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CONCEPT 

FOR  AAC Transformation Initiative # 17 – 

Design a Military Regional Rotational Assignment Program (M-RRDAP)

FOREWORD

Quotations from Defense AT&L Magazine, July-August 2004 (pages 82-83)

  “LTG Yakovac described a major change in the way acquisition professionals are developed by outlining a plan to establish regional networks that would develop and educate the acquisition workforce by exposing individuals to a variety of postings.  He described a current study that is considering establishing a system that would post people to a region rather than a specific assignment; acquisition leaders within each region would then be responsible for establishing a rotational plan for each officer that would provide a solid range of experience and education, and prepare the officers to comfortably handle a variety of taskings as they progress through a career.  This breadth of experience, he predicted, could prove pivotal in creating successful officers and future leaders. 

 “In the final analysis, providing product to soldiers is the only reason acquisition professionals exist; to do so successfully, the Acquisitions Corps must be flexible and have a workforce that can handle the constant change that is a modern reality.”

Summary of evolving role of the Army Acquisition Corps


*  The “Regional Assignments of Acquisition Officers IPT” has been meeting periodically since January of 2004 to discuss options for implementing this concept.  

*  The IPT has briefed the MILDEP and continues collecting input from across the Acquisition Corps to draft an initial implementation plan for the MILDEP’s signature.

Summary of AAC operating environment


*  Currently, there is a disparity between rotational assignments for junior Acquisition Corps officers.


*  Some officers are already rotated among a variety of positions (testing, contracting, program management, etc.) during their initial AAC assignments.


*  Some officers serve in the same specialty for the entire duration of their early AAC assignments, without gaining any exposure to other areas that are critical to the total life-cycle management perspective for Acquisition leaders. 

Summary.  



* This concept provides guidance on the professional development of AAC officers ( primarily captains and majors.  This policy is intended to provide guidance for standardizing professional development across the AAC so that every officer has the opportunity to grow into positions of increasing responsibility and positively support the Global War on Terrorism, America’s Homeland Security, and the Army’s Campaign Plan.


* Assigned officers will rotate between several different areas of concentration in order to receive the diversity of experience required to become successful AAC leaders.  


* Professional development in multiple areas of concentration across the total life-cycle of Acquisition products will become a key component of junior and field grade AAC Officer Evaluation Reports (OERs) and corresponding Individual Development Plans (IDPs).  


* For those locations where such career-broadening experiences are not available, Senior Acquisition Leaders will coordinate assignments between organizations to ensure robust professional development of the next generation of AAC leaders.
Applicability.  This policy applies to all AAC captains and majors, and the organizations that they serve.

Suggested Improvements.  
Initiate a pilot Regionalization program that affords officers rotations to multiple assignments in one centrally managed tour. Rotation plan managed at regional level.  Recommend MILDEP appoint a senior military leader at current regional locations where military officer density supports this objective immediately. Select one regional location to run a pilot program to conduct operational assessment of process before full implementation.

The proponent of this concept is the Program Structures Division of the Acquisition Support Center.  Send comments and suggested improvements on DA Form 2028 (Recommended Changes to Publications and Blank Forms) to LTC Dwayne Green, at dwayne.green@us.army.mil or Mr. Greg Fritz @ greg.fritz@us.army.mil. 
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Chapter 1

Introduction

1-1.  Purpose.  

The purpose of this initiative is to provide guidance on the professional development of AAC officers ( primarily captains and majors.  This policy is intended to provide guidance for standardizing professional development across the AAC so that every officer has the opportunity to grow into positions of increasing responsibility and positively support the Global War on Terrorism, America’s Homeland Security, and the Army’s Campaign Plan.

       Soon, the AAC will launch a new approach to developing its officer corps.  This concept is called “regionalization assignments.”  Under this new initiative, each designated region will have a Senior Regional Acquisition Official (SRAO) responsible for developing assigned officers.  These officers will rotate between several different areas of concentration in order to receive the diversity of experience required to become successful AAC leaders.  Once assigned to their respective regions, officers can expect to be stabilized for 36 to 48 months.  Officers assigned to non-regional positions can expect approximately 24 months of stabilization, and will be provided the same opportunities for diversified experiences with subsequent assignments.

The M-RRDAP is a program established to support the Army Acquisition Corps’ (AAC) objective of having a highly skilled, multi-functional workforce with strong management and leadership skills. This program enhances individual professional development by providing opportunities to gain experience and multi-functional acquisition skills.

1-2.  References. 

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


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


c.  DoD 5000.52-M, Acquisition Career Development Program, November 22, 1995, Change 1, March 21, 2002.  


d.  DoD Instruction 5000.58, Defense Acquisition Workforce, Change 3, January 31, 1996. 


e.  AR 70-1, Army Acquisition Policy, December 31, 2003.

f.  DA Pam 70-3, Army Acquisition Procedures, July 15, 1999.

g. Army Acquisition Corps’ (AAC) Acquisition Career Development Plan (ACDP).

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


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

AAC - Army Acquisition Corps 

ACF - Acquisition Career Field ACDP - Acquisition Career Development Plan

AL&TWF - Army Acquisition Logistics and Technology Workforce

ASC - Acquisition Support Center 

CLP – Continuous Learning Points 

DAWIA - Defense Acquisition Workforce Improvement Act 

DDACM - Deputy Director, Acquisition Career Management 

IDP - Individual Development Plan

PEO - Program Executive Officers

PM - Program/Project/ Product Managers

RD – Regional Director

RDAP – Regional Rotational Developmental Assignment Program

RPA – Request for Personnel Action

Chapter 2

General

2-1.  Why the concept is needed.     

The Army’s highly lethal forces remain the cornerstone of the decisive element of land power in the United States (U.S.).  The U.S. forces will have to respond to a myriad of situations presented by an ever-changing threat.  At the same time, the military will face increased media attention, worldwide environmental concerns, and low national tolerance for long, lethal and, costly campaigns even where vital interests of the nation are clearly defined.  The core capability to provide the technological system and service solutions to combat the ever-changing threat across full-spectrum military operations, within expectations and limitations as mentioned, is the Army’s Acquisition Corps.  The AAC provides the “M” in DTLOMS-PF, inserts system and service solutions across the full spectrum of military operations, and provides connection to the Army’s public constituents.  Cultivation of a multi-disciplinary AAC with officers trained across the life-cycle of Army materiel is paramount to the successful execution of this Army core capability called – Acquisition.

2-2.  Threat.

  a. The AAC has produced its corps of officers through voluntary accession since its inception in 1990.  Due to dwindling volunteer assessments, other methods for building, maintaining and sustaining this critical core capability are required.  

  b.  Low accession rates are threatening the overall personnel pyramid of the Army’s AAC.  There are a couple of key year groups that are in critical condition.  These year groups coincidentally will be the year groups that produce the leadership for Future Force systems and service solutions.  The Army will not have enough AAC grown officers’ to fill the critical acquisition commands.  A short-term fix of the problem is to designate officers into the AAC within the at risk year groups.  However, accepting officers into the Corps later in their timeline only fixes the immediate problem while creating other long-term problems for the Corps and for the Army.  A lack of diverse developmental experiences will cut into these officers professional development, which will ultimately mean that the quality of these Army officers in acquisition will be less than what could have produced.  

  c.  If the foundation of the AAC pyramid is not built to full requirements and to standard, the AAC, the U.S. Army, and all public constituents will suffer in the long term.  Programs may suffer mismanagement.  Systems may ultimately be substandard and threaten the very lives they protect.  Ultimately, the U.S. Army may not achieve and maintain the “best” in the World, or stay ahead of the ever-evolving threat.

2-3.  Relationship to the overall Officer Personnel Management System (OPMS) III.  OPMS III is the foundation upon which this concept is built.  

2-4 Limitations.
  a.  Laws.  DAWIA, Title 10.

  b.  Leadership parameters and qualities of the U.S. Army Officer.

c. Validated requirements.  Current accession requirement is for 143 officers per year group to maintain the personnel pyramid of the Army’s AAC.
 2.5 Background  

a.   History:  The RDAP convened in January of 2004 and has met occasionally since then to develop courses of action to begin implementing regional rotational assignments upon approval of the MILDEP.                                        b.  Purpose:  The purpose of the M-RRDAP is to provide junior Acquisition Corps officers with the multi-disciplinary experience that they will need to lead the total life-cycle management of the Army’s weapon systems.
Chapter 3

Concept

3-1.  General.
3-2. Concept description.
 a.  Strategic:  Develop multi-disciplinary acquisition officers that possess a diverse and well-rounded background in the functions and phases of acquisition who are prepared to lead any complex, multi-functional acquisition command, agency, organization, or team and develop a officers that are ready to support the acquisition mission along the full spectrum of military operations from full scale war to Defending the Homeland.

b.  Operational:  While each officer’s situation is different, this concept will encourage the rotation of captains and majors between 18 and 24 months so that they gain experience in diverse areas such as contracting, testing, program management, information technology, research and development, and financial management.  As much as possible, rotations should take place within the officer’s assigned organization.  For those occurrences where such career-broadening experiences are not available, the SRAO in each region will coordinate assignments between organizations to ensure robust professional development of the next generation of AAC leaders.

c.  Tactical:  All AAC captains and majors will incorporate this guidance into their OER support forms and IDPs.  While this policy is directive in nature, it allows considerable flexibility for innovative approaches to enhancing the professional development of our AAC officers, while minimizing cost and turbulence to the officers and their families, their assigned organizations, and the Army.

3-3. Required capabilities.  
The Future Force Acquisition Corps (FFAC) requires officers who have a solid foundation in traditional leadership roles within the operator career field, who are skilled at multi-disciplinary combined arms leadership, and who are academically linked to acquisition career fields (technical, business, IT, Engineering, and Financial degrees).

3-4. Metrics.

Change Leadership Team needs to define Metrics.
Chapter 4

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

4-1.  Doctrine.

Revision to DA PAM 600-3 will be required to reflect resulting changes in personnel policy, programs, and procedures.

4-2.  Training.

All Acquisition officers must be trained in the criticality of developing junior officers in multiple areas of concentration as a matter of course, not a matter of chance.

4-3.  Leader Development.

Effective immediately, professional development will become a key component of junior and field grade AAC Officer Evaluation Reports (OERs) and corresponding Individual Development Plans (IDPs).  Senior Acquisition officers will develop and manage assignments for rotating captains and majors that will broaden their acquisition experience within the officers’ assigned regions.   Human Resources Command (HRC) will maintain career overview of officer IDPs, and officers IDPs will be forwarded through HRC to the MILDEP for review.

4-4.  Organizations.

Establish partnerships with all acquisition organizations in order to build pool of rotational developmental assignments.

4-5.  Materiel.

Websites, collaboration centers, articles, CDs, briefings, letters, and workshops will used to spread the message and implement this policy.

4-6.  Support.

Regional Directors, Acquisition Career Managers, acquisition organizations, Human Resources Command, strategic partners, mentors, Commanders, PEOs, and senior leaders.

4-7.  Personnel.

No additional personnel required.

4-8.  Facilities.

No additional facilities required.
Appendix A
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Appendix B

Actions Plan

	Task #/Title
	Description
	Support Required
	suspense
	Date Complete
	Comments

	 1. Finalize Initiative Description
	
	Gold/Silver Members
	1 Aug 04
	 
	 Awaiting comments



	 2. Develop Draft Concept Plan
	 
	 
	 TBD
	 
	 

	 3. Conduct Community Workshop at the 2004 Acquisition Senior Leaders’ Conference
	 
	 
	 TBD
	 
	 

	 4.  Finalize Concept Plan
	 
	 
	 
	 
	 

	 5.  Obtain Approval of the DACM/AAE
	 
	 
	 
	 
	 

	 6.  Update Policy & Procedures
	 
	 
	 
	 
	 

	 7.  Program Implementation
	 
	 
	 
	 
	 

	 8.  Track Metrics
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