Acquisition Support Center




12 July 2004 Version 1
          

9900 Belvoir Rd, Bldg 201, Suite 101, Mail Drop 5567

Ft Belvoir, VA  22060-5567


CONCEPT 

FOR AAC TRANSFORMATION INITIATIVE # 39 – DESIGN AN EXPANDED CDG PROGRAM TO INCLUDE FULL LIFE CYCLE MANAGEMENT OF SMALL GROUP OF SELECT AAC GS EMPLOYEES 

FOREWORD

People, Readiness, and Transformation.  Without the people, readiness or transformation cannot be achieved no matter the amount of money, time or technology employed.  The Army has become premier in growing and developing the best soldiers and soldier leaders in the world.  Now attention must be focused on growing and developing the best civilian workforce and leaders.  Recent studies have shown that the Army falls short in developing and executing, integrating, and providing an overall systemic approach for the development of civilian leaders.  The mission of the Competitive Development Group (CDG) Program is to provide the Army Acquisition Workforce with the best technically trained, educated, experienced, and multi-functional acquisition leadership available in support of the soldier and the Army Acquisition Corps (AAC) mission.

In the short term, the CDG Program provides candidates with opportunities for essential and unique leadership training and developmental assignments.  Providing CDG candidates for Critical Acquisition Positions (CAP) within organizations fills a mission need gap created by restructuring and retirement losses.  Over the long run, the Program is designed to develop civilian leaders who are “relevant and ready” to compete with and assume the roles previously attributed only to their military counterparts, and perpetuate what they have gained by their experience in the Program.  Rather than defining a leadership path, we’re developing a continuous process for an organized and comprehensive approach to leadership.

The CDG operating environment must respond to the needs and desires of the workforce it’s bound to support.  Consistently, the workforce tells us that their supervisors are less effective in their interpersonal skills than they are in their technical skills; they are frustrated by a distinct lack of opportunity for advancement; they are unaware of opportunities available to them; and, they are not being developed as competent and capable leaders in an increasingly competitive present and future acquisition workforce.

To meet these expectations, the vision of the CDG Program is to forge a select group of intermediate acquisition careerists into world class strategic thinkers and leaders with multiple and integrated skill sets, capable of transforming to a changing AAC mission, and competitive with the Army’s, or any Service’s, best and brightest.
Summary.  

The CDG Program concept applies to a target population of Army civilian workforce members who are currently at the GS-12 and 13 level and Army Acquisition Corps members, or Corps eligible through previously accomplished education, training and experience.  This target population consists of approximately 7% of the current Army civilian workforce.  Of this percentage of a viable candidate pool, the Program can support, with current resources and identified CAPs, no more than half.  The goal of the Program is to fully reach out to the 3.4% of potentially eligible candidates per year, and provide the workforce with a constant stream of effective leaders.
Current DoD Human Capital Resource studies indicate that a large percentage of the present population of senior acquisition leadership holding Critical Acquisition Positions (CAP) may be eligible to retire in the next 5 years.  As the economy strengthens, the number of acquisition retirees will increase.  Further, current military acquisition recruitment is down which means fewer military leaders will be available to assume acquisition leadership positions in the out years. The CDG Program is intended to help bridge that gap by broadening and reinforcing corporate leadership and management skills.  The Program seeks to develop leaders representing a broad cross section of acquisition career fields (ACFs), and expand acquisition experience in one or more ACFs, organizations or command elements.  Evolution of the Program will ensure the continued selection of high-quality personnel.  Selection to the CDG Program is a critical opportunity for all mid-level Corps Eligible and AAC members who aspire to be Army Acquisition’s next generation of senior staff and program management leaders.  Programs like the Competitive Development Group benefits not only those selected individuals, but also ensures that the future AAC has a corporate leadership labor force that is prepared to assume the arduous duties as Program Managers and Senior Army Acquisition Staff leaders.  The CDG program is a primary tool to ensure that labor force is “Relevant and Ready”.

Suggested Improvements.  The proponent of this concept is the Deputy Director of Acquisition Career Management.  Send comments and suggested improvements on DA Form 2028 (Recommended Changes to Publications and Blank Forms) to Mr. Ancel Hodges, Acquisition Support Center Proponency team, at ancel.hodges@us.army.mil.  DA Form 2029 is provided as an attachment to this concept paper.
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Chapter 1

Introduction

1-1.  Purpose.  The CDG Program was originally designed to promote an interest in and develop civilian program managers able to compete with and supplement military program management staffs.  The Program was typically Washington D.C.-centric, and was focused on the instant needs of the Program Executive Office organizational structure. This document provides a concept for meeting the Army Acquisition Corps (AAC) Transformation Initiative #39 to expand the Program to meet the broader, longer term need for a continuous progression of high-performing cross-functional acquisition leaders able to adapt alongside the rapidly changing Army mission.  Tomorrow’s CDG Program will reach out to a select but national population of acquisition professionals and set them on a path that will carry them through the whole of their career, and establish them as a responsive and capable force in the future of acquisition in the Army and the Department of Defense. 
1-2.  References.  Required and related publications are listed in Appendix A.

1-3.  Explanation of abbreviations and terms.  The glossary contains explanations of abbreviations and terms used in this concept paper.

Chapter 2

General

2-1.  Why the concept is needed.

a. Burgeoning world events as much as continually limited resources are driving the

need for an integrated workforce, advanced first in its technical capability and, perhaps more importantly, in its leadership roles.  Integrated in terms of personnel—military and civilian—and integrated in terms of the mission readiness capability.  The world is transforming, and the Army along with it.  Now the acquisition workforce must do its part to meet transformation initiatives too. 

b. As the military forces are called upon more and more to perform field-related duties,

the civilian workforce is in a position to step up and assume previously unattainable positions.  They need to be prepared for that challenge. (CDG Goal #1 – Provide Opportunity) 

c. The Office of the Assistant Secretary of the Army (Research, Development &

Acquisition) has clear objectives for the Army culture to view education, training, and career development as an integral and non-severable component of mission-readiness.   It follows that, one, this must be bred at all levels of the Army’s cultural development, and two, it be maintained in a top-down approach from leadership to entry-level technician.  Develop good leaders, and you increase the potential for a good workforce. (CDG Goal #2 – Ensure Continuous and Focused Development)

d.  The Army Chief of Staff’s mandate for transformation is clear—obtaining and retaining a responsive and supportive civilian workforce that will serve to shape and strengthen the military capability towards meeting existing and emerging mission requirements.  (CDG Goal #3 – Retain Workforce Strength and Capability)

2-2.  Threat.   

a.  Common across numerous studies by government and non-government, Defense and Federal agencies, is a theme of repeat findings and recommendations, and lost opportunities to reform for the betterment of the organization.  Lack of responsibility and accountability in taking action to develop and maintain Army civilian leaders using excuses like lack of resources; short term mission requirements and operational pace (workload extremes); resistance both vertically (chain of command) and horizontally (workforce); or the nebulous ‘other priorities’ reflects an attitude of avoidance in recognizing and implementing these recommendations and has resulted in a reactive rather than a proactive force.  

b.  Whether leadership is an in-born trait or a developed skill, lack of opportunity in challenging and progressively responsible positions will continue to prevent workforce individuals from reaching their full potential.   

b. With the Army’s need to transform, and the civilian workforce to integrate successfully with its military counterpart, Army civilian leaders must be competitive.  To be and remain competitive, one must be able to learn faster and effectively apply knowledge, and experience.  This requires continuous and progressive learning, endorsed and modeled from the top down to the lowest levels.  Failure to instill a desire and commitment to personal growth, breeds complacency at all levels.

c. The pivotal requirement for achieving leadership is the ability to positively influence others and affect productivity to accomplish a mission.  In order to create an organizational climate that promotes trust, team cohesiveness, innovation and the core values of the Army, the development of interpersonal skills must be emphasized equally to the development of technical and leadership capability.  As long as interpersonal skills are not a priority, the ranks of the workforce will continue to be plagued by counter-productivity.

d. Taking the civilian acquisition workforce and leadership into the future requires that the civilian workforce component of the Army be viewed as a long-term contributing asset, requiring investment not only directly in its individuals but indirectly in its support of those individuals, in meeting the initiatives of transformation of the Army.  Commitment to an investment in education, training and development, funds, time and manpower are essential needs to ensure success.  Short cutting any of these elements will only serve to diminish the quality of the end product.

2-3.  Relationship to the overall Transformation Campaign Plan.   The concept outlined here for expanding and providing a life-cycle management plan for the CDG Program provides the footprint for establishing one path for meeting the strategic transformation objectives of establishing an Army acquisition core capability; developing civilian acquisition leaders possessing a diverse and well-rounded background and capable of leading any complex, multi-functional acquisition entity; and developing an overall acquisition workforce that is expert, relevant, and ready to support any acquisition mission.

2-4.  Limitations.

a.  Policies, procedures, and guidance have not been kept updated, in general, since original publication.  The list of applicable documents below is not intended to be all inclusive.   

b.  Laws.


Title 10, United States Code, Chapter 87, Defense Acquisition Workforce, Section 1701-1764, Defense Acquisition Workforce Improvement Act (DAWIA) of 1990 (as amended).


DoD Directive 5000.52, “Defense Acquisition Education, Training, and Career Development Program”, October 25, 1991.


DoD Directive 5000.52-M, “Career Development Program for Acquisition Personnel”, November, 1995.


Memorandum, OASA (M&RA), March 7, 1997, subject: Request for Exception to the DoD PPP-AAC CDG (available in CPOL on-line library).


AR 690-950, “Civilian Career Management”, October 11, 1988 (Update 1).


DA PAM 690-46, “Mentoring for Civilian Members of the Force”, July 31, 1995.


Memorandum, SARD-ZAC, April 1, 1996, subject: Policy Memorandum No. 96-01, Career Development as a Mission.


Competitive Development Group (CDG) Program Handbook, latest online version (currently under revision).

d.  Validated requirements (See Chapter 5, Program Reourcing). 

(1) 84 CDG annual requirement ceiling for FY05 based on current target CDG population (2492  GS 12/13 AAC and CE)

(2) 111 projected CDG annual requirement ceiling for FY05 and beyond based on increased accessions (3253 GS 12/13 AAC and CE)

Chapter 3

Concept

3-1.  General.
American Forces Information Services reported that in testifying before the House Armed Services Committee on 21 July 2004, Army Chief of Staff Gen. Peter Schoomaker told Congress “the Army's transformation — which includes sweeping changes in the way the Army trains and fights to confront this threat and others in the future — is progressing in ‘a deliberate, controlled fashion’ that ensures no capabilities are lost as new ones are introduced (emphasis added).”  The report goes on to say that   “. . . [this transformation] represents a total overhaul in the way the Army trains and fights — an effort he said ‘will go on to infinity’ as the service adapts to changing circumstances and threats.  Couple this with President Bush’s desire for a “bold strategy for improving the management and performance of the federal government,” and we have the overarching tenets for daring changes in the way civilian acquisition leaders are developed, with the expectation that Army military and civilian acquisition components will continue its integration efforts to the benefit of the future fighting force and leadership as an Army value that will become increasingly important throughout all ranks of the acquisition workforce.  The underlying proposition of the concept outlined here is to create thinkers as well as leaders. 

With that in mind, the following concept description details the strategic vision, operational planning approach, and tactical initiatives already implemented and recommended for near-term future implementation in order to fully realize the broad transformation initiative to expand the CDG Program and convert it to a life cycle approach to acquisition leadership development.

3-2. Concept description.
a. Strategic Vision.  If we’re going to take our intermediate acquisition careerists to the next level and create a force of strategic thinkers and leaders, we must first identify that select group that represents the best and brightest—those individuals who have achieved technical excellence and who have repeatedly shown the highest potential for transition and success into the ranks of civilian leadership.  This select group must then have full opportunity to develop multiple and integrated skill sets through not only advanced education and specialized training, but with focused developmental assignments that allow them to put their education and training to work in a real time, real world setting.  By putting our civilians toe-to-toe with their uniformed counterparts, we effect an integration of forces (workforce and military force) and only then do we realize that the “Army of One” truly means a single mission.  While providing these opportunities allows us to develop the capability needed now in the transformation of the Army and for the future of the Army Acquisition Corps, we also expect these select individuals to take on their own challenge of personal growth and cultivation of a leadership ethic that encompasses the consummate civilian workforce.  And, we must be prepared to guide and support the continued exhibition of that ethic beyond the three-year Program.  This includes recognizing the value of the civilian leadership force, and striving to retain and maintain it as a force.  Only in this way do we embed a commitment to developing civilian leadership AND provide a means for a return on that investment in the future of civilian leadership.

Figure 3.1
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b.  Operational Planning.

Operationally meeting the strategic vision goals for the concept of expanding the Program and adding life cycle management presents a challenge.  After seven years, Program interest has waned dramatically to a level barely able to meet the funded requirement.  Drastic and concurrent measures are necessary to (1) keep the program viable, and (2) satisfy the AAC transformation initiative.  

To meet the goal of providing opportunity, we must think of opportunity as it applies to the first strategic vision goal, as first a function of identifying potential within a target population, then communicating opportunities to that population, and finally selecting the a group of individuals within that population who have the drive and motivation to succeed. 

In a 2003 report, the Army Training and Leader Development Panel identified three detractors to developing Army civilian potential in leadership.  Low priority has traditionally been given to leadership development and supervisors are typically not held accountable for employee mandatory leadership training requirements.  Employees repeatedly report that they are often not aware of leadership training or even career progression requirements or opportunities, and the CDG Program is no exception.  It is the supervisor’s responsibility to identify potential and then follow through with aiding the employee in developing that potential.  This requires a reassessment of the culture as it relates to training and development: from a means to an organizational loss, to an endowment in a long-term benefit to the Army as a whole.   Employee workload is frequently used by both supervisors and employees as an excuse for not permitting or taking advantage of training and development opportunities.  And last, an employee’s unwillingness to relocate is also cited as a reason to avoid development of leadership potential.  Not only do these detract from developing leadership potential, but they detract from even providing opportunity for developing leadership potential.

The second goal of the Program—to ensure continuous and focused development—also requires a concerted effort.  The selected candidate must make the commitment to the Program, recognizing first that there are mandatory requirements specifically designed to ensure a clear direction toward realizing the leadership potential they have been selected for, and also the optional opportunity for supplemental personal and professional growth.  Though these individuals no longer have something to prove, they are expected to make certain milestone achievements as a validation of their leadership potential.  Commitment is also required of the directorate, staff and PEO personnel who have pledged their support to the Program.  A developmental continuum must be developed and published as illustration of the career path that the selected candidates are asked to follow, as well as the up and coming technicians can aspire to.  A career management structure dedicated to the CDG Program and its lifecycle support must also be established.  

Training opportunities must be explored and cultivated, and developmental assignments and positions must be identified and created where necessary.  Candidate self-development and interpersonal skill development must continually be emphasized from all fronts.  The focus is always on moving forward to whatever lies ahead.  Finally, individuals within the support contingent must be ready to stand and provide critical mentoring to the candidates.  This activity is particularly paramount to a long-term, lead-by-example paradigm.

If the time, effort and resources are applied appropriately and consistently to the achieving the first two goals of the Program, the third goal of retaining workforce strength and capability should naturally fall into place.  We strive to identify our thinkers as well as leaders, we provide them the roadmap, and they learn to soar beyond the horizon.  They’ve proven that they can stand side-by-side with their military counterparts, competitive with them in every respect and capable to step in wherever they may be needed, and we can recognize them as equal and equally respected members of one team.  If we’ve done our part in creating a program that forges strategic thinkers and leaders with multiple and integrated skill sets, capable of transforming to a changing AAC mission, and competitive with the Army’s best and brightest, and we’ve instilled a leadership ethic that will perpetuate at every level, then we have created a self-energizing Army civilian leadership culture.  

The Civilian Leadership Life Cycle can be described as system-based, not unlike the Acquisition Life Cycle, depicted below.  This illustration represents a straight line model for leadership development. With only slight modification, the Acquisition Life Cycle works neatly to describe the straight line development from a workforce member (Pre-Acquisition Leader, MS A) phase through a knowledge/experience sustainment and retirement phase, as well as a continuous process of identifying, selecting, developing, producing, and sustaining the best educated, trained and experienced civilian acquisition leadership in the world.

Figure 3.2
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c.  Tactical (execution).

The proof in the goals and objectives outlined above is in the implementation and execution of action.  At the outset of planning for CDG Year Group 2004, four initiatives were identified and implemented immediately.  Initially, a survey was designed and provided to all potential GS-12 and 13 candidates to receive feedback on what was known in the field about the Program.  Responses indicated that, as reported by the Army Training and Leader Development Panel, very few potential candidates knew anything about the Program, most were concerned that they would not receive support from their supervisory chain, and many believed their workload took precedence over their own career development.  Based on the results of the survey, an advertising and marketing outreach program was developed and implemented which in essence brought the Program to the people.  The “roadshow” was designed for the target CDG candidate audience as well as their supervisors—a necessary first step in changing attitudes, and providing opportunity.  Following that, the announcement period for Program application was extended from 60 to 90 days to allow additional time for interested potential candidates to gather more information, seek assistance, and prepare a worthwhile package.  The result was receipt of 38 acceptable packages, up 72% from the previous year.  The final initiative put into place for the current year group was a two-phase selection process.  In prior years, candidates have been selected solely on a written resume and application package.  For this coming year group, a downselect group will be identified based on the written submission, followed by an interview panel whose responsibility it will be to determine who the best candidates are, with additional consideration given to presentation, demeanor, and verbal skills.  Leadership, as we’ve mentioned, is as much about technical capability as it is about the ability to positively influence others and effect productivity; and it’s the potential for this that these abstract qualities allows us to see.

Initiatives have also been planned and begun to meet the objectives of the second goal for ensuring continuous and focused development.  Where the Program before concentrated singularly on the development of future program, project and/or product managers (where incidentally there still remain relatively few positions available to civilians), the Program has been expanded to include a dual track—PM and staff paths—and the focus shifted toward developing leadership.  Key leadership opportunities along with project and product level developmental positions were solicited by the Acquisition Support Group (ASC) for the specific purpose of providing incoming candidates with a relevant hands-on experience and adequate preparation in future leadership.  These positions will be supplemented by a broadening exposure to Army AT&L staff positions, previously available only in a limited sense.  

Availability of such positions has been identified by organizations in three major regions with enthusiasm, resulting in a quantity of positions substantially larger than the Program itself can accommodate.  Rotation among three carefully selected developmental positions was made mandatory with this coming year group, including an Army staff rotation in the Washington D.C. area to ensure a varied experience base is created for the candidates.  The intent of the ASC is to place candidates for a first rotation into an APM position where they can gain a direct understanding and introduction to the PEO and the mission of that PEO.  Following that will be an Army or PEO staff position rotation where the candidate will receive a broader Army view.  Finally, dependent on the track selected by the candidate, a second APM or staff position will be required in order for the candidate to apply knowledge and skills gained during the staff rotation back to the PEO.  Recommendation for future year groups is that a regional management approach be taken and the Washington D.C. based rotation become optional in favor of additional local PEO staff positions and shorter-term training opportunities.  By doing this, the Program can eliminate one area of disinterest in the Program that requires non-D.C. based individuals to be away from home and families for a significant amount of time during the 3-year Program.  

Additionally, it was noted that although a significant number of individuals in past year groups were completing the Program, defined as participating in the three designated developmental assignments, a disturbing number of them failed to complete the training regimen laid out over the course of the three years, despite the fact that the courses were offered and available.  This oversight allowed a large number of individuals to claim Program graduation, and receive the indirect benefit associated with that accomplishment, without having received the associated training that would necessarily serve the hands-on assignments and create a rounded experience.  With Year Group 2004, specific training courses became mandatory, as have application to the Program/Project/Product Manager boards and receipt of Army Acquisition Corps membership status, to the completion of, and Graduation from, the Program.  Failure to meet these mandatory requirements will result in removal from the Program, and inability to claim credit for participation in the Program. 

Recommendations for initiatives for achievement of the objectives associated with retaining workforce strength and capability have been identified, to be developed over the course of the Year Group 2004 period (2004 through 2007) and implemented initially with the graduation of that group.  These recommendations include developing a clear career progression path following graduation from the Program, with a focus on assuming greater levels of responsibility, maximizing the leadership skills and abilities developed during the Program, and providing opportunity for the graduates to “give back” what they’ve learned to the ranks of up and coming potential leaders.  

In addition to a career path, clear training, education and development paths that include senior service college level coursework are recommended to promote self-development and the lifelong learning concept.  Another recommendation concerns continuing to centrally-manage leadership positions past the 3-year program mark, initiating the creation of key PM office positions, and offering return rights for graduating candidates.  These three recommendations would ensure primarily that positions are available to Program graduates, graduates can be weaned from the centrally-funded ASC TDA, and/or positions of a progressively responsible nature are available for the continued growth of the newest members of the leadership force.  Obviously, the three recommendations require coordination among several organizations and policy changes beyond the scope and charter of the ASC.

Currently on-going are two additional initiatives that transcend all three Program goals, and all three phases of the Program.  An initiative to create a Program newsletter is underway to pull together the past, current and future members of the CDG Program into a recognizable community.  The newsletter is intended to provide up-to-date information on the Program, current and future initiatives, status and accomplishments of individuals, etc., on a quarterly basis.  This newsletter will serve as a critical mode of communication, available to anyone interested in understanding the goals and objectives of the Program.  A second initiative that will kick-off with the induction of Year Group 2005 is a mentoring program designed to benefit CDG candidates from the first through the third years, and beyond graduation.  Third year candidates will be responsible for providing mentorship to first and second year candidates, and graduate candidates are encouraged to continue to provide mentorship to selected candidates as well as potential candidates.  Both of these initiatives are believed to be pivotal in the overall cyclical development of the CDG, but more importantly the continual investment of time in terms of leaders at all levels and imparting their knowledge and experience to those they have identified as having the leadership qualities and potential necessary to assume the mantle of leader in the future Army Civilian Corps.

The Civilian Leadership Life Cycle depicted in Figure 3-2 is described as system-based, and is similar to the Acquisition Life Cycle.  The CDG Life Cycle diagram depicted in figure 3-3 is a subset illustration that represents a straight line development model for the expanded senior leadership program. With only slight modification, leadership development becomes a continuous process of identifying, selecting, developing, producing, and sustaining the best educated, trained and experienced civilian acquisition leadership in the world.

Figure 3.3
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The following matrix sums up the goals of the CDG Program, broad objectives, and 

specific initiatives to implementing these goals as they were discussed above.

Figure 3.4 
	CDG Goal #1

Provide Opportunity
	CDG Goal #2

Ensure Continuous and Focused Development


	CDG Goal #3

Retain Workforce Strength and Capability

	Broad Objectives

	· Identify Potential

· Shift in Training and Development Paradigm 

· Communicate and Give Priority to Civilian Training, Education and Development


	· Career Management System

· Developmental Continuum

· Identify and Develop Training and Development Opportunity

· Self-Development

· Mentoring

· Priority to Interpersonal Skill Development


	· Relationship between Uniformed and Civilian Components

· Development of Army Acquisition Civilians as an Asset

	Initiatives

	· Marketing efforts – roadshow

· 2-phase selection process – package and interview

· chg view of training and development as investment in the individual and whole Army vs. mandatory nuisance or means of creating potential loss to the organization

· make information about the Program available – dispel rumors, clarify purpose

· centrally managed

· nationwide accessibility

· eliminate mobility as a deterrent
	· Identify APM and team lead positions within PEOs, directorate, and staff offices

· Mentoring program to assist in transition from technician to leader

· Continuum for entire career path, leading into leadership

· Focus on civilian leadership

· Emphasize self-development as a lifelong endeavor

· Mandatory and optional training and education opportunities

· Newsletter – communication

· Tracking progression thru Program (meeting mandatory requirements as well as career development)

· Prepare for promotion

· Varied developmental assignment across PEO, directorate and staff
	· Give back to lower ranks to invest in development of future leaders – mentoring

· Integrating uniformed and civilian forces

· Conversion of PM positions to civilian

· Civilians become competitive w/ military

· Path to senior management and executive services

· Return rights

· Guaranteed transition off centrally managed program (to lateral or promotion position)


3-3. Stakeholder Capabilities and Coordination.  
a. The Office of the Secretary of Defense (OSD) is called upon to provide key joint experience developmental positions in support of the senior acquisition staff assignments.  Additionally, OSD is responsible for establishing strategic level policy related to DAWIA and other regulatory statutes which impact upon acquisition career management.

b. The Assistant Secretary of the Army, Acquisition, Logistics and Technology (ASAALT) will provide action officer developmental positions for acquisition and related policy and programs, as well as liaison experience between Program Executive Offices (PEO) and Congressional staffers in support of sensitive program issues.  For the candidate, a positive environment conducive to their leadership growth and development is provided.  ASAALT is also responsible for establishing strategic and operational level policy specifically pertaining to career management and related topics.  ASAALT provides resource dollars and manpower in support of the CDG Program.  

c. Under the Army General Staff, G-1, the Senior Army Workforce Management Office (SAWMO) was created specifically to take the lead in the Army’s initiative for transforming the leadership workforce system.  The SAWMO objectives include central management, training and development, and establishing multi-functional career paths in a competency-based system for Army leadership.  The key tenet of the SAWMO is the central selection and management of civilian leaders, supervisors, and managers in grades GS-12 through 15 or equivalent, on an Army-wide basis.  Any processes developed in support of the CDG Program should be coordinated with the SAWMO, in their development of a Management Development Group (MDG), to leverage resources and eliminate duplication of effort, cost, and time.  

d. The Army General Staff, G-3 is the Civilian Leader Development proponent.  General civilian leadership development requirements are managed by the G-3 in partnership with other organizations.  Specific to Acquisition, the CDG Program leadership development process must parallel the G-3 initiatives in order to ensure consistency.   The G-3 also provides funding for CDG training opportunities (VAQN funding account) through the Program Objectives Memorandum process.  Tracking the annual expenditures of the CDG Program for training is necessary in order to accurately project funding needs for future years and Year Groups.

e. The Acquisition Support Center Resource Management Division, in conjunction with the G-1 and G-3, is responsible for the management and execution of the CDG central program funding (travel costs, candidate salaries, performance awards, long-term training expenses).   Defining future requirements for CDG, planning future budgets and coordinating with both G-1 and G-3 in terms of positions and monetary is a key process among the CDG Manager, ASC-RMD and Army General Staff.

f. The Human Resource Command (HRC) is responsible for policy, guidance, and execution relating to management of the board selection process.  Future initiatives will make HRC a key link in the central management and tracking, training and development of the civilian senior acquisition workforce as it relates to the Army (“big A”), similar to their current military personnel management function.

g. The PEO and Project/Product Manager (PM) component is asked to provide substantive positions for the development of Assistant Project/Product Manager (APM) and senior staff personnel.  Opportunities for CDG candidates come directly from the PEO and PM commitment to providing developmental positions that require critical skills in order to meet mission requirements and maintain mission readiness.   For the candidate, a positive environment conducive to their leadership growth and development is provided.  Increased availability of these positions on a regional rather than Washington-centric basis will serve to promote interest in the program and increase the pool of viable candidates.  Once the value of the Program is evident to the PEO/PM on a broad scale, a further commitment to realign authorizations to be used as permanent APM positions to which future leaders have access in their long-term leadership development path will be requested.  

3-4. CDG Life Cycle Metrics.  The collection and maintaining of metrics is critical to
assessing return on investment in the CDG candidates from year group to year group.  A means of evaluating the value of the Program similar to performance management models used in acquisition programs would provide the tools needed for this assessment.  

a. Demographic Data on Applicants and Selectees.  Currently being collected and utilized in evaluating target population for marketing the Program.  This information provides an indication of balance in equal opportunity in the application to, selection for and assignments within the CDG Program.

b. Education, Training, and Experience Data on Selectees.  Currently being collected and evaluated with respect to post graduate education, career field certification achievement, and experience as a measurement of quality of CDG selectees.  Throughout the Program, these metrics allow us to measure balance and mix in these areas in a causal relationship to the ascension of CDG graduates, and establish support for future resourcing needs.  

c. Assignment Performance Evaluation and Potential for Future Leadership,  As a by-product of these metrics, candidate performance evaluation and potential for assuming senior leadership responsibilities can also be assessed.  

d. Ascension of CDG Graduates into Senior Leadership vs. Technical Positions.  With the goal of the Program being to produce senior acquisition leaders, collecting the metrics on when graduates are ascending into this specific variety of positions (whether it be during the tenure of the Program, during the third year or upon completion of the Program, or following graduation from the Program) is critical to evaluating the return on investment in the Program itself.  Currently the data needed for this type of evaluation is being collected, but is not specifically being tracked for this purpose.  Recommend that data on the number of graduates accepting positions in the areas of senior leadership (assumed to be promotion), technical (promotion), and technical (non-promotion) be assembled and used to measure return on investment in a graph similar to the sample provided below.  

For example purposes, the graph below indicates, of the 24 CDG selectees in a particular Year Group, 2 CDGs accepted senior leadership promotions in the second year of their Program, with an additional 3 CDGs receiving senior leadership promotions during the third year or upon graduation from their Program.
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For example purposes, assume 5 CDG selectees in a particular Year Group did not receive a promotion (senior leadership or technical) during the period of their Program.  After conducting a survey of these individuals and their current supervisors, results show that mobility was cited as the primary reason for not seeking or accepting a promotion.  This graph also shows that where one individual cited non-mentorship as a primary factor, that individual’s supervisor cited poor performance.  This may indicate that trends in providing mentorship need to be evaluated.
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________________________________________________________________________

Chapter 4

Doctrine, Training, Leader Development, Organizations, Materiel and Support Implications.

4-1. Doctrine.

a. Title 10, United States Code, Chapter 87, Defense Acquisition Workforce outlines

the broad doctrine for the conduct of that specific workforce.   Subchapter II addresses defense acquisition positions, Subchapter III the Acquisition Corps, and Subchapter IV education and training.  Within these subchapters, specific sections pertain to designation of positions (Sec. 1721); career development (Sec. 1722, 1734); education, training, and experience required for acquisition positions and personnel (Sec. 1735, 1745); and policies and program establishment and implementation (Sec. 1741).  Other sections are indirectly relevant.  These sections provide a solid base upon which the initiatives to implement Transformation Initiative #39 may be built.  There are no immediate implications associated with these documents.

b.  Army Civilian Personnel Management System (CPMS) XXI:  Transforming Civilian Workforce Management White Paper dated 16 April 2001 and the Army Training and Leader Development Panel Report, Phase IV (Civilian Study) dated 24 February 2003 need to be introduced and recognized as a foundation for the revision of key regulatory and policy guidance in the area of civilian acquisition leadership development.  Of particular note is that these two documents are in agreement in their conclusions that, as the current military workforce becomes more civilianized and the civilian workforce takes on a more important role in the support of military operation, reform in numerous areas both acquisition-specific and non-acquisition are needed to clearly define a civilian leadership path.

c.  Because we have failed to keep pace with the changing face and missions of the Army, our own documents, in the form of regulations, directives, instructions, pamphlets, guide and handbooks, etc. are outdated and now out of step with the doctrines they are expected to implement.  Widespread revisions are necessary to re-align the implementation instruction with the doctrine.  One step further--in order for the CDG model to be effective and relevant, the Army acquisition model itself must change.  And that change must come from the top, first and foremost in the updating of its field instruction.

4-2.  Defense Acquisition Positions.

a. Twelve acquisition career paths have been defined.  In terms of the CDG Program and its expansion and transition to life cycle management, the paths relevant to this concept paper include primarily the Program Management career field.  Secondary to that are the other 11 career fields that support the integration responsibility of Program Management.  The purpose of the CDG Program in developing acquisition leaders is to recognize the contributions made by these other 11 career fields, and encourage the bridging and overlapping of these career fields in the development of Program Management and other Staff leaders.  The 12 career fields can not be mutually exclusive, rather they must be viewed as a community of acquisition professionals in support of a mission.

b. An acquisition career management system parallel to the SAWMO efforts needs to be created that includes specific designation for leadership and technical track positions. These tracks should be sequential and progressive and provide a methodology that determines the right mix of training, experience, and education, and then links them to promotion.   This implication requires a review of force structure in terms of realignment of APM positions throughout PEO, Project, and Product Management offices.  

c. This force restructuring is illustrated in the developmental assignments within the CDG Program which are emphasized by a mandatory APM position during the first rotation, a Staff position during the second rotation, and a third rotation specific to the candidates track selection.  This Program structure allows the candidate the opportunity for cross-career field experience necessary to provide insight into the other support function which will in effect pull together the acquisition community.   Long-term development of future leadership will depend on the availability of permanent APM positions.

4-3. Acquisition Corps.

a. In keeping with the purposes of developing an acquisition corps, the CDG Program seeks to better prepare graduates to compete with their military counterparts and assume the responsibility of critical acquisition positions by focusing on creating a maturation opportunity for senior acquisition staff and leaders.  

b. Sidestepping the necessary milestones in the development of a senior professional and leadership workforce through assessing individuals into the Acquisition Corps before they have achieved complete development, dilutes the Corps of its strength, capability, and credibility; de-emphasizes the education, training, and experience necessary to reach a level of expertise; and ultimately reduces effectiveness in meeting mission requirements.  Where doctrine places specific requirements on Acquisition Corps admission, Army implementation documents relating to waiver policy as it applies to hiring/assigning individuals, education and training of individuals, and career development has been used to relax Acquisition Corps accession requirements.   

4-4. Education, Training and Experience.  

a.  A logical relationship is begun where an expansion of the CDG Program is necessary to increase opportunity to the ranks of intermediate careerists and provide a larger pool of potential leaders.  What has been noted in past Year Groups is that best qualified selectees typically possess only two of the three elements needed for balanced development (i.e. education and training, but not experience).

b.  When that expansion includes the right mix of mandatory leadership education (OLE, Darden), training (SBLM, PMEI&II), and experience (APM, Sr. Staff), the result becomes a life cycle model for leadership development.  The two critical operatives here are right mix and mandatory.

c.  The CDG program in effect extracts potential senior acquisition staff and leaders from an environment that is no longer conducive to their growth and development.  The Program provides a dedicated and secure environment away from a dysfunctional civilian personnel standard.  The education, training and experience supported by the Program allows the candidates an opportunity to calibrate their own development in such a way as to propel them into the strategic echelons of the acquisition corps.

d.  One of the newest initiatives undertaken in the CDG Program is to require application to Program/Project/Product boards beginning in the first year of the Program for those selectees choosing the PM track; selectees choosing the Sr. Staff track may apply if they desire.  On the face of it, this exercise provides the candidates with valuable experience in the application and review board process.  This also acts as a barometer to the Program in determining whether the planned regimen of education, training and experience is the right mix for adequately preparing the candidates for senior acquisition positions.  

4-5.  Organizations.

a.  As long as CDG graduates maintain the quality and integrity of the Program, they will always have a link to the Program and will always be in a position to positively impact the Army, from the lowest ranks of the acquisition workforce to the upper limits of their capabilities. Therefore, the viability of the CDG Program is directly linked to its credibility.

b.  It is critical that any acquisition manager that makes the decision to bring a current or former CDG graduate into their PEO/PM or senior acquisition staff organization be confident that they will have a viable leadership pool of individuals fully capable and ready to assume any duties and responsibilities required of them.  

c.  By expanding the program, and providing the acquisition community with the best and brightest CDG graduates available, we are establishing a perpetual career leadership development life cycle.

4-6.  Personnel.

a.  When considering the placement of graduates into leadership positions following graduation as well as throughout the program, we recommend centrally managing the placement of graduates.  Throughout the program they are encouraged to apply to senior acquisition leadership positions aside from the requirement to submit application to the PM boards.  However, once the candidates have reached the second milestone outlined above as the CDG Leadership Experience & Executive Training Milestones, they are considered to be prepared to seek out promotion opportunities.

b.  At this point, candidates should be required to identify promotion opportunities sought and applied for on a regular basis (through their monthly report) as means of tracking the types of positions, one available, and two being sought by the candidates.  If, by the time the candidate reaches the mid-point of their third year in the Program, they have not accepted a promotion position, they should be required to submit application to a specified number of senior acquisition positions on a regular basis to enforce their personal accountability in seeking promotion opportunities.  The Program may maintain a CDG graduate for a limited period of time following graduates, and is required to provide a choice of three positions (all lateral which may or may not be leadership positions) to graduates.  Failure on the part of the graduate to accept any of these positions may result in removal of the individual from Government service.

4-7.  Support.

a.  It is critical that PEOs/Project/Product offices identify quality developmental assignments that are meaningful and intended to contribute to the mission of the organization.  The CDG Program is not an outlet for obtaining or supplementing administrative or technical shortages.  Candidates are expected to be provided with purposeful opportunity and supported in their endeavors to learn, train, and be productive members of the organization.  In exchange for this support, the PEO/Sr. Staff organizations can expect highly qualified and competent staff members. 

b.  The Human Resources Command is currently responsible for the conduct of all PM and AETE Boards, managing training, and maintaining contact with CDG candidates in fulfilling training requirements.  These responsibilities are not expected to be impacted by the expansion of the CDG Program except in the quantity of candidates and number of civilian applicants put forth for board reviews.  However, future initiatives will have to consider conversion of an increased number of PM positions available to civilians.

c. ASC staff currently provides support in the areas of CDG Program Management (planning, implementing, management and tracking of candidates), human resources (application and selection oversight, ACMs, personnel actions), resource management (training and travel budgets), and strategic communications (marketing, advertising).  As the Program expands, more effort and time will be required of the individuals making up this support staff.  The most dramatic impact in this area will have to be in the Program Management area.  This position should be dedicated to the CDG Program in order to ensure adequate and effective management of all phases of the Program.

________________________________________________________________________

Chapter 5

Funding.

5-1. Methodology For Developing Funding/Student Requirements.

a.  Validated projections presented at the last FY03 POM were based on the following assumptions:  1) Army Civilian Workforce totaled approximately 38,055, 50% of which were estimated to be comprised of GS-12 and 13; 2) of the 19,937 estimated GS-12s and 13s, approximately 12.5% are considered to be “corps eligible”, thus making up the target CDG population of 2492 individuals; 3) approximately 3.4% of the target is determined to be the CDG annual requirement ceiling (annual total number of CDG candidates does not exceed 3.4% of the year’s target population; 4) the 3.4% reflects a factor of 3 times the annual anticipated attrition rate for Critical Acquisition Positions (CAP) for which the CDG program is intended to backfill; 5) the factor of 3 represents the number of years a CDG candidate takes to complete the program, ie. candidates coming into the program in a given year are anticipated to fill vacancies projected for 3 years hence, thereby making the anticipated fill rate for CDGs approximately 1% per year able to assume senior leadership positions.

Requested this POM

FUNDING REQUIRED ($9,373 per student) (totals in $k’s) PER FY:

	FY05
	FY06
	FY07
	FY08
	FY09
	FY10
	FY11

	469k
	469k
	469k
	469k
	469k
	469k
	469k


Validated last POM

FUNDING REQUIRED ($3,596 per student ) (totals in $k’s) PER FY:

	FY05
	FY06
	FY07
	FY08
	FY09
	FY10
	FY11

	310k
	395k
	402k
	410k
	437k
	 
	 


NUMBER OF STUDENTS:

Requested this POM

	FY05
	FY06
	FY07
	FY08
	FY09
	FY10
	FY11

	50
	50
	50
	50
	50
	50
	50


Validated last POM

	FY05
	FY06
	FY07
	FY08
	FY09
	FY10
	FY11

	84
	103
	103
	103
	108
	 
	 


b.  These assumptions net a projected CDG annual requirement ceiling (total number of individuals from three year groups) of 84 for FY05.  Due to the anticipated assimilation that was intended to take place during FY05 and 06, this ceiling total was projected to increase to 103 candidates through FY08, when the assimilation effort was expected to be complete.  CDG candidate ceiling projections for FY09 were increased to 108 to reflect completion of the assimilation effort.
d. Current Army Civilian Workforce population is 47,687.  Of that total, 26,025 are comprised of GS-12s and 13s or equivalent.  Using the same assumptions as above to estimate the number of corps eligible (CE), the CDG target population is increased in FY04 to 3,253.  Based on the anticipated annual fill rate from above – 3.4% of the annual CDG ceiling – the requirement for FY05 becomes 111 CDG candidates (representing a total of 3 year groups).



Formula using current workforce population numbers:  Civilian Workforce at 

                Grades 12 and 13 x 12.5% (CE) x 3.4% (req’t) x 59% (funded) x 33%  

                (one year)


26025 x 12.5% = 3253 x 3.4% = 111 x 59% = 65 x 33% = 22/year

5-2. Implications of Expanding the Program.  

a. Expansion of the Program occurs in three dimensions:  1) expanding the quantity of candidates; 2) expanding the quality of the Program represented by mandatory training, education and experience; and 3) development of life cycle approach which will extend  Program oversight past graduation.  

b. By providing a larger quantity of candidates, we increase the probability of having a larger pool of quality candidates from which to choose.  Instituting a proactive marketing plan to accomplish this impacts budgeting in terms of funding for travel to the various regional locations in order to provide face-to-face support of the Program.  Indirect impact is realized in the additional support time required for this.

c.  By instituting mandatory training, education and experience, the Program fixes these requirements and can better identify and project annual expenditures.  The cost of attending government sponsored training (OLE, SBLM, PME, etc.) is covered by the AETE Program and does not impact the CDG training budget, regardless of the number of candidates.  On the other hand, the amount of travel budget required is a function of the number of students required to travel outside their local area in order to attend the training.  This number will vary from year to year based on the selections made and the home locations of candidates coming into the Program.  The cost associated with TDY and the amount of time required to be away from home is driving the move toward eliminating the requirement for a 180-day staff rotation in the Washington Metro Area.  The cost for other mandatory education and/or training (Darden leadership courses) may be affected by tuition increases.  The cost of this training is based on bulk requirements projected on an annual basis.  A small variation in the quantity of students from year to year does not impact this cost.  Mandating the developmental assignments (APM, Staff, APM/Staff) does not impact budget projections as long as the salaries of the candidates remain centrally managed. 

d.  The planned regimen of education and training requires the majority of these requirements during the first year of the Program, leaving the remainder to be accomplished over the last two years.  This keeps the training requirements high for each year as new year-groups are selected.  The courses selected are provided by the top leadership development organizations in the country, and serves the Government’s interests in developing future leaders.  These courses are typically in high demand, and attendance quotas are generally limited on a first come basis.  In order to ensure continuing availability of these courses to the CDG candidates, ASC must project and reserve seats well in advance.   

e.   Extending the Program oversight to include post-graduation tracking involves only an indirect cost in time to a small number of support staff taking this action.

f.   Budget approvals for FY04 resulted in a less than anticipated allocation to the CDG Program.  Based on the historical per student costs, and considering an increase in tuition costs for FY04, the number of students that can be accommodated annually within the allocated budget was necessarily reduced to 50.  This figure represents less than half of the anticipated requirement, assuming the total workforce numbers remain constant.  Simply put, less than half of the positions vacated through attrition or other means, and typically filled by graduating CDG candidates, can actually be filled in the coming years through the CDG Program; leaving the remainder unfilled or necessitating fill from other potentially less qualified sources.  This alone justifies the need to expand the Program as described above. 
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Glossary

AAC – Army Acquisition Corps:  The AAC is a subset of the AL&T Workforce.  It is composed of individuals who have been accepted into the AAC in accordance with the DAWIA Chapter 87, 10 USC Section 1732 Eligibility Requirements and DoD 5000.52-M, Appendix M, Section L, dated November 1995.

Army Acquisition Basic Course (AABC) – Designed to provide a broad spectrum of knowledge pertaining to the materiel acquisition process.  It covers national policies and objectives that shape the acquisition process and the implementation of these policies and objectives by the U.S. Army.  Emphasis is placed on providing mid-level managers with a broad and comprehensive education so they can effectively manage any aspect of the materiel acquisition process.

Action Officer Development Course – A non-resident course that prepares individuals for the requirements of staff work with training similar to that offered to military who attend the Combined Arms and Services Staff School (CAS3).  

A&TWF – Acquisition and Technology Workforce:  The personnel component of the acquisition system.  The AL&T Workforce includes permanent civilian employees and military members who occupy acquisition positions, who are members of the AAC, or who are in acquisition development positions.

ACF – Acquisition Career Field:  One or more occupations that require similar knowledge and skills.  There are 13 acquisition career fields.

ACM – Acquisition Career Manager:  The individual who provides career development guidance to AL&T Workforce members throughout the regions.

ACMP3 – Acquisition Career Management Program Office (Plans, Policy and Programs)

ACRB – Acquisition Career Record Brief:  Formerly the Acquisition Civilian Record Brief.  The ACRB is the authenticated record of an individual’s education, training and acquisition assignment history.

ASC – Acquisition Support Center:  The former Acquisition Career Management Office (ACMO) and Army Acquisition Executive Support Agency (AAESA) have been consolidated to form the Acquisition Support Center (ASC).  The ASC is the acquisition, contracting and logistics personnel proponent.

CAP – Critical Acquisition Position:  Those senior acquisition positions carrying significant responsibility involving supervisory or management duties required to be filled by individuals in the grade GS/GM-14 or O-5 and above.

CDG – Competitive Development Group:  The CDG is a team of high-potential acquisition professionals chosen to participate in a three-year program of specialized cross-functional training, education and advanced developmental assignments in the various acquisition fields.

CE – Corps Eligible:  The AAC CE status is a result of the AAC Reengineering Team’s efforts to develop GS-13s and equivalent payband within the current resource-constrained environment and greatly reduce the time needed to determine AAC eligibility for those who are selected for a CAP.  CE status is not a prerequisite for selection into a CAP.  

DACM – Director, Acquisition Career Management:  The individual responsible by law for implementation of AL&T Workforce education, training and career development.

DDACM – Deputy Director, Acquisition Career Management:  The individual responsible by law for implementation of AL&T Workforce education, training and career development for the Department of Army.

DAWIA – Defense Acquisition Workforce Improvement Act:  The DAWIA is a law enacted to improve the overall effectiveness and professionalism of military and civilian personnel charged with the management and administration of defense acquisition programs.

Executive Education Certificate in Management – Awarded to executives who have completed four Darden Graduate School of Business Administration executive education program in the specialized areas of leadership or strategy.

Leadership Education and Development (LEAD) Course – Phase II of the SDC and teaches supervisors to assess their own effectiveness; assess employee and team effectiveness; motivate and influence employees; communicate effectively; conduct counseling; resolve conflicts; develop strategies to create fully functioning teams; make effective decisions; and explain the effect of values on individual and team effectiveness.

Manager Development Course – Provides instruction in organizational culture; time management; objectives and plans, problem solving and decision-making; planning, programming and budgeting; manpower management; communications; information technology applications; Army environmental Program; equal employment opportunity; professional ethics; internal management control; and Army family team building.

Organizational Leadership for Executives Course (OLE) – The objective of OLE is to develop leaders with skills to conduct an organizational assessment; communicate influentially; establish an effective organizational climate; manage organizational change; develp an organization strategic plan; diagnose personal effectiveness; and build high-performing teams.

Personnel Management for Executives I (PME I) -  Designed to help participants find better ways of dealing with management problems for which there can be no stereotypical solutions.  It assumes maturity, creativity and resourcefulness on the part of the conferees and a willingness to put forth the effort necessary to improve their managerial abilities.  

Personnel Management for Executives II (PME II) – Provides for a “live-in” environment in which the principals of PME I are practically applied.

Program Management Office Course (PMT 352) – Designed to train Level II qualified students to be effective PM Level III leaders by providing analysis, synthesis and evaluative skills needed in a program office.  

Senior Army Workforce Management Office (SAWMO) – Management office created for the purposes of strategically managing senior civilian assets through central management, training and development, multifunctional career tracks, and a competency-based system.

SRPE – Senior Rater Potential Evaluation:  A process whereby senior raters evaluate GS-13, GS-14 and GS-15 acquisition employees on their potential to successfully perform in positions of increased responsibility.   

Supervisor Development Course – Phase I of the mandatory supervisory training for all newly appointed supervisors (military and civilian) of civilian employees.  New civilian supervisors of civilians must complete both Phase I and Phase II (Leadership Education and Development (LEAD)) within six months after appointment to supervisory positions. 

Sustaining Base Leadership and Management Program (SBLM) – Provides graduate-level, professional development across functional areas for leaders and managers who serve or will serve in the Army’s sustaining base.  This course is considered to be equivalent to the Army’s Command and General Staff College.  It focuses on enduring principles and concepts over transient or procedural activities.  The content stresses critical thinking, active learning and practical work among student and faculty-student teams.  It promotes the bonding of civilian and military leaders, thereby enhancing the cohesiveness of Armerica’s Army.  It adds to the body of knowledge and experience of sustaining base leadership, management and decision making by blending student experience with program design and development.  This course may be taken in residence or nonresident.
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Appendix B

Potential Actions to Support Transformation Initiative #39 Concept

	Task #/Title


	Description


	Support Required


	Suspense


	Date Complete


	Comments



	 1. Survey
	Targeted PMs and GS-12 and 13 candidate pool; designed to determine waning support and application for CDG Program.


	 SAIC current providing analysis of survey results
	Sep 04
	 
	Currently working

	2.  Marketing and Outreach “Roadshow”
	Based on preliminary results of the survey, it was determined that an aggressive marketing and outreach initiative is required  in order to educate and inform potential CDG candidates of the merits of the Program with the intent of generating interest in the Program.  Initial results show a 72% increase in number of applicants as a direct result of this initiative.


	Add’l TDY funding, support scheduling.  Facilities were provided by Regional Directors.   Strategic Communications provide advertising in various venues and pre-board announcement to all corps eligible and AAC members at the GS-12/13 levels.


	90 days before board announcement release
	 May 04
	 Annual event

	3.  Extend Board Announcement from 60 to 90 Days


	To allow maximum preparation time and assistance from Regional Directors, ACMs and HRC to potential applicants.
	 Regional Directors, ACMs, HRC.  
	Jun 04
	Jun 04
	


	Task #/Title


	Description


	Support Required


	Suspense


	Date Complete


	Comments



	4.  Two-Phase Selection Process


	Addition of a board interview phase following the traditional board selection (package review only).  Measure to ensure and validate the quality of applicants, communication skills, problem-solving abilities, and career goals and objectives.


	Board members must now convene twice; HRC coordination.
	Phase I – 16 Jul 04

Pilot Phase II – 26 Aug 04
	 Phase I – selectees contacted 19 Jul 04
	Success of this initiative in determining the quality of the candidates selected will be borne out in PM selection rates or placement into sr. leadership positions.  Several years req’d to determine effectiveness.



	5.  Leadership Focus/Dual Track 
	Expanded Program to include Sr. Acquisition Staff development as well as Program Management as a means of shifting focus from strictly PM to Acquisition Leadership.  Secondary expectation is that this move will increase interest and number of applicants. 


	ASAALT and PEO Staff and PM developmental assignment positions.
	Pilot initiated for incoming YG05
	w/ selection of YG05 in Aug 04
	Several years req’d to determine effectiveness.

	6.  Regional-Based vs. Washington-Centric


	Regionalize senior PEO staff positions at key program locations in lieu of mandatory 179 day TDY to Washington for senior staff rotation.  This initiative should also serve to increase applicants.


	PEO Staff and leadership, RM
	TBD
	TBD
	Open for discussion and approval.  Could save Program as much as $200-300k annually.




	Task #/Title


	Description


	Support Required


	Suspense


	Date Complete


	Comments



	7.  Mandatory Rotation Schedule


	Instituted mandatory APM developmental assignment for first rotation, senior staff assignment for second rotation.  Third rotation dependent on track selected (APM for PM track, staff for senior staff track).  This initiative intended to round out candidate experience in preparation for competitive board application.


	 HRC, PEO, ASAALT
	Pilot initiated for incoming YG05
	w/ selection of YG05 in Aug 04
	Several years req’d to determine effectiveness.  Database population of available positions on-going.



	8.  Mandatory Training 
	Includes SBLM, OLE, PMEI&II, PMT352, Darden Executive Education.  This training is designed to provide the right mix of education, training and experience (see #7) to ensure that the CDG graduate is highly competitive with their military counterpart as well as other competitive civilian candidates for senior staff positions.


	 HRC, RM, PEO and Staff Sr. Leadership
	Pilot partially initiated for incoming YG05 (SBLM, PMT352 and Darden approved).  
	 w/ selection of YG05 in Aug 04
	Req’t for OLE and PMEI&II pending discussion and approval.

	9.  Tracking Metrix
	Means of accumulating and evaluating data relevant to the CDG Program for the purposes of assessing return on investment and Program improvement.


	ASC, HRC, Regional Directors, ALTSS
	Begun w/ surveys 
	On-going
	Analysis in progress

	10.  Career Path Following Graduation 
	Provides the graduate with a clear vision of the next step in the leadership life cycle.  Includes education (executive level), training (ie. ICAF, sr. executive training), and experience (DPM, PM, Directors, etc.). Program manager will continue to provide advice and mentorship.


	G-1, SAWMO, ASC Force Structure Div., HRC
	Open for discussion.
	TBD
	Pending discussion and approval.


	Task #/Title


	Description


	Support Required


	Suspense


	Date Complete


	Comments



	11.  Central-Management of Positions After Graduation


	One means of addressing the lagging development of leadership at the field level that has led to SAW initiatives for central management of leadership positions in the grades GS-12 thru 15 or equivalent.  Once CDG life cycle initiatives are in place, a leadership life cycle model is created, and a leadership ethos is created, then the acquisition community needs to look to central management of positions in order to maintain the life cycle at the senior levels.

 
	 AAE, DACM, DDACM, G-1 SAWMO, HRC
	Future discussion
	TBD
	Close coordination w/ SAWMO to maintain continuity and avoid redundancy

	12.  Return Rights for Graduates
	Only pertains to CDG graduates who are not promoted during the Program, as a fourth alternative (after declination of 3 offered lateral positions) before removal from Gov’t service.  


	CPAC, ASC, HRC
	Future discussion
	TBD
	 Takes individuals off ASC roles.

	 13.  CDG Newsletter
	Means of developing community spirit within the Program, sharing ideas, accomplishments, new information, and maintaining connection among graduates during and after the Program.


	ASC, Strat Comm, Regional Directors, CDGs
	Template complete Oct 04; first issue release Dec 04
	TBD
	Development in-process w/ Strat Comm

	14.  Mentoring
	Provides format and opportunity for CDGs to “give back” and positively reinforce the values of the Program in order to proliferate among the entire acquisition workforce.  


	CDGs, ASC, ASAALT, PEO
	To be initiated w/ YG05
	w/ graduation of YG05
	Policy to be developed
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