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1.  Introduction

A decade of DoD downsizing, an aging workforce with approximately 50% eligible to retire by 2005, and minimal new hires have led to the far-reaching need to make human capital strategic planning an integral part of an organization’s overall strategic planning.  Recognizing this need, the Under Secretary of Defense (USD (AT&L)), heeded a recommendation from the Workforce 2005 Task Force and ordered the first cycle of human capital strategic planning for the AT&L civilian workforce in 2001.  The purpose of HCSP for the AT&L workforce is to address the impending retirement wave by helping OSD articulate future workforce requirements and skill levels, provide rationale for OSD assistance in marshalling additional Human Resource Management related resources and policies, and reinforce a strategic approach to the process.  

The 2003 cycle of Human Capital Strategic Planning (HCSP) is characterized by a specific focus on two career fields of interest to OSD in order to validate/refine initiatives and directions:  that of Systems Engineers and Life Cycle Logistics.  This report will provide the following workforce planning data for Army Acquisition & Technology Workforce systems engineers and logisticians:  current inventory by career code, future desired inventory in FY 2008 by career code, the strategic basis used for the future desired distribution, and a discussion on the gap between current and future desired inventories and what steps are being considered to close the gaps.  In order to answer these questions, the Army Support Center utilized the Civilian Forecasting System (CIVFORS), maintained by ASA(M&RA), to derive a linear programming analysis of historical data to predict future workforce conditions.  ASA(M&RA) examined accession requirements under three separate scenarios: a no-goal scenario based on historical information, a steady state scenario that assumes the acquisition population remains fairly steady (which is the main scenario emphasized by the Life Cycle Logistics and Systems Engineering career fields outlined in this report), and a loss scenario that assumes the steady state will be reduced by 5% in FY 2009 (.83% per year).

The underlying foundation for developing the future requirement for Systems Engineers and Life Cycle Logistics is based on insights garnered from the Army civilian workforce functional community.  Comments were solicited from the functional community and their respective individual strategic plans.  Algorithms were then developed to apply to Systems Engineers and Life Cycle Logistics based on the strategic direction given.

2.  Mission and Vision Statements
The strategic direction utilized in preparing this report is directly related to the overarching Army and Army Acquisition Corp strategic mission and vision statements as follows:

A.  The U.S. Army Mission

· Preserve the peace and security, and provide for the defense of the United States, the Territories, Commonwealths, and Possessions, and any areas occupied by the United States 

· Support national policies 

· Implement national objectives 

· Overcome any nations responsible for aggressive acts that imperil the peace and security of the United States 

B.  The U.S. Army Vision

· PEOPLE - Soldiers, civilians, retirees, veterans, and their families are the Army United States 

· READINESS - Nonnegotiable contract with the American people – to fight and win our nations wars - decisively 

· TRANSFORMATION – More than modernization – holistic change to create a strategic responsive force that is dominant across the full spectrum of military operations.

Soldiers on Point for the Nation…Persuasive in Peace, Invincible in War.

C.  The U.S. Army Acquisition & Technology Corps Mission Statement

Develop, improve and integrate the systems and services that enable our Army to 

meet its non-negotiable contract to fight and win our Nation’s wars.

D.  The U.S. Army Acquisition & Technology Corps Vision

The premier integrator and developer of strategically responsive force armed with the

       capabilities to dominate across the full spectrum of operations.

The Army Acquisition & Technology Corp Mission and Vision ensure, on a broader level, that we ultimately provide the War fighter with the best capabilities across the full spectrum of operations.  In order to do this, leaders must be developed with the necessary multi-functional experience to lead us in the Transformation effort.  Strategies to do this are outlined in the U.S. Army Acquisition Workforce Campaign Plan
, a living document that is updated regularly to align with the changing environment.   The strategic objectives outlined in the Campaign Plan complement the objectives of Human Capital Strategic Planning, ensuring that our workforce is sized and trained properly, and equipped with the right tools at the right time.  The first strategic objective is to strengthen the relationship between the acquisition workforce and the operational Army.  The Army Acquisition & Technology Workforce consists of twelve different career fields with over 55,000 members with the mission of researching, developing, testing, evaluating, procuring, fielding, and sustaining the Warfighter’s systems.  The right people are required to build the best systems, and it is imperative to earn the trust and respect of the operational Army.  The second strategic objective is to ensure that the AT&L workforce provide a clearly defined environment, which encourages and offers career opportunities and leader development at all levels.  The last strategic objective is to ensure that the workforce is composed of technically competent people responsive to the current and future needs of the Army.

3.  The Army Acquisition & Technology Workforce

The Army’s current Acquisition and Technology Workforce is diverse and represents 116 civilian occupational series from grades GS-03 through the Senior Executive Service (SES) level, as well as their military equivalents.  Three new career series have recently been assimilated into the workforce in FY03; that of facility engineering, science and technology, and sustainment logisticians who will, along with acquisition logisticians, make up the Life Cycle Logistics career field.  These new workforce members are required to possess or achieve the high education, training, and experience standards required by DAWIA.  A pictorial representation of the Army Acquisition and Technology Workforce is shown in Appendix A.  

4.  Life Cycle Logistics

As of September 2002, there were 4073 civilians in Life Cycle Logistics.  This number is based on data from CIVFORS, and does not include the assimilation of members from sustainment logistics.  It is estimated that approximately 2000 sustainment logisticians will be assimilated into the Army Acquisition & Technology Workforce in 2003-2004.  The key occupational series involved in Life-Cycle Logistics are 346 (Logistics Management), 2003 (Supply Program Management), and 2010 (Inventory Management).

The future desired inventory in FY 2008 is estimated at approximately 5500 and includes both acquisition and sustainment logisticians.  It is anticipated that the total number of Life Cycle Logisticians will remain stable or decrease slightly due to the fact that our logistics footprint will become smaller as we support smaller, more rapidly deployable units worldwide
.  The mission of the logistics community is to train, educate, and develop interns and professional logisticians capable and ready to support the Army mission of the 21st Century; multi-skilled, multifunctional, and fully adaptable in an ever-changing logistics environment.  The future logistics workforce will focus primarily on obtaining, managing, and coordinating logistics activities.  Contractors will comprise a significant portion of the general workforce up to the grade of GS-12.  The logistics managers will be, for the most part, in the grades GS13-GS-15 and will be primarily GS-346, Logistics Management Specialists.  Currently, GS-346 makes of 81% of GS13-GS-15 in Supply and 73% of GS13-GS-15 in Maintenance and this trend will continue in the future.  A main objective of the logistics community is to have the logistics managers trained and skilled in program management, financial management, contract management, and human resource management (multi-skilled and multifunctional).  Other strategic objectives include the following:  require all logistics managers to have at a minimum a Bachelors degree, require logistics managers to complete all mid-level operational and leadership training, require all logistics managers to complete at a minimum one six-month functional cross-training assignment in another logistics discipline, assure a continuous intake of personnel to provide the pool of qualified candidates necessary to fill the ranks of future logistics managers, assure an intern training program is developed, be proactive in managing and marketing training and educational opportunities for the workforce, develop a certification program for logistics managers, allocate training funds, and provide greater management oversight of the career programs.  In order to accomplish the above stated objectives it will be necessary for the logistics community to increase logistics education funding, recruit interns that already have Bachelors degrees, increase professional development and training funds, market and communicate training opportunities, develop new training and developmental assignments in emerging logistics areas, and seek and gain approval to use innovative recruitment tools such as college tuition reimbursement and recruitment bonuses.  Other actions and critical success factors are listed in the Supply & Maintenance Career Programs Strategic Plan.

The results of running the Civilian Forecasting System (CIVFORS), maintained by ASA(M&RA) on the Life-Cycle Logistics career field is shown in Appendix B.  The first graph represents the examination of accession requirements under the no-goal scenario, based on historical information.  What this tells us is that if we maintain current levels of hiring and accession results remain the same, we will have many more Logisticians in FY2008-2009 than we desire.  The current retirement rate is below what was originally estimated, primarily because of the state of the economy. The second graph depicts the steady state scenario that assumes the acquisition population remains steady.  The third graph depicts a loss scenario in which the steady state is reduced by 5% from now until FY2009.  An analysis of the data at this point in time leads to the assumption that accessions would have to be reduced between 30% and 50% in order to either maintain status quo or reduce the size of the workforce in FY2009 due to the relatively stable level of retirements.

5.  Systems Engineering

Data as of September 2002 in the CIVFORS database reflects that there are 10,936 civilians in the Systems Engineering career field.  This number is made up primarily of members in the 800 series operational series.  It is estimated that the future desired number of systems engineers in the Army Acquisition & Technology Workforce would increase slightly by FY 2008.  This assumption and the following narrative on closing the gap are based on the Strategic Plan for DA Engineers and Scientists FY2000-FY2025
.  The assumption that the number of systems engineers in the workplace will increase slightly is based on the fact that the present dependence upon computers, communications, information and electronics technology, modeling, simulation, and biotechnology will continue to grow, creating a need for high quality, technically advanced in-house civilian engineers.  The Army will also face a critical need for smart-buyer capability, meaning that the skill sets the engineers of the future must maintain involve the correct mix of training and experience in new technologies in order to effectively deal with industry and academia.

The vision for Career Program 16 (engineers and scientists), according to the Strategic Plan, is to provide a well qualified, highly motivated, and properly balanced in-house engineer and scientist workforce capable of meeting all Army non-construction engineering and scientific needs and widely recognized as world class and essential to the Army.  In order to ensure that this vision is met, four goals and supporting objectives and actions were developed as follows:

Goal 1 - Acquire - Provide competitive pay and benefits, fast job offers (preferably on the spot), increased use of hiring bonuses, start at the highest possible grade consistent with education and experience, recruit more with advanced degrees, provide additional educational opportunities, strengthen link with universities/colleges, strengthen and improve intern programs, and provide family friendly policies and opportunities.

Goal 2 - Train - Increase training funds, remove restrictions on their use for advanced degrees, encourage exchange with industry, train in other career fields, expand developmental assignments, establish training goals, maximize distance learning and related technologies, and establish formal mentoring.

Goal 3 - Sustain - Give managers more flexibility to shape their workforce, maintain female and minority representation in the workforce, eliminate high grade restrictions, extend pay banding, promote more rapidly, eliminate penalties for return to federal service, give careerists more input in shaping their jobs, provide a quality work environment, improve family and community support, award change and flexibility, and enhance family friendly programs such as day care.

Goal 4 - Transition - minimize the effects of employee losses - Put in place incentives, expand buyouts, expand retirement options, expand involuntary separation benefits, streamline process to remove poor performers, develop ways to reduce corporate memory loss, and enhance retirement benefits.

The results of running the Civilian Forecasting System (CIVFORS), maintained by ASA(M&RA) on the Engineering career field is shown in Appendix C.  The first graph represents the examination of accession requirements under the no-goal scenario, based on historical information.  The second graph depicts the steady state scenario that assumes the acquisition population remains steady.  The third graph depicts a loss scenario in which the steady state is reduced by 5% from now until FY2009.  The graph trends are similar to the logistician series of graphs and point to the conclusion that there are more accessions than retirements at this point in time and a continuation of this trend will lead to more engineers in FY2009 than are required. 

APPENDIX A

ARMY ACQUISITION & TECHNOLOGY WORKFORCE
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APPENDIX B

No Goal Scenario – Logistics Strength
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No Goal Scenario – Logistics Accessions
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Steady State Scenario vs. No Goal Scenario – Logistics Strength
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Steady State Scenario vs. No Goal Scenario – Logistics Accessions
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Steady State Scenario vs. 5% Downtrend Scenario – Logistics Strength 
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Steady State Scenario vs. 5% Downtrend Scenario – Logistics Accessions
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APPENDIX C

No Goal Scenario – Engineering Strength
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No Goal Scenario – Engineering Accessions
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Steady State Scenario vs. No Goal Scenario – Engineering Strength
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Steady State Scenario vs. No Goal Scenario – Engineering Strength
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Steady State Scenario vs. 5% Downtrend Scenario – Engineering Strength
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Steady State Scenario vs. 5% Downtrend Scenario – Engineering Accessions
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� The U.S. Army Acquisition Workforce Campaign Plan can be found on the Acquisition Support Centers Web Site at http://asc.rdaisa.army.mil/divisions/cm/default.cfm.


� Information contained in this section was obtained from the Supply & Maintenance Career Programs Strategic Plan.  The POC for this plan is Mr. Derek Sharpe, (703) 704-0119, email address John.Sharpe@us.army.mil.


� The Strategic Plan for DA Engineers and Scientists can be found on website http://www.dacp15.net/OMStragplan.html.
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