
Acquisition Support Center




          ASC Pamphlet 1-2004

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

Ft Belvoir, VA  22060-5567


CONCEPT 

FOR

  REGIONALIZED POST-UTILIZATION OF ARMY ACQUISTION CORPS (AAC) PROJECT AND PRODUCT MANAGERS (PMs) 

FOREWORD

The AAC established a taskforce in 2002, PM and Other Post-Utilizations Initiative Taskforce, to analyze and provide recommendations for the post-utilization of rotating civilian Project and Product Managers (PMs).  Although there was an existing post-utilization preference process, managed by the Human Resources Command-Acquisition Management Branch (HRC-AMB), a post-utilization placement program did not exist.  The taskforce results clearly indicated that the lack of a post-utilization placement program was deterring some civilians from applying for the PM Central Command Select List (CSL) positions.  The concern for these civilians was clearly “what comes after my life as a PM.”   The taskforce was disbanded in March 2004; however, the post-utilization issue was very important to the leadership because of its impact on application rates.   The leadership acknowledged that because civilians are not managed like the military officers, the concern for follow-on positions is paramount.  As a part of the AAC’s Army Transformation Initiative, the Director for Acquisition Career Management (DACM) established a community group to analyze the issues impacting a centralized post-utilization program and provide alternatives to a centralized program.  The working group determined that a centralized program was not possible because of the lack of control over all acquisition organizations’ Table of Distribution and Allowances (TDA).  Additionally, it was determined that if setting aside positions were possible in a centrally managed post-utilization program, eventually we would run of out positions to set-aside.  Finally, the community working group determined that organizations wanted autonomy in filling positions and preferred hiring individuals they knew.  As a result, the community working group recommended a regionalized approach to post-utilization.  The concept was briefed to the DACM and it was approved for development and implementation.

Summary.  This concept paper explores the regionalization concept and some strategies for developing a regionalized post-utilization program for rotating PMs.   A discussion of some the factors that should be considered in the plan are also detailed.  Consideration is given to existing Army personnel policies.  It describes implications for doctrine, training, leader development, organization, materiel, soldier support, personnel and facilities.  

Applicability.  This concept applies to the U.S. Army at large, the Army Acquisition Corps and its elements, to include Assistant Secretary of the Army for Acquisition, Logistics, and Technology [ASA (ALT)], Office of the Director of Acquisition Career Management (DACM), Acquisition Support Center (ASC), Human Resources Command Acquisition Management Branch (HRC AMB), Manpower and Reserve Affairs (M&RA-G-1), all AAC organizations and agencies. 

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) forms. Thomasine L. Coleman, Acquisition Support Center Proponency team lead, at thomasine.coleman@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.   This paper provides a concept and potential action items for establishing, implementing, and maintaining an institutional regionalized placement program for rotating civilian Product and Project Managers (PMs).  The paper includes a discussion of the plans, policies, and programs that will be needed to implement the concept.  Additionally, the concept includes an assessment of its impact on proposed and existing programs and policies across the Army’s personal community and the Department of Defense, particularly the Senior Army Workforce (SAW) program.  Finally, the concept will describe the DTLOMIS-PF implications and requirements to execute the concept.  In addition to this strategic concept, a list of potential supporting actions is included in Appendix B.   

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.  Each year, the AAC is faced with the post-utilization of rotating civilian PMs.  Although HRC-AMB has a post-utilization preference process
 for these AAC members, the AAC does not have a post-utilization placement program (e.g., a pool of positions that are set-aside for these AAC).  The AAC does have a placement process that involves support from HRC-AMB, the functional community, M&RA, the ASC staff, and other DOD organizations.  Also, the rotating PM must contribute to the placement process by independently seeking positions.   When a vacant position is located, there is no guarantee the rotating PM will be offered the position or accept the position.   Many factors may impact the placement process.  For example, the AAC member may decline a vacant position for many reasons to include personal reasons, (e.g., preferred geographical area) or professional reasons (e.g., the position may not be a promotion)-.  Another factor that also impacts this process is whether or not the organization is willing to hire the rotating PM .  Oftentimes organizations may decline hiring because the person is not known by that organization.    Organizations typically want to hire the top performers that are known by their organizations.  More specifically, these organizations want to hire people they know for senior leadership positions.  Simply put, organizations want to “grow their own” leadership cadre.   Therefore, when the community working group for post-utilization met in the early spring of 2004, the group recommended a regionalized approach to placing rotating PMs. 
  b.  The regionalized approach would allow more autonomy in the hiring process.   

  c.  The DACM supports the regionalized post-utilization concept.    

d . This regional concept accomplishes the following:

     (1) Permits each organization to have control over their TDA.

     (2) Increases the likelihood that the rotating PMs will obtain positions of leadership in their preferred geographical areas.   

     (3) Reduces the amount of manpower used in the placement process.

     (4) Eliminates the issue of post-utilization as a reason why civilians are not applying for PM positions.  Thus may have a positive impact on the numbers of civilians who apply for PM positions.  

2-2.  Threat.

  a. Civilians are not applying in increasing numbers to be PMs.  If civilians do not apply for these programs, it may result in only military officers serving as PMs.   Therefore, the AAC must develop institutional strategies that will establish and maintain a post-utilization program for civilians.  

  b.  The low number of civilian applicants threatens the military officer strength within the Army and ultimately our “combat” capabilities.  If civilians do not become PMs military officers may be required to fill the void.  Because of the current threat and potential for war, the Army needs as many officers as possible directly involved in such activities.  In fact, the Army has reduced the number of Army officers who are in acquisition positions.   

c.  If a reduction in the number of civilians in PM positions continues this may ultimately impact the number of civilians who will become SESs.  All of these personnel issues may result in the Army becoming less and less attractive as an employer for those individuals who are interested in top leadership positions.   

2-3.  Relationship to the overall Civilian Personnel Management System and the Senior Army Workforce.  

  a.  The Civilian Personnel System is a regionally managed system and is consistent with the regionalized approach.

  b.  The Senior Army Workforce was approved in January 28, 2004 by ASA (M&RA).   The SAW is a regionally managed system.  “The…. goal of the SAW is to design, develop, and implement a civilian leadership corps and corresponding management system to ensure civilian leaders of today and tomorrow…”
2-4 Limitations.
  a.  Laws/Programs. The SAW is a definite limitation.  A SAW representative can provide insight into issues we may need to consider as we develop and implement our regionalized post-utilization concept. 

  b.  Availability of positions in the various regions.

Chapter 3

Concept

3-1.  General.  Paramount to understanding this concept is recognition that developing, establishing, and maintaining a regionalized post-utilization program does not adversely impact the goal of the AAC; however it is not consistent with the centralized management of senior positions as detailed in the SAW.  The strategic, operational and tactical elements that impact the development and implementation of a regional concept must be carefully considered and address before developing the regionalized program.   

3-2. Concept Description.
  a.  Strategic.  The strategic elements involve developing and establishing a regional program.  Should the program be consistent with existing regionalized civilian personnel payroll and operations programs or the regionalized acquisition career management program?   Acquisition career management is regionalized based on the acquisition workforce population density and the acquisition commands.  Nine Customer Support Offices (CSOs) are located across a total of three regions, National Capitol, Northeastern and Southern.  The National Capitol Region also includes the HRC-AMB.  Visit the ASC website at http://asc.army.mil/contact/acms.cfm for a more detailed explanation of the regionalized customer support offices. 
  b.  Operational.  The regionalized program must take into account the SAW.  The SAW is a centrally managed program that will be phased in beginning in  FY05 and directly impacts about 17,000 in the civilian grades GS 12-15 (and their pay-banded equivalents) who are team leaders, supervisors, managers and program managers.  The Senior Army Workforce members will be phased in with GS-15s (and/or broad-band equivalents) and subsequent grades/broadbands will continue to be phased in down to the GS-12 level, through FY 09.  Those employees occupying identified SAW positions who do not wish to be a part of the SAW will be "grandfathered" in place. Once the identified SAW position becomes vacant - it will be filled with a SAW member.  Currently, there are no special provisions for members of the AAC, therefore AAC members are included in the SAW.  The regionalized program that is proposed must take into account the SAW program.  A regionalized program should be developed that takes into account the SAW.  (i.e., a hybrid of the SAW and a regionalized placement).    

  c.  Tactical.  Based on the number of civilians PMs, organizations may be responsible for placing about 10 AAC members each year.  The regionalized concept for post-utilization should be included in all announcements for PMs.   

3-3. Required capabilities.  
a. The regionalized concept must have the written endorsement of the DACM.

b. All regions should maintain communication with their personnel office.  

3-4. Regionalized Post-Utilization Metrics.  Metrics shall be kept to the very minimum. Each should maintain their own metrics and they should be submitted to the IT division of the ASC. Some metrics may be:
a. Total number of rotating PMs.

b. Total number requesting support for post-utilization follow-on assignment.

c. Total number requesting other type of placement (e.g., ICAF, self-directed placement, returning to previous position by choice)   

d. Total number placed by regionalized placement process.

e. Average number of days for placing a rotating PM in post-assignment using the regionalized concept.

f. Number of rotating PMs promoted to follow-on position using the regionalized concept.

g. Number of rotating PMs lateralled to follow-on position using the regionalized concept.

h. Total number using self-directed placement.

i.  Number of rotating PMs promoted to follow-on position using self-directed placement.

Chapter 4

Doctrine, Training, Leader Development, Organizations, Materiel and Soldier implications.

4-1.  Doctrine.

  a.  Exceptions to the SAW may be required.  There must be a collaborative effort between the Senior Army Workforce Management Office (SAWMO) and the regional offices/organizations responsible for placement.  

  b.  Coordination with all organizations involved in the placement process will be required, particularly the civilian personnel office.   

4-2.  Training.

 The actual placement process is critical. To ensure fairness in the placement process, the CPACs may be required to train personnel; however, it is not anticipated that there will be any extensive training.  

4-3.  Leader Development.

  a.  To develop a diverse group of leaders, the AAC should ensure that all rotating PMs are permitted to decline a specified number of positions without prejudice.    

  b.  AAC needs to evaluate the regionalized program to ensure that a diverse leadership pool is maintained.  Regionalization could create a system that is biased against “outsiders”.    

4-4.  Organizations.

  a.  AAC needs to ensure that all organizations that are currently involved with placement (e.g., CPACs, HRC-AMB etc.) should be notified of the regionalized concept. 

  b.  AAC needs strategic partnership with the SAWMO and CPACs.

4-5.  Materiel.

  a. The regionalization message needs to be included in all announcements for PMs, posted on the ASC homepage, and included in all appropriate written media, such as the ASAALT Newsletter and the ALT Magazine.

  b.  Display booths at various conferences and workshops should promote the regionalized concept. 

4-6.  Support.

  a.  All acquisition organizations should support this effort.  

  b.  All acquisition staff involved in career management should support this effort to include the ASC and HRC-AMB.  HRC-AMB has previously been responsible for executing all post-utilization efforts.  A regionalized concept would realign that responsibility with the regional CSOs.  Coordination must also be done with the ASC Regional Directors.   

4-7.  Personnel.  

At this time, no additional personnel required.

4-8.  Facilities.

There is no requirement for additional facilities.  The concept will be executed at existing facilities

Appendix A
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Appendix B

Potential Actions to Support this Concept

	Strategic
	
	 
	 
	 
	 
	

	Approved
	Disapproved
	Action
	Description
	Support Required
	Lead
	Suspense Date

	
	DISAPPROVED AND ON HOLD
	Create policy to enforce accession at the 8th year of service.
	Current flexibility in bringing in officers after the 8th year creates bench build problems and disadvantages the late-comers. Need a coordinated policy with the big "A" to enforce transition to AAC at the 8th year. (This initiative may tie into the branch detail initiative or the FAD initiative)
	 N/A
	 N/A
	N/A

	X
	
	 Create CFD Accessions Policy
	Create Policy for CFD that if our requirements are not met through accessions that we may then play in CFD to make up what is required for the AAC
	COL Carson(Concept)

G-1 Coordination
	Lead:  MAJ Kollhoff

Assist: MAJ Thompson
	1 April 2004

	X
	
	Validate AAC pyramid model
	Get modeling analysis accomplished to support accession numbers for captains at the 8 yr AFCS mark, and also to validate the requirements at every rank.  Current pyramid does not reflect accession at the 8th year.  May need to build requirements at the foundation of the pyramid to reflect assessing the required number.  There are not enough CPT positions to justify our current accession goals (fix it).
	 G-1 Coordination


	 Lead:  MAJ Long

Assist: Rick Yager
	1 July 04

	Strategic (cont)
	
	 
	 
	 
	 
	

	Approved
	Disapproved
	Action
	Description
	Support Required
	Lead
	Suspense Date

	X
	
	Create AAC FAD Policy
	Create policy that activates FAD to hook interested officers into the accession process automatically.
	 G-1 Coordination

COL Carson (Concept)
	 Lead: MAJ Kollhoff

Assist:  MAJ Thompson
	1 April 2004

	X
	
	Automate Corps Membership Business Process
	Automate achievement of Corps Membership business process to where Corps Membership achievement is not a personal responsibility that the AAC member must apply for.
	 HRC
	Lead: MAJ Thompson

Assist: Hillary from HRC
	1 July 2004

	X
	
	Create Welcome Letters for Newly Accessed Officers
	Create Reception Letters that introduce newly accessed officers to the DACM, ASC, and AMB.
	HRC
	Lead:  Rick Yager AMB

Assist: MAJ John Lemondes
	1 Sep 2004

	X
	
	Army AAC Scholarships
	Link into Army Scholarship Program run by Cadet Command and develop term and condition for S&T and Business degrees transition to the AAC at AFCS 8.
	 Cadet Command

HRC
	Lead:  MAJ Kollhoff

Assist:  Paula Bettes  
	1 Jan 2005

	X
	Disapproved:

On Hold
	Branch Detail Program
	Develop branch detail concept, built off of previous branch detail programs, except detail over to AAC at the 8th year.
	 N/A
	 N/A
	N/A

	X
	
	OPMS III Message for Army Recruiters to share when visiting high schools
	Develop information brochure or some other media info giveaway on the Career Fields under OPMS III and include FA description, to include AAC, with website to AAC message on AKO.
	 Career Field Coordinators
	 Lead: MAJ Ellison

Assist: HRC TBI
	1 Jan 2005


	Operational
	
	 
	 
	 
	 
	

	Approved
	Disapproved
	Action
	Description
	Support Required
	Lead
	Suspense Date

	X
	
	Build Proponency 
	Build team that works proponency (schoolhouse) issues for AAC: Develops concepts, doctrine, tactics, techniques, procedures, organization designs, materiel requirements, training programs, training support requirements, manpower requirements, and education requirements.
	 TRADOC

AMC

ACA

ASC

AMB

CASCOM
	 Lead:  MAJ Kollhoff

Assist: MAJ Williams, Chief Mosby, MAJ Thompson and MAJ Lane
	1 Jan 2005

	X
	
	OPMS III Day at all ROTC Advanced Camps, OCS, Service Schools
	ROTC currently has a branch day.  Pursue developing this into a "Career Field Day", giving AAC opportunity to bring booth, information and guest speakers to the cadet advanced camp population.  Also develop unmanned alternative:  block of instruction on OPMS III
	TRADOC

Cadet Command

Service Schools

OCS

HRC
	 Lead: MAJ Williams

Assist: MAJ Kollhoff, MAJ Ellison
	1 Jan 2005

	X
	
	Acquisition Seminar at each Officer Basic Course
	Block of instruction on the Strategic, operational, and tactical role of the AAC core capability.
	TRADOC

Cadet Command

HRC
	 Lead: MAJ Williams

Assist: MAJ Kollhoff, MAJ Ellison
	1 Jan 2005

	X
	
	Acquisition Seminar at each Captain's Course
	Block of instruction on the Strategic, operational, and tactical role of the AAC core capability with a stronger leadership emphasis, to include information on FAD and accession process.
	 TRADOC

HRC
	 Lead:  MAJ Williams

Assist:  MAJ Kollhoff, MAJ Ellison
	1 Jan 2005


	Operational
	
	 
	 
	 
	 
	

	Approved
	Disapproved
	Action
	Description
	Support Required
	Lead
	Suspense Date

	X
	
	OPMS III Day at all Captain's Courses
	Career Field Day at each of the Career Captains Courses.  Opportunity for AAC to bring booth, guest speakers, accession forms, and equipment.
	 TRADOC

Proponency


	 Lead:  MAJ Williams

Assist: MAJ Kollhoff, MAJ Ellison
	1 Jan 2005

	X
	
	Survey success of AAC Contact
	When someone submits the accession form, have them answer how they heard about FA51 (web, brochure, career day, etc) Have one central collection form for AAC Life Support Data.
	 Board Application (add survey question at bottom of application)

Database management
	 Lead:  Mr. Rick Yager

Assist:  MAJ Ellison
	1 April 2005


	Tactical
	
	 
	 
	 
	 
	

	Approved
	Disapproved
	Action
	Description
	Support Requred
	Lead
	Suspense Date

	X
	
	AAC Message CD
	Produce sexy CD that has demonstration of weapons, equipment, In-plant production management, systems, services, and contingency contracting vinettes from the iron majors of the AAC (contingency contracting officers, dcma program integrators, program APMs, Proponency Officers,) Just show off what we do.  Have a message from the DACM at the beginning and end (have him appear to be the host of the CD).  Get the CSA to do a vinette on the AAC mission. Distribute CD to all Army Captains at the 6th year of service. Plug and Play Requirement.
	 BRTRC

PEO’s

PMs

Acquisition Commands

Greg Fritz
	 Lead:  MAJ Ellison

Assist: MAJ Long, Greg Fritz
	1 Jan 2005

	X
	
	AAC Message on AKO
	Take product on CD and post it on AKO for viewing by the entire Army
	 BRTRC

PEO’s

PMs

Acquisition Commands

Greg Fritz
	Lead: MAJ Ellison

Assist:  MAJ Long, Greg Fritzf
	1 Oct 2005

	X
	
	AAC Collaborative Chain Discussions (AKO)
	Post the CD message product on an AAC collaborative chain discussion in order to get feedback from the field on the product and the evolving AAC message
	 BRTRC

PEO’s

PMs

Acquisition Commands

Greg Fritz
	 Lead:  MAJ Ellison

Assist: MAJ Long,  Greg Fritz
	1 Oct 2005

	
	
	AAC Message posted in each basic branch AKO collaborative site
	Post the CD message as a URL on each Basic Branch Collaborative site and set up chain discussions with AAC representatives in the field.
	 BRTRC

PEO’s

PMs

Acquisition Commands

Greg Fritz
	 Lead:  MAJ Ellison

Assist:  MAJ Long, Greg Fritz
	1 Oct 2005

	X
	
	 Three hit email Drive to support the upcoming board in June
	  The plan is to send out 3 emails to the identified email distribution list using AKO addresses to support the upcoming June accession board. First email is a warm up notice of the upcoming board and more to follow.  Second email providesURL for further accession information  and application.  Third email is the last call email with the same URL and application.  Target dates are as follows:  21 Jan 04, 5 Feb 04, and 5 Mar 04
	HRC MAJ Hollis

MAJ Harvey

Rick Yager
	Lead: MAJ Nassar

Assist: MAJ Hollis,

MAJ Harvey

Rick Yager

Greg Fritz (AKO)
	21 Jan/5 Feb/5 Mar 04
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Glossary

Section I

Abbreviations

AAC – Army Acquisition Corps

ASA(ALT) – Assistant Secretary of the Army for Acquisition Logistics and Training 

ASC – Acquisition Support Center (Acquisition Proponency)

DACM – Director of Acquisition Career Management 

DTLOMS-PF – Doctrine, Training, Leader Development, Organizations, Materiel, Soldier Support, Personnel, and Facilities

HRC AMB – Human Resource Command Acquisition Management Division

PMs- Product or Project Managers 

SAW- Senior Acquisition Workforce

SAWMO- Senior Acquisition Workforce Management Office  

Section II

Terms

Metrics – Method for measuring progress toward ones goal.

Regionalized Post Utilization​ -- Placement in a permanent preferred position or assignment commensurate with the education, training, experience, and needs of the Army Acquisition Corps and the United States Army that is managed by a regional office based on the Career Management Customer Support Office Regional Concept.     

Table of Distribution and Allowances--

For the Director of Acquisition Career Management:

OFFICIAL:

Joseph L. Yakovac, Jr.

Lieutenant General, GS

Director of Acquisition Career Management

DISTRIBUTION:

ASA (ALT)

ASC

HRC

ACA

DCMA

ATEC

RDEC

PEOs

� The preference process begins approximately 6 months prior to the end of the assignment.  A geographical and command preference sheet is sent to the rotating PMs.    
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