There were four objectives to the 22 October meeting - the following summary is organized by objective:

 

1.         Discuss Feedback on Project Plan & Template
 

O        Project plan is ok, but there are still some doubts about our ability to affect the budget
 

         April is too late to impact the POM - may not have to get Component submission out until July/Aug, but needs to be built into Component submission and coordinated starting in January - it's best to get in at the beginning of the process
         Can only affect the budget every two years
 

O        Template is fine.
 

2.         Provide Status of Annex to P&R Plan 
 

        AET&CD has been tasked to link the AT&L Human Capital Strategic Plan to the goals and objectives of the DoD-wide Civilian Human Resources Strategic Plan (P&R plan).  The following are the seven P&R goals:
 

         Goal 1. Promote focused, well-funded recruiting to hire the best talent available.
         Goal 2. Provide a Human Resources System that ensures the readiness of tomorrow's integrated force structure.
         Goal 3.  Promote and sustain an effective civilian workforce that is as richly diverse as America itself.
         Goal 4.  Invest in Human Capital to improve effectiveness of the workforce.
         Goal 5.  Provide management systems and tools that support total force planning and informed decision-making.
         Goal 6.  Focus the human resources community on the needs of its customers. [not applicable to the AT&L workforce]
         Goal 7.  Promote quality of work life as an integral part of daily operations.
 

O        The plan we produce in 2004 will be designed explicitly to link to the P&R plan, but the 2003 Component plans will need to be consolidated and mapped to the P&R plan.  FMP is currently drafting this consolidated plan.  
 

O        Katherine Loevinger presented a draft matrix that was created as a working document to pull out elements of the 2003 Component plans and map them to the seven P&R goals, as applicable.  The next step was to ask the Components to validate the matrix to ensure that we captured all of the relevant information from their plans and to ensure that we categorized it appropriately.  In addition, Components were offered the opportunity to fill any holes that were apparent in the matrix.  These requests generated the following concerns among the Component representatives: 
 

         Since the Components didn't have any guidance in advance of 2003 planning process specifically stating that the plans would be used this way, it feels like we are having to go back and essentially re-write the plans.
         Any new information that would be submitted to P&R that wasn't already signed off on in the Component plans would have to be vetted through the SAE since we would be changing the end result of the planning process from last year - therefore, we would need the blessing from SAE if beefing up in any way before publishing in a consolidated plan.
         Any references to Components by name may negatively impact Components that did not provide as much detail in their plans, or that may not have called out specific initiatives that relate to one of the P&R goals.  The matrix, in particular, should not be included in the plan, as it would make any gaps very obvious - since the Components did not write their plans specifically to link to the seven goals, this would not be acceptable. 
         It was also suggested that we use this year's plan as baseline document so that we don't have to recalculate gaps every year
 

O        As a result of these concerns, and after reviewing the source document for the requirement (Mr. Aldridge's Oct 2002 Policy Memo), we discussed three potential options to present to Mr. Ric Sylvester - the Working Group advocated for Option 2:
 

         Option 1:  Do nothing this year - submit first annex in 2004.
         Option 2:  Package the 2003 Component Plans as-is, with a cover memo detailing the AET&CD initiatives and providing an Executive Summary.
         Option 3:  Create a consolidated plan at the AT&L level - leave out the matrix and include narrative only - include AET&CD initiatives as well as representative Component initiatives, but focus on consolidating the plans.  Coordinate with Components before submitting to P&R.
 

O        Peggy Mattei and Lisa Sper met with Mr. Sylvester on Friday, 24 October, and presented the Working Group's recommendation.  However, Mr. Sylvester would like for us to proceed with Option 3, creating a consolidated plan that incorporates the contents of each Component plan as well as AET&CD initiatives.  The plan will follow the format of the template we have created for the 2004 plan, which will facilitate its link to the P&R plan.  It will also include consolidated workforce data, to the extent that it is available.  This annex will be completed by 15 November.  
 

Action Item #1 (Component HCSP Reps):  To be completed by Friday, 7 November.  Please review the working matrix, attached, to ensure that all relevant elements of your 2003 HCSP are represented.  Please also validate that they are categorized appropriately, according to the six applicable P&R goals.  Please note that this matrix is a working document only and will NOT be included in the final deliverable to P&R.  You are NOT required to add anything that was not already signed off on by your Component leadership, i.e., included in your 2003 HCSP submitted in July - the annex will be a consolidated view of the data already presented in each Component's 2003 HCSP.
 

Action Item #2 (FMP): To be completed by 15 November.  Consolidate workforce data using 2003 Component HCSP and 1 July IPR briefing charts.  Draft narrative 2003 AT&L annex using template for 2004 AT&L HCSP.
 

3.         Reach Agreement on Definition of Target Population
 

o        The goal for this discussion was to be consistent in how we define the career fields - to create business rules so that everyone is using the same approach to determine their baseline.
 

         Need to define rules for each career field - agree on key assumptions, e.g., full-time, active duty, etc.
         Also need rules for capturing people outside the Acquisition workforce
         Keep flexible - agree to capture what's already in the system of record (DCPDS) - but can change positions that are miscoded
 

O        There are two key issues - 1) defining the career fields for the Acquisition Workforce, and 2) due to the requirement for the topline, defining the career fields for the non-Acquisition Workforce, if applicable.  The following is a summary of the discussion of these issues:
 

         Need to account for assimilation based on the latest PCD - some come from other DAWIA career fields, others come from outside acquisition
         Include those coded to position categories plus known assimilation during FY2004
O             Army - sustainment & Acq Log are totally assimilated
o             Navy - if not assimilating someone until 2006, won't include - they model by organization and career field as it exists on 30 Sept 2003 - additions are reflected during strategic planning - but need to be clear that additions are due to assimilation, not new hiring
O             Air Force - will include known plans for assimilation in FY 2004
O             4th estate is ok
         Need to know where the assimilations are coming from - if one of the other career fields
 

O        The following chart represents our proposed approach to defining the four career fields that we will be focusing on this year.  The next step is to validate them with the Executive Secretaries from each career field:
 

DRAFT Guidelines for Defining Current Population
 

 

	Career Field
	AT&L/DAWIA
 
	Non-AT&L/DAWIA

	Life Cycle Logistics
	Position Category "L"
Known assimilation planned for FY 2004
	Occ Codes predominant in Position Category "L," excluding 301, 1104, 343

	Systems Engineering
	Position Category "S"
	Occ Codes predominant in Position Category "S" (180, 8xx, 13xx, 1515, etc.)

	Contracting
	Position Categories:
"C" (Contracting)
"D" (Industrial Property Mgmt)
"E" (Purchasing)
Occ Codes (1101, 1102, 1103) - exclude 1104 & 1106
	N/A

	Program Management
	Position Category "A"
	N/A


 

O             Other assumptions:
 

         People, not vacant positions
         All permanent civilians - include full-time and part-time, no military
 

Action Item #3 (AET&CD):  To be completed by Friday, 31October.  Send out e-mail to validate career field definitions with Executive Secretaries.  Include timeframes for when feedback is due.
 

Action Item #4 (Nat Cavallini):  To be completed by Friday, 7 November.  Nat will provide a report breaking out the 30 Sept 2003 workforce data by career field and occ series.  
 

4.         Initiated Dialogue and Discussed Requirements for Strategic Guidance from Functional Advisors
 

O             We invited the Executive Secretaries from the four career fields that we are focusing on this year to the Working Group meeting for two reasons:
 

         To provide them with some background on the AT&L HCSP effort - Peggy provided a short overview of the origin of the effort and the status to date.
         To initiate a two-way dialogue to hear what has been going on in their career field and share what we will be needing from them in terms of strategic intent from the functional standpoint, to help the Working Group develop the 2004 AT&L HCSP.  A summary of this discussion follows:  
 

O             Life Cycle Logistics - Randy shared the Logistics Workforce Business Plan 
 

         The business model is based on QDR, 5000 revision, DoD strategic guidance for logistics
           Future Logistics Enterprise (FLE)/Force-Centric Logistics
           Total Life Cycle Systems Management (TLCSM)
           Performance-Based Logistics (PBL)
         Warfighter-focus, partner with & support Program Managers
         One Logistics Professional Workforce - new PCD (Life Cycle Logistics), which designated a broader set of skills so that professionals are equipped to help the PM do his/her job - assimilating now (Acq Log + Systems Sustainment)
         There are more than one million logisticians in the DoD, but the majority are not in the acquisition workforce
         There is an effort underway to do planning for the non-DAWIA workforce
 

O             Contracting - Karen Clougherty is the Executive Secretary and has been the FIPT leader since May 2003
 

         The FIPT has mapped out the competencies, and met with Federal Acquisition people
         When did mapping, looked to how would be doing business in the future
         The competencies and skills drive the DAU curriculum - Competencies are mapped to the certification levels - the FIPT has established the competencies needed to be covered in its curriculum
         The Contracting career field should include 1101, 1102, 1103, but concentrate on 1102s.
         Can add specialization through training - hiring vs. training
         It would be helpful to know specifically what is needed by the HCSP Working Group, and in what format - it is not clear right now.
 

O             Systems Engineering - Merrill Yee chairs the FIPT for Productivity, Quality and Manufacturing - works for Mark Schaeffer - Bob Skalamera, the Deputy Director for Enterprise Development is likely to be the new Executive Secretary, but isn't technically in that position yet.
 

         Mr. Schaeffer wants to re-invigorate the Systems Engineering career field
         Being certified in a career field does not necessarily mean you're operationally qualified to do the job
           SPRDE - if not a systems engineer by education or experience, certification training isn't going to get you there
           Need to hire true systems engineers in order to do the job - currently they are doing a poor job, SE is broken within the DoD
         Need to determine how many people we need, and whether we need the same people we have now - can't just re-train - need overhire authority to recruit new engineers
         There is no occ series for systems engineering
         Had an educational summit where they teamed with industry and academia
           Need to work effort as a team with private industry - all suffering from the same brain drain
 

O             Program Management - Jesse Stewart is the Executive Secretary
 

         PM is not a cradle to grave career field - there is a lot of migration into and out of Program Management
           Rarely entry level - Level 1 Program Manager is assigned functional jobs, career field is multi-disciplinary and multi-functional
         There is a Performance Learning Model that combines training and experience - the Army has its own model that overlays the DAU model
         The business plan is essentially a lifecycle approach to program management - the relationship between industry and the warfighter - and there will be no anticipated change in that in the future
         The changes will be in software, systems engineering, commercial software, and systems integration - need the technical expertise to manage programs in these areas
           PMs don't have the experience or depth of training to be able to ask the right questions
         Mobility of workforce is an issue - need to get diversity of experience - need hard experience, ideally by rotating between government and industry
         Don't have enough data that is valuable about workforce characteristics
           Need to better understand composition of current workforce
           Need to better understand how training or managing them, don't have metrics
           Need to work with strategic commands to get their guidance
           Would like to see a workforce profile showing how the experience of the workforce is aging over time
         GSA Project Management Working Group - Gov't-wide, OMB - looking at gaps government-wide - training needs - OSD is way ahead of other agencies
 

O             There was a general question about looking at the larger AT&L organization as part of the strategy - someone at high level needs to see if we are organized in the best way - still in downsizing mode and no one except maybe DCMA has overhires.
 

o             It was clear from the discussion that we need to provide more specifics about what the HCSP Working Group is looking for from the Functional Executive Secretaries.  A separate request will be coming from Mr. Ric Sylvester with some structured questions and guidance for what information is needed to help the Working Group create this year's AT&L HCSP.
 

Action Item #5 (AET&CD):  To be completed by Thursday, 30 October.  Provide Executive Secretaries with specific request, via e-mail, for information needed to create 2004 AT&L HCSP.  Include timeframes for when information needs to be provided.
