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The Acquisition Workforce Campaign Plan is a plan of action that will be updated regularly to align with the changing environment and leadership, the warfighter’s requirements, and comments from the field.  In the future, it will be posted on Army Knowledge Online (AKO) at https://www.us.army.mil/suite/portal/index.jsp for review and comment.
The U.S. Army Acquisition Workforce Campaign Plan is an initiative to ensure that our workforce is sized and trained properly, and equipped with the right tools at the right time to support the Army Transformation ( now and in the future.  Our Army is changing to meet the emerging and dynamic threat of terrorism, and our workforce must adapt accordingly.  We are also at a critical time in our history when we expect to face a retirement-driven talent drain, with as many as 50% of our workforce expected to be eligible to retire over the next five years.  We must, however, turn these challenges into opportunities.  

Notwithstanding these demanding challenges, the size of our workforce has not increased.  It’s definition, however, has been broadened by OSD to now capture the talents of those already existing Army personnel in the newly created career field of Facilities Engineering and workforce members belonging to the new career path of Science & Technology Managers.  At the same time, the Army has faced realignment efforts and resources to support our workforce will be scarce.  Operating in this constrained environment provides an opportunity to reassess our current programs and consider offering new ones to achieve our mission and meet the emerging threat.

Our first strategic objective is to strengthen the relationship between the acquisition workforce and the operational Army, i.e. the Warfighter.  Our workforce is a functional part of the operational Army ( “An Army of One” ( yet by some we are perceived merely as a group of “buyers.”  Our workforce consists of acquisition professionals in 11 different career fields and 1 career track with more than 60,000 members.  We are the people who perform the budgeting, facilities engineering, research, development, testing, evaluation, contracting, life cycle logistics, fielding and sustainment of all warfighting systems.  Without the right people to provide the best systems in the world, the U.S would not be the premier power that it is today.  We must earn the Warfighter’s trust and respect by developing cohesion between our two communities and conveying this message to the rest of the Army and beyond.  

Our second strategic objective is ensuring that we provide a clearly defined environment that encourages and offers career opportunities and leader development at all levels.  The intent of the Defense Acquisition Workforce Improvement Act (DAWIA) is to develop and maintain a professional workforce capable of meeting the current and future needs of our Warfighters.  Part of this is to ensure that we develop leaders with the necessary multi-functional experience to successfully lead us through the 21st century.  Our initiatives supporting this strategic objective ensure that we “grow” the right folks with the right skills, while ensuring that the workforce is also afforded opportunities to pursue their personal career objectives.  These initiatives will ensure that we recruit, develop, shape and maintain a professional workforce poised to meet the challenges that lie ahead.  Successful execution of the annual Army Acquisition & Technology Workforce (A&TWF) Human Capital Strategic Plan
 will be instrumental in reshaping our workforce.  People are our most precious resource, and we should invest appropriately to ensure that they are well prepared to achieve our mission requirements.

Our last strategic objective is ensuring that we have a technically competent workforce responsive to the current and future Army Transformation needs.  The technology age has arrived, and our workforce must be prepared to leverage leading edge technology to always stay one step ahead of our adversaries and transform from the current force to future force.  We must recognize a technology’s capability and be able to integrate it into a safe, effective, suitable and supportable warfighting system.  The initiatives supporting this strategic objective ensure that we recruit and retain the right people, and affirm that they have the proper education, training and experience to achieve our mission.  We cannot afford to fall behind the power curve.

Implementation of the Army’s Acquisition Workforce Campaign Plan is critical for the success of our workforce, the Army and the Department of Defense.  Equipping our Warfighters for success is the number one priority, and we cannot be effective without shaping our workforce and developing leaders to meet the challenges of the ever-changing future.  These are exciting times as we embark on a new chapter in the Army’s history!
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1. Overview.  The Defense Acquisition Workforce Improvement Act (DAWIA) of 1990 established the Defense Acquisition Workforce with the intent of professionalizing those individuals that support the acquisition of Army warfighting systems, thus improving the overall acquisition process.  Throughout the 1990s this workforce has drawn down almost 50%, with the average age increasing to the mid-to-late 40s.  Resources for achieving the requisite education, training and experience standards have become constrained as well.   The challenges now are greater than ever as we face new adversaries and the threat of global terrorism.  We must effectively adapt to these changing times in an environment that continues to be resource-limited.  Our workforce must be equipped with the right tools to support our Warfighters, and the execution of this Acquisition Workforce Campaign Plan is the vehicle to make that happen.  This strategy includes strengthening our relationship with the Warfighter, cultivating an environment conducive to achieving career goals and leader development and developing a technically competent workforce that can support the Army Transformation.  This plan identifies a number of initiatives to achieve these strategic objectives, and its implementation is critical to the success of our Warfighters and national security.

2. Our Mission.  The Army’s Acquisition Corps’ (AAC) mission statement ensures 

that we provide the best systems and services necessary to support all mission areas. On a broader level, the AAC’s vision ensures that we ultimately provide the Warfighter with the best capabilities across the full spectrum of operations. The AAC vision parallels the Transformation Objective and aligns with the Army’s Vision.

Army Vision

Soldiers on Point for the Nation . . . Persuasive in Peace, Invincible in War.

“The Army is a strategic instrument of national policy that has served our country well in peace and war for over two centuries. Soldiers enable America to fulfill its world leadership responsibilities of safeguarding our national interests, preventing global calamity and making the world a safer place. We do this by finding peaceful solutions to the frictions between nation states, addressing the problems of human suffering and, when required, fighting and winning our Nation's wars ( our non-negotiable contract with the American people.” – Army Vision Briefing, February 2000

Transformation Objective

 A force that is strategically responsive and dominant at every point on the spectrum of operations.
AAC Vision 

The premier integrator and developer of a strategically responsive force armed with the capabilities to dominate across the full spectrum of operations.
Mission Statement  

Develop, improve and integrate the systems and services that enable our Army to meet its 

non-negotiable contract to fight and win our Nation’s wars.
 3.  Status of the Army Acquisition Workforce Today.   The Army’s total Acquisition & Technology Workforce (A&TWF) currently has more than 60,375 members, which includes the recent assimilation of approximately 19,990 Facilities Engineering workforce personnel.  These and other new acquisition members were assimilated based on a revised methodology of identifying the defense acquisition workforce, referred to as the “refined Packard definition,” as developed by a firm called Jefferson Solutions.  This refined  definition categorizes which job series constitute “acquisition”. 
  The workforce total of 60,325 includes both military and civilian, with approximately 1,825 military officers and 58,550 civilians
.  Out of these numbers there are 9,539 Critical Acquisition Positions (CAPs) (i.e., GS-14/LTC and above) of which all incumbents require membership in the Army Acquisition Corps (AAC).  The Acquisition Workforce further breaks out into 12 acquisition career fields (ACF) (Note, however, that the Army has no participants in the Auditing ACF).  This includes the most recently approved career field, Facilities Engineering (FE), and the newly approved career track within the Systems Planning, Research, Development and Engineering (SPRDE) ACF ( Science and Technology (S&T) Manager.  This Data is from Career Acquisition and Personnel and Position Management Information System (CAPPMIS), August 2003, and is based on the above referenced Jefferson Solution Algorithm.  

 4.  Legacy Acquisition Workforce Programs.  Below are existing programs that offer career development opportunities in education, training and experience for the Army’s Acquisition Workforce.  For more information, please contact the POC below or see the AAC Career Management Handbook at http://asc.army.mil/pubs/aac/default.cfm.

Programs





Points of Contact
Competitive Development Group (CDG) Program


Ancel Hodges,    703-805-1234

Acquisition Education, Training and Experience (AETE) Catalog  

Randy Williams, 703-805-1237

Bachelors/Masters degree, 12/24 business semester hours

Randy Williams, 703-805-1237

Senior Service Fellowship Program at Univ. of Texas-Austin

Wanda Meisner, 703-805-1235

Naval Post-Graduate School (NPS)



Wanda Meisner, 703-805-1235

School of Choice





Randy Williams, 703-805-1237

Executive Leadership Training (FEI, Harvard, Darden, Wharton, etc.)
Randy Williams, 703-805-1237

Training With Industry (TWI)




Wanda Meisner,  703-805-1235

Operational Experience




Kelly Terry, 732-532-1406/

MAJ Jonathan Long, 703-805-1239

AAC Qualification Course (AABC Course)



MAJ Joy Kollhoff, 703-805-1251

Acquisition Tuition Assistance Program (ATAP)


Ken Wright, 703-704-0131

AETE Regional Training




Maxine Maples, 256-955-2764

Regional Rotational Developmental Assignment Program (RDAP)

Ken Wright, 703-704-0131

Industrial College of the Armed Forces (ICAF)


Wanda Meisner, 703-805-1235

Acquisition Career Experience (ACE) Program


Ken Wright 703-704-0131

Defense Acquisition University (DAU) Courses


Randy Williams, 703-805-1237

5.  Challenges for the Army Acquisition Workforce.   
Let it not go unnoticed that our Acquisition Workforce 

has been responsive.   Specifically, we have supported 

our Warfighters with programs such as the Soldiers Kit 

in Afghanistan, the Bosnia Digitization Initiative (BDI),

the Gulf Digitization Initiative (GDI) and the Force 

Sustainment System.  We have helped fight terrorism with programs such as the Pentagon’s “Project Phoenix” and contingency contracting in Bosnia and Afghanistan.   Lastly, we have transformed the Army with the recapitalization and modernization of legacy systems, fielding the First Digitized Division (FDD) and aggressively planning the fielding of the Interim and Objective Forces.  Our responsibilities are from cradle-to-grave.     

We have been leaders of change over the years, always fully engaged and responsive — a strategic force multiplier.  We are critical, low-density assets that develop and integrate state-of-the-art technology for the Warfighter.  Although we appear healthy, the Acquisition Workforce is maturing with impending challenges.  These challenges must be overcome if we are to be successful in achieving our mission.  The former Chief of Staff of the Army has made it clear — field the Objective Force (OF) by FY10.  To do this, Army leadership has eliminated more than 20 programs and restructured over 20 others in the FY04-09 POM to derive more than $20B in savings to fund the OF.  This tasking is irreversible, and more difficult than any other undertaken by the Army.  As such, the Acquisition Workforce is facing challenges possibly never seen before, but this is an even GREATER opportunity to shine.   Here’s how we plan to meet these challenges and successfully support our warfighters.

Strengthening our relationship with the Warfighter.  The operational Army and the Acquisition Workforce are “An Army of One,” yet some perceive us merely as a group of “buyers” for the systems and services used by the warfighter.  This perception must


change and we must market our workforce as a functional part of the operational Army.  One would not exist without the other.  We need to reestablish the Warfighter’s trust that has eroded over the years, which means appreciating the role that he/she plays in defending our country, and helping them better understand the acquisition process and establishing a relationship with our workforce members who develop the materiel and supplies that they are equipped with now and will be in the future.  Based on an informal survey conducted with more than 200 battalion and brigade commanders, we determined that the Warfighter wants to be heard, he wants to be involved in the materiel development process and he wants an effective and timely feedback mechanism with the materiel developer and those that generate his requirements.    

Maintaining the professionalism of the newly assimilated workforce.  Our workforce can be expected to increase more than 120% since pre-assimilation efforts.  We have recently grown to over 60,000 members, a more than 35,000-person increase from the latest assimilation efforts.  The most recent assimilation of the Facility Engineering workforce personnel contributed largely to this major surge.  Funding for the training, education and leadership programs to support the new workforce must be secured if we are to maintain our workforce’s professionalism and continue to provide the career development opportunities necessary for success.  Our funding has not increased proportionally with our population.  Our current funding in the POM has single digit increases from FY04-07 (2%, 2%, 2%, 9%), while our workforce will increase by triple digits (120%) in less than two years!

Developing programs and strategies to attract 

and retain a skilled workforce, addressing the 

retirement wave and lack of recruitment.  

Most workforce members are familiar with the 

retirement wave expected in the coming years.  

The average age of our workforce continues to 

increase, yet major recruitment and retention 

efforts underway are inadequate to fill the gaps predicted by our Army Acquisition HR Strategic Plan.  We must establish and resource activities and programs to recruit and retain the finest individuals in our workforce at the levels and within the career fields identified in the HR Strategic Plan.  Successful execution of this plan is critical to “right sizing” our workforce and meeting the needs of our warfighters.

Managing civilians with no centralized management.  Unlike the military, there is no centralized management for civilians within our workforce.  This creates challenges when we need to place individuals with critical skills into critical positions.  We are limited by regulations, but we have certain flexibilities under current authority.  We must provide challenging and rewarding follow-on positions for our workforce members who are finishing assignments ( in some cases centrally selected positions ( or schooling.  These individuals have achieved the advanced training, education and experience that is essential for the workforce to successfully accomplish its mission.  We cannot afford to lose this talent.  We need to optimize our force structure so that we can put the best people in the right jobs at the right time. 

Securing funds for DAU training.  Given our workforce’s assimilation efforts and recent realignment activities, we are expanding, but resources for our training courses have either stabilized or been reduced.  All components experienced funding shortfalls from the Defense Acquisition University (DAU) in FY02, and assessment of our programs are currently ongoing.  To maintain a professional workforce and ensure that individuals meet their position certification requirements, we must secure the necessary resources to meet both current and future demand. 

6.  Strategic Objectives.  Achieving the Acquisition Workforce Campaign Plan’s strategic objectives will transform the Army acquisition community and achieve our defined mission.  The three strategic objectives to realize this state are: a.) As a community, we must strengthen our relationship with the warfighter; b.) We must provide a clearly defined environment that encourages and offers career opportunities and leader development at all levels; and c.) We must align our workforce with the Army Transformation.

a.  The operational Army may not fully appreciate the role that our workforce plays in accomplishing the Army’s mission.  As “An Army of One,” they must understand that the Acquisition Workforce is just as much a functional part of them as the Armor, Infantry or Signal Corps.  We must be held with the same regard as the warfighter and convey the message that the same leadership qualities are required and exemplified in the Acquisition Workforce as they are anywhere else in the Army.  An outreach/ communications plan to reach out to the rest of the Army and beyond will be critical to the success of this objective.  Other initiatives include ensuring that the product/project managers (PMs), acquisition commanders and user representatives visit and host battalion and brigade commanders regularly, developing a DACM briefing campaign focused outside of the acquisition community and establishing a web-based, collaborative environment for real-time communication between PMs/commanders and warfighters.


b.  Our workforce requires education, 

experience and training opportunities if we 

are to maintain our competitive edge in developing systems and providing services 

for our warfighters.  People are our most critical resource and we must stay abreast of  technological advances and laws and regulations that govern the acquisition life cycle.  Our skills must be current and we must be afforded career-broadening opportunities that will enable us to adapt to transformation challenges.  We must be innovative with the capability to mature and integrate technologies faster.  Lastly, we must groom the best individuals to assume key leadership positions within the Army.  We cannot sell our workforce short.  The return on any investment in our people will be considerable.  Programs must be assessed, new ones considered and resources secured to make it happen.  Initiatives to achieve this state include implementation of the AAC Civilian PM and Other Post-Utilization Taskforce initiatives, development of the Intermediate Learning Education (ILE) and Qualification Courses, evaluation of career patterns for AAC officers and assurance of funding for the necessary education, training and experience.  

c. Army Transformation is the strategic transition we

must undergo to shed our cold war designs and better

prepare ourselves now for 21st-century crises and 

contingencies.  We must transform to become 

strategically responsive and remain dominant across the

full spectrum of military operations.  Transformation is more than technology ( it’s also about training the workforce and growing leaders who are agile, versatile and adaptive.  The Interim Force bridges an operational gap that has existed since the end of the cold war and lays the doctrinal foundation for the Objective Force.  The Army is transforming now to meet the requirements for today and the future ( a long-term process that will dynamically change our culture.  Initiatives for our workforce are aimed at attracting and retaining the best talent, providing the necessary training and growing the leaders required for achieving a successful transformation.  They include recruitment and retention initiatives, Objective Force and other high-profile developmental assignments, advanced educational programs, and expansion of the Acquisition Personnel Demonstration Project.  

7.  Initiatives for the Strategic Objectives.  Below are the initiatives associated with each strategic objective and details such as implementation, required actions and resources, action officers (AOs), metrics and timelines.  

a.  Strategic Objective #1.

As a community, we must strengthen our relationship with the warfighter. 


Implementation/Action:  Effort should be far-reaching, extending beyond the acquisition community, and clearly articulate our workforce’s critical role in supporting the warfighter.  The plan should include television/web/radio ads (AAC homepage), articles in widely circulated publications (Army AL&T Magazine, operational career field (OCF) publications), and displays at conferences (AUSA placards).  Plan should consider having PEOs develop articles for OCF publications, specifically for the branches that they support.  Articles should include all contact information for the PMO and TSM representatives.   

Action:  Award contract for FY03+ implementation.  Develop PEO article schedule.

Resources Required (BOLD = not currently resourced):  Phase I - $44K, Phase II - $999K; 0.25 ASC man-years to manage the effort.

Status:  Phase I contract was awarded to BRTRC Oct 02, PoP 90 days.  Phase I objective was to develop a comprehensive, strategic communications/outreach plan to increase public, Army and warfighter awareness of our mission, role and relevance with regard to the warfighter.  BRTRC utilized market research, organizational research, focus groups and interviews to ensure the correct focus for the plan.  All proposals have associated metrics or measures of success.  Phase II is the implementation of the plan. BRTRC is in the process of finalizing the plan, which will be a living document.

Action Officer: 

 Mr. Michael Roddin, Michael.Roddin@asc.belvoir.army.mil, 703-704-0114

Metrics:  To be included as deliverable at the conclusion of Phase I

Timeline: 

          FY03





                   FY04

            Oct   Nov   Dec   Jan   Feb   Mar   Apr   May   Jun   Jul   Aug   Sep   Oct   Nov   Dec   Jan

       Contract Award                 Phase I complete

             Phase I                          Start Phase II


Implementation/Action:  Product/Project Managers (PMs) and TRADOC Systems Managers (TSMs) have not met regularly with their operational users, namely the battalion (Bn) and brigade (Bde) commanders that use their systems.  The Army must establish a process that 1) establishes a partnership with the warfighter, 2) educates the warfighter on the acquisition process, and 3) provides PMs and TSMs an appreciation for the challenges that warfighters face when using their systems.  Commander visits should include trips to the integration, test and production facilities, as well as witnessing test events like DT/OT, lethality, live fire and durability tests.  The goal is to instill an understanding of how we take mission need/requirements and develop a material solution.   PMs and TSMs should work hand-in-hand when coordinating such visits.  This initiative can leverage the brief from DACM briefing campaign (Initiative 1.5).

Action: ASC to write process memo for DACM signature.  Distribution to PEOs, PMs, MACOMs, TSMs making them aware of their responsibility.  Memo to include requirement to provide trip report following each visit for tracking.

Resources Required (BOLD = not currently resourced):  No funding required, use existing PEO/PM/TSM travel funds for both PMs and Bn & Bde commanders.  0.1 ASC man-years to manage the effort (consolidate and provide reports to DACM).

Status: Waiting for memo to be drafted

Action Officer: Al Kinkella, alan.kinkella@us.army.mil, 703-704-0128

Metrics: 1) Number of visits per PM/TSM, 2) follow-up survey of Operational Army

Timeline: 

          FY04





                   FY05

            Oct   Nov   Dec   Jan   Feb   Mar   Apr   May   Jun   Jul   Aug   Sep   Oct   Nov   Dec   Jan

                                                                                                Policy memo                                Follow-up              FY03 report

                                                                                                   signed                                        survey                     to DACM


Implementation/Action:  Operational Army survey results indicate that feedback mechanisms available to the warfighter are ineffective, untimely and non-responsive to their needs.  Over 90% said that they would use an effective feedback system if it existed.  A collaborative, web-based environment that provides near real-time two-way communication between the warfighter and the people that develop their systems and requirements would foster the warfighter’s trust and confidence, appreciating that they are a part of the process that develops the systems that they use everyday.  Use as a means to advertise upcoming fieldings as well.  Need to establish the capability on AKO to regularly “pulse” the warfighter to assess and measure our relationship.  This shall continue over several years, possibly “pulsing” the same individuals over those years. 

Action:  ASC to work with Army Knowledge Online (AKO) to set up collaborative environment.  Identify PM/TSM representatives and contact information to respond to questions from the field.  Advertise to warfighter community and any other users.

Resources Required (BOLD = not currently resourced):  Funding TBD.  0.5 ASC man-years to set up and manage AKO environment.  

Status:  AKO orientation for ASC completed Oct 02.  

Action Officer: MAJ Dennis Ellison, dennis.ellison@asc.belvoir.army.mil, 703-805-1019 

Metrics:  1) Number of questions from the field, 2) number of submissions to “Complaints/Compliments” box, 3) response timeliness, 4) follow-up survey of Operational Army.

Timeline: 

          FY04





                   FY05

            Oct   Nov   Dec   Jan   Feb   Mar   Apr   May   Jun   Jul   Aug   Sep   Oct   Nov   Dec   Jan

                                                                                                                   

Follow-up          

                                                                                                                               
survey                    
Implementation/Action:  Many civilians in the Army acquisition workforce are not aware of the role that the warfighter plays in time of war.  An Army 101 course familiarizing the civilian population with their military counterparts, followed by a hands-on operational experience for civilians establishes an appreciation and knowledge for how the systems that they develop are integrated into tactics and techniques.  Potential opportunities include the National Training Center (NTC) at Ft. Irwin, the Joint Readiness Training Center (JRTC) at Ft. Polk, and the operational experience program offered by US Army Soldier and Biological Chemical Command (SBCCOM).  Need to consider TDYs to force modernization offices to plan equipment fielding, provide PMO interface and plan for operational evaluations.  

Action:  ASC to work with IT Developers on a web-based introductory course, followed by negotiations with potential sites to develop/refine programs.  Advertise programs, solicit pilot candidates, make selections and conduct pilot program.  Consider requiring PEOs/commands to mandate that a certain percentage of their workforce attend operational experience (DACM memo?).  Attendees should participate in experiences that relate to the systems with which  they have association.

Resources Required (BOLD = not currently resourced):  Army 101 course - Development NTE $30k, followed by annual maintenance costs - TBD.  Require commands to provide TDY funding.  1.0 ASC man-years to develop/refine and manage programs.

Status:  Benchmarking efforts underway and forecasted by Army War College, Army Management Staff College, Army Force Management School and the Army’s Distance Learning Program.  Attempting to negate the need for an all-inclusive ASC developed course, by capitalizing on the training opportunities (to include Installation Management exercises) already fielded throughout the Army.  Once Army 101 fielded, will commence negotiations with “experience” sites.

Action Officer:  Kelly Terry (primary AO), kelly.terry@us.army.mil, 732-532-1406; MAJ Jonathan Long (military backup), jonathan long1@us.army.mil, 703-805-1239

Metrics:  1) Number of individuals participating, 2) survey responses following each course.

Timeline: 

          FY04





                    FY05

            Oct   Nov   Dec   Jan   Feb   Mar   Apr   May   Jun   Jul   Aug   Sep   Oct   Nov   Dec   Jan

                                                                                 Investigative         Approve            Develop/refine                                Conduct              Survey        

                                                                                  efforts                     plan                    courses                                          pilots              participants                    

Implementation/Action:  There are a number of opportunities to educate the warfighter on the role that the Acquisition Workforce plays in providing and sustaining the systems that they use everyday.   They include presentations to FORSCOM, TRADOC, the Army War College, Branch Pre-Command Course (PCC), Operational Career Field (OCF) conferences, Command and General Staff College (CGSC) and the annual Association of the US Army (AUSA) symposium.  Some locations are already on the DACM’s schedule.  For Branch PCC and the Advanced Branch courses, we should consider having PEOs provide presentations based on the branches that they support, along with contact information (PMO and TSM representatives).  Should also consider using standard brief (tailored to Branch) for presentations to Bn and Bde commanders from the PMs (coordinate with Initiative 1.2).  Follow up with feedback surveys following each brief. 

Action:  Develop presentation and surveys, identify POCs for coordination, develop schedule and staff schedule with PEOs as necessary.  

Resources Required (BOLD = not currently resourced):  Manageable within existing ASC funding and manpower.

Status:  Command presentations for the Acquisition Support Center  and the Office of the ASAALT already exist and are updated periodically.  State of the health of the Army’s Acquisition Community , addressing topics such as workforce certification levels achieved is under development and will be presented under a new campaign initiative.

Action Officer:  Al Kinkella (scheduling and surveys), alan.kinkella@us.army.mil, 703-805-1253

Metrics: 1) Number of individuals receiving presentation, 2) number of branches receiving presentation, 3) survey responses.
Timeline:  Under development/coordination with ASC and ASAALT Leadership.

Implementation/Action:  The previous AAESA patch  was never fully embraced or recognized throughout the Army.  The development of a new Army Acquisition Corps (AAC) patch is being considered to identify AAC officers, increase morale and provide recognition for these officers.  For consideration: will a new patch further alienate AAC from the warfighter?  Will it be recognized by the warfighter?  

Action: Surved applicable workforce.  Resulting guidance on the wear of the ASC (formerly AAESA) SSI and DUI.has been  posted to the ASC website  and an article published in the July/August 2003 issue of the AL&T magazine to ensure the word gets out to the AAC military workforce. (http://asc.army.mil/docs/policy/asc_ssi.pdf)

Resources Required (BOLD = not currently resourced):  Estimate $12K to design and produce the initial set of patches, $2K recurring cost.  Manageable within existing ASC manpower

Status:  Closed.
Action Officer:  LTC Dwayne Green, 703-805-1025

Metrics:  1) Initial survey results, 2) follow-up survey results.

Timeline:  Action closed


Implementation/Action:  Inviting Bn and Bde commanders to conferences that promote the AAC and its systems, such as the annual Association of the United States Army (AUSA) Symposium and the annual PEO/PM Conference, will educate the warfighter on the role of the Army Acquisition Workforce and the new systems and services that they can expect to be fielded to their respective Branches.  It will establish an appreciation for the objectives of Army Transformation and provide an opportunity to network with the PM representatives that are responsible for developing the systems that they will use.  An opportunity for this to occur will be at the Acquisition Leadership Conference (previously PEO/PM Conference) to be held at Ft. Lewis in Aug 2003.  The AAC can sponsor a “Warfighters Day’ for all of the local commanders.  At AUSA, efforts should be made to ensure that visiting Bn and Bde commanders meet deliberately with PM representatives of their systems.  Success of this initiative hinges on the fact that PEOs and their respective PMs must fund the travel costs for visiting commanders.

Action:  Require PEOs to provide list of potential Bn and Bde commander attendees for 2003 AUSA by 30 Aug 03.  Invite commanders and provide fund cites.  Coordinate meetings with commanders and PM representatives at 2003 AUSA.  Coordinate “Warfighters Day” for next PEO/PM Conference.

Resources Required (BOLD = not currently resourced):  Manageable within existing ASC manpower.   ASC to coordinate effort with PEOs/PMs.  PEOs to provide fund cites.

Status:  During the Senior Leaders Conference at Fort Lewis Washington, AAC participated in a half-day  event featuring  Stryker vehicles and other new systems.  The event gave AAC members the opportunity to meet and discuss various issues with a few  BN and BDE Commanders who also attended the event.  In the future, ASC will formalize and increase these types of opportunities.

Action Officer:  MAJ Andrea Williams, andrea.williams@asc.belvoir.army.mil, 703-805-2441

Metrics:  1) Number of Bn and Bde Commander attendees (at our expense) at 2003 AUSA and PEO/PM Conference, 2) follow-up survey.

Timeline: 

          FY04





                   FY05

            Oct   Nov   Dec   Jan   Feb   Mar   Apr   May   Jun   Jul   Aug   Sep   Oct   Nov   Dec   Jan

                                       PEO/PM/Cmdr->                                                     Attendee             PEO/PM             2003

                                        Coordination                                                             list due             Conference         AUSA   


Implementation/Action:  The UAS&E program provides a dedicated cadre of experts to support the Army’s scientific and engineering needs. This memorandum announces the program start within the Army Acquisition Corps (AAC) as an Area of Concentration (AOC) Functional Area (FA) 51S (Research and Engineering).  

Action:  Program implemented using a phased approach. The program focuses initially on our current AAC PhD holders as our UAS&E cadre. The next phase will include qualified AAC officers who currently serve in 51S Acquisition Position List (APL) assignments and possess relevant science and technology (S&T) advanced degrees. As an end state, we plan to offer PhD holders from the total Army and where appropriate, branch qualified Captains admittance directly into the AAC UAS&E program. A the same time we plan to fulfill critical FA51S position gaps requiring advanced degrees by offering Advanced Civil Schooling to eligible senior Majors and Lieutenant Colonels.  

Resources Required (BOLD = not currently resourced):  Formalize the responsibility for a military proponency officer to manage the 51S AOC. Officer corps training required falls under ACS and must be determined based on requirements. 

Status:  The implementing memorandum establishing the program was signed 4 AUG 03. The letter inviting the initial cadre to join the program was signed 8 SEP 03. The request from AMC for reclassification of 90 MAPL positions from 51A, R and T to 51S approved by the MILDEP 12 SEP 03. Inaugural Ceremony scheduled for 1 OCT 03. Execution of second phase involving RDE COM positions scheduled for mid October. Identification of validated 51S positions first quarter FY04. Execution of the third phase involving the total AAC officers holding Masters Degrees in a science and technology related field scheduled for mid-November. Staffing of the fourth phase involving officers from the total Army holding PhD Degrees in a science and technology related field scheduled for second quarter FY04. Annual UAS&E Conference planning phase begin second quarter FY04 for execution fourth quarter FY04.
Action Officer:  MAJ Jonathan D. Long, jonathan.long1@us.army.mil, 703-805-1239.

Metrics:  

· Number of initial cadre volunteering to participate.

· Number of follow-on officers obtaining a 51S certification.

· Number of 51S positions and number validated.

· Number of 51S CSL positions.

· Number of positions requiring advanced degrees remaining vacant or understaffed.

· Promotion performance of 51S officers from 05 to 06.

Timeline:  Under Development
b.  Strategic Objective #2.
Provide a clearly defined environment that encourages and offers career opportunities and leader development at all levels.


Implementation/Action:  The AAC Civilian PM and Other Post-Utilization Taskforce completed its implementation plan in Sep 02 with briefings to the DACM and AAE.  ASC, in coordination with PERSCOM AMB and the office of the ASA(M&RA) and the G-1, has begun execution of the portions of the implementation plan.  The implementation plan included  8 major categories with 25 initiatives.  The major categories covers the areas of:  leadership, PM career model, post-utilization, personnel policy/procedures, training, the environment, incentives and selection boards.  The goal is to make it more enticing for potential PMs, Senior Service College (SSC) graduates, CDGs and those on long-term training (LTT) to participate in such programs, to change misperceptions/realities about the programs and to ensure that they have assignments of equal or greater responsibility following their tours/training.   M&RA completed a major personnel initiative…authorizing return rights for PMs completing their rotations.  The memorandum was signed by Lieutenant General LeMoyne-G-1 on April 16, 2003.  Post Utilization of our Senior Service College graduates has also been facilitated by M&RA.   Graduates are placed in one of three organizations they select prior to the beginning of their senior service college assignments.   Another initiative that was implemented during the August 2003 Senior Acquisition Leadership Conference was the special networking session for civilian PMs.  The briefing to the selection board has been updated to include a more detailed explanation of the civilian evaluation systems.  The initiative about additional pay for PMs because of supervisory duties is being reviewed at the OSD level and must have OPM approval before implementation.  Congressional support to extend military spouse preference to spouses of civilian employees has not been successful.  Currently, the Acq Demo has assigned a Priority 3 ( the lowest priority) to civilian spouses.  To facilitate recognition of civilian PMs at official functions, the ASC has approved the design and procurement of lapel pins to be worn by all PMs at various functions.  The pins will be available in FY 04.  Issues about PPP are still being worked.  It is anticipated there will be an update on this initiative in the first quarter of FY 04.     

 Action:  ASC to conduct follow-on sessions with current PMs and those who participated in the initial discussions to evaluate/measure success of portions of the implementation plan. 

Resources Required (BOLD = not currently resourced):  Manageable within existing ASC funding (PEOs/PMs to cover most costs), 0.5 ASC man-years to manage implementation.

Status:  Implementation on-going, IPR  scheduled for 1st Quarter FY 04.  Many of the issues are closed, although a few will be long-term before resolution can be expected.  These -- issues will be ongoing into FY 2004.
Action Officer:  Thomasine L. Coleman, thomasine.coleman@us.army.mil, 703-805-1229

Metrics:  1) Number of civilian PM applicants, 2) number of civilian PM selectees, 3) quality of post-utilization assignments, 4) PM follow-on survey results

Timeline:  
          FY04
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                 Over 25 initiatives,                     PM survey

                  Each initiative has a different implementation schedule 

                                                           Follow-on session with PM and Past PMs 
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Implementation/Action: The Acquisition Support Center (ASC) is responsible for providing the programs that develop our workforce to perform in their current positions and groom them for positions of greater responsibility and leadership.  These programs include the Acquisition Tuition Assistance Program (ATAP), opportunities in the Acquisition Education, Training and Experience (AETE) catalog, the Competitive Development Group (CDG), Senior Service College (SSC), Naval Post-Graduate School (NPS), The Acquisition Career Experience (ACE), the Rotational Development Assignment Program (RDAP) and DAWIA courses offered by the Defense Acquisition University (DAU).  Our workforce is expected to increase more than 120% in less than two years, and funding for these programs needs to increase proportionately if we are to maintain our workforce’s professionalism.

Action:  ASC to determine required funding, ensure that it is presented and championed to the Manning PEG.  For DAU funding, ASC to identify requirement by command query and provide to DAU. 

Resources Required (BOLD = not currently resourced):  Manageable within existing ASC funding and manpower.  

Status:  Determining all outstanding AETE FY03 requirements.  ASC’s RM and ACMP3 Divisions are jointly developing FY04 budget requirements as well as the planning process for the POM FY06-11 requirements. 

Action Officer: Jeff Hendrix (ASC programs), Dana Horner (AETE programs) dana.r.horner@us.army.mil 703-805-1045; Randy Williams for DAU training, randall.williams@us.army.mil, 703-805-1237 

Metrics: Amount of funding provided.

Timeline:

          FY04
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Implementation/Action:  The Army Acquisition Basic Course, taken by newly assessed officers, civilian interns, and entry level civilian employees in grades GS 7-9 prior to their first assignment and before CGSC, has been moved to Huntsville, Alabama.  AABC replaces the Materiel Acquisition Management (MAM) course.  It will provide equivalencies for ACQ 101, ACQ 201, CON 100, CON 101, CON 104, LOG 101, IRM 101, PMT 250, SAM 101 and TST 101.  FY04 goal is to pilot the course on the road, prospective site:  Ft Monmouth, NJ.  This course will help develop multifunctional leaders early in their careers. Actions:  Investigating the feasibility of incorporating contingency acquisition objectives into curriculum.  This initiative will provide the “education” requirements to deploy acquisition officers as contingency contracting officers, DCMA contingency chiefs and supporting staff, APMs forward deployed, etc. Also, currently rewriting DA PAM 600-3 to require AABC for newly assessed officers and highly recommend for AAC interns. For interns, contact with DA level Intern program is being pursued for top down approach to consolidate, plan, and project the requirement through MACOMs and their intern programs. A review of AETE catalog description is also being conducted.  Evaluating DA PAM 70-3 for an update to reflect the same information.  Need to generate “change” policy letter to stand until the new update DA PAM 600-3 comes out.  Due-out:  Results of the ACE review and approval of the DAU equivalencies and graduate accreditation for the course (9 semester hrs).

Resources Required:   AABC TDY costs for 300 individuals (150 military, 150 civilian) was $2.2M for the first three offerings in 2003. Currently TDY costs for TDY In-route is being picked up by PERSCOM under MTSA/  TDY and return costs are being picked up by sending MACOMs or agencies.  AABC is not currently recognized as a mandatory course so MTSA does not pick up all TDY costs. 

Status:  Third iteration of course completed. Computer equipment for the remote execution of the course to be delivered in less than 2 weeks.  ACE review results for DAU equivalency expected in about 14 days.  Graduate accreditation ACE results expected by December.  AABC Equivalency Policy issues in lieu of ACE review for graduates of the course.

 Action Officer:  MAJ Joy N. Kollhoff (AABC), joy.kollhoff@us.army.mil, 703-805-1251

Metrics:  1) Number of attendees per AABC course, 2) number of civilian attending AABC,  3) Number of 

offerings of the course, 4)Effectiveness of teaching (student feedback)

Timeline:  Under development.


Implementation/Action:  Individuals selected for PM and acquisition command positions are required to complete Pre-Command Courses (PCCs) prior to assuming those positions.  To further prepare these individuals for some of the most prestigious positions within the AAC, we will consider the feasibility of developing an Acquisition PCC.  The purpose of the Acquisition PCC will be to cover areas not taught in existing PCC courses, such as culturalization (to include supervisor/career management responsibilities, available services and support, DASC roles and responsibilities, G3 support and DCMA support) and training (to include the role of CPP in assisting the supervisor, writing OERs and civilian appraisals, completing SRPEs and familiarization with AIM).  The course would conclude with briefings from the AAE, DACM or other senior AAC leaders who would provide guidance and expectations.  Course should not exceed two days.

Action:  ASC to determine feasibility, coordinate w/DAU as extension of EPMC, course content, obtain leadership endorsement, obtain commitment from participating offices, schedule courses, schedule individuals slated for PM/command positions and develop questionnaire for feedback following the course.  Consider asking PEOs/commands to cover some of these areas during indoctrination.

Resources Required (BOLD = not currently resourced):  0.25 ASC man-years to manage the course (with PERSCOM AMB support). TDY funding to be provided by gaining PEO.

Status: Closed. Rather than develop new training it was decided to use a course already in place at DAU.  The course is PMT-403 (Program Managers Skills) and gives instruction on PM skills, policies and procedures.  It will be discussed and recommended in the PM Handbook being developed under initiative 2.1 (Implementation of AAC Civilian PM and Other Post-Utilization Taskforce initiatives). 

Action Officer: Al Kinkella, alan.kinkella@us.army.mil, 703-805-1253 

Metrics: Student questionnaire following the course.

Timeline: Initiative Closed.


Implementation/Action: Current efforts are underway to obtain a separate Military Occupational Specialty (MOS) for Non-Commissioned Officers (NCOs) performing acquisition work.  The intent is to establish career growth potential from E6 Staff Sergeant to E9 Sergeant Major.  Concept Plans and Decision briefs are on-going.  ACTION: ASC to obtain final approval from Chief of Staff of the Army (CSA) and Sergeant Major of the Army (SMA).  Begin assimilation.  Establish career path.  Develop training estimate.  Establish Warfighter SOPs.  Determine feasibility of other career fields.  Increase Acquisition contracting end strength by 20%.

Resources Required (BOLD = not currently resourced): Manageable within existing ASC funding and manpower. 

Status:  Awaiting brief to CSA/SMA

Action Officer: CW2 Cevilla Mosby, cevilla.mosby@us.army.mil, 703-805-1249

Metrics: 1) Number of Enlisted personnel assimilated based on new MOS. 2) Acquisition contracting end strength increase by 20%

Timeline:

     FY04
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Implementation/Action:  One of the greatest career goals of military officers within the Acquisition Workforce is to become a product/project manager (PM) or acquisition commander.  Certain military career fields do not currently provide the necessary experience to become competitive for the PM boards.  PEO and PM experience is highly favored by board members when making these selections.  Specific career fields of concern are 51Cs (Contracting and Industrial Management) and 51Rs (Information Technology).  Opportunities for PEO/PM experience in these career fields are rare.  Many 51Cs work for the Defense Contracting Management Agency (DCMA) and 51Rs primarily work as network managers and database administrators, and neither is generally afforded the opportunity to obtain PEO/PM experience.  The goal is to “grow” PMs with contracting and information technology backgrounds

Action:  Establish IPT to evaluate 51C and 51R career paths.  Coordinate with Initiative 2.3 for changes to DA PAM 600-3.  Ensure proper staffing with PEOs/commands before finalization.

Resources Required (BOLD = not currently resourced):  Manageable within existing ASC funding and manpower. 

Status: IPT is fully functional as of Oct 2003.  Currently developing the FA 51 Functional Review for delivery on 30 September 2003.  The process will identify information critical to evaluating current and future career patterns.

Action Officer:  MAJ Andrea Williams, andrea.williams@asc.belvoir.army.mil, 703-805-2441

Metrics:  Future PM/acquisition commander selectees with 51C and 51R backgrounds.

Timeline:

          FY04
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                              51C & 51R           New career paths            Implementation
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Implementation/Action:  The CDG program’s purpose is to “grow” Army civilian acquisition leaders for the future, which includes certain training and experience to prepare individuals to assume key leadership positions with the Army Acquisition Corps (AAC).  In an effort to groom candidates who would like to be competitive for PM/acquisition commander positions, we established two distinct directions (tracks).  One direction is for members to participate in HQDA Staff and other leadership assignments while the other direction (if you will, the “PM Track”) is HQDA Staff and PM assignments. Those opting for the later direction and those who are required to apply for the PM board have been and are currently placed in highly visible PM developmental assignments (OF and FCS) that enhance their chances of being selected. PM Track being refined.

Action:  ASC solicited necessary assignments (HQDA staff and other high-profile assignments) for the PM Track.  Members started these two distinct paths Jan 03.

Resources Required (BOLD = not currently resourced):  Projected FY04 funding in the amount of $250K anticipated to allow visits to the PEOs and PMs to ensure they understand/market the CDG Program and the PM Track efforts. UFR being prepared by new action officer.

Status:  Two distinct paths established for CDG Members. 1) HQDA Staff and Leadership Developmental assignments and 2) HQDA Staff and PM Developmental assignments.

Action Officer:   Ancel Hodges, ancel.hodges@us.army.mil,  

Metrics:  1) CDG participants in the PM Track, HQDA Staff and OF assignments, 2) learned leadership competencies.

Timeline:

          FY04
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                  Establish rqmts   Solicit participants,     Begin pilot

                   For PM Track       identify assignments      assignments (actually started Jan 03)  

Implementation/Action: The Intermediate Learning Education (ILE) course will replace Command and General Staff College (CGSC) and is a military only requirement. For the AAC officer this means attending the ILE “Core” portion at a to be proposed regional site, along with attaining level III certification in one area of concentration and level II in another.  Alternatives for a follow-on Intermediate AAC Leadership course to the ILE “core” portion are being explored. The Advanced Officer Warfighting Course (AOWC) which serves as the OPCF follow-on to ILE “Core” is still being sought after for a portion of the AAC majors population.  Backfill of the basic branches will prevent our attendance short term, but we are in the mix for future attendance, further strengthening our link to the warfighters.

ACTION: Currently working to include input into ILE Regional site selections  and developing compliment course alternatives.  

Resources Required (BOLD = not currently resourced): ILE - TDY costs for 150 officers to achieve Level II and III certifications is $1.575M per year, with an estimated start in FY04.  Resource requirements will follow the engineering of other viable options

Status:  Sixty seats at Leavenworth ILE experience has been temporarily denied, and promised for redress 08/09 time frame.  Ongoing debate on regional site locations between G-3 and functional chiefs.  Alternatives for ILE Compliment course being explored with ALMC, University of Texas, and Darden.  

Action Officer: MAJ Joy Kollhoff (ILE), joy.kollhoff@us.army.mil , 703-704-0103; 

Metrics: 1) Number of attendees per course, 2) number of offerings/locations of the Course, 4) effectiveness of teaching.
Timeline: Under Development


Implementation/Action: To establish and maintain as a continuous effort an overarching Integrated Process Team (OIPT) for Army Acquisition Corps Leader Development Transformation Initiatives, entitled “ACT” 

OIPT implying commitment to “Action”.  The AAC community shall have representation on future WIPTs that will also develop charters that flow down from the “ACT” charter.  Industry reps and public and private educational institution representation will be included at the appropriate time.  The team targets initiatives that transform: cohesion of the AAC community, break down stove-piped mechanisms, develop systems communities as opposed to AOC communities, leadership education and training, develop leader linkages to the warfighter, resolve AAC transformation issues-the way we do business.

Resources Required (BOLD = not currently resourced):  Funded through normal channels and within existing budget as a course of doing business.

ACTION:  Form the team implementing Change Leadership discipline, flesh out  the vision and  charter, identify areas for step-function change, identify specific short term actions and timelines, collect community commitment to the project, educate community, market the project, develop collaborative team environment for participants and a  community link at large.  Integrate this Campaign Initiative as an umbrella with supporting Leader development initiatives nested into its charter in final form.

Status: Initial vision, charter completed.  

Action Officer: MAJ Joy Kollhoff (ILE), joy.kollhoff@us.army.mil , 703-805-1251; 

Metrics: 1) The level of institutionalized change achieved 2) Knowledge of the effort in the field   

Timeline: To be determined.

c.  Strategic Objective #3.

The Acquisition Workforce must align with the Army Transformation.


Implementation/Action:  In the coming years, more than 50% of our workforce will be eligible to retire, and with those retirements will leave a wealth of institutional knowledge.  We must come up with innovative means to capture this institutional knowledge.  The acquisition community must also effectively recruit and retain individuals with the critical skills, at the right levels and at the right time if we are to be successful in supporting Army Transformation and the warfighter.  The Army’s Human Resource (HR) Strategic Plan must identify the gaps that we can expect and when, and then the Army must develop proactive, aggressive recruiting and retention strategies to fill those gaps.  Currently the commands do a good job at recruiting for their particular positions, but we must consider managing this from a Career Program perspective to determine the best solutions for this potential crisis.  OSD has just completed a study to identify best practices within the hiring community to reduce cycle time, and to market and “brand” the DOD acquisition community, however the Army sees no value in these practices.  The Army must leverage new efforts to assist in the execution of the HR Strategic Plan.  These initiatives will be the cornerstone of the Army’s efforts to attract and retain the best and the brightest.  Currently OSD is considering the development of an Alternative Certification Program that would recognize professional certification (such as that granted by the Program Management Institute and other professional associations) as meeting mandatory DAWIA certification standards.  This would assist in the future hiring of external candidates such as Industry members and former military non-acquisition personnel.  As this (and other) OSD initiatives evolve, they will be considered for further development and inclusion into the Campaign Plan.

Ongoing Action:  ASC to continue to develop robust HR Strategic Plan for yearly submission.  Closely align with OSD on any recruiting, hiring and retention initiatives identified.  Tie in with Outreach/ Communications Plan.  

Resources Required (BOLD = not currently resourced):  Manageable within existing ASC manpower.   

Status:  CLOSED as of 10/01/2003.  ASC will continue to work closely with OSD on identifying recruitment initiatives.  
Action Officer:  Kevin Maisel, kevin.maisel@us.army.mil, 703-805-1241 

Metrics:  N/A.

Timeline:

          FY04
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                           Closeout 

Implementation/Action:  The ASC offered a number of new advanced education and training opportunities to those individuals with proven leadership skills and the potential to assume the senior leadership positions within the Army.  These included the PhD Pilot Program (ending FY04), Senior Service College Fellowship Program (SSCFP) University of Texas (UT) Austin, and the SSCFP Distance Learning (DL) Program.   ASC will continue to offer their 10-month SSCFP (Resident); however, the SSCFP DL will be discontinued until UT reviews its feedback and lessons learned to determine the feasibility/quality for continuation.  Both programs awarded either a Military Education Level One (MEL 1) or Senior Service College (SSC) equivalency (civilians).  ASC will continue to offer their other advanced programs; such as, Industrial College of the Armed Forces (ICAF), Army Acquisition Corps Training With Industry (TWI), and the Naval Post-Graduate School (NPS), both Resident and DL.  

ACTION: ASC will monitor the SSCFP DL program with UT for reestablishing. 

Resources Required (BOLD = not currently resourced):   SSCFP DL – Estimate $52K recurring cost starting in FY05 based upon two civilian participants per year.  

Status: Awaiting determination from UT to continue SSCFP DL.

Action Officer: Wanda Meisner, wanda.meisner@us.army.mil, 703-805-1235 

Metrics: 1) Number of graduates, 2) teaching effectiveness 

Timeline:
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                    FY05

            Oct   Nov   Dec   Jan   Feb   Mar   Apr   May   Jun   Jul   Aug   Sep   Oct   Nov   Dec   Jan

                                            Program assessment and formalization as feasible


Implementation/Action:  Newly slated PMs and acquisition commanders may not always have the requisite skills to effectively and efficiently execute their programs when they encounter challenges that they were not trained to negotiate or manage.  They should be able to leverage the knowledge and skills available within their PEO/command or fellow PM offices (PMOs) to assist when these challenges present themselves.  We will evaluate the feasibility of establishing a web-based, collaborative “virtual knowledge center” to provide timely and responsive answers to concerns from the PMOs/organizations under their purview.  It is critical that a “real” person is at the other end, and can respond in a timely fashion with accurate information.  This knowledge center shall provide subject matter experts (SMEs) within the different functional fields to deliver guidance and advice, and have the capability to share this information with the entire PEO/PM/command community.  Consider what may already exist such as Center for Army Lessons Learned (CALL) and the use of Army Knowledge Online (AKO).

Action:  ASC to evaluate existing alternatives, query PEOs for requirement and then implement environment if feasible.  

Resources Required (BOLD = not currently resourced):  Cost TBD.  Manageable within existing ASC funding and manpower.

Status:  Acquisition Lessons Learn Management System development 97 % completed.  Currently re-evaluating the requirements and system capabilities.  

Action Officer:  MAJ Dennis B Ellison, dennis.ellison@asc.belvoir.army.mil, 703-805-1019

Metrics:  Percentage of participating PEOs and average of update frequency.

Timeline:
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Implementation/Action:  Assignments based on regional boundaries, designed to compliment existing training programs and broaden the experience base.  The program will compliment, not compete, with Competitive Development Group opportunities by offering assignments tailored to meet individual interests and needs with no long-term commitments, mobility agreements or costs and are for those individuals who are not yet ready for a PM assignment.  Average length of developmental assignments will be one year for the purpose of providing AL&TWF members the opportunity to:

· Broaden/enhance management and leadership skills in any acquisition career field.

· Develop multi-functional acquisition skills and competencies.

· Provide opportunities for increased levels of responsibility.

· Gain required experience necessary to become certified in another acquisition career field.

· Enhance skills through specialized acquisition and leadership on-the-job training.
Eligibility:  

· AL&TWF member, certified Level III in position of record, eligible for assignments in all career fields.

· AL&TWF member, not certified Level III in position of record, eligible for assignments only in current career field.
Procedure:

Memorandum soliciting development assignments and an announcement requesting RDAP participants will be released simultaneously.  A local panel review process will be used to qualify and slate individuals into appropriate developmental assignments.

Resources Required (BOLD = not currently resourced):  No costs involved as individuals will remain on their existing TDA.

Status:  RDAP policy/procedures have been revised, but need to be staffed and published.  Briefing and advertising of RDAP to begin Oct 03.  Anticipate several year ramp-up to full potential of 20+ participants.

Action Officer:  Eileen Reichler, eileen.reichler@us.army.mil, 703-704-0125 

Metrics.  Various metrics will be captured to measure the success of this program:

· Goal:  Enhance leadership skills.  Measure:  Has experience been gained in one or more 

competencies of the AAC’s Acquisition Career Development Plan (ACDP) that guides workforce members from being functional experts to becoming strategic leaders?

· Goal:  Enhance skills/experience.  Measure:  Have requirements been fulfilled for higher levels of

certification?

· Goal:  Cross train.  Measure:  Have requirements been fulfilled for certification in other career 

fields or mission areas?

· Overall Measurment of program success:  What are the majority of individuals trying to attain 

through participation in RDAP (in order to assist us in identifying future assignments)?

Tools:  Feedback surveys of both participants and supervisors will be the measurement tool to determine the  success of the program.
Timeline:  Staff RDAP policy/procedures by 30 Sep 2003; solicit assignments and advertise opportunities 1 Nov–1 Dec 03; local panel review process and slating 15 Dec 03; developmental assignments begin 1 Jan 04.
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 Implementation/Action: The former Chief of Staff of the Army has provided our vision within the acquisition community – transform our current force to be lighter, more lethal and more deployable than ever before.  Along the way we will see some trendsetters and so called “heroes” of our community, and these individuals must be recognized.  They will work at all levels, from senior management to newly hired interns.  HQ ASC will establish an award to recognize the Army Acquisition Workforce member or team whose performance and contributions set them apart from their peers.  Nominations for this award will directly reflect outstanding achievement in support of the Army warfighter and the Army Transformation.  This award would be presented yearly.  Nominations will be forwarded through command channels to HQ ASC.  The selection panel members will convene to ensure that all eligible and nominated Army Acquisition Workforce members or teams will be considered without prejudice or partiality.  Award will be presented by the Army Acquisition Executive; Director, Acquisition Career Management; or warfighter commanders on a yearly basis at sponsored events such as the annual Acquisition Senior Leader’s Conference or the AAC Ball.  Solicit the PEOs/PMs, DASAs, warfighter commanders, directors, and acquisition commanders requesting recommendations and/or comments on draft Award Program.  This proposed award has been compared with the Secretary of the Army PM of the Year Award and Acquisition Commander of the Year Award (awarded to Program/Project/Product Managers, and Acquisition Commanders), and the David Packard Excellence in Acquisition Award (recognizes DoD civilian and military organizations, groups, teams, etc.).  This new award will recognize acquisition workforce members or teams whose performance and contributions set them apart from their peers.   Draft initial award guidance in November/December 2003.  IPT will be established in January 2004 to review the proposed Award Program and to set guidelines and design of award and certificate (certificates of recognition will be presented to those individuals or teams not selected) to be submitted for final approval.  Submit and obtain approval from DACM for award guidance in April/May 2004.   Advise acquisition community of award program, policy and solicit nominations.  Present award at the 2004 AAC Ball.    

Action:  Draft the proposed guidelines for this award program, establish IPT to review/modify proposal as required, develop plaque and certificate design, submit the final product to DACM for final review and approval.

Resources Required (BOLD = not currently resourced):  Funding for out-years depends upon final outcome and development of program.  Estimated FY04 funding requirement of not more than $5,000.

Status: Drafting the Awards Program and will establish the IPT for review. 

Action Officer: Roberta McMillen, roberta.mcmillen@us.army.mil, 703-805-1335 

Metrics:  Development of Awards Program, publication and dissemination of guidance, quality and number  of nominations received annually to assess the success of program.

Timeline:
         FY04
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Implementation/Action:  Interest in expanding the existing Personnel Demonstration Project within the Army continues to increase.  Existing systems allow managers to set pay and facilitate pay progression providing for more competitive recruitment, and there’s a potential for accelerated hiring.  OSD has the authority for 95,000 individuals to participate in demos, while only a few more than 5,000 actually do.  Army Acquisition organizations are clamoring to join the ongoing Acquisition Demonstration Project – a 5-year test to prove a contribution-based remuneration and reward system improves organizational effectiveness and productivity.   The NDAA for FY03 extended the AcqDemo to 30 Sep 12.  In FY 2002, PEO Aviation and PM JSIMs converted to AcqDemo.  As of 27 Jul 03, PEO CS/CSS management, ATEC’s Developmental Test Command (DTC), Operational Test Command (OTC, AMCOM management,  AMC’s AMSAA, PEO STRI, PEO Air and Space Missile Defense management, TACOM management, TACOM ARDEC management converted to AcqDemo.  Interested participants include PEO Soldier, PEO AMMO, and ITEC4.  However, to produce substantive productivity increases engendering Army Transformation, a wholesale assimilation of the entire Army Acquisition Workforce (~60,000) into the Acquisition Demo is needed.  Dr.

Chu, the Under Secretary of Defense for Personnel and Readiness, has a vision to establish a single performance/contribution-based personnel system for all DOD employees.  OSD has an initiative to identify best practices within existing demonstration projects for the design of this single personnel system.  The OSD challenge, to fashion a single personnel system as proposed by the Secretary of Defense to Congress in April 2003, will greatly enhance our ability to recruit and retain the skilled workforce that the Army Transformation not only requires, but demands. 

Action:  Assimilate Army Acquisition personnel.  Align with OSD to promote single acquisition contribution-based personnel system.     

Resources Required (BOLD = not currently resourced):  $900K to assimilate and train.  $600K recurring costs.  Estimate 5.0 ASC man-years to assimilate, train, and manage this effort. 

Status:  Implementation ongoing.

Action Officer:   Jerold Lee, Jerold.A.Lee@us.army.mil, 703-805-5498 

Metrics:  1) Before and after productivity metrics, 2) Before and after hiring metrics, 3) Before and after retention metrics, 4) workforce morale.

based personnel system.     

Timeline:

          FY04




            FY05

            Oct Nov Dec Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar




    BP AcqDemo FR



    Convert to BP/NSPS




    





     Or NSPS

                                      
Implementation/Action:  Assistant G3 (Acquisition, Logistics and Technology) (ASST G3 (ACQ)) initiative evolves from the Bright Idea Brief and the MILDEP goal of establishing acquisition staff cells with a combatant commander forward deployed during combat operations. Currently the initiative is referred to as ASST G3 (ACQ). The goal is to apply a similar structure employed by contingency contracting staff cells to program management functions. They add value through reach back to program offices across the total Army (ground, aviation, signal, intel, simulations, etc). Officers in this cell would sound out appropriate program offices as to what can be accelerated or what could be deployed on a developmental basis. The goal is to get equipment meeting real time operational needs to a Combatant Commander within 90 to 120 days. Currently this task is accomplished by improvised program office cells, ASA(ALT) cells or through a contingency contracting office. Out intent is to formally staff these cells with an acquisition team consisting of a LTC and two MAJs from the 51A (Program Management), 51R (Automation) and 51S (Science and Technology) acquisition career fields for a period of two years. This cell could be integrated with existing 51C (contracting) assets currently assigned to Combatant Commands to create an integrated Acquisition Cell.

Action:  Program implemented using a phased approach. The program focuses initially on two to three Corps level warfighting commands. The next phase will include Division level warfighting command. Develop position descriptions and assigning officers to a staff cell directly supporting Combatant Commanders. 

Resources Required (BOLD = not currently resourced):  Review of the MAPL to determine where positions could be resourced.

Status:  Currently this task is accomplished by improvised program office cells, ASA(ALT) cells, the Rapid Equipping Force (REF), the AMC FAST Team or through a contingency contracting office. Intent is to formally staff these cells with an acquisition team consisting of a LTC and two MAJ's from the 51A (Program Management), 51R (Automation) and 51S (Science and Technology) acquisition career fields assigned for a period of two years. 

Action Officer:  MAJ Jonathan D. Long, jonathan.long1@us.army.mil, 703-805-1239.

Metrics:  TBD

Timeline: Currently an IPT is being formed to determine the way ahead. Current initiative under review by the REF and AMC must be reviewed from an AAC career management perspective and balanced against Army requirements.
8. How You Can Help.  “You” = the Army leadership, commands and organizations, PEOs/PMs, acquisition commanders and every workforce member.  We must:

· Leverage opportunities to strengthen our relationship with the Warfighters ( go to the field and meet and host your battalion and brigade commanders.

· Seek opportunities to promote the merit of our workforce ( recruit and retain aggressively.

· Encourage and offer career opportunities and leadership development at all levels.

· Be aware of your role in Army Transformation and the Global War on Terrorism.

Leading Change…

We will maintain our relevance ( We will continue to provide the state-of-the-art research, development, engineering, testing, procurement, fielding and sustainment of transformational technology to the warfighter.  We must foster a close relationship with the warfighter!

We will continue to develop the leaders of tomorrow ( The right people, at the right place, at the right time!  Renewed focus on People, Teamwork, Partnership and Leadership.

The Army Acquisition Workforce will be the premier place to work ( We will be recognized for who and what we are ( the workforce responsible for arming a strategically responsive force with combat capabilities to dominate across the full spectrum of operations!

We are evolving to enable Army Transformation and support the Global War on Terrorism ( We must be enablers for change, flexible to adapt to the environment, the threat and advances in technology! 
Appendix A


Summary of Required Resources  

These are the resources that are required by ASC and are currently unfunded (not in the budget).  Efforts are underway to to develop packages for presentation to the various Program Executive Groups (PEGs) to provide these resources beginning FY05.  PEG presentations were planned for1-2Q FY03.  Initiatives with resources required prior to that may go under-executed or have to borrow from other programs based on priorities.    

Unfunded cost/effort to ASC
$K                            
              Man-years

        FY03   FY04   Recurring
   FY03   FY04   Recurring
1. Strengthening our relationship with the warfighter

 1.1 Design and Implement an Outreach/Communications Plan              1,043     TBD        TBD               0.25      0.25            0.25

 1.2 Have PMs & TSMs host and visit Bn & Bde Commanders                  0         0               0                   0.1        0.1              0.1

 1.3 Establish a collaborative, web-based environment for PMs,              TBD    TBD        TBD                0.5           0                0

        TSMs and the Warfighter

 1.4 Develop civilian Operational Experience Program                             30        TBD       TBD                1.0       1.0               1.0

 1.5 Establish DACM Briefing Campaign for presentation                          0          0              0                      0           0                0

        outside of Acquisition 

 1.6 Evaluate the feasibility of an AAC Patch                                           12           2              2                      0           0                0  

 1.7 Invite Bn & Bde Commanders to conferences promoting                    0           0             0                       0           0                0

       the AAC and its systems

2.  A clearly defined environment which encourages and offers

     career opportunities and leader development at all levels

 2.1 Implementation of AAC Civilian PM and Other
                            0         0               0                    0.5          0                 0

       Post-Utilization Taskforce initiatives

 2.2 Secure required acquisition education, training and                          TBD    TBD        TBD                 1.0         1.0              1.0

       experience funding

 2.3 Development of ILE and Q-Course*                                                2,200    3,575       3,575                 0.25       0.25           0.25

 2.4 Evaluate an Acquisition PCC course                                                     0          0              0                    0.25       0.25           0.25

 2.5 Conduct Enlisted assimilation                                                                0          0              0                      0           0                0

 2.6 Re-evaluate career patterns for acquisition officers                               0          0              0                      0           0                0  

2.8 Continue to develop and improve the CDG Program                             0          0              0                      0           0                0 

3. A technically competent Acquisition Workforce responsive to the

    current and future needs of the Army’s Transformation

 3.1 Partner with OSD to achieve recruitment, hiring 
                        TBD    TBD        TBD                     0          0                 0

       and retention initiatives

 3.2 Pursue/continue advanced education and training programs              270      290          290                   0.1         0.1             0.1

 3.3 Evaluate the feasibility of a  “virtual knowledge center”                  TBD    TBD        TBD                     0          0                 0

       available to PMs

 3.4 Identify Objective Force and other high-profile assignments                0          0              0                       0          0                 0

        under the CDG and RDAP programs

 3.5 Leverage opportunities to recognize our people and their                TBD      TBD      TBD                   0.25        0                0

       accomplishments in support of the Army’s Transformation

 3.6 Expand the Acq Pers Demo Proj, Create a single 
                        1,200        600         600                 3.0         3.0             3.0        Personnel System Acquisition Contribution-Based                                                                                                                       
TOTAL**
    4,725   4,467   4,467          6.7      5.45        5.45

*For Initiative 2.3, request has been sent to TRADOC to fund these courses

**Does not include TBDs
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The Acquisition Workforce has a small footprint with a huge impact transparent to the Warfighter.





Our Mandate





We must maintain relevance and credibility.


We must provide the programs that develop leaders.


We must enable transformation and the War on Terrorism.


We must attract and retain the best to accomplish our mission.








From FY89 to FY03, the median age of our Acquisition Workforce has increased from 42 to 49 years old.


~~~~~~~~~~~


Data indicates that we can expect mass retirement waves from FY03-07, FY07-11


and post-FY11.





Strategic Objective #1





As a community, we must strengthen our relationship with the warfighter.





Strategic Objective #2





Provide a clearly defined environment that encourages and offers career opportunities and leader development at all levels.





Strategic Objective #3





The Acquisition Workforce


 must align with the Army Transformation





Initiative 1.1 – Design and implement an Outreach/Communications Plan





Initiative 1.2 – Have PMs and TSMs host and visit Bn and Bde Commanders





Initiative 1.3 – Establish a collaborative, web-based environment for PMs, TSMs and the warfighter 





Initiative 1.4 – Develop Civilian Training and Operational Experience Program





Initiative 1.5 – Establish DACM briefing campaign for presentation outside of Acquisition Community 





Initiative 1.6 – Evaluate the feasibility of an AAC patch 





Initiative 1.7 – Invite Bn and Bde Commanders to conferences promoting the AAC and its systems 





Initiative 1.8 – Uniformed Army Scientist and Engineer Program





Initiative 2.1 – Implementation of AAC Civilian PM and Other Post-Utilization Taskforce initiatives 





Initiative 2.2 – Secure required acquisition education, training and experience funding





Initiative 2.3 – Development and Fielding of the Army Acquisition Basic Course (AABC)





Initiative 2.4 – Evaluate an Acquisition PCC course  





Initiative 2.5 – Conduct Enlisted assimilation 





Initiative 2.6 – Re-evaluate career patterns for acquisition officers 





Initiative 2.7 – Continue to develop and improve the Competitive Development Group (CDG) 





Initiative 2.8 – Development and Fielding of the Intermediate Learning Education (ILE) Course 





Initiative 2.9 AAC Leader Development Transformation. “ACT” OIPT





Initiative 3.1 – Partner with OSD to achieve recruitment, hiring and retention initiatives 





Initiative 3.2 – Pursue/continue advanced education and training programs 





Initiative 3.3 – Evaluate the feasibility of a “virtual knowledge center” available to PMs 





Initiative 3.4 – Identify Objective Force and other high-profile assignments under the Regional Rotational Development Assignment Program (RDAP)





Initiative 3.5 – Leverage opportunities to recognize our people and their accomplishments in support of the Army’s Transformation 





Initiative 3.6 – Expand the Civilian Acquisition Workforce Personnel Demonstration Project; align with OSD to create a single DOD-wide personnel system





Initiative 3.7 – Assistant G3 (Acquisition, Logistics and Technology)





It’s everyone’s job to make sure that we are prepared to fight and win!








� The U.S. Army Acquisition & Technology Workforce (A&TWF) Human Capital Strategic Plan is developed annually by the Acquisition Support Center (ASC) and updated as appropriate.  ASC point of contact is Ms. Ivy Elliot, � HYPERLINK "mailto:ivanoria.elliot@us.army.mil" ��ivanoria.elliot@us.army.mil�, 703-704-1238. http://asc.army.mil/divisions/cm/docs.cfm


�Additional discussion on the definition and composition of the Acquisition workforce can be found in the Acquisition Career Management Handbook,  http://asc.army.mil/docs/pubs/cm/cm_handbook.pdf.


� This Data is from Career Acquisition and Personnel and Position Management Information System (CAPPMIS), August 2003, and is based on the application of the above referenced Jefferson Solution Algorithm.  





