional team member for action. While some of the district
support teams tried to use the Programs Management representative as the s ingle mail drop for all district
actions, this adds an additional layer to the system and there is inadequate administrative support to provide
assistance.

ii. Internal Processing. The district support teams will be responsible for full
and adequate coordination within the Division. The team lead for this coordination will be
as indicated in Appendix B, Roles of the District Support Team Members. This
coordination will be accomplished to develop a corporate response in accordance with the
team’s Operations Plan, described in Paragraph 12.

iii. Approvals. The team lead for an action will either have the approval
authority, or will make the team’s recommendation to the approval authority. These team
leads may sign “FOR THE COMMANDER” and have signature authority for all actions
within their functional responsibilities, except those otherwise specified by statute or
regulation and for those actions that the team member determines to be highly
controversial or politically sensitive. The team lead will process approval actions through
the functional chain for those actions that are not within the team’s approval authority.

c. Project Review Board Participation: The district support team, primarily through
the representative of the Civil Works Management Division, will facilitate the Civil Works

Project Review Board process. Through this vehicle, the Division staff will be
informed of district activities. One role of the district support team is to ensure that the
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district implements the Regional Program and Project Management Business Process and
the team will not duplicate the tracking and reporting elements of this process.

d. Annual District Assessments

1. Quality Management Assessment. The major shortcoming of the district support
teams thus far has been in the area of quality assurance. The last full audit of a major
district Civil Works document was some time ago and the specified requirements are to
conduct these audits in each district on an annual basis. The quality management program
also suffered when it was not included in the command inspection of the districts this last
year. Each year the district support teams will provide to the District and Division
Commanders the results of an assessment of the district’s quality management program
based upon audits of their products, in a command inspection type format, based upon the
procedures established by the Division’s quality management team.

i1. Regional Programs and Project Management Business Process Assessment. This
assessment would be similar to that performed for quality management. The purpose of
this assessment will be to review the district’s conformance to the Regional Programs and
Project Management Business Process and provide recommendations to the District
Commander.

iii. Command Inspection. Either of the assessments that are described above may
be included in the annual command inspection of the district. If either of them is included,
then the presentations of the results will be presented to the District and Division

Commanders at the command inspection and not done separately. Other focus areas
may also be identified for the command inspections that would involve the participation of
the district support team.

iv. Budget/Program Review. An annual budget conference, as directed by the
program development team, will be held in the district prior to congressional testimony.
The district support teams will provide support to the program development team at these
conferences to ensure that the strategies for projects and studies are appropriate.

e. Training.

1. Proactive Training Initiatives. Too often we concentrate on solving major
problems and by not focusing on the systems, tools and training that could be used to avoid
these problems, we are guaranteed that there will always be an endless supply of major
problems to address. District support teams will identify training needs and facilitate
training by regional experts. And, as a team, the district support teams will provide
crossfunctional training to the district project delivery teams, as needed or requested.

ii. Internal District Support Team Training. Identified members of the district

support teams that represent the different functional areas will develop a short course
covering their function/area of responsibility that will be provided for all of the district
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support team members. Modules will include: planning, real estate, engineering and
design, quality management, programs/budgeting, project management, operations and
maintenance, construction and legal issues. This is an initiative included in Appendix D,
District Support Team Initiatives.

i1i. District Project Delivery Team Training. After the training that is described in
the preceding paragraph is developed, the district support teams will provide the training to
members of the districts’ project delivery teams.

11. District Support Team Off-Sites

a. Semi- Annual Workshops. The abolishment of the district support team steering
committee has resulted in a significant empowerment of the teams and the need to
establish a vehicle to share information between the teams. The teams need to meet offsite,
at least twice a year to review and share lessons learned — what works and what doesn’t.
The responsibility to organize the off-site meetings will rotate among the teams, starting
with the San Francisco District support team, and then followed by the Sacramento
District, Los Angeles District and Albuquerque District support teams, respectively.

b. Review of the Principles and Guidelines. The district support team members prior to
each semi-annual workshop will review these Principles and Guidelines. Any proposed
changes will be discussed at the workshop and incorporated upon consensus. Operations
plans would be reviewed, revised, and approved by the individual teams to incorporate
these changes.

c. New Initiatives. Goals and objectives would be established for the following six
month period. Process action teams would be established to address cross-team initiatives.
Progress on ongoing initiatives to enhance the district support teams would also be
reviewed. Additional potential initiatives for future consideration were identified during
the review of these Principles and Guidelines, subsequent to the workshops. The list of
these potential initiatives is included at the end of Appendix D, District Support Team
Initiatives.

d. Team Building and Training. A team building workshop, described in Paragraph
8.d. is proposed for the next district support team off-site meeting. Another of the district
support team revitalization initiatives is the internal district support team training that is
described in Paragraph 10.e.ii. This training may be included at the semi- annual off-site
meeting or included in additional district support team off-site meetings.

12. District Support Team Operations Plans
a. Operations Plan Flexibility. In March 2000, each of the district support teams
developed an operations plan that included procedures and rules for operation, which the

team members felt would optimize their ability to support the district. In general, a
consistent concept was developed that emphasized the independence and empowerment of
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the individual team members. Each operations plan ma y be reviewed, revised and
independently approved by the district support team, as the team identifies the need.

b. Internal Operating Procedures. The district support team operations plan includes
internal operating procedures for the team. The operations plans address team meetings
and internal coordination that may vary between the different district support teams.

c. Adoption of the Principles and Guidelines. Each operations plan will include, by
reference, these Principles and Guidelines. The operations plan may also amend or
supplement these Principles and Guidelines.

d. Roster of Team Members. Each district support team operations plan lists the
primary members of the district support team. The operations plan is signed by the primary
members of the district support team, which represents the commitment of the team
members to participate on the district support team and abide by the policies that are
established in the operations plan.

17
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APENDIX D-a: CIVIL WORKS DISTRICT SUPPORT TEAM MEMBERS
ROLESAND RESPONSIBILITIES

Civil Works Management Division Representative’s Role

1.

Serves as the team liaison with the District and Division Project Review Boards.

2. Serves as the primary team liaison with CECW-B

3.

8.

9.

Provides guidance, tools and training related to programs and project
management.

. Serves as a direct district point of contact for the resolution of program and

project management issues.

. Coordinates/negotiates the resolution of program and project management issues

with the district, Division, HQUSACE and other stakeholders.

. Provides team leadership in the review, approval and processing of program

management products as they are defined in the CESPD QMP.

. Discusses and provides lessons learned on programs and project management

issues to other regional experts.

Exercises delegated signature authority for the approval and processing of
program and project management products and actions.

Leads the district support team in an annual evaluation of the district’s
implementation of the Programs and Project Management Business Process.

10. Leads the team in an annual review of the district’s proposed budget in support

of the program development team.

Planning and Policy Division Representative’s Role

1.

Provides guidance, tools and training related to policy and planning.

2. Serves as a direct district point of contact for the resolution of policy and

(98]

planning issues.

. Consults/refers complex issues to other regional planning experts.
. Coordinates/negotiates the resolution of planning and policy issues with the

district, Division, HQUSACE and other stakeholders.

. Provides leadership in the review, approval and processing of planning products

as they are defined in the CESPD Quality Management Plan.

. Discusses and provides lessons learned on planning and policy issues to other

regional experts.

. Exercises delegated signature authority for the approval and processing of

planning products and actions.

Technical Engineering and Construction Division Representative’s Role

1.

Provides guidance, tools and training related to engineering and construction.

2. Serves as a direct district point of contact for the resolution of engineering and

construction issues.
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3. Consults/refers complex issues to other regional engineering and construction
experts.

4. Coordinates/negotiates the resolution of engineering and construction issues with
the district, Division, HQUSACE and other stakeholders.

5. Provides leadership in the review, approval and processing of engineering and
construction products as they are defined in the CESPD Quality Management
Plan.

6. Discusses and provides lessons learned on engineering and construction issues to
other regional experts.

7. Exercises delegated signature authority for the approval and processing of
engineering and construction products and actions.

8. Leads the district support team in an annual evaluation of the district’s
implementation of quality management.

Real Estate Office Representative’s Role

. Provides guidance, tools and training related to real estate.

. Serves as a direct district point of contact for the resolution of real estate issues.

. Consults/refers complex issues to other regional real estate experts.

. Coordinates/negotiates the resolution of real estate issues with the district,

Division, HQUSACE and other stakeholders.

5. Provides leadership in the review, approval and processing of real estate
products as they are defined in the CESPD Quality Management Plan.

6. Discusses and provides lessons learned on real estate issues to other regional
experts.

7. Exercises delegated signature authority for the approval and processing of real

estate products and actions.

AW N —

Operations Division Representative’s Role

. Provides guidance, tools and training related to operations.

. Serves as a direct district point of contact for the resolution of operations issues.

. Consults/refers complex issues to other regional operations experts.

. Coordinates/negotiates the resolution of operations issues with the district,

Division, HQUSACE and other stakeholders.

5. Provides leadership in the review, approval and processing of operations
products as they are defined in the CESPD Quality Management Plan.

6. Discusses and provides lessons learned on operations issues to other regional
experts.

7. Exercises delegated signature authority for the approval and processing of

operations products and actions.

A WN =

Office of Counsel Representative’s Role
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. Provides guidance, tools and training in support of legal activities.

. Provides leadership in the review, approval and processing of legal products.

. Serves as a direct district point of contact for the resolution of legal issues.

. Coordinates/negotiates the resolution of legal issues with the district, Division,

HQUSACE and other stakeholders. Discusses and provides lessons learned on
legal issues to other members of the Office of Counsel

. Exercises delegated signature authority for the approval and processing of legal

products and actions.
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APPENDIX B: REGULAR VISITS TO THE DISTRICTS — Participation of CESPD

District Support Teams

MIL! NAME

COORDINATING

proposals and congressional testimony
_

DESCRIPTION OFFICE
" Program reviews in preparation of budget _—
Annual Budget Briefing - — DI - —== CESPD-CM-B

Reconnaissance Phase

Milestone in PROMIS WEBS

I
]

Interim Milestone

Conference

CESPD-CM-P

Reconnaissance Review

IRC with HOUSACE participation when

- Conference

held

CLESPD-CM-

SPD Milestone F1°. [Date district receives

Federal feasibility phase study funds.] DST

100 Initiate Feasibility Phase

has opportunity to introduce team to PDT

District Planning

and provide any basic training requested by

the District.

Held at request of spongor. PDT., or DST to

discuss topics of concern in any functional

Conference (FRC)

to identify actions needed to complete the

final report.

- In-progress Review (IPR )| area or review of input and to determine Maries
course of proceedine. Held anvtime during
course of study at request of PDT or DST.
Held at request of PDT or DST to discuss
Issue Resolution issues and clarify guidance requiring
- ———— ——— resolution before proceeding further. Could NMaries
- Conference (IRC) . , . : ,
be held in conjunction with any major
milestone meeting.
SPD Milestone F3 - Feasibility Scoping
e _ Meeting (FSM). Meeting with HOUSACE
102 Feasibility Study o add tential ol 1 the PMD CESPOLCMLD
2 — — 0 address potential changes in the PMP. CESPR-CM-P
Conference #1 {(F3) foss pult s
Establish without project conditions and
screen preliminary plans.
SPD Milestone F4 - Alternative Review
e Conference. Conference to evaluate the
. Feasibility Studv - R,
103 Conference #2 (I'4) final plans. reach a consensus that the CESPD-CM-P
: evaluations are adeguate to select a plan an
prepare AFB issues.
SPD Milestone F4A - Policy compliance
124 Alternative Formulation | review of the proposed plan with CESPD-CMLP
- Briefing (AFB) HOUSACE required to prepare and release -
the draft report.
SPD Milestone F7. Policy compliance
- Feasibility Review review of the draft report with HOQUSACE . _
[ 30 CESPD-CM-P

' MIL — Milestone number used in the PROMIS database.
* F1 through F9 are historical designations for the SPD Milestone

b-1
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COORDINATING
OFFICE

NAME DESCRIPTION

These meetines are typically held at the
beginning of product development phase.
Technical Review Strategy Provides contact with District PDT prior to

Session (TRSS) initiation of work., PMP or its status could
be briefed by PDT.

Recommended for understanding complex
PCA Coordination or intricate requirements of deviations to
Meeting(s) PCA lancuage involving several functional

dAlcis.

istrici P

Held pursuvant to SPD’s QOMP. These audit:
i gnsure that the Districts” established guality

o v . 1o - - v 3 o =
QA _Assessments/Audits | nagement processes are being followed CLOPD-MI-L

and provides lessons learned for District

Continuous dialog and interactions with
counterparts to provide informational

exchange. includes field visits with districts Narjes
to potential and already constructed project

sites.

Partnering., Coordinating
and Mentoring Visits

Held annually to inspect particular areas of
Command Inspection | Command interest. District Support Teams
Visits tvpically teach. coach. assist in particular

topical areas/issues

CESPD-RM

Regional Project Assessment of District’s implementation of
Management Business [ RPMBP as needed

Process [RPMBP]

Assessment Visits

CESPD-CMoC

Assist in identifving and resolving
technical. policy and/or budeetary issues CESPD-PN
raised during PRBs.

Project Review Board

(PRB)
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APPENDIX C: DISTRICT SUPPORT TEAM INITIATIVES

An objective of the workshops was to address a charge by the Division Commander to
enhance the district support teams. Specifically, the workshop participants were tasked
with looking at ways to improve district support team performance by 1) providing better
identity of the teams for the district and Headquarters, 2) providing more efficient
management of issues within the Division and Headquarters, and 3) empowerment of the
district support teams.

The assembled group of district support team members addressed these three district
support team improvement areas at the first district support team revitalization off-site.
Each participant was asked to provide one suggestion for each area. These suggestions
were listed on flip charts and posted in the room. Each participant was then given 5 votes
to prioritize the sugge stions in each area. The suggestions with the most votes were
singled out as initiatives for further development and near term implementation. At the
second district support team revitalization workshop, each initiative was discussed and
appropriate volunteers were identified to lead further efforts on the initiatives. The list of
initiatives was again refined at the third workshop and the current status presented.

The district support team members that have volunteered to lead in the initiatives are to
negotiate them into their annual performance objectives. This will establish the support and
priority of the initiatives with the supervisors. The volunteer leaders have the responsibility
to coordinate their efforts with other district support team members. The initiatives and the
volunteer leaders of the initiatives are identified as follows:

1. How Do We Better Identify District Support Teams?

a. Establish a website with real audio/video: The initial effort will consist of the
creation of a web-page for each team that provides the names, e- mail addresses and phone
numbers of the district support team, the primary team members and the alternate team
members. Clark Frentzen provided a first-cut draft of a table for the website at the third
district support team revitalization meeting and requested comments.

b. Attend Technical Review Strategy Sessions as a team. Although Ed Sing was
absent from the third workshop, he provided a written discussion of the importance of the
technical review strategy sessions. Revisions to the CESPD Quality Management Plan are
being pursued by the quality management team under Ed’s leadership

c. Establish a telephone number and e-mail address for each district support
team. An E-mail distribution for each Civil Works team has been created in Outlook.
Alternatives for a separate phone number for each team that would automatically forward
calls to caller selected team members were discussed at the third workshop. Since the
district and HQUSACE representatives had previously indicated that they would phone
directly to the individual team members and since Steve Stockton indicated that the benefit
for managers at the Division would not be worth the cost, John Tsingos will now
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investigate the concept of having district support team cards printed with appropriate
phone numbers.

d. Work Areas at the Districts. Early discussions and recommendations from the
first workshop were for the establishment of work areas in each district that would provide
a phone, LAN connection, desk, etc., to the district support team members. This initiative
received support from the district representatives. The Civil Works Management Division
representative for each district support team (Jim Ueda, John Tsingos, & Marcelo Pascua )
will take the lead in coordinating the establishment of these work areas with their assigned
districts.

2. How Do We Better Manage Issues in SPD?

a. Develop an issue tracking system. For each team, an outlook folder will be
created for the representative of the Civil Works Management Division. Other members of
the team will then be given access via icon to this folder. Marcelo Pascua will continue to
work this with assistance from Jeannine Hritz.

b. Regular visits to the district. Les Tong requested input from other district
support team members to identify those occasions when the team has either the
requirement or opportunity to visit the districts. Examples would include planning
milestone conferences, technical review strategy sessions, annual budget review, etc.

c. Having a strong district support team. John Bogue will coordinate a training
program for the district support team members. Members from the different functional
areas will develop a short course covering their function/area of responsibility:

1. Planning: Robin Mooney

ii. Real Estate: Marilyn Rodriguez and Dick Guthrie
iil. Engineering and Design: Frank Krhoun

iv. Quality Management: Ed Sing

v. Programs/budgeting: To be determined

vi. Project Management: To be determined

vii. Operations and Maintenance: To be determined
viii. Construction: To be determined

ix. Legal Issues: To be determined

d. Team-Building Workshop. John Bogue will also take the lead in the
establishing a team-building workshop for district support team members as a separate
initiative. Examples such as the one used by the Leadership Development Program will be
investigated. The intent will be to have the workshop in conjunction with the next semi-
annual district support team off-site.
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e. District support teams provide training and guidance. After the training
above is developed, the district support teams will provide the training to members of the
district’s project delivery teams.

3. How Do We Empower the District Support Teams?

a. Semi-Annual Offsite. The initiatives that were identified at the first workshop to
address this question were, to a large degree accomplished through the first phase of the
district support team revitalization process. The most significant output of the
revitalization effort was the recognition and acceptance of empowerment by the district
support team members. The success of the district support team concept is dependent,
however, on the continuation of the processes that have been initiated. The teams need to
meet offsite, at least twice a year to review and share lessons learned — what works and
what doesn’t. The responsibility to organize the off- site meetings will rotate among the
teams, starting with the San Francisco District support team, and followed by the
Sacramento District, Los Angeles District and Albuquerque District support teams,
respectively.

b. District and Peer Review. This initiative is a potential program where an
assessment of the team’s activities is requested from the district and an assessment of each
team member that is developed from information provided by his or her peers on the
district support team. Clark Frentzen has taken the lead in developing a more detailed
proposal. The program for SES evaluation will be investigated.

c. Team Recognition. At the third workshop, an additional initiative was
established to review potential incentives. Boni Bigornia volunteered to lead this initiative.

POTENTIAL FUTURE INTIATIVES

Additional potential initiatives for future consideration were identified during the review of
the Principles and Guidelines, subsequent to the workshops. The list will be reviewed at
the next district support team off-site where they may be adopted for action.

1. Listing of Actions Delegated to the District Support Team Members. The team
leads may sign “FOR THE COMMANDER” and have signature authority for all actions
within their functional responsibilities, except those otherwise specified by statute or
regulation (or actions that the team member determines to be highly controversial or
politically sensitive). This initiative would be to develop a specific listing of those actions
that the team leads would have the authority to sign.

2. Listing of Regional Subject Matter Experts. Regional subject matter experts are
critical to the functioning of the district support teams and have responsibilities to support
and participate on the teams on an ad- hoc basis. To maximize effectiveness, members of
the functional organizations and regional subject matter experts in the districts must be
identifiable, accessible and available to participate as regional subject matter experts on
any district support team. Most district support team members also have primary duties as
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regional subject matter experts to perform functional duties and assist other district support
teams. This initiative would be to create and maintain a listing of subject matter experts in
the Division and subordinate districts — potentially building upon other nation-wide
systems.
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DEPARTMENT COF THE ARMY ER 15-2-14
U.S. Arny Corps of Engineers
CECW EH- D Washi ngton, D.C. 20314-1000

Regul ati on
No. 15-2-14

24 April 1992

Boards, Comm ssions, and Commi ttees
COMM TTEES ON Tl DAL HYDRAULI CS
CHANNEL STABI LI ZATI ON, WATER QUALI TY,
AND HYDROLOGY

1. Purpose. This regulation prescribes the objectives,
conposition, and responsibilities of the Corps of Engi neers
Comm ttees on Tidal Hydraulics, Channel Stabilization, Water

Quality, and Hydrol ogy.

2. Applicability. This regulation applies to HQUSACE OCE
el enents, maj or subordi nate commands, districts,

| aboratories, and field operating activities (FOA) having
civil works responsibilities in the areas of tidal
hydraul i cs, channel stabilization, water quality, and
hydr ol ogy.

3. bjectives. Ceneral objectives of these committees are to:

a. maintain a continuing evaluation of the state-of-the
art;

b. determ ne problem areas and recommend st udi es,
i nvestigations, and research designed to provide inproved
t echni ques;

c. dissem nate pertinent information;

d. render consulting service on specific problens as
requested by various elenments of the Corps of Engineers; and

e. participate in devel opnent of gui dance.

4. Scope of Committee Activities.

a. Conmittee on Tidal Hydraulics. This committee wll
address topics in the areas of tidal hydraulics such as
channel shoaling, hurricane surges, and saltwater intrusion.

b. Commttee on Channel Stabilization. This conmttee
will address topics in the areas of alluvial channe
hydraul i cs and channel stabilization such as bank
stabilization, erosion control, and river meanderi ng.
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Thi s regul ati on supersedes ER 15-2-14, dated 29 March 1991

c. Conmttee on Water Quality. This conmttee wll apply
the objectives to the areas of water quality determ nation,
prediction, and control for reservoirs and inland waterways
as well as coastal and estuarine water resource projects.

d. Commttee on Hydrology. This conmttee will apply the
obj ectives to the area of hydrol ogi c engi neering such as
rainfall runoff nodeling, inpacts of |and use on runoff,
fl ood routing, project design floods, flow frequency, |ow
fl ow hydrol ogy, and ri sk.

5. Conposition. Each conmmittee is a continuing commttee.
The nenbers are full-tine civilian enpl oyees of the Corps of
Engi neers and are experts in the specific commttee
specialty. Menbers are appointed by the Chief, Hydraulics
and Hydrol ogy Branch, Directorate of GCivil Wrks, HQUSACE
with the concurrence of their enploying organizations. Each
conmittee will have a chairman and other officials as
necessary. Current commttee nenberships are contained in
Appendi xes A, B, C, and D

6. General. The conmittees will carry out their objectives in
accordance with the foll ow ng:

a. The commttees function under the general direction
of the Chief, Hydraulics and Hydrol ogy Branch, Directorate of
Cvil Wrks, HQUSACE.

b. The chairman will call neetings as required to carry
out commttee objectives, normally sem annual ly. Advance
notice, agenda, and m nutes of each neeting will be furnished
CDR USACE (ATTN. CECWEH) WASH DC 20314- 1000, committee
menbers, and pertinent USACE Commands.

c. Travel and per diem expenses incurred by comnmttee
menbers while performng conmmttee activities wll be
furni shed by HQUSACE. Salaries for commttee nmenbers while on
commttee activities will be furnished by their enploying
organi zations. Commttee activities will require that nenbers
acconplish some commttee work at their regular duty station.

d. Requests for commttee assistance by USACE Comrands
whi ch invol ve HQUSACE funding will be submtted to CDR USACE
(ATTN. CECWEH) for approval and processing.

e. Direct correspondence is authorized anong conm ttee
menbers, and between the chai rman and USACE Conmands.
I nformati on copies of commttee actions having inportant
bearing on project design or investigation prograns wll be
furni shed to CDR USACE (ATTN. CECWEH). Such comm ttee
actions will be advisory rather than directive in nature.
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f. The conmmttees will arrange for publication and
di stribution of appropriate conmttee reports and papers.

g. The comm ttees may arrange through cooperating USACE
Commands for engagenent of staff assistance, expert services,
and consul tants.

7. Requests for Consulting Services. Advisory consulting
services are provided to assist field elenents in defining
probl ens, devel oping plans for solutions to problens, and

i dentifying appropriate expertise to perform necessary

i nvestigations and studi es. Requests for consulting services
are to be submtted to the appropriate comrttee chairnmn

t hrough CDR HQUSACE (ATTN. CECWEH). O her requests for

advi sory assi stance, received by individual commttee
menbers, will be referred to the conmttee chairman for

FOR THE COMVANDER:

action.
HI&EDH HUMTER

Colonal, Corps of Enginears
Chief of Staff

4 Appendi xes

App E-a - Menbers of the Committee
on Tidal Hydraulics

App E-b - Menbers of the Committee
on Channel Stabilization

App E-c - Menbers of the Committee
on Water Quality

App E-d - Menbers of the Committee

on Hydrol ogy
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APPENDI X E-a

MEMBERS OF THE COMM TTEE ON TI DAL HYDRAULI CS

The foll ow ng Corps of Engineers personnel are currently
desi gnated nenbers of the Commttee on Tidal Hydraulics:

Frank A. Herrmann, Jr., Chairman U. S. Arny Engi neer
Wat er ways Experi nment
Station

Cecil W Soileau, Jr., Executive U.S. Arny Engi neer

Secretary District, New Ol eans

G enn R Drunmond, Liaison HQUSACE ( CECW EH- D)

Li ncoln C. Bl ake U. S. Arny Engi neer
District, Charleston

H Lee Butler U S. U. S. Arny Engi neer
Wat er ways Experi nment
Station

John Harrison U.S. Arny Engi neer
Wat er ways Experi nment
Station

Barry W Hol | i day HQUSACE ( CECW OD- D)

WlliamH MAnally, Jr U. S. Arny Engi neer
Wat er ways Experi nment
Station

Jaime R Merino U. S. Arny Engi neer

Di vi sion, South Pacific

John G diver U. S. Arny Engi neer
Division, North Pacific

Virginia A Pankow U. S. Arny Engi neer Water
Resour ces Support Center

Edward A. Reindl, Jr. U. S. Arny Engi neer
District, Galveston

A. David Schul dt U. S. Arny Engi neer
District, Seattle

Ronal d G Vann U. S. Arny Engi neer
District, Norfolk

Charles J. Wener U.S. Arny Engi neer
Di vi si on, New Engl and
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MEMBERS OF THE COMM TTEE ON CHANNEL STABI LI ZATI ON

The foll ow ng Corps of Engineers personnel are currently
desi gnat ed nenbers of the Commttee on Channel Stabilization:

Sanmuel B. Powel |, Chairman
Thomas E. Munsey, Executive
Secretary

Larry E. Banks

Warren J. Mell ema

Raynmond L. Mont gonery

John G diver

Thormas J. Pokref ke, Jr

Tasso Schm dgal |

Edward F. Sing

M chael F. Spoor

WIlliamA. Thomas

Howard M Whittington

HQUSACE ( CECW EH- D)

HQUSACE ( CECW EH- D)

Arny Engineer District,
ksburg

Q!

Vi

c

um

Arny Engi neer Divi sion,
souri River

u.
u.
M
U.S. Arny Engi neer Wt erways
Experiment Station

U.S. Arny Engi neer Division,
North Pacific

U.S. Arny Engi neer Wt erways
Experiment Station

U.S. Arny Engi neer Division,
Sout hwest ern

U S. Arny Engineer District,
Sacr anment o

U S. Arny Engineer District,
Hunt i ngt on

U.S. Arny Engi neer Wt erways
Experiment Station

U.S. Arny Engineer District,
Mobi | e
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Appendi X E-c

MEMBERS OF THE COWMM TTEE ON WATER
QUALI TY
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APPENDI X E-c
MEMBERS OF THE COWM TTEE ON WATER QUALI TY

The follow ng Corps of Engineers personnel are currently
desi gnated nenbers of the Commttee on Water Quality:

Friedrich B. Juhle, Chairman HQUSACE (CECW EH W
David P. Buel ow U S. Arny Engi neer
Di vision, Ohio River
Dennis W Barnett U. S. Arny Engi neer
Division, S. Atlantic
Davi d Brown U. S. Arny Engi neer
Di vi si on, Sout hwest
John Bushman HQUSACE ( CECW PO
Lew s Decell U S. Arny Engi neer
Wat er ways Experi ment
Station
Robert Engl er U. S. Arny Engi neer
Wat er ways Experi ment
Station
James Farrell U S. Arny Engi neer
Di vi sion, Lower M ssissippi
Val | ey
Ri xey Hardy HQUSACE ( CECW QM)
Jeffery P. Holland U. S. Arny Engi neer
Wat er ways Experi ment
Station
M chael T. Lee U S. Arny Engi neer

Di vi sion, Pacific Ccean

Gary Maul din U S. Arny Engi neer
Di vision, South Atlantic

E. Morton Markow tz U S. Arny Engi neer
Di vision, South Pacific

Warren Mel |l ema U. S. Arny Engi neer
Di vi sion, Mssouri River

Harlan L. McKim U.S. Arny Engi neer Cold

Regi ons Research &
Engi neeri ng Laboratory
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Jan A. Ml ler

Andrew Petal |li des

Bol yvong Tanovan

Charl es Wener

RG WIley

U. S. Arny Engi neer

Di vision, North Central
U.S. Arny Engi neer
Division, North Atlantic
U.S. Arny Engi neer
Division, North Pacific
U.S. Arny Engi neer

Di vi si on, New Engl and
U. S. Arny Engi neer
Hydr ol ogi ¢ Engi neeri ng
Center
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APPENDI X E-d

MEMBERS OF THE COWM TTEE ON HYDROLOGY

The follow ng Corps of Engineers personnel

are currently

desi gnated nenbers of the Comm ttee on Hydrol ogy:

Mng T. Tseng, Chairnman

Lews A Smth, Executive
Secretary

Surya Bham di paty

John P. Bianco

M chael L. Choate
Gary R Dyhouse

Harry E. Kitch
S. K Nanda

John C. Peters, Recorder

Paul K. Rodman
Dougl as D. Spears

Dennis R WIlians
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HQUSACE ( CECW EHY)
HQUSACE ( CECW EHY)

U.S. Arny Engi neer
District, Huntington
U.S. Arny Engi neer
District, New York

U.S. Arny Engi neer
District, Jacksonville
U.S. Arny Engi neer
District, St. Louis

HQUSACE ( CECW P)

U.S. Arny Engi neer
District, Rock I|Island

U.S. Arny Engi neer
Hydr ol ogi ¢ Engi neeri ng
Cent er

U.S. Arny Engi neer
District, Ft. Wirth

U.S. Arny Engi neer
Di vision, North Pacific

U.S. Arny Engi neer
District, Nashville
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DEPARTMENT OF THE ARMY ER 1110-
2-1460
U.S. Army Corps of Engineers
CECW-EH Washington, DC 20314-1000
Regulation
No. 1110-2-1460 7 July
1989

Engineering and Design
HYDROLOGIC ENGINEERING MANAGEMENT

1. Purpose. This regulation defines the scope, authorities, and
management requirements for hydrologic engineering activities
within the Corps of Engineers.

2. Applicability. This regulation applies to all HQUSACE/OCE
elements, and field operating activities having civil works
engineering and design responsibilities.

3. References. References are listed in Appendix A.

4. Scope of Hvdroloaic Engineering Activities.

a. General. Hydrologic engineering is a part of civil
engineering practice in which applications of professional
knowledge of hydrologic and hydraulic principles are key elements
in water resources development and management decisions. The scope
includes the natural and management processes affecting the water
cycle from initial precipitation on the land surface through
ultimate return of water to the sea or inland sink. Technical
methods of analysis include field measurement and observation,
mathematical and statistical analyses, and models. Outputs of
hydrologic engineering studies include: water availability as
expressed by surface and subsurface yield; water surface
elevations and water surface profiles; sediment processes;
modeling of watershed catchment processes, flood hydrography
development, and surface infiltration; probability analysis of
frequency of flooding, risk of project failure, and reliability of
supply; reservoir regulation requirements for water supply, power
generation, and flood control; water quality effects of natural
phenomena and project operations; and groundwater level changes
due to recharge and withdrawal. The hydrologic engineer must also
be knowledgeable of and able to communicate in related legal,
social, economic, plan formulation, administration and management
areas.

(1) Hydrologic engineering is a key element in many programs
of the Corps of Engineers. Hydrologic engineering studies are an
integral part of planning, design, construction, operations, and
maintenance of civil works projects and other special studies.
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(2) Hydrologic engineering studies are performed in the
federal interest in the areas defined in EP 1165-2-1. Those
include navigation, flood damage reduction, shore protection,
stream bank erosion control, hydroelectric power, recreation,
water supply and quality management, fish and wildlife, wetlands
conservation, regulatory program, and special programs.

(3) Activities of a programmatic nature managed by CECW-EH
include water control, elements of the dam safety program,
reservoir sedimentation, hydrometeorology studies, hydrologic data
collection, hydrologic studies, and the cooperative stream gaging
program.

b. Hydrologic Engineering During Planning. Hydrologic
engineering studies develop fundamental technical flood and
drought information for reconnaissance and feasibility phases of
survey investigations and continuing authority programs,
floodplain management, and special and national studies.

c. Hydrologic Engineering During Design. Hydrologic
engineering studies develop technical material for preconstruction
engineering and design studies, post authorization changes, and
general and feature design memoranda. They also provide
information for preparation of plans and specifications and
handling of water during construction.

d. Water Control Management. Hydrologic engineering studies
provide the basis for real-time water control decisions,
undertaking emergency management actions, preparation of water
control manuals, monitoring reservoir sedimentation, and other
water control studies.

e. Regulatory. Hydrologic engineering studies are performed
in support of Section 404 permitting activities, Federal Energy
Regulatory Agency license actions, water quality certification,
and flood plain management actions.

f. Other. Inter-agency committees and other federal, state,
and local agency programs frequently request Corps hydrologic
engineering studies. Negotiated agreements establish the basis for
these studies.

5. Hydrologic Engineering Studies. Studies use technical methods
selected to achieve the objectives of the investigation. The
studies are planned and managed to achieve the objectives in the
most efficient and cost-effective manner.

a. Study Design and Management. The scope of technical
studies is determined through consultations and negotiations
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between the hydrologic engineer and other affected parties. The
study scope will be responsive to the nature and type of
investigation and the needs of other study participants. A formal
study plan will be developed that documents the study objectives,
scope, level of detail, budget, schedule, milestones, and form of
the final product. The study plan will be negotiated between the
responsible parties. Conferences, meetings and other appropriate
means of communication will be utilized as necessary to involve
other district, division, and HQUSACE staff in the resolution of
critical issues.

b. Study Team and Coordination. The hydrologic engineer has
two roles when he serves as a participant in an interdisciplinary
investigation team. The hydrologic engineer shares in the
accomplishment of overall responsibilities of the team. The
hydrologic engineer also contributes as the technical specialist
in hydrologic engineering matters. Coordination with other
affected parties, in and outside of the Corps, will be a
continuous process. Consultations with and supervision of
hydrologic engineers participating in the team effort is the
responsibility of hydrologic engineering supervisors and managers.

c. Technical Procedures. Technical procedures are selected
commensurate with the nature and type of investigation and the
needs of other study participants. Choice of technical methods
will be made in a decision process that includes consultations
with division and HQUSACE staff, and coordination as appropriate,
with others. These include federal, state, and local agencies and
cost-sharing partners. The decision process supporting selection
of the technical methods will be thoroughly documented.

d. Quality Control. Review. The review process provides
quality control for technical studies and the resulting reports.
It ensures that studies are complete and performed to an
appropriate level of confidence consistent with the study
objectives. Technical review is conducted within the district on a
regular basis throughout the study. Division staff provide final,
detailed technical review. Review by HQUSACE is performed
primarily to confirm conformance with existing policy, identify
the need for new or revised policy, and to ensure the safety,
function, and performance of project proposals. Table 1 summarizes
the review levels for hydrologic engineering components of Corps
studies. Requirements for coordination with and review by agencies
outside the Corps that is mandated by law is documented in other
regulations.

e. Cost-Shared Studies. Many Corps studies are cost-shared
with local sponsors. These include the feasibility phase of survey
studies, most design studies, and other special studies. The
studies may involve joint financing with the Corps performing all
technical work, or joint analysis in which the local cost sharing
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partner contributes to the hydrologic engineering work. The
study scope, technical methods, schedules, and budgets are
negotiated with the cost sharing partners. Negotiations involwving
hydrologic engineering components of studies require hydrologic
engineering representation. Performance of studies will be in an
open,

cooperative partnership manner including local cost-share
partner representatives in study activities.

6. Level-of-Detail and Completeness.

a. General Requirements. The level-of-detail and completeness
of hydrologic engineering studies will be established at the time
of study plan development. The study plan will reflect a conscious
decision to develop a specific technical product. It will be
phased to provide increasing refinement of completeness and detail
as the study progresses. The technical product will be scoped to
support the decisions and recommendations for the specific
investigation being performed.

b. Planning Studies.

(1) Feasibility Studies. Reconnaissance phase studies provide
the basis for a decision as to whether to proceed with more
detailed feasibility studies and scope the full feasibility study

The study must demonstrate that there is a federal interest as
well as likelihood that a feasible, implementable project would
result from further studies. Feasibility phase studies provide the
bases for NED plans, impacts on environmental quality, safety and
risk determinations, and baseline costs for selecting project
recommendations by the Corps for congressional authorization.
Hydrologic engineering investigations for such items as frequency
analysis, storm studies, reservoir yield, and stream water surface
profiles are therefore considered final for supporting economic
analysis, basic plan formulation and evaluation.

(2) Flood Plain Management. Studies are performed for flood
plain information, flood insurance, and other special studies.
The technical scope and detail for these studies are consistent
with existing conditions analysis for feasibility studies. A major
exception is that flood insurance studies do not use expected
probability frequency estimates and are based on existing
conditions.

(3) Special Studies. The technical scope and detail for
special studies, such as regional and national studies, are often
consistent with the reconnaissance phase of feasibility studies.

c. Design Studies. The preconstruction engineering and design
(PED) begins after the division engineer issues his public notice
for the feasibility report and PED funds are allocated to the
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district. During the PED phase, engineering effort consists of
those activities necessary to ready the project for the first
construction contract. Results of these studies are documented in
design memoranda, plans and specifications, and other special
reports. Engineering during construction includes preparation of
plans and specifications for subsequent contracts (where
appropriate), review and approval of selected shop drawings, site
visits, support for claims and modifications, development of

operation and maintenance manuals, and preparation of as-
built drawings.

(1) As a project moves from the feasibility phase to design,
the emphasis will normally shift from hydrologic engineering
analysis in support of plan formulation to hydraulic design.
Design studies determine final sizes, configurations, and
structural details of features of projects. Studies for structure
geometry, stable channel design, and erosion protection works
predominate. Additional hydrologic engineering studies to refine
features such as real estate requirements, spillway dimensions,
water control plans, and pumping plant and control structure
operation will usually be required.

(2) Post authorization change studies are the result of
significant changes in the economics, engineering, local
conditions, or other pertinent aspects of the project. Revision of
feasibility-level hydrologic engineering analysis as well as
design studies may be needed.

d. Water Control Management. Hydrologic engineering studies
to support water control management are described in ER 1110-2-240
and ETL 1110-2-251. Studies are needed to develop technical
elements of water control manuals and to support realtime water
control decisions for flood control and conservation operations at
Corps projects. The scope and technical detail for these studies
will be consistent with the operation decisions to be made.

e. Regulatory. Studies needed for regulatory decisions are
diverse. The usual analysis involves impact assessments similar to
the feasibility phase of survey investigations. The nature of the
regulatory action under study will determine the needed technical
product.

Table 1
Technical Review Process
Hydraulics and Hydrology Elements of Studies

Study Type District Division HQUSACE BERH a
a
Survey
Reconnaissance X X *x
Feasibility X X *x X
Continuing Authority X X
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Flood Plain Mgmt. X X
Special/National X X X

Design Memoranda

General Design X X
Feature Design X X

Post Authorization X X *
Change

Water Control X X

Regulatory X X

A Staff review for HQUSACE elements and BERH is provided by the
Washington Level Review Group (WLRG), a division of the Water
Resources Support Center, Ft. Belvoir.

* Selected project types and features require review/approval by
HQUSACE (ER 1110-2-1150).

** HQUSACE participates in issue resolution conferences and may
provide consulting services to the BERH.
7. Documentation and Reporting

a. General. The results of hydrologic engineering studies are
documented in technical reports. The technical material may be
published separately or incorporated in other documents. The
documentation will present technical information on a professional
engineering level. The objective is to document the data, study
methods, assumptions, and results for use by the originating
office, reviewers within the Corps, and other interested
professionals. The documentation will permit an independent
analyst to follow and understand the analysis and decision process
presented in the document.

b. Content. The documentation will include a complete and
accurate description of the total functional project (not just
what 1is proposed for construction) , project features, function,
and setting for the study. A description of the source and
reliability of data, alternative methods of analysis considered,
analysis methods selected, and calibration procedures utilized
will be included. Relevant assumptions will be documented and the
results presented. Conclusions will be explained as they relate to
project formulation, feature selection, design, operation, and the
function of the project. Analysis and design items to be
incorporated into operations manuals and local cost sharing
agreements will be identified. Project performance in physical
terms as well as economic and social terms will be explained. Also
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included will be a description of project performance when design
is exceeded and any associated operations and actions by the Corps
as well as local agreements needed to assure proper operation for
events exceeding the design event.

c. Format. The format will be that of a professional
technical report including logical text construction, liberal use
of graphs, charts, maps and tables, and proper use of references
and bibliography. Format guidance is contained in ETL 1110-2-230,
Appendix A of ER 1110-2-1150, and ETL 1110-2-251.

d. Reporting Documents. The reporting documents include
reconnaissance- and feasibility-phase reports for survey studies,
detailed project reports for continuing authority investigations,
flood plain information and flood insurance reports, design
memoranda, water control manuals, and special reports. Specific
guidance for these documents is contained in the appropriate
regulations.

8. Professional Development. Professional development and
maintenance of the hydrologic engineering workforce is critical to
accomplishment of the Corps Civil Works mission. It is an
important responsibility of supervisors and commanders at the
district, division, and HQUSACE levels. Improving skills at the
entry level and skills of experienced engineers can be
accomplished through on-the-job experience and training, formal
short course and long term training assignments, and through
participation in activities of professional societies. Skills
development should involve technical hydrologic engineering
skills, and other important skills of written and verbal
communications, familiarity with other technical elements of the
Corps, and supervision and management skills. Supervisors and
employees should cooperate to formulate a systematic development
program as part of the annual performance appraisal process.

a. On-the-Job. Regular work assignments performed under the
supervision of experienced engineers is a proven method of
engineer development. Assignments should be diversified and
encompass the full scope of hydrologic engineering studies,
avoiding where possible, repeated piece-meal work. Periodic
informal technical sessions involving colleagues and supervisors
are encouraged.

b. Formal Training. Short-term training courses specifically
tailored to Corps hydrologic engineers are available through the
PROSPECT program. Registration for these courses occurs annually
and is managed by training officers within districts and
divisions. Short courses are available through local universities
and occasionally on a special-case basis locally within a Corps
office. Long-term training (up to one year) at selected
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universities is available for advanced education. Applications for
long-term training are made on an annual basis.

c. Professional Society Activities. Professional societies
provide the opportunity to participate with peers in sharing of
technical information and exchange of views on items of mutual
professional interest. Hydrologic engineers are encouraged to
belong to professional societies and consider participating in
society activities through committee work and preparation and
presentation of professional papers. Commanders and supervisors
are encouraged to foster a sense of professionalism among the
hydrologic engineering staff.

9. Technical Committees. Technical committees have been
established to assist the Corps in maintaining competency in
selected technical areas. The four committees that are established
and operate as defined in ER 15-2-14 are: Committee on Tidal
Hydraulics, Committee on Channel Stabilization, Committee on Water
Quality, and Committee on Hydrology.

a. Objectives. These four committees provide technical focal
points identifying problems and recommending investigations,
monitoring the technical developments, and disseminating
information.

b. Other Committees. Corps representatives serve on many
inter-agency and professional society committees. These contacts
serve as a source of current technical activities in areas
additional to the existing Corps committees.

10. Hydrologic Engineering Research

a. Objectives and Products. Hydrologic engineering research
is accomplished to develop information, analysis methods, and
technical guidance to ensure efficient accomplishment of the Corps
civil works mission. The scope of research is the full range of
hydrologic engineering as defined in paragraph 4, Scope of
Hydrologic Engineering Activities. Output products are improved
information and improved analysis methods, new and revised
computer programs, and technical literature.

b. Management. Civil works research needs are identified
through the research needs system (ER 70-2-6). The program is
managed by the Directorate of Research and Development (ER 70-1-
5). Research may also be undertaken for specific projects.

c. Performing Organizations. Corps research and development
laboratories and performing elements and occasionally Corps field
offices perform the research and can provide technical assistance.
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Corps agencies that perform hydrologic engineering related
research are:

(1) Hydrologic Engineering Center, 609 Second Street, Davis,
CA. 95616, phone (916) 551-1748.

(2) Cold Regions Research and Engineering Laboratory, 72 Lyme
Road, Hanover, NH, 03755-1290, phone (603) 646-4100.

(3) Waterways Experiment Station, Halls Ferry Road,
Vicksburg, MS, 39180-0631, (601) 634-2485.

11. Hydrologic Engineering Guidance.

a. General. Hydrologic engineering guidance is provided in
engineer regulations (ER’s), engineer manuals (EM’s), engineer
technical letters (ETL’s), engineer pamphlets (EP’s), engineer

circulars (EC’S), and occasionally by other communications such as
engineer multiple letters. Some guidance documents are devoted
only to hydrologic engineering topics while others address broader
issues.

b. Guidance Definitions. ER’s prescribe policy and are
directive in nature; EM’s document technical aspects of broader
hydrologic engineering topics; ETL’s document a restricted
technical subject; EC’S are an interim document with a l-year
expiration date; and EP’s provide information about a particular
subject.

c. Status. Hydrologic engineering guidance is revised and
updated on a continuing basis. EP 25-1-1, Index of publications,
documents the official status of HQUSACE/OCE documents.
Information on the status of hydrologic engineering guidance will
be provided through EC’s issued periodically.

FOR THE COMMANDER:

ALBERT - "GENETTTI,’ JR.
Colonel{ Corps of Engineers
Chief of Staff
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EP

U.S. Army Corps of Engineers

CECW-EH

Pamphlet
1994
No. 350-2-1

Washington, DC 20314-1000

15 November

Training
CAREER DEVELOPMENT OF HYDROLOGIC
AND HYDRAULIC ENGINEERS

1. Purpose

This pamphlet describes professional development
necessary for hydrologic and hydraulic engineers to
successfully advance and perform specialized
hydrologic engineering studies. It will serve to
improve the efficiency of employees and the quality
of their products.

2. Applicability

This pamphlet applies to all HQUSACE elements,
major subordinate commands, districts,
laboratories, and field operating activities having
civil winks responsibilities.

3. References

a. ER 15-2-14, committees on Tidal Hydraulics,
Channel Stabilization, Water Quality and
Hydrology.

b. ER 350-1-416, Headquarters, U.S. Army Corps
of Engineers (HQUSACE) Centrally and Locally
Sponsored Long-Term Training (LTT) Program.

c. ER 690-1-958, Army Civilian Career program for
Engineers and Scientists (Resources and
construction)

d. ER 1110-2-1460, Hydrologic Engineering
Management.

e. EP 1165-2-1, Digest of Water Resources Policits.
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f. Memorandum dated 3 December 1990 (by Chief
of Engineers). Subject Army Civilian Training,
Education and Development System (ACTEDS) for
Civilian Career program for Engineers & Scientists.

4. Requirements

ER 1110-2-1460 lists and explains the activities of
hydrologic engineering within the civil works
functions of the Corps of Engineers. The Army
Civilian Training, Education and Development
System (ACTEDS) plan provides training and
development guidance for hydraulic engineers who
aspire to a key position in their career field. This
pamphlet describes the requirements for hydraulic
engineers to further their professional development
with the U.S. Army corps of Engineers.

5. Scope of Hydrologic Engineering
Activities

a. General. Hydrologic engineering is a part of civil
engineering practice in which applications of
professional knowledge of hydrologic and
hydraulic principles are key elements in water
resources development and management decisions.
The scope includes the natural and management
processes affecting the water cycle from
precipitation on the land surface through the
ultimate return of water to the sea or inland sink.
Technical methods of analysis include field
measurement and observation, mathematical and
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statistical analyses, and models. Outputs from
hydrologic engineering studies include water
availability as expressed by surface and subsurface
yield; water surface elevations and water surface
profiles, sediment processes; modeling of
watershed catchment processes, flood hydrograph
development and surface infiltration; probability
analysis of flood or drought frequency, risk of
project failure, and reliability of supply; reservoir
regulation requirements for water supply,
navigation, power generation, and flood control;
water quality effects of natural phenomena and
project operations; and groundwater level changes
due to recharge and

withdrawal. The hydraulic engineer must also be
knowledgeable of and able to communicate in
related legal, social, economic, plan formulation,
and management areas.

(1) Hydrologic engineering is a key element in
many programs of the Corps of Engineers.
Hydrologic engineering studies are an integral part
of planning, design, construction, operations, and
maintenance of civil works Projects and other
special studies.

(2) Hydrologic engineering studies are
performed in the Federal interest in the areas
defined in EP 1165-2-1. Those areas include
navigation, flood damage reduction, shore
protection stream bank erosion control,
hydroelectric power, recreation, water supply and
quality management fish and wildlife, wetlands
conservation, regulatory program, and special
programs.

(3) Activities of a programmatic nature managed
by CECW-EH include water control, elements of
the dam safety program, reservoir sedimentation,
hydrometeorology studies, hydrologic data
collection, hydrologic studies, the cooperative
stream gaging program, and hydrologic design for
flood control and navigation.

b. Hydrologic engineering during planning.
Hydrologic engineering studies develop
fundamental technical flood and drought
information for reconnaissance and feasibility
phases of survey investigations and continuing
authority programs, floodplain management and
special and national studies.

¢. Hydrologic engineering during design.
Hydrologic engineering studies develop technical
material for preconstruction engineering and design
studies, postauthorization changes, reevaluation
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reports, and design memoranda. These studies also
provide information for preporation of plans and
specifications and handling of water during
construction.

d. Water control management. Hydrologic
engineering studies provide the basis for real-time
water control decisions, undertaking emergency
management actions, preparing water control
manuals, monitoring reservoir sedimentation,
evaluating reservoir storage reallocations, and other
water control studies.

e. Regulatory. Hydrologic engineering studies
can be performed for Section 404 permit activities,
Federal Energy Regulatory Agency license actions,
water quality certification, and floodplain
management actions.

f- Other. Interagency committees and other
Federal, state, and local agency programs
frequently request Corps hydrologic engineering
studies. Negotiated agreements establish the basis
for these studies.

6. Professional Development

a. General. It is the policy of the Corps of
Engineers to foster the professional development of
its engineering employees through providing
encouragement offering training and education
opportunities, and supporting actions toward
professional registration. While professional
development is primarily the responsibility of the
employee, supervisors will offer encouragement
and advise on matters important to progress. In the
professional development process, there is a need
for formal training, professional society
participation, technical committee participation,
and professional engineer registration in addition to
on-the-job training. At the bachelor’s degree level,
the nation’s colleges and university provide broad
basic civil engineering education and an
introduction to hydrology, hydraulics, and
hydraulic design. The basic education needs to be
supplemented with specialized advanced course
work and training to accelerate development of
requisite professional skills. This pamphlet outlines
a structure and process for guiding professional
development of hydraulic engineers.

b. On-the-job. On-the-job training is a
continuous process. The entry-level hydraulic
engineer needs an experienced mentor with the
supervisor carefully selecting a good match. The
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entry level engineer generally has energy,
enthusiasm, openess, and a willingness to learn.
The mentor needs to nurture and direct this energy
and enthusiasm. The new engineer will make
mistakes and needs support and assistance to learn
and grow. The mentor must be willing to teach,
have patience, and fully explain the duties of the
job. The mentor needs to critically review work and
provide feedback and be quick to provide praise
where appropriate. The mentor can also learn from
the hydraulic engineer by listening for new and
fresh ideas and the latest technology changes. On-
the-job training is the most effective way to gain
experience and become competent.

c¢. Professional engineer registration. All
engineers are strongly encouraged to become
registered professional engineers in the state(s) of
their choice to exhibit their professional ability.
Professional engineering registration is a mandatory
requirement for the Chief, Hydrology and
Hydraulics (H&H) Branch; Assistant Chief,
Engineering Division; and Chief, Engineering
Division.

d. Formal training. Hydraulic engineers should
contact their local Training Officer for detailed
information on training programs and requirements.
Several programs of importance to engineers are
described herein.

(1) Short-term training. Hydraulic engineers
should work with their supervisors to identify
developmental needs. Short courses that meet these
needs should be noted in the employee’s Total
Army Performance Evaluation System (TAPES)
objectives statements and attendance scheduled
accordingly. Systematic and regular short course
attendance is a valuable strategy to follow to
maintain professional development. The short
courses need not be limited to hydrologic
engineering courses. The short comes can be
correspondence, in the office, or outside the office.
They can be either government (such as the Corps’
PROSPECT Program) or nongovernment (such as
university-sponsored) courses. Another form of
short-term training is executive or technical
developmental assignments or programs less than
120 days in duration. Short courses and
developmental assignments should be reflected in
employee’s TAPES objectives statements.

(2) Long-term training. All engineers should
consider applying for long-term training.
Employees will be competitively selected for this
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training to develop them for greater responsibility
in their career field. Long-term training includes
such Army-wide programs as senior service
colleges, fellowship programs, university programs,
training with industry assignments, and
developmental assignments over 120 days. The
Water Resources Support Center Professional
Development Program is long-term training, 3 to 6
months in duration, designed to provide selected
candidates broad training and work experience.
Three- to six-month TDY assignments are often
available at HQUSACE, divisions, Hydrologic
Engineering Center (CEWRC-HEC), Waterways
Experiment Station (CEWES), Cold Regions
Research and Engineering Laboratory (CECRL),
and other offices.

(3) Hydrologic Engineering Education program
(HEEP). This 12-month program is a part of the
HQUSACE-sponsored long-term training program.
The objective of HEEP is to increase the skills and
experience of engineers in the hydrologic
engineering field The program consists of 9 months
(two semesters or three terms) of study at the
selectee’s university of choice followed by summer
assignment (approximately 3 months) at CEWRC-
HEC, CEWES, or CECRL. Employees interested in
applying for HEEP can contact CECW-EH at (202)
272-8500 for information on suggested accredited
universities and the developmental assignments.

(a) Nominee requirements. Nominees will
normally be in the 0810 civil
engineering/hydraulics job classification field
employed in a district division, headquarters,
laboratory, or other Corps agency. The nominee is
expected to have an interest in or show excellent
promise in hydrologic engineering and will be
expected to make the Corps of Engineers their
career employer. Normal civil service rules
concerned with service time required following
government-sponsored training will be followed.
Nominees will normally be GS-11/12 engineers
possessing a bachelor’s degree with a minimum of
4 years of civilian experience with the Corps of
Engineers, including at least 2 years in the
hydrologic engineering field.

(b) Application procedures. Applicants must
follow the application procedures provided in ER
350-1416. Applications are due to HQUSACE
(CEHR-D) 15 January of each year however, local
Human Resources offices Will set an EARLIER
suspense for applications to be submitted to them.
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Selections will be announced in March of each
year.

(c) Program curriculum. Study programs pursed
by the student must be a university-approved course
of study within an accredited advanced degree
program. The emphasis of the specific program will
be designed by the student commensurate with his
or her interests and consistent with the needs of the
* Hydrologic Systems.

* Open Channel Hydraulics.

* Hydraulic Structures.

* Statistical Analysis in Water Resources.
» Advanced Mathematics for Engineers.

* Erosion and Sedimentation.

» Urban Water Management.

» Water Systems Modeling.

» Water Resource Management Institutions.
» Water Law.

* Graduate Seminar/Project

* Engineering Hydrology.

* Hydraulic Systems.

* Unsteady-Flow Hydraulics.

» Water Resources System Analysis

* Design of Water Resource Systems.

* Operations Research.

* River Mechanics.

* Control of Floods and Droughts.

* Economic and Environmental Aspects of Water
Resources.

* Engineering Project Management

FOR THE COMMANDER:
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Corps. Normally, this will be determined in
consultations between the applicant and his or her
supervisor at the time of application. The following
is a list of course topics that are expected to be a
major part of the study program curriculum. The
courses taken will, of course, be dependent on
specific offerings of the university attended. Most
course offerings will carry 3 or 4 hours of credit.

* Groundwater Hydrology.

Following two semesters (three quarters) at a
university, the student will arrange for
approximately a 90-day assignment at CEWRC-
HEC, CEWES, or CECRL to work on a specific
hydrologic or hydraulic engineering applications
problem The student assignment could be: working
on a problem from their home office; participating
in a research project or assisting with resolving a
policy question. The desirable project is one that
would be completed with a technical report In some
instances, it may be possible to acquire university
credit for the project and subsequent report.
Students should make these arrangements by
contacting: Director, CEWRC-HEC; Director,
Hydraulics Lab, CEWES; or Technical Director,
CECRL.

e. Professional society participation.
Professional society participation provides self
development for the hydraulic engineer. There are
numerous professional societies for the hydraulic
engineer. The most prominent are the American
Society of Civil Engineers, Society of American
Military Engineers, National Society of
Professional Engineers, American Public Works
Association, American Water Resources
Association, American Geophysical Union, and the
Society of Women Engineers. All engineers in the
Corps are encouraged by the Chief of Engineers to
become active members of professional societies.

f- Corps technical committees. The Corps has
four technical committees that have memberships
comprised of hydraulic and hydrologic engineers
Tidal Hydraulics, Channel Stabilization, Water
Quality, and Hydrology. The purpose, objectives,
scope of activities, composition and other general
information for these committees are contained in
ER 15-2-14.
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DEPARTMENT OF THE ARMY
U S. Arny Corps of Engineers
Washi ngton, D.C. 20314-1000

CEHR- HD

Regul ati on
No. 350-1-416
31 January 1992
Trai ni ng
HEADQUARTERS, U.S. ARMY CORPS OF ENG NEERS ( HQUSACE)
CENTRALLY AND LOCALLY SPONSORED LONG TERM TRAI NI NG (LTT) PROGRAM

1. Purpose. To establish policy for HQUSACE Centrally and Locally
Sponsored LTT Program

2. Applicability. Al HQUSACE/ CCE el enents, nmmjor subordinate
commands (MSC), districts, laboratories and field operating
activities (FQA).

3. References.

FPM 410

JTR Vol 2

AR 690-400, Chapter 410
AR 690- 950

ER 15-1-16

ER 37-2-10

D QOO TD

4., LTT and Educati on.

a. "Long-termtraining and education" refers to training to
whi ch an individual is assigned on a continuous, full-tinme basis
for nmore than 120 cal endar days. The assignnent nmay be to either
Gover nment or non-Governnent facilities. A training programsplit
arbitrarily between two or nore school terms is one continuous
program

b. The training of personnel in apprenticeship, cooperative
educati on and career intern progranms is excluded fromthe scope of
this regul ation.

5. Policy.
a. It is the policy of the Corps of Engineers to provide

appropriate training and devel opnent opportunities to assure

maxi mum efficiency of civilian nenbers in the performance of their
official duties. Training needs will be reviewed, and effective
training practices and techni ques applied in efforts to raise

i ndi vi dual performance and to neet present and antici pated needs
for individual know edge, skills and abilities.

Thi s regul ati on supersedes ER 350-1-416, 15 Septenber 1989.

b. Mst training needs of nenbers can be net by short-term
| ow-cost training progranms. To keep the Corps abreast of
managerial, technical and scientific advancenents, sone nenbers
may need training opportunities beyond the customary short-term
prograns. It is Corps policy to use LTT when such assignnents are
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nore appropriate to providi ng needed know edges, skills and
abilities than assignnments of short duration.

c. A nenber on a LTT assignnent rnmust enroll as a full-tine
student. He/she nust carry 15 senester hours (or equival ent
quarter hours). Menbers who propose to carry less than 15 senester
hours are required to obtain verification of full-time status from
the college or university prior to acceptance into long-term
training. During extended school recesses, enploying activities
may return the menber to duty. The enploying activity will pay
expenses associated with the return to the activity. Menbers not
returned to duty will use annual |eave during recesses unless they
can show they wll be fully involved in a research and study
project for the training assignnent. Menbers are responsible for
complying with this policy.

d. Menbers taking long-termtraining in a Governnent or non-
Gover nment program nust agree to continue in the service of DOD
after conmpleting the training. They nust sign a witten agreenent
before they are assigned for the training. The period of continued
service will be three tines the length of the training period and
begin when training is conpleted. The Continued Service Agreenent
on DD Form 1556 will be used to docunent the required period of
conti nued service. In the event a nmenber should terminate the
Conti nued Service Agreenent, he/she nust pronptly notify the
Training Oficer in witing.

e. Menbers may submit applications for HQA funded and
HQUSACE sponsored LTT. If a nenber applies for both prograns
within the sane fiscal year, he/she nust participate in the HQDA
program if selected. Failure to accept the HQDA offer w il
automatically preclude participation in the HQUSACE program

f. Menmbers may only participate in one LTT assignnment in each
ten (10) year period of Federal civilian service.

g. Every Corps nmenber who neets the established criteria and
standards will be given an equal opportunity to be considered for
LTT and education. Managers and supervi sors should identify
eligible woren and minority group nmenbers and strongly encourage
their participation in LTT.

h. Were training and education may result in pronotion
merit pronotion or career managenent procedures will be foll owed.

6. Responsibilities

a. HQUSACE Centrally Sponsored LTT.
(1) Director of Human Resources, HQUSACE

(a) Inmplements and directs LTT activities in the Corps of
Engi neers.

(b) Assures necessary resources are provided for the
acconpl i shmrent of HQUSACE sponsored LTT.
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(c) Devel ops gui dance and i npl enenting instructions.

(d) Monitors FOA inplenmentation of the HQUSACE LTT
program

(e) Gants final approval of attendees for LTT covered by
this regul ation, except as described under Locally Sponsored Long-
Term Trai ni ng.

(2) Corps of Engineers Training |Issues Committee (CETIC)
Subconmittee on LTT:

(a) Reviews LTT nominations for prograns other than the
Pl anners & Project Managers (P&PM Program according to
established criteria.

(b) Using competitive procedures, recommends LTT attendees
for all LTT prograns except the P&PM Program

(3) Directorate of Civil Wrks HQUSACE ( P&PM Program
only):

(a) Reviews applications for P&M Program according to
established criteria.

(b) Sel ects nenbers nominated by Mjor Subordinate
Commands (MsSC), Civil Wirks Pl anning Division (CECWP) and Civil
Wor ks Project Managenent Division (CECWL) to participate in the
P&and; PM Program

(4) Career Program Managers (CPMs) at HQUSACE and FOA

| evel, in coordination with the appropriate Hunman
Resour ces/ Civilian Personnel Ofices (HRO CPO) and supervisors
will be actively involved in the identification and sel ection of

LTT trainees. In addition, CPMs will ensure that LTT activities
are effectively planned and carried out.

(5) HRO CPCs:

(a) Provide the necessary gui dance and administrative
support to ensure conpliance with regulatory requirenents.

(b) Establish screening panel. Training Cormittees are
i deal for this purpose. However, since training comittees are
optional, activities should establish a screening panel to review
applications and elimnate those which do not neet the necessary
criteria.

(6) Supervisors:

(a) Determine nenbers' training needs and nom nate
eligible personnel as outlined in this regulation for the various
LTT prograns.

(b) Support goals and objectives of Equal Enpl oynent
Qpportunity (EEO.
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(c) Review the utilization plan prepared for the
noni nati on package and ensure the plan is carried out upon
conmpl etion of the LTT assi gnment.

b. Locally Sponsored Long Term Trai ni ng.

(1) Commanders of Maj or Subordi nate Conmands (MsSC) and
Commanders and Directors of Laboratories and Separate Field
Operating activities are delegated authority to sel ect nmenbers for
locally funded LTT. This responsibility nay be redel egated to
Hurman Resources/Civilian Personnel Oficers (HRO CPO who can
further delegate responsibility to local Chiefs of Training and
Devel opnent, if desired.

(2) Activities will establish procedures to select nenbers
for locally funded LTT in accordance with AR 690-400, 410,
Subchapt er 10.

(3) Activities must annually provide this Command ( CEHR-
HD) with a Iist of those selected for locally funded LTT. The |i st
nmust provide the follow ng for each sel ectee: nane, grade,
position title, RNO nunber of years of Federal civilian service,
program of study, estimated cost and a statement from the CPO
certifying that the individual neets regulatory requirenments.

7. Types of LTT Prograns.

a. Locally Sponsored Long-Term Traini ng. Maj or Subordi nate
Commands, Laboratories, and Separate FOA may establish and
announce |l ocally funded long-termtraining opportunities through
separ at e announcenents or |ocal regulations.

b. HQUSACE Sponsored Long-Term Trai ni ng Prograns.

(1) Mssion Related Graduate Program (MRGP). This program
provi des an opportunity for graduate |evel study in an academ c

discipline that is directly related to acconplishing the
Cor ps mi ssi on.

(2) Water Resources Planners and Project Mnagers (P&PM
Program This is an eleven-nonth internship for Corps of
Engi neers water resource planners, project managers and ot her
techni cal personnel involved in the Cvil Wrks project
devel opnent process who exhi bit exceptional prom se and potenti al
for advancenent to positions of greater responsibility. The
programis conducted annually starting in August by the Education
and Policy Division, at the Washi ngton Level Review Center (WRO),
Fort Belvoir, Virginia. The purpose of the programis to devel op
pl anners who wi Il nanage conpl ex planni ng studi es, project
managers who will manage conplex G vil Wrks projects and ot her
Civil Wrks technical personnel who provide support to planners
and project nanagers during the project devel opnent and
i mpl enent ati on process. The program enphasi zes applied water
resource policy, planning, engineering, construction, operation
and project managenent techniques. Qher training associated with
the programis aimed at devel opi ng deci si on maki ng capabilities
and managerial and conmmuni cation skills. Instruction is conducted
by staff nmenbers of the W.RC, HQUSACE, MSCs, Districts,

H-5



Appendix H
Training, Headquarters, U.S. Army Corps of Engineers (USACE)

August 2003

Laboratories and | ecturers from other governmental agencies and
private consulting firms. Lectures are presented during workshops,
short courses, case studies, and field trips. In addition, each
menber assists in the review of current planning and design
reports, conpletes independent research in an area of their

i nterest, conpletes special assignnments during a headquarters

assi gnnent and provides instruction to other Corps nenbers during
Pl anner and Project Managers Orientation courses.

(3) Graduate Fellowship in Water Resources and Environnent al
Law (WREL) Program This programis for attorneys enployed by the
Corps of Engi neers. The program consists of a full cal endar year
of study (not an academ c year), conducted at the Ceorge
Washi ngt on University (National Law Center) in Washington, DC |
addition to the course work, approximately 10 hours per week wil
be spent in the Ofice, Chief Counsel, HQUSACE.

n
I

(4) Coastal Engineering Education Program (CEEP). This
program which started in 1990 and is offered once every three
years, is designed to provide coastal engineering specialists with
a strong, fundanmental education on the forces which affect coasta
projects and practical abilities to plan, design, construct and
operate coastal projects. The program consists of 12 nonths of
academ c study from Texas A&M University (9 nonths on canpus at
Coll ege Station, Texas, and 3 nonths at the Coastal Engi neering
Research Center (CERC), Wiaterways Experinment Station, in
Vi cksburg, M ssissippi). The curriculumat College Station, Texas
i ncludes 30 hours of course work in coastal sedinment processes,
physi cal oceanography, ocean wave nechani cs, higher math, marine
dredgi ng, coastal engineering theories of fluid nechanics, coastal
probl ens, and hydromechani cs. The curriculum at CERC, WES,

Vi cksburg, M ssissippi, includes 12 senester hours of course work
in conmputational fluid dynam cs, physical nodeling, and coastal
field measurenents (including hands-on | aboratory work, nunerical
nodel ing, and field neasurenent and analysis at the Field Research
Facility, Duck, North Carolina).

8. Eligibility Criteria.

a. Locally Sponsored Long Term Trai ni ng.
(1) G ade. Menbers grade GS-11 and above.

(2) Experience. Menbers nust be serving under Career
appoi ntments or in Schedule A appointnents without tine
[imtation. Career nmenbers and Schedul e A menbers nust have a
m ni rum of three years Federal civilian service under either type
of appoi ntment plus one year of Corps civilian experience beyond
the intern | evel

b. HQUSACE Sponsored LTT. Menbers mnust neet m ni num
speci al i zed and program requirenents to be nomi nated for HQUSACE
LTT. The checklist format at Appendi x A shows the information
needed to determne a nmenber's eligibility for HQUSACE Sponsored
Long Term Trai ni ng.

(1) M ni mum Experi ence.
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(a) G ade. Menbers grade GS-11 and above.

(b) Type of appointnent. Menbers nust be serving under Career
appoi ntments or in Schedule A appointnents without tinmne
limtation. Al nmenbers nmust have a nininum of three years
civilian service under either type of appointnment. Tinme spent in
an intern program (functional trainees and HQA and | ocally funded
interns) is NOT qualifying for the civilian experience
requiremnent.

(2) Specialized Experience.

(a) MRGP. Four years civilian experience. At |east one of the
four years nust be Corps civilian experience.

(b) P&PM Program Four years of Corps civilian Cvil Wrks
experience. For planners, two of the four years nust have been in
a planning function. For project managers, two of the four years
must have been in a project nanagenent function. For technical
menbers, two of the four years nust have been in support of G vi
Wor ks project devel opnent fromthe pl anni ng phase through the
construction and operations phase. Operations technical nenbers
with two of the four years of experience in direct support of the
flood control, navigation and environnmental restoration project
related m ssions shall qualify for participation in this program

(c) WREL Program Four years civilian experience. At |east
one of the four years nust be Corps civilian experience.

(d) CEEP. Four years civilian experience. At |east one of the
four years nust be Corps civilian experience.

(3) Program Requirenents

(a) MRGP. Evidence of application to the requested training
facility.

(b) P&and; PM Program Menbers nmust be working in a Cvi
Wor ks pl anni ng, project nanagenent or technical support function
at the tinme of nomination

(c) WREL. Evidence of application to George WAshi ngton
Uni versity.

(d) CEEP. Evidence of application to Texas A&M University.
c. Wivers.

(1) Locally Sponsored Long Term Trai ni ng. Conmanders of Maj or
Subor di nat e Conmands (MSC) and Conmanders and Directors of
Laboratories and Field Operating Activities are del egated
authority to approve waivers for one of the required four years of
service. Wiiver of the 3-year service requirenent nust be approved
by HQDA. This responsibility may be redel egated to Human
Resources/ Civilian Personnel Oficers (HRO CPO, if desired.
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(2) HQUSACE Sponsored LTT. Nom nations for nenbers who do not
nmeet regulatory requirenents nust be subnitted to CDR, USACE
(CEHR- HD) WASH DC 20314-1000. Wi vers nust be endorsed by the
first line supervisor, commander, and career program rmanager or
senior functional representative for non-career program nenbers.

(3) EHigibility Criteria. If the nenber does not neet m ni num
and/ or specialized experience requirenents, submit the follow ng
i nformati on or explain:

(a) The type of waiver requested: grade |evel; type of
appoi ntment; and/or specialized experience.

(b) Why the training is necessary in the tinmefrane requested.

(c) Why the training cannot be del ayed until the noni nee
nmeets regulatory criteria listed in paragraphs 8a and 8b.

(d) Way the training is critical to the activity
acconmplishing its m ssion

(e) For grade |evel waivers only, state how this request for
training conplies with FPM 410. 3-6 and 5-3 and AR 690-400, 410,
S3-6 and S5-3 requirenments concerning training which |eads to a
pronotion or reassignnent into a different field of work.

(4) 1-in-10 Requirenents. Except as provided in references,
training is prohibited for nenbers who have accumnul ated one (1)
year of non-CGovernnent training in each decade of civilian
service. The followi ng conditions nmust be nmet before a waiver can
be consi dered.

(a) The nenber is serving under a career or career-
condi ti onal appoi ntnment or an appointnent without tine linmitation
in the excepted service; and

(b) The training, added to the amount of previous training
t hrough non- Governnent facilities, would not exceed 2 years in the
current 10-year period of civilian service; and

(c) Arecord of use of the authority for making the waiver is
inserted in the nmenber's O ficial Personnel Folder providing the
informati on contained in the 1-in-10 wai ver format.

(5) 1-in-10 Waiver Request. In addition to the information
requested in subparagraph 8c(1l) the follow ng infornmation nust
al so be provided in a request for the 1-in-10 waiver:

(a) Menber nane.

(b) Type of appointnent.

(c) State if the training will, when added to any previous

non- Government training, exceed 2 years in the nmenber's current
10-year period of civilian service.
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(d) Describe the training programin terns of substance
(e.g., hydrology), level (e.g., graduate), and facility (e.qg.,
University of Maryland) to be used.

(e) Gve the period for which the waiver is required (nonth
and vyear the training begins and ends).

(f) If the training is primarily for application to a future
assi gnnment, describe the najor duties of the future position.

(g) State whether or not a waiver has been granted previously
during the nenber's current decade of civilian service at tine of
nom nation. |If yes, give date and attach wai ver and rel evant
correspondence.

(h) G ve the projected beginning of the nenber's next decade
of civilian service (nmonth and year).

(i) State the reasons that application of the limtation
woul d be contrary to the public interest. Describe the effect of
post ponenent of the training until the next decade of civilian
service. This statenment nust provide detailed information, not
just conclusions. The statenment could show how the application of
the limtation would be detrinental to: the activity's
acqui sitions of skills, abilities, or know edges whi ch cannot be
practicably or nore econonically obtained; or an agency program
which is in consonance with an equal enploynent opportunity plan
approved by OPM or an activity program under the |aw providing
for training for placenment in a different agency; or an activity
program schedul ed for conpletion within a 