Executive Summary

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 personnel 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. 

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.
The CDG Program has identified three primary goals that encompass its expansion to a life cycle approach to leadership development.  Providing opportunity is 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.   Ensuring continuous and focused development requires a concerted effort in terms of commitment to the Program from the candidate; the directorates, staff and PEO organizations that are taking on the candidates in their developmental roles; and the leadership staffs that support the management of the Program.  The final goal of the Program is to create a model that allows the Army Acquisition Corps to retain its strength and capability.  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.  

Fourteen initiatives have been identified to transform the vision and goals of the CDG Program into action designed to carry the Program into the future.  To date, eight of these initiatives have begun implementation, two more will be forthcoming with the selection of Year Group 05.  The remaining initiatives will require further discussion, planning and approval.

Transformation Initiative #39 provides the foundation for future development of single  leadership career path that could transcend all acquisition career fields.

