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The Spirit of
Public Service

I would like to share with you my remarks upon
taking the oath of office as the Assistant Secretary of
the Army for Research, Development and Acquisition
on May 29, 1998. I am also bonored lo serve as the
Army Acquisition Executive.

Thank you, Secretary Walker. Thank you all for com-
ing this morning. I am especially glad to see so many
from International and Commercial Programs—the
finest staff in OSD. Thank you to my friends and col-
leagues who are with me today. Thank you, Mom,
Barbara, Patrick and Mary Jane for being with me
always.

The site of this swearing in, the Hall of Heroes, must
call our attention to the service of our country. Few
of us will be tested in our service to America as these
heroes were. They served with special valor under
extraordinary circumstances. But a contemplation of
the efforts and achievements of those remembered
here should inspire our seriousness of purpose and
our dedication.

Public service and the military have always held
great meaning in my family. Both my parents were
Army officers in WWII. My father flew fighter planes
over Europe. After the War, he served with distinction

in the Air Force as a fighter group commander, wing
commander, base commander, program manager,
and director for development. My mother, Mary Alice
Hoeper, served in WWII as a flight nurse, ferrying the
wounded from that great war back to the United
States.

My wife's father, Ellsworth Fowler, was a Marine
and fought at Guam, Iwo Jima and in the battle of

Okinawa. I lived on Okinawa when my father was
assigned there and the scars of that great battle were |
still plain to see a decade after my father-in- law [
fought there. My mother-in-law, Mary Jane Fowler," |
was also a Marine and served at Parris Island. J’
The spirit of public service runs through both sides
of my family and has always been a strong thread in’ |
the fabric of my life. T am especially grateful to have |
this special opportunity for public service. 1
Today, America has the eighth largest army in the’ |
world. Our Army is the world’s strongest because we F}
recruit superb young men and women, train them as =
one team with one mission, and give them the best |
equipment. When America sends her soldiers into
action to defend our country, to make peace, to keep 4
peace, we are putting our young men and women in”,
harm’s way. The Army acquisition team must make |
sure these soldiers have the equipment they need tOJ
get to the action quickly, win decisively, and come |
home safely. It will be my job to direct this team. |
With leadership from our President, the Secretary of 4
Defense and the Secretary of the Army, with the sup-"|
port of my family, and with the help of the great |
SARDA team, I will do my best. -
Thank you all for being here to witness the oath 7
that begins this service. -‘

Paul J. Hoeper ‘
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A HEAVY DIVISION

FOR THE 21ST CENTURY

Introduction

Even the most casual student of current
events has noticed that the Army is in the
process of changing to meet new chal-
lenges. The end of the Cold War, a reorder-
ing of the international community, a “bow
wave” of information age technologies, and
military downsizing have combined to pro-
vide the opportunity 1o re-evaluate the divi-
sion as an organizational structure. The
Army must move from a threat-based force
to a capabilities-based force able to domi-
nate across the spectrum of conflict either
independently or as part of a corps, and
seamlessly within a joint or combined envi-
ronment. As in the past, the goal is a
trained and ready force, able to serve any-
where when called, and prepared 1o win
the nation’s wars.

In the lexicon of modern military doc-
trine, the Army division is the base organi-
zation for the conduct of sustained, inde-
pendent land combat operations. For
more than 2,000 years, there has been an
evolution of military formations capable of
conducting such operations.

Evolution Of The Division

Probably the first real division-like organi-
zation on the battlefield was the Roman
legion—a 6,000-man organization of com-
bined arms, articulated cohorts, and cen-
turies capable of independent operations.
Throughout history, military formations
have combined arms, reorganized head-
quarters, revolutionized tactics, and fielded
units to operate in varied terrain against
numerous enemies, independently and
with others. Armies, corps, divisions, and
regiments have served nations as their inde-
pendent operarors on all kinds of battle-
fields.

For most of US. military history, the
Army’s nuclear organization was the regi-
ment—several battalions of the same type
occasionally reinforced with other arms
and tasked to perform missions on the
American frontier across the spectrum of
conflict. The United States adopted the
modern division with the passage of the
Narional Defense Act of June 1916. Within
2 months of America’s entrance into World
War I, the First Expeditionary Division was
en route to France. It was organized on a
square structure with two infantry brigades,
each having two regiments. Each infantry
regiment was composed of three battal-
ions. The division strength was 28,000

ps, which gave it considerable striking
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and staying power. After the “great war’s”
end, the War Department retained the
Square Division with a reduced strength of
22,000 troops.

The technological advances during the
1930s made the Army re-examine its divi-
sion structure. It adopted what it called the
Triangular Division in 1940. It was much
leaner—about 15,000 troops—with three
regiments of infantry having three rifle bat-
talions each and no brigade headquarters,
Assorted combat support and logistics were
intrinsic to it as well as customary artach-
ments of specialized support for particular
missions.

Since that time, the American division has
undergone other changes: from the
Triangular Division to the Pentomic
Division of 1957-62, the Reorganization
Army Division (ROAD) of 1964-84, and the
Army of Excellence (AOE), still fielded
today.

The Pentomic Division was modeled with
tactics and organizations thought to be
required for atomic war. Success would
depend on high mobility, rapid communi-
cations, and devastating combat power
rather than massed troops. Each of the
infantry and airmobile divisions had five
self-sustaining battle groups (larger than a
battalion but smaller than a regiment) that
could be employed individually or in com-
bination. As time went on, the Army per-
ceived that the Pentomic Division, while
lithe and mobile, lacked depth. Other
designs were tested in early 1962. These
evolved into the ROAD Divisions, of which
five were eventually organized, all with
about 15,000 troops, including infantry,
armored, airborne, mechanized, and air-
mobile.

The technical and cultural upheavals of
the mid-1970s caused the Army to re-exam-
ine the ROAD structure. After considerable
study, the AOE was designed and fielded
berween 1984-86. Major pieces of this
design had been part of the divisional re-
evaluation that comprised Division 86.

These studies conceptualized a heavier divi-
sion of abour 20,000 troops, and a light
infantry division (which would turn out to
be the centerpiece of the AOE), a three-
brigade organization with nine battalions of ~
infantry and an end-strength of about
10,800 troops. This light division was
designed specifically to respond to contin-
gency missions where early response was
thought to be critical. It is the AOE that is
being restructured today for the same rea-
sons that earlier divisions were restruc-
tured, to accomplish the mission, take

adva.nmgeoftedmologyandsmsfyd:e r

national military strategy.
Devel ent Of The
Army Division

During a 5-year period, the US. Army <
Training and Doctrine Command
(TRADOC) held seminars, conducted
analyses and, most recently, ran a series of
advanced warfighting experiments aimed at
restructuring tomorrow’s Army. In March
and November 1997, TRADOC conducted,
first, a brigade-sized live experiment and
then, a division-sized computer exercise to
test doctrine, training, leader development,g¢
equipment, force design, and personnel.

The new heavy division, the Army XXI
Division, is unique because of its smaller #
size (abourt 15,000 troops), its smaller and ™
more compact combat elements (45 com-
bat platforms in maneuver bartalions), and
its reliance on digital technology and com-_
puters. Its size makes it more rapidly
deployable. Its ability to share information
horizontally and vertically across the battle-
field makes it capable of sustaining a rapid-
tempo of planning, preparing, and execut-
ing operations as well as sustaining and
recovering from operations. Its modular
organization also contributes to its versatil
ity for specific missions. In addition, the
new division entails much greater integra-
tion of the active and reserve components.
Overall, it is agile, lethal, increases warfight-
er survivability, and has the organizational
capacity for what is called “mental agility.”

Improved Factors Of The
Army XXI Division

Battle Command. The revolutionary
capabilities of this division are manifested
in its command and control systems. A
common picture of the battlefield will be
shared across the division, answering three-
very important questions: Where am [?
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Where are my buddies? Where is the
enemy? This will confer on the division an
unprecedented ability to fight when and
where it needs to, to mass the effects of its
firepower rather than the forces them-
selves, to protect itself, and to sustain itself
efficiently,.  Technology and digitization
bring this mental agility to the fore.

Information technology has had an extra-
ordinary impact on the military decision-
making process as well. A common appre-
ciation of the battlefield, the enemy situa-
tion, and the friendly situation are allowing
commanders to rapidly assess, decide, dis-
seminate, and execute plans. In addition,
the same capabilities allow the plans to be
rapidly and, if necessary, radically modified
on short notice in the event that the situa-
tion changes. As a result, our command
and control nodes are changing, becoming
more flexible and functional.

The net effect of this information explo-
sion is a “generation gap.” While my gen-
eration is moving slowly on the information
technology path, our younger soldiers,
non-commissioned officers, and commis-
sioned officers are roaring along a super-
highway. The accuracy of information, rep-
resented by icons on a computer screen, is
trusted by younger soldiers who grew up
with such tools, while my “analog genera-

“tion” is slow to act at times. Where my ana-

log generation would seek to confirm
before acting, the younger generations
have already acted.

Intelligence. The intelligence and recon-
naissance units within the division are the
cavalry squadron, the military intelligence
(MI) battalion, and the brigade reconnais-
sance troop. The cavalry squadron will
field a combined ground and air reconnais-
sance capability built around M1A2 tanks,
the Future Scout Combat System (FSCS),
and the Comanche helicopter. Brigades
will also have a ground reconnaissance
capability in a troop of FSCSs. The MI bat-
talion will employ tactical unmanned aerial

. vehicles such as the Outrider; ground

o

radar; links to higher echelon intelligence
gatherers like the Joint Services Target
Acquisition Radar System; and ground-

“based common sensors.

Maneuver. The maneuver elements are
more deployable and take advantage of

_enhanced capabilities. The ground maneu-

ver battalions are limited to 45 systems,
which was accomplished by eliminating a
company. Tests have shown that the
enhanced capabilities of the new systems
coming online (the M2A3 Bradley Infantry
Fighting Vehicle (modified for Operation
Desert Storm) and the MI1A2 System

" Enhancement Program Abrams tank) cou-

pled with improved situational awareness
makes the smaller maneuver battalion
more effective than the unimproved
maneuver battalion. In the mechanized
infantry battalions, the number of infantry-
men the platoon fields was increased by

‘opting for a 3 X 9 (three nine-soldier

e
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squads) dismounted organization in the
platoon in place of the 2 X 9 + 5 platoon
(rwo nine-soldier squads, and a five-soldier
machine gun team).

The division aviation assets include an
attack helicopter battalion (Longbow) and
a lift bamalion (Blackhawk). Two of the
three companies in the lift battalion will be
from the Reserve component—an unprece-
dented integration of the Reserve into an
active division.

Fire Support. The division artillery fea-
tures a new generation of cannon artillery
(Crusader) as well as general support rock-
et artillery (Multiple Launch Rocket
System). Because the Fire Support Team-
Vehicle and Combat Observer Lasing Team
have been improved, forward observers
below company level will not be used.

Mobility/Counter Mobility/Survivability.
The engineer structure of the division has
been redesigned so that an engineer bartal-
ion is intrinsic to each maneuver brigade.
The engineer planning and coordination
effort will reside in the division’s engineer
planning cell. The key enablers in the
redesign of the engineer battalions are the
Grizzly and the Wolverine. These systems,
enabled by situational awareness, will allow
the Army to be more efficient by reducing
Mine Clearing Line Charges and
assault/obstacle platoons. The intrinsic
chemical capabilities of the division are lim-
ited to detection. Decontamination and
smoke generation tasks have been passed
back to corps.

Air Defense. The air defense battalion will
receive the new Linebackers (Bradleys with
Stinger pods in lieu of Tube Launched,
Optically Tracked, Wire Guided Missile
launchers) and will lose its Man Portable Air
Defense (Stinger missile) platoons. The
new Sentinel platoon (a low-level air
defense radar system) will add a consider-
able amount of automated command and
control to the integrated air defense system
across the division area.

Logistics. The ability to share an accurate
view of the status of friendly forces from the
front to the rear of the division area has dri-
ven an entirely new logistics concept. The
Army XXI Division will be able to centralize
numerous logistics nodes at the Division
Support Command. Completely transpar-
ent equipment status with digitized com-
munications will enable logistics to be
focused and efficiently distributed “just in
time” rather than stockpiled “just in case.”
As a result, maneuver units’ logistics ele-
ments need not be intrinsic, but can be
direct support to infantry, tank, and engi-
neer commanders. Forward support bat-
talions will field multifunctional forward
support companies that provide all types of
organizational and direct support to
maneuver battalions.

Conclusion

The division is the smallest Army unit that
includes elements of all branches and is
capable of sustained independent combat
operations. It can be much more or much
less than that. To those soldiers who
remember as far back as World War II, their
division represented the defining organiza-
tion of their lives. Less than 5 vears ago,
conversations among members of the
senior Army leadership after the Gulf War
revealed a close association with and pas-
sion for the division. The division is the
unit that soldiers most identify with—their
largest cohesive allegiance—an embodi-
ment of the Army family.

For many reasons, the division is the base
piece of Army XXI. The sustained support
and conduct of independent combat oper-
ations across the spectrum and within a
combined and joint environment will
remain the raison d'étre of the heavy divi-
sion. Although smaller formations may
periodically operate independently, the
division is likely to remain the dominant
force that exercises command, control,
direction, and sustainment of military oper-
ations in any theater for decisive combat in
the early 21st century.

It is important, however, 10 remember
that this latest division is not the final
answer for the U.S. Army in the 21st centu-
ry. Major breakthroughs in propulsion,
lightweight armor, power supplies, infor-
mation distribution, and other areas await
enabling hardware that can be incorporat-
ed into the force. The battefield of the
mid-21st century will be vastly different as
well. The processes that drove the creation
of the Army XXI Division will continue to
drive a developmental process that will link
Army XXI with the divisions of Army After
Next. What will that Army look like and
what will it be capable of doing? Most like-
ly, it will be a mixture of the mental agility
of Army XXI and a physical agility from new
technologies, new organizations, and con-
cepts not yet perceived. The Army is on a
journey into the future—Army XXI is a
large step, but only a step along the way.
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SIMULATION-BASED

ACQUISITION:

A GOOD THING,
BUT HOW DO WE GET THERE?

Introduction

The Deputy Under Secretary of
Defense (Acquisition and Technology)
and the Defense Systems Affordability
Council have both committed to simula-
tion-based acquisition (SBA) as one
means of bringing about desired reduc-
tions in total ownership cost (TOC) and
system development time. The Army
also believes SBA is a means of achieving
those goals. For the Army, SBA is more
than just acquisition. Reductions in
TOC and shortened development cycles
will not happen through the efforts of
the acquisition community alone. These
goals can only be met in the Army
through the combined efforts of the
requirements and training communities
as well as the Acquisition Workforce. For
this reason, SBA for the Army is an ini-
tiative called SMART—Simulation and
Modeling for Acquisition, Requirements,
and Training.

Like SBA, SMART is about integrated
product and process development
enabled by the robust use of modeling
and simulation (M&S). It is also about
the seamless transfer of data and interop-
erability of M&S throughout the require-
ments, acquisition, and training commu-
nities. The assumption here is that seam-
less data transfer and interoperability of
M&S is desirable. This assumption is
based on the successes demonstrated in
the commercial world with the digital
development of the Boeing 777 and the
Chrysler Dodge Intrepid. Boeing was
able to achieve a nominal 60 percent
reduction in rework over previous
aircraft development programs. Chrysler
reduced its Intrepid development time by
20 percent, which resulted in savings of
875 million over previous model devel-

By LTG Paul J. Kern
and Ellen M. Purdy

opment. The challenge facing the Army is
how to achieve the desired interoperability
while simultaneously reducing develop-
ment time and cost.

Vision

The Army’'s vision for SMART is a
pracess in which we capitalize on tech-
nology to address the issue of the majori-
ty of life cycle costs being determined by
Milestone 1, and the excessive time
required to field our systems. With tech-
nology advancements in the M&S world
such as second generation image genera-
tors, personal computer processing
speeds of 330 megahertz and even 1.2
gigahertz, and memory capacities of 1
gigabyte RAM, we are poised to achieve
geometrically increased efficiencies in our
requirements, acquisition, and training
processes. Much like the calculator that
provided a tremendous leap in productiv-
ity over slide rules, M&S will provide a
similar advantage over technical drawings
and hardware prototypes.

Harnessing technology to help perform
the job of equipping the workforce starts
with the requirements community, or
combat developer. Powerful M&S analy-
sis tools are available and are being devel-
oped to conduct the analysis needed to
identify our capability needs. These same
tools can and should be used to assess
proposed design alternatives on a contin-
uous basis. By using M&S technology to
facilitate greater interoperability between
the requirements and acquisition commu-
nities, we can accomplish risk reduction
from the outset. The user community is
not always in a position to know what it
can and cannot ask for in terms of perfor-
mance. Early interaction between the
combat and materiel developers during

requirements development results in
more realistic expectations technological-
ly, greater understanding of the require-
ments by the materiel developer, and
greater optimization in cost and perfor-
mance tradeoffs.

Building on mutually developed
requirements, the materiel developer
evolves higher fidelity digital representa-
tions of the proposed system. The train-
ing community can simultaneously use
these models to train crews and ready
forces virtually by the time the first system
rolls off the assembly line. Analysis of this €
virtual training can then be used to assess
and refine doctrine, which may in turn
have an impact on the evolving system _
design. Making use of M&S technology
and reusing this technology for multiple
purposes is how to instill efficiencies into
the process to reduce TOC and develop-
ment time and, more importantly, pro-
duce a higher quality system.

The Challenge :
Chrysler, Boeing, and other manufactur-
ers have successfully transitioned from a
conventional, sequential acquisition
process (in which concept developers
pass off to designers, who pass off to pro-
duction, etc.) to an integrated digital
process. The transition for the Army, ~
while having a similar ultimate end state,
must by necessity follow a different path.
Industry predominantly builds then sells
its products, and then seeks to maximize
customer satisfaction and production vol-
ume while reducing costs. While the
Army shares similar goals such as cus-
tomer satisfaction (or in this case an
appropriately equipped soldier) and
reduced costs, it has other concerns such
as optimizing logistics, training, and bat--

T
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tle worthiness. So just how does the
Army effect its own transition?

Stakeholders

The first step in transitioning to SMART
is the recognition that it requires the buy-
in by all stakeholders (requirements ana-
lysts, training community, etc.), not just
the acquisition community. The next step
is the recognition that the SMART process
is iterative and interdependent, with par-
ticipation by all stakeholders throughout
the life cycle. This interdependence is
more easily recognized and harnessed
with the support of M&S technology.

It is entirely possible that the tools avail-
able at the time shaped the traditional
approach to acquisition. Because the tools
did not lend themselves to complex interac-
tions, the process was simplified to the one
step at a time approach to be manageable
(concept exploration, then design, then
production, and then support). Today,
because of tremendous computing capabil-
ity, we can more easily handle a complex,
multifaceted process. A useful analogy is
the advent and implementation of stealth
technology. The concept of stealth was first
explored during World War II, but it wasn't
until computing technology was advanced
enough to run the hundreds of calculations
needed to identify the desired angles to
reduce radar signatures that actual stealth
aircraft could be developed.

It is time once again for available tools
and technology to shape our process.
Because we can model complex systems
and behaviors, we can explore the inter-
dependencies among the requirements,
acquisition, and training functions to
develop an optimized system. We can
pass data seamlessly from one community
< to another, which adds a dimension of

efficiency previously unavailable. Models

and simulations allow us to assess differ-
ent tactics, techniques, and procedures
" and their interactions with technology.

Because of the ability to analyze the

impacts of doctrine and technology in
_bartlefield scenarios, we can refine train-

ing at individual, crew, and collective lev-
els. Suddenly, issues that we tended to
handle sequentially can be addressed
< simultaneously. Through SMART, which
incorporates the robust use of M&S tech-

. nology, the Army is now in a position to
¥ deal with the requirement identification,

e

development, and fielding of a system as
a whole rather than one piece at a time.

. Paperless Program

Management
Understanding the role of M&S technol-

4 ogy and the stakeholders involved in the

process, while necessary for SMART, is not
sufficient. A digitally integrated infra-
structure, which supports the analysis of
concepts, multiple design iterations, and
virtual training, must be initiated. Some
of this infrastructure must be implement-

£y

July-August 1998

July 2,

By using
M&S technology
to facilitate
greater interoperability
between the
requirements

and acquisition
communities,
we can accomplish
risk reduction
from the outset.

ed centrally, but much of it can be imple-
mented on a decentralized basis.

The Paperless Program Management
Office (PMO), which has been endorsed
by the Deputy Secretary of Defense in a
1997, memo, “Policy for the
Transition to a Digital Environment for
Acquisition Programs,” is a concept that is
very similar to SMART. Whereas SMART
focuses on conducting the actual func-
tions of requirements development, sys-
tem design, production, etc., in a digital
environment, the Paperless PMO address-
es the business functions of program man-
agement, contracting, budgeting, etc., in a
digital environment. Because PMOs are
required to be “paperless” by the year
2002, an infrastructure must be in place.
It only makes sense that this infrastructure
supports the needs of SMART as well as
the business functions of acquisition.

As currently conceived by the Army, the
Paperless PMO infrastructure will be execut-
ed in a decentralized fashion. Each PMO
will implement an integrated digital envi-
ronment (IDE) that best meets its needs. To
support SMART, this IDE must allow for
interoperability of M&S and seamless data
flow among stakeholders to include other
PMs. Such interoperability will come via the
implementation of standards, protocols,
and policies that make up the part of the
infrastructure that is centrally executed.

On first glance, the challenges inherent
in evolving a SMART culture, establishing
digital environments, and passing data
seamlessly to all stakeholders, seem over-
whelming. These are not trivial chal-
lenges, but they can be met. The Army is
already applying M&S technology to the
requirements, acquisition, and training
processes. We understand how to use
M&S tools to support the needs of each
community. Now the tools and processes
have to be integrated.

Several Army programs have already

established limited IDEs. PM Crusader
has initiated an IDE that allows direct
access to data by geographically distrib-
uted entities to include the PMO, the
prime contractor, subcontractors, Benet
Labs, Yuma Proving Ground, and the Army
Research Laboratory. Establishing a digital
environment provides direct access to data
and allows stakeholders to accomplish
their functions in a more efficient manner.
It is easier to track the perturbation of a
change throughout all functional areas.
When a design engineer makes a change in
the system design, the cost function can be
used to determine the cost implications of
the change, and the logistics function can
be used to explore the impact of the
change on supportability The engineers
can assess the impacts of the change on
manufacturing the system, etc. The IDE
provides the means to more efficiently
manage all of the aspects of the program
because it provides the tools to support all
of the interrelationships between the dif-
ferent business and acquisition functions.

Army Follow Through

Change is not easy, and trying to imple-
ment SMART promises to be a significant
challenge. The Army acquisition leader-
ship is committed to meeting this chal-
lenge. Institutionalizing SBA/SMART is a
specific objective identified in the Army
Acquisition Strategic Management Plan.
Responsibility for executing this objective
is assigned to the Office of Assessment
and Evaluation, Office of the Assistant
Secretary of the Army (Research,
Development and Acquisition) and pro-
gram executive officers. Through their
efforts, the acquisition community will
work with the requirements and training
communities to identify the infrastruc-
ture, process, and cultural changes neces-
sary to institute SMART.

Jrom
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U.S. ARMY
SIMULATION-
BASED
ACQUISITION
SYMPOSIUM

Simulation-
based
acquisition,
as defined
by LTG Paul J. Kern,
Director, Army
Acquisition Corps,
Is the
integrated process,
culture, and
environment
through which
quality products
are rapidly and
economically
developed, fielded,
and sustained.

Army RD&A

By Ellen M. Purdy,
Paul D. Amos, and
Sean P. Keller

The Office of Assessment and Evaluation,
Office of the Assistant Secretary of the
Army for Research, Development and
Acquisition (OASARDA), sponsored the
U.S. Army Simulation-Based Acquisition
(SBA) Symposium earlier this year in
Orlando, FL. The symposium provided
Army leaders their first opportunity to dis-
cuss the concept of SBA and its impacts on
the Army acquisition process. SBA, as
defined by LTG Paul J. Kern, Director, Army
Acquisition Corps, is the integrated process,
culture, and environment through which
quality products are rapidly and economi-
cally developed, fielded, and sustained.
Kern, the keynote speaker, stated that
modeling and simulation (M&S) is a key
enabler of SBA.

Hosted by the US. Army Simulation,
Training, and Instrumentation Command
(STRICOM), the symposium opened with
welcoming remarks by James Skurka,
Deputy to the Commander, STRICOM, Dr.
Patricia Sanders, Director, Test, Systems
Engineering and Evaluation, Department
of Defense (DOD), provided the Office of
the Secretary of Defense vision for SBA.
She likened the implementation of SBA
within DOD to a revolution in acquisition.
She noted that SBA has the full support of
Dr. Jacques Gansler, Under Secretary of
Defense (Acquisition and Technology), and
the Defense Systems Affordability Council.

Kern indicated that SBA is the vehicle
through which the Army can field a capa-

ble, affordable, information-based force.
As an example of his vision of Army acqui-
sition, Kern cited the achievement of the
Chrysler Corp. in its “100 percent elec-

tronic” development of the Dodge
Intrepid.  Chrysler successfully used
Computer Aided, 3-D Interactive

Application, a software program, to per-
form concept exploration and design
development for the new Intrepid model.
Chrysler seamlessly transferred the design
darta for the fully modeled car to the pro-
duction floor.
reduction in development time.

Kern encouraged program managers
(PMs) to break new ground in fielding sys-
tems that are developed, evaluated, and
manufactured through SBA. He empha-
sized that the necessary technology and
expertise are now available and that noth-
ing is impeding the Acquisition Workforce
from accomplishing what Chrysler accom-
plished. He also challenged symposium
participants and decisionmakers to con-
verge on a single digital representation of .
the battlefield in which to virtually test and
train. Kern specifically pointed out how
the Army has purchased terrain models

v

This netted a 20 percent

multiple times, a less efficient use of

resources than SBA. He also challenged
PMs to identify ways of capitalizing on the
processing power that is automatically
fielded with the Army’s weapon systems.
Furthermore, Kern cautioned PMs to
ensure that simulations used for training _
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* do in fact accurately reflect the capabilities
of the system represented.

The keynote address was followed by a pre-
sentation from Dr. Herbert K. Fallin Jr,
. Director of Assessment and Evaluation,
OASARDA. Fallin spoke on how the simula-
tion support plan (SSP) is the PM's M&S

»_management tool for executing an SBA pro-
gram. He provided examples of the M&S
tools PMs can use in developing their sys-
tems, including end-to-end digital simula-
tion, virtual prototyping, force-on-force mod-
“ els, computer-aided design, and computer-
aided manufacturing. Reinforcing Kern's
~ message that technology and expertise to
implement SBA already exist, Fallin provided
specific examples of each of the tools.

Vern Bettencourt, Office of the Deputy

» Under Secretary of the Army (Operations
¥ Research), focused on the role of M&S in

test and evaluation (T&E). Bettencourt

stated that M&S can be used to assist in test
* planning, expansion of system knowledge
beyond what is obtained through tradi-
tional testing, and the reduction of live-fire
testing through understanding of vulnera-
« bility issues.

Following a senior leadership panel, a

forum was held on planning and program-
» ming for SBA. Ellen Purdy, Office of the
Director for Assessment and Evaluation,
OASARDA, presented a briefing on how to
plan for M&S using the SSP. Allan Zumbach,
. Systems Simulation Manager, Close Combat
Anti-armor Weapon Systems Project Office,
discussed the process by which the Follow-
on-to-Tow (FOTT) Product Team developed
their SSP and how they are using it as an
weffective management tool. The forum also
focused on model verification, validation,
and accreditation (VW&A) with briefings on
Army policy by William Dunn, Army
Modelmg and Simulation Office, and on
“how to conduct cost-effective VV&A by Dr.
Paul Muessig, Director, Joint Accreditation
1, Support Activity.

The afternoon session addressed how
M&S is being applied throughout some of
the Army’s acquisition category (ACAT) 1
‘programs—Comanche, Crusader, PAC-3,
“and FOTT. In addition, BG Robert
Armbruster, Deputy for  Systems
L Acquisition, U.S. Army Aviation and Missile
Command, spoke on how M&S supports
acquisition. BG Joseph Bergantz, Program
Manager, RAH-66 Comanche, explained
how M&S has been used throughout the
manche’s life cycle as a tool to reduce
‘cost and schedule risk, and save research
and development and procurement dol-
*lars. COL William Sheaves, Crusader PM,
, explained that the Crusader team uses the
.. SSP as a roadmap for achieving the benefits
of SBA. He added that the primary chal-
‘Jenge is how to combine testing and M&S
in a way that will continue to leverage the
savings in time and resources that M&S
-generates, while satisfying the decisionmak-

ers that requirements have been met.

r

L

~July-August 1998

COL William Kuffner, PM, Parriot
Program, discussed how M&S has been
used extensively on the PAC-3 Program in
end-to-end simulations to develop the sys-
tem. LTC Damian Bianca, Product Manager
for FOTT, discussed how the FOTT devel-
opers see SBA as a fully integrated simula-
tion and test approach that minimizes test
resources, reduces risk, reduces develop-
ment and sustainment costs, and uses a
family of simulations throughout the sys-
tem life cycle. He also noted the impor-
tance of taking advantage of opportunities
for leveraging, linking simulation require-
ments to support specific events, evaluating
needs vs. capabilities, and being prepared
to spend money upfront.

The second day of the symposium
focused on the environment in which SBA
will thrive. COL Mike Lavine, Chief,
Analysis Division, Office of Assessment and
Evaluation, OASARDA, spoke on how to
plan for SBA through the use of the SSP
LTC Earl Rasmussen, Acquisition Career
Management Office, OASARDA, discussed
what is being done in the education arena
to better prepare the Acquisition Workforce
for the challenges involved in adopting new
acquisition reform initiatives and, more
specifically, harnessing the power that M&S
provides to PMs.

The remainder of the second day provid-
ed participants “real world” experiences on
how M&S, when planned accordingly, can
provide an exponential benefit to a pro-
gram throughout its life cycle. This was evi-
denced by presentations on the Grizzly,
Improved Cargo Helicopter, Bradley and
Comanche Programs,

Critical to the success of SBA is how much
impact it can have on the T&E process. In
his executive summary, Dr. John Foulkes,
Director, Test and Evaluation Management
Agency, said, “The T&E community should
strive toward implementing an integrated
process in support of acquisition through
which quality products are rapidly and eco-
nomically developed, fielded, and sus-
tained.” Dr. Hank Dubin, Technical
Director, U.S. Army Operational Test and
Evaluation Command (OPTEC), stated that
there have been key changes in T&E phi-

" losophy. For example, OPTEC no longer

conducts testing to “pass or fail” a system,
but rather focuses testing on what the
acquisition team needs to learn about the
system. Likewise, system evaluation focus-
es on capabilities and shortfalls that may be
encountered when the system is fielded.

Dr. Edward Haug from the University of
Iowa, along with Dr. Nancy Bucher, Aviation
Research, Development and Engineering
(RDE) Center, and Art Adlam, Tank-
Automotive RDE Center, discussed the var-
ied uses of M&S in RDE, and how these uses
can provide a solid base from which to fore-
cast and plan investment strategies.

The second day concluded with an
overview from James Skurka on how

STRICOM sees its role in making SBA an exe-
cuted reality STRICOM is poised to be a
major player throughout the Army in mak-
ing SBA work. COL Lavine closed the sym-
posium with wrap-up and congratulatory
remarks.

The symposium was credited with bring- -
ing together decisionmakers who are key
to making SBA more than just another
directive, but rather a real, sustained effort
at embracing a new business model for the
Army. While all agreed that there is much
promise in SBA, everyone recognizes that
for it to work there must be a fundamental
shift in culture and the way new systems
are procured. That challenge was present-
ed by LTG Kern and echoed throughout
the 2-day symposium. Now, it is up to
every Army acquisition professional to exe-
cute the direction given by LTG Kern and
make SBA the means through which we
equip the force.

ELLEN M. PURDY is a Senior
Operations Research Analyst in the
Office of Assessment and Evaluation,
Office of the Assistant Secretary of the
Army for Research, Development
and Acquisition, Washington, DC.
She holds an M.S. in engineering
management from The George
Washington University and a B.S. in
chemical engineering [rom the
University of South Florida. She bas
authored more than 21 publications
including technical reports and pro-
Sessional journal articles.

PAUL D. AMOS is an Acquisition
Analyst with Science Applications
International Corp., MclLean, VA He
is a major in the U.S. Army Reserve,
assigned to the Gth Brigade, 80th
Division, at Fort Belvoir, VA He
holds a B.S. in marketing from North
Georgia College and is pursuing an
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from Central Michigan University.
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Analyst with Science Applications
International Corp., McLean, VA. He
is also an Intelligence Officer with
the 175th Wing, Maryland Air
National Guard. He holds a BA in
government and politics from the
University of Maryland and is com-
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Leveraging Simulation-Based Acquisition...

THE
VIRTUAL
ENVIRONMENT

Introduction

As we move into the 21st century, we
need to modernize our current weapon
systems; develop and deploy new systems
required for 21st century operations; sup-
port those systems efficiently and effec-
tively; and do all these things at a lower
cost and within a drastically reduced time
cycle. Simulation technologies, which
have been used to create virtual environ-
ments for training our forces, need to be
leveraged strategically to help us reduce
processes. This can be achieved by saving
time in the development and production
phase of new systems and by making
effective use of scarce and increasingly
expensive resources.

Today’s National Securi
Environment .

The Department of Defense (DOD) is
faced with some formidable tasks. With
the fall of the Berlin Wall and a perceived
diminished threat, we have been able to
reduce our active force by about 700,000
troops—approximately one-third of our
active military. To put this in perspec-
tive, the 700,000 troops we cut is more
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By Dr. Patricia Sanders

than the combined number of troops in
the British, German, Dutch, and Danish
armed forces.

This reduction gave the American peo-
ple a considerable peace dividend

" because it allowed us to reduce our

Defense budget by nearly 40 percent. As
a result, we now spend less of our
national wealth on defense than any
time since before World War I1. With lots
of hard work, we have managed this
huge drawdown and created a signifi-
cantly smaller, but “pound-for-pound,”
an even more capable, ready force. It'sa
good thing we did because in the wake
of the Cold War came not peace and sta-
bility, but ethnic and religious conflicts,
failed states, widespread instability,
humanitarian disasters, and naked
aggression.

As a result, during the past 4 years, our
Armed Forces have engaged in more
than 40 separate operations around the
globe—some small-scale operations,
others quite significant.

The United States entrusts its military
and civilian leaders with the lives of its
sons and daughters. We are committed
to giving them a fair and decent environ-

ment in which to protect U.S. interests
wherever they might be challenged.
That's why readiness must be of great
concern to all of us — today’s readiness,
training’s emphasis, and tomorrow’s
readiness, the focus of our acquisition
and testing.
A
ial Defense Review
And Joint Vision 2010
The first step in maintaining readiness in
the future is to assess future needs. Guilio
Douhet, a 19th century French statesman
and philosopher, said, “Victory smiles
upon those who anticipate the changes in -
the future character of war, not upon
those who wait to adapt themselves after
the changes occur.” This is what we _
attempted to do in the Quadrennial
Defense Review (QDR) completed abouta
year ago. From now to the year 2010, our
forces in the field will likely face a wide «
array of threats ranging from terrorists, to
rogue states equipped with weapons of
mass destruction, to potent regional pow-
ers. Beyond that period we may even face
a peer competitor, another power with
the resources to challenge us on a global
scale. !
In such a world, with our considerably
smaller forces, we must remain ready for
threats to our interests and be prepared |
on short notice to execute a wide range «
of tasks, from assisting with humanitari-
an disasters here and abroad, to peace-
keeping, to the most challenging region-
al conflicts. First and foremost, however,
our forces must remain ready, manned,
and equipped to win our nation’s wars.
Recognizing that the world continues
to change rapidly and that we cannot~
predict the challenges that might™
emerge from the world beyond the time
lines covered in normal Defense plan-,
ning and budgets, our strategy accepts
such uncertainties and prepares our
Armed Forces to deal with them. Our
approach retains sufficient force struc-
ture to sustain U.S. global leadership™
and meet the full range of today’s
requirements. At the same time, we,
must invest in the future force with a
focused modernization plan that
embraces the revolution in military &
affairs (RMA), and introduces new sy
tems and technologies at the right pace.
The programs we are undertaking now
to exploit the potential of information,
technologies and leverage other advanc-
ing technological opportunities will
transform warfighting. We want our men
and women to be the masters of any sit-’
uation. In combat, we do not want a fai
fight. We want capabilities that will give
us a decisive advantage. Joint Vision.
2010 describes four new operational
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concepts: dominant maneuver, precision
engagement, full-dimensional protec-
ton, and focused logistics. Together,
they promise significant advantages in
any operational environment, something
we call “full spectrum dominance.” In
sum, we will continue to seck the best
- people our nation can offer and equip
them with the best technology our scien-
tists and engineers can produce.

The Challenges

To bring home to the acquisition com-
munity the implications of the QDR and
Joint Vision 2010, we should consider
the critical enablers of our strategy and
the challenges they pose.

* Quality people, superbly led, are our
most critical asset. Continuously train-

" ing them to be the best warriors in the

v

W
| “gies.

world will remain among our top priori-
» ties.  Advanced joint operational con-
cepts and new technologies will increase
the complexity of operations and
require new and different skills. To

, maintain proficiency in the wide variety

of required missions and tasks in a joint
environment, units will need more effec-
. tive training. Units will be tasked to
respond to crises more quickly and with
less time to prepare. Joint Vision 2010
calls for all military organizations to
, become more responsive to contingen-
cies, with less “startup” time between
deployment and employment. Clearly
we have a significant joint training
challenge.
¥ * The goals set forth in Joint Vision
2010 are the foundation for a broader
effort to exploit the RMA. The U.S. mili-
tary is committed 1o realizing joint and
».Service visions of modern warfare and is
taking a number of steps to do so.
including studies, wargames, research
" and development (R&D), advanced con-
cept technology demonstrations, and
simulated warfighting experiments.
Through these efforts the Armed Forces
= are identifying, developing, and testing
concepts and capabilities that will
ensure their ability to transform the
future. In the “joint world,” there is a
need to develop Joint Vision 2010 capa-
bilities by evolving and blending innova-
tive concepts and emerging technolo-
We also clearly have a joint
experimentation challenge if we are
going to exploit technology, achieve
~ dominance, and master a systems of sys-
tems approach.
+  * Technology will profoundly affect the
warrior and leader who will execute 2010
Smissions. Four key technological areas
are highlighted in Joint Vision 2010: low
_Observable  masking technologies,
smarter weapons, long-range precision
capability, and information technologies.
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The programs we are
undertaking now
to exploit
the potential of
information
technologies

and leverage other
advancing
technological
opportunities
will transform
warfighting.

These must be matured and developed
into new weapons and systems for RMA.
We definitely have a significant joint
modernization challenge.

* A fourth essential element for the
strategy, and perhaps the most difficult,
is that our programs must be fiscally exe-
cutable. For the past several years, our
Defense program has suffered from
unrealized expectations with regard to
modernization. We can no longer put
off dealing with the cost of moderniza-
tion as we have during the past 10 years
as our procurement account dropped by
70 percent.

The effect of such procurement reduc-
tions on the ultimate user of the equip-
ment, i.c., the soldier, sailor, airman. or
marine, must not be underestimated.
One can readily calculate—by dividing
the value of all DOD tangible assets
(exclusive of land and buildings) by the
annual reinvestment in those same
assets—that the average item of military
equipment in America’s inventory will
have to last 54 years! This, in a world
where technology generally has a “half
life” of from 2 to 10 years, and combat
casualties are directly related to the qual-
ity of technology employed. Our fourth
challenge is to accomplish the first
three challenges affordably by taking
advantage of the revolution in business
affairs (RBA) that has occurred in the
commercial world.

Virtual Environments
One of the strategies the DOD has
been using effectively to meet its readi-

ness challenges in training has been the
use of simulation to augment combat
training. Army Chief of Staff General
Dennis Reimer put it this way, “What
we're trying to do is create ‘virtual veter-
ans'—people who will not be experienc-
ing the rigors of combat and the rigors of
being under pressure for the first time
when we send them on operations.” The
use of virtual environments for training
has permitted cost-effective leveraging of
training dollars while enhancing the
learning situation.  Simulation-based
training has proven to be a major con-
tributor to readiness.

Similarly, in addressing the experimen-
tation challenge in defining new
warfighting concepts, the Army has
drawn on simulation and information
technologies. In advancing the Army
toward the concepts of Force XXI and
the Army After Next, key stepping stones
to the future have included the 1997
Advanced Warfighting Experiment and
the Division Advanced Warfighting
Experiment. Virtual environments were
key to these experiments,

The acquisition community needs to
move into the virtual environment to
meet the modernization and affordabili-
ty challenges of Joint Vision 2010 and
the revolutions in military and business
affairs. To do so, we need to conceive,
design, develop, test, manufacture, and
train first in a computer—in a virtual
environment.

For example, the U.S. Army Tank-auto-
motive and Armaments Command.
Research Development and Engineering
Center’s (TACOM-TARDEC) Virtual
Prototyping Group is using simulation-
based acquisition (SBA) strategies to
investigate the dynamic performance of
ground vehicles throughout the vehicle
development, testing, and fielding life
cycle process. State-of-the-art, high-per-
formance computing facilities are allow-
ing the integration of virtual prototyping
and dynamic modeling expertise into a
complete wheeled- and tracked-vehicle
system simulation capability. They are
routinely called on to provide modeling
and simulation (M&S) support to pro-
gram executive officers, program man-
agers, industry, academia, and other
R&D centers to evaluate the stability,
handling, and ride performance of
essentially all types of vehicle systems,

TACOM-TARDEC is effectively using vir-
tual environments to evaluate new
designs prior to selection and testing;
support developmental and operational
testing; evaluate field mishaps and acci-
dent situations: and investigate configu-
ration management changes, product
improvement programs, and alternative
payloads.
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Simulation-Based Acquisition

The DOD’s vision is to have an acquisi-
tion process that is enabled by the
robust, collaborative use of simulation
technology that is integrated across
acquisition phases and programs. The
goals of SBA are to:

* Substantially reduce the time,
resources, and risk associated with the
acquisition process;

* Increase the quality, military utility,
and supportability of fielded systems
while reducing total ownership costs; and

* Enable Integrated Product and
Process Development (IPPD) across the
full acquisition life cycle.

Substantial evidence has already accu-
mulated regarding the value of a simula-
tion-based approach to acquisition.
Both commercial and military programs
provide pervasive evidence of tangible
results that can be measured in terms of
improvements in cost, schedule, produc-
tivity, and quality/performance.

Cost. The use of new M&S tools saved
the Navy's Amphibious Assault Ship
Program (LPD-17) $6 million in design
costs. At the same time, it was able to
eliminate 100 tons in topside weight, a
design change expected to result in
greatly improved performance. In the
Joint Strike Fighter Program, we project
that virtual manufacturing techniques
may reduce the program’s estimated life
cycle cost as much as 3 percent, which
could total $5 billion.

Schedule. The use of M&S tools and
processes by the “big three” auto manu-
facturers has reduced the time from con-
cept approval to production from 5 to 3
years, and significant further schedule
reductions are anticipated. Separately,
Electric Boat reports it has been able to
halve the time required for submarine
development, from 14 to 7 years.

Productivity. is also affect-
ed by the increased use of M&S. The
required level of effort (person years) is
often less, and fewer workers may be
needed. Costly intermediate steps (e.g.,
mockups, redesigns, and engineering
changes) can frequently be avoided; there
is reduced scrap; and less manufacturing
floor space is required when M&S is used.
It took 38 Sikorski draftsmen approxi-
mately 6 months to develop working
drawings of the CH-53E Super Stallion’s
outside contours. In contrast, using
M&S, one engineer was able to accom-
plish the same task for the Comanche
helicopter in just 1 month. In another
instance, 14 engineers at the TACOM-
TARDEC designed a new, low-silhouette
tank prototype in only 16 months, a task
that would have required approximately
55 engineers and 3 years to complete
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with more traditional methods.

Quality and Performance. The posi-
tive impact of M&S on quality and per-
formance can be seen in a number of
areas, e.g., the proper assembly of prod-
ucts and systems, fewer instances where
rework is needed, a reduced parts
count, and the opportunity for early
design evaluation prior to further design
efforts. For example, Northrop's use of
CAD (computer-aided design) systems
led to a first-time, error-free, physical
mockup of many sections of the B-2 air-
craft. In the case of the Navy's Next
Generation Attack Submarine, new M&S
tools helped reduce the standard parts
list from the 95,000 items listed for the
earlier Seawolf-class submarine to about
16,000 items.

Realizing The Vision

It is clear that IPPD, backed by a strong
commitment to computer-based M&S
tools, provides a dominant and compet-
itive edge in the commercial market-
place and a distinct warfighting advan-
tage on the battlefield. It provides an
alternate path for getting to the field
first, at lower cost. In the process, qual-
ity is improved. The underlying tech-
nology is widely available, and market
forces are driving industry toward SBA.
So what is needed for DOD to fully
embrace this approach?

SBA is comprised of three principal
components. The first is an advanced
systems engineering environment that
uses formal methods and automation to
support efficient design synthesis, cap-
ture, and assessment, as well as other
complex life cycle activities. The SBA
engineering environment provides a
means for executing a process that can
be extended, tailored, and repeated.
The process produces reusable design
repositories and products that can be
reengineered. The potential gains from
the use of this advanced SBA environ-
ment will not be realized until the engi-
neering process, as well as its people
and organizarions, also evolve.

The second component is a refined
system acquisition process that takes
advantage of the SBA systems engineer-
ing environment capabilities. The third
component is a culture that has evolved
to a point where enterprise-wide coop-
eration is the rule, and individual tech-
nical contributions and innovations are
encouraged and managed efficienty.

SBA is not an incremental step beyond
current system engineering methods
and tools. Instead, it represents a major
paradigm shift toward a comprehen-
sive, integrated environment that
addresses the entire system develop-

ment life cycle and the spectrum of engi-
neering and management domains.

The benefits from the SBA process will
be realized not only as time and cost sav-
ings within individual programs, but also

[

Y

as cost savings when a program uses *

design repositories and reengineered
tools and products from other programs.
M&S tools, as enablers for IPPD, are
already being applied successfully to
reduce development time and life cycle

costs in a range of ongoing acquisition -
L g

programs. The issue is no longer
whether extensive use of M&S tools has
merit, but rather how to develop and
apply a new acquisition process in a

manner that uses these tools to maxi- -

mum advantage and achieves even more

dramatic reductions in cost, schedule, ~

and risk.

Conclusion i
The challenges are clear. To achieve

our national security strategy in an

increasingly uncertain environment with

diminishing force structures, the DOD *

needs an RMA. This RMA will be based ™
on warfighting concepts developed in
virtual environments that will leverage. |
the readiness of our troops trained in
part in those same virtual environments.
To develop the technologies and sys-

tems we need to achieve the Revolution *

in Military Affairs, and do so affordably,
we will also need an RBA. Limiting the
sophistication, and therefore the capa-
bility, of future systems is not a realistic
option. The task is to field increasingly«
complex technologies at a more afford-
able cost, in less time. Virtual prototypes
in virtual environments are tools to
enable this second revolution.

The vehicle for meeting this challenge
is SBA, a method that combines a new
process, new tools, and a new culture.
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Secretary of Defense (Acquisition
and Technology). She bas a doctor-

ate in mathematics from Wayne '

State University, and is a 1992 grac-+
uate of the Senior Executive Fellow

Program at the Jobn E Kennedy
School of Government, Harvard

University.
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» Introduction
Since World War 11, the Department of
Defense (DOD) has had an active medical
"biological defense (BD) research program
that has focused on the development of
vaccines and other medical products to
protect U.S. forces from biological war-
+ fare agents. Although these medical prod-
ucts have been shown to be safe in
humans and effective in animals, they
have little commercial application, and

their routine use has been restricted to
the immunization of individuals working A Case StUdy
_ in laboratories where the infectious
L organisms or toxins are studied. With wi Ny B = A
one exception (the licensed anthrax vac- In ACC’UIS,tlon Streamllnlng_ -
cine), many of these products have been
maintained as investigational new drugs
(IND) in accordance with Food and Drug
Administration (FDA) regulations, which
" in part require informed consent by the

recipient prior to administration.

g During Operation Desert Shield/Desert
Storm, the need for the anthrax and botu-
lism vaccines became acute because of

intelligence information that the biologi-

cal agents that cause anthrax and botu-
' lism had been weaponized. Indeed, this
threat became known to the general pub-

lic when newsmagazines published arti-

cles about the United Nations' Special
Commission information that Iraq had
actually loaded the causative agents of

anthrax and borulism into several missile
warheads. Insufficient stockpiles of vac-
cines for these diseases threatened the
readiness of deployed U.S. forces. In By BG JOhn C DoeSburg
addition, there were no manufacturing :

*facilities to produce surge quantities of and Dr. Richard H. Kenyon
either product and very limited interest
from the biological products industry in
‘manufacturing these products for the
DOD.

' Program Implementation “Of all the weapons of mass destruction,
» To address the requirement for vaccines bIOIOgICHI Weapons WOI‘I’y me the most. 2

against validated biological warfare agent
threats, the Joint Vaccine Acquisition
Program (JVAP) has been implemented by

the DOD through the Joint Program Colin Powell

Office for Biological Defense (JPO BD). H

“The JPO BD was established in 1993 and, Gen.eral’ Unlt?d Sta.tes Army
‘under the direction of the Joint Program Chairman, Joint Chiefs of Staff
Manager (JPM), provides centralized man- February 1993

agement and joint program integration
for assigned DOD biological defense pro-
grams related to biological warfare agent
detection and vaccines for medical pro-
“tection (e.g., the JVAP).

The JPM serves as the principal advocate
and single point of contact for all BD vac-
cine acquisitions under this effort, and is
the milestone decision authority (MDA)
for all JVAP vaccines. The JPM is chartered
by the Deputy Secretary of Defense and

July-August 1998 Army RD&A 11



Phase 0 Phase I
Concept Program Definition and Risk
Exploration Reduction
MSI MSII +
&  Prescribed FDA Activities
¢  Operational Requirements ¢ Manufacture Current
& Document Development GoodMam;ﬁmn uring
Procedures Pilot Lots - .
e Prepare MS I In-process _y + Phase 2b-Clinical Trials "
Review P. ¢ Conduct Preclinical L] Conduct&oragc v
(IPR) ak;ge T . - Emndﬂis?f.“y& : s lil. T .
® Form product-specific IPTs . Immunogenicity Testing ;
¢ Prepare and Submit ) + Post-Licensing Activities
IND Applications ¢ Continue Surrogate Efficacy
Tests —  Report Adverse
—  (Includes National Experiences A
Prvircsmental ¢ Establish 8 Implement Data tc'sFD b
Protection Act Management System - Report Establishment |
(NEPA) Anlysis) o Brepme Bl & or Method Changeso
¢ Conduct Clinical Trials Estabhshmentl 3 .
Immunogenicity Analysis) Product Studies
~  Phase 2a- Dosage & 4 Prepare MS III IPR Package k
Injection Frequency
+ Perform Surrogate "
Efficacy Tests
¢ Prepare MSII IPR
Package
¢

Integration of DOD milestones and FDA regulations.

reports to the Under Secretary of Defense
(Acquisition and Technology) (USD
(A&T)) through the Army Acquisition
Executive, with oversight by the Assistant
to the Secretary of Defense (Nuclear,
Chemical and Biodefense Programs).

The JVAP Project Manager is responsible
for directing, managing, and administer-
ing the JVAP to include the prime systems
contract that was recently awarded and
will be discussed in detail later in this arti-
cle. Among the responsibilities of this
position is ensuring the integration of
FDA regulations with the Defense acquisi-
tion requirements of DOD Directive
5000.1, Defense Acquisition, dated March
15, 1996, and DOD Regulation 5000.2-R,

Mandatory Procedures for Major Defense
Acquisition Programs and Major
Automated Information Systent

Acquisition Programs, dated Oct. 6, 1997.
FDA regulatory requirements are defined
in 21 Code of Federal Regulations (CFR),
Food and Drug. The integration of DOD
acquisition life cycle management
requirements and FDA requirements is a
highly complex undertaking that requires
intensive management oversight and
coordination.

A draft request for proposal (RFP) for
BD vaccine production was released in
1995 for industry comment. Responses

12 Army RD&A

indicated industry was concerned with
the legal and regulatory processes associ-
ated with these unique medical products
and that their development would
require a broader long-term commitment
from the DOD to ensure success.

The USD(A&T) directed the prime sys-
tems contract approach in a May 1995
Acquisition Decision Memorandum.
This approach was approved by the
Deputy Secretary of Defense in Program
Budget Decision 724 in January 1996.
Based on the industry response and the
economic analysis, DOD developed an
acquisition strategy for a prime systems
contractor to manage the integration of
all of the processes associated with
advanced product development, FDA
licensing, production, testing, and stor-
age of BD vaccines. This is a marked
change from the way the DOD formerly
conducted the business of the develop-
ment and acquisition of military-unique
vaccines and, instead, mirrors the stan-
dard DOD acquisition model commonly
associated with weapon system develop-
ment and acquisition. The JVAP acquisi-
tion strategy requires that the prime sys-
tems contractor provide a program man-
agement structure and database manage-
ment system for this effort.

The JVAP Solicitation :

An RFP (DAMD17-95-R-5020) was
released Aug. 9, 1996, and a formal
source selection was conducted. The
contract is a research, development, test)*
and evaluation contract that assigns pri-
mary responsibility for the acquisition life
cycle management of medical BD prod-
ucts to a prime systems contractor and its
subcontractors. The prime contractor
will function as the responsible corporate,
official to the FDA and, as such, will be the
license holder for these products. The
contract is a 10-year, cost plus award fee
type contract. s

The basic contract calls for the prime
systems integration of development,
licensing, storage, and testing of three BD
vaccines. It also includes the storage ang
maintenance of the current DOD BD vac-
cine stockpile. Options may be exercised
for stockpile production and storage of
the three basic contract vaccines as well as
the development, licensing, storage, and
testing of 15 additional BD vaccines.

Several acquisition streamlining initi
tives were incorporated into the JVAP R
A statement of objectives (SO0) was pro-
vided to tell the offerors what the govern-
ment required rather than directing
“how” the requirements were to be met.
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Based on the SOO, the offerors were
allowed to propose a statement of work,
_an integrated master plan, an integrated
master schedule, a contract work break-
down structure (CWBS), the contract line
item numbers (CLIN) and an award fee
1 plan (AFP).
¥ Evaluation criteria were performance
based rather than based on “check lists,”
and mandatory contract data require-
ments were reduced to a minimum.
Wherever appropriate, the government
used industry standards and practices in
«_evaluating proposals. Additionally, offer-
vors were encouraged to provide alterna-
tive methodologies for meeting RFP
requirements.

As part of the proposal process, each

offeror was allowed to conduct an oral
_ briefing on the management plan and
. technical approach. These presentations
provided the Source Selection Evaluation
Board members the opportunity to meet
key members of the offeror’'s team.
sFollowing the initial evaluations, discus-
sions were conducted with each offeror to
- clarify issues and give the offeror an
opportunity to provide additional details
*on specific aspects of their proposal.

Even with these streamlining initiatives
built into the solicitation, the offerors had
a difficult time fulfilling government
expectations in their initial proposals.
Consequently, to ensure a fair and equi-

v table evaluation process, modifications
- - were made to the original RFP to provide
%pecific guidelines for the development of
a CWBS and CLIN structure in the model
contract. The government also had to
~ provide an AFP that would place the
. responsibility on the prime contractor to
strive for performance excellence.
Throughout the evaluation process,
»lessons were learned as streamlining ini-
watives were tailored to the specifics of
khe JVAP There were some “growing
pains” because not all of the principles
- that normally apply to traditional hard-
ware programs apply to the vaccine pro-
gram. For example, an area that will be
_discussed later in this article is vaccine
 product development and testing. This
grea is governed by FDA regulations, not
. by Director, Operational Test and
- Evaluation guidelines.

~ The JVAP Prime Contractor
A $322 million contract was awarded to
DynPort Limited Liability Corp., of Reston,
WA on Nov. 7, 1997. DynPort is a new
organization formed specifically for the
~ JVAP and is composed of personnel from
DynCorp, Reston, VA, and Porton
~ International, Porton-Down, United
| Kingdom. The contract was awarded to
Port based on a best value analysis by
e government. DynPort’s proposal

commercial business base. This mitigates
the overhead burden on the DOD to main-
tain dedicated facilities and has the poten-
tial benefit of developing a long-term,
commercial business base for BD vaccines.

DynPort’'s subcontractors will provide reg-
ulatory affairs expertise, earned value man-
agement systems (EVMS) support, reposito-
ry and shipment services, management of
clinical trials, preclinical animal and surro-
gate efficacy model testing, and develop-
ment and manufacture of BD vaccines.

DynPort will be conducting an integrat-
ed baseline review (IBR) 120 days after
contract start date, which was delayed
until March 2, 1998, as a result of a
General Accounting Office adjudication of
a protest. The contractor will be provid-
ing the government with details of a plan
for executing the requirements to develop
and license the three vaccines on the basic
contract, the current status of actions
accomplished to date, and plans for estab-
lishing and using an EVMS. The JVAP
Project Management Office, in preparation
for the IBR, has used the services of the
Defense Systems Management College to
provide training for its personnel on
EVMS as well as providing guidelines on
how to prepare for an IBR.

Integration Of
DOD Milestones
With FDA Regulations

Basic and applied research, and concept
exploration (Phase 0) activities occur in
government research and development
laboratories. JVAP contract activities begin
with a Milestone 1 (MS I) decision by the
MDA to transition a vaccine from the tech-
nology base to the prime systems contrac-
tor (PSC). At that time, a decision will be
made on the technology approach to be
used in developing and licensing a partic-
ular vaccine. The PSC will then integrate
the advanced development, FDA licensing,
stockpile production, storage, and distrib-
ution of the BD vaccines.

Integrated Product Teams (IPTs), formed
by the JVAP Project Manager during Phase
0, will meet throughout the development
process to discuss technical development,
associated risks, and risk abatement.
Members include technical and regulatory
experts from research laboratories, the
PSC, the PSC’s associated subcontractors,
and the JVAP Project Management Office
staff.

It should be emphasized that the estab-
lishment of a synergistic relationship
between the government and the contrac-
tor is absolutely critical early in the acqui-
sition life cycle to ensure a smooth transi-
tion of the vaccine product from the tech-
nology base to advanced development.
The criticality of a successful MS I IPR
mandates that the PSC and its subcontrac-
tors be active participants in the IPT
process during Phase 0 so that any techni-
cal issues can be resolved prior to the MS
I decision.

JVAP activities have been organized
according to DOD materiel life cycle sys-
tem management phases and tailored to
21 CFR requirements. These activities,
shown in the chart on page 12, detail the
JVAP challenge of integrating DOD and
FDA requirements. This challenge is
unique to military biologic products
because the guidelines and events pre-
scribed by DOD Regulation 5000.2-R and
the associated Service acquisition regula-
tions are geared toward hardware pro-
grams that are not impacted by regulato-
ry guidance from other government
agencies.

Conclusion

Recent events in Iraq have underscored a
continuing urgent need for BD vaccines to
protect U.S. and coalition forces against
the threat of biological warfare.
Simultaneously, there is a limited U.S.
industrial base to meet this need. The
DOD has determined that FDA-licensed
BD vaccines are necessary to protect
warfighters assigned to high-threat areas.
The JVAP Project Management Office will
manage the prime systems contract, under
the JPO BD, for advanced development,
FDA licensing, stockpile production, stor-
age, testing, and distribution of required
BD vaccines. These vaccines will be devel-
oped for DOD-required product indica-
tions, such as protecting soldiers against
battlefield aerosol challenges with biologi-
cal warfare agents. The recent contract
award to DynPort has brought the DOD
medical research, development, and
acquisition process into line with DOD
acquisition reform initiatives.

Implementation of this program has cre-
ated a single integrator/manager for devel-
oping and implementing a detailed plan
for vaccine life cycle management to meet
DOD requirements of protecting U.S.
forces against multiple biological warfare
threats.

BG JOHN C. DOESBURG is the Joint
Program Manager for the Joint
Program Office for Biological
Defense, Falls Church, VA He was
commissioned through the Army
ROTC Program at the University of
Oklaboma in 1970 and bas attend-
ed both the Army Command and
General Staff College and the Army
War College.

DR. RICHARD H. KENYON is the
Project Manager, Joint Vaccine
Acquisition Program, at Fort
Detrick, MD. He bolds a B.S. from
Bucknell University, and M.S. and
Ph.D. degrees in microbiology from
Pennsylvania State University.

Army RD&A 13




HSS exterior layout.

HUNTER SENSOR SUITE

ADVANCED

TECHNOLOGY DEMONSTRATION

Introduction

The Hunter Sensor Suite (HSS)
Advanced Technology Demonstration
(ATD) is a key element of the Rapid Force
Projection Initiative (RFPI) Advanced
Concept Technology Demonstration
(ACTD). The objective of the RFPI ACTD
is to demonstrate increased survivability
and lethality for early entry light forces
through a system of systems approach to
evaluate a hunter/stand-off killer opera-
tional technique.

The objective of the HSS ATD is to
demonstrate a lightweight, deployable,
low-observable, advanced, long-range
sensor suite that provides 24-hour,
adverse weather reconnaissance, surveil-
lance, and target acquisition capabilities.

14 Army RD&A

By Michael P. St. Peter

The HSS employs a combination of tech-
nologies enabling it to quickly find multi-
ple targets at long ranges, determine accu-
rate targeting coordinates, and then hand
off this information to an RFPI Light Digital
Tactical Operations Center (LDTOC) for
dissemination to an appropriate RFPI
stand-off killer for engagement.

HSS is a vehicular-integrated, long-range
target acquisition suite mounted on an
extendible mast assembly platform,
remotely controlled from an operator’s
station inside the wehicle. HSS is
designed around and integrated onto an
expanded capacity High Maobility
Multipurpose Wheeled Vehicle (HMMWY)
and operates both on-the-move and in a
stationary mode. The HSS mast assembly

enables the vehicle to take advantage ot
available cover and only expose the sen-
sor head, thus presenting a smaller targer
to the enemy and improving both vehicle
and crew survivability. HSS uses commer-
cial off-the-shelf (COTS) and military off-*
the-shelf (MOTS) items to combine state.
of-the-art technologies into an integrated
SEensor suite.

The exterior vehicle layout of the HSS is
shown in Figure 1. The vehicle's interior
layour is depicted in Figure 2 and illus-
trates the vehicle integration challenged
and aggressive packaging of components
that was necessary. The HSS operator™
station, located in the left rear seat of the
vehicle, is pictured in Figure 3.
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Glossary of Terms
APU Auxiliary Power Unit
Dc2 Distributed Command
And Control

EOSA Electro-Optic Sensor
Assembly

EPIRS Enbanced Position/
Location Reporting
System

EU Electronics Unit

GPS Global Positioning
System

HDIP High Density
Integrated Processor

T Image Compression/
Transmission

IR Long Range

IVRS Lightweight Video
Reconnaissance System

MIDS Mini Intrusion
Detection System

ocU Operator’s Control Unit

PDU Power Distribution Unit

RS Remote Sentry

SINCGARS Single Channel Ground
And Airborne Radio
System

SR Short Range

Significant Improvements

The HSS will significantly improve the
Army’s target acquisition capabilities over
currently fielded systems by providing
longer range target detection and preci-
sion target location at standoff distances
that are beyond the effective range of
enemy direct fire weapons. These
improvements require emphasis on high-
magnification, large-aperture optics with
multiple fields-of-view; and high-accuracy
position/location devices.

A horizontal technology integration
B-Kit forward looking infrared (FLIR)
modular design approach was used wher-
ever possible for the second generation
thermal imager (2GTI) and incorporated
a standard advanced Dewar assembly,
type two (SADA-II) focal plane array. The
B-Kit FLIR is integrated with an 8-inch,
long-range afocal to obrain the necessary
standoff capability. The 2GTI has both a
wide field-of-view (WFOV) and a narrow
field-of-view (NFOV). Both the WFOV and
NFOV incorporate an electronic zoom fea-
ture. HSS uses imagery from the second
generation FLIR in conjunction with
embedded aided target recognition (ATR)
to quickly detect, recognize and prioritize
targets of opportunity for the operator
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while substantially reducing field-of-
regard (FOR) search times. ATR technol-
ogy should significantly reduce the opera-
tor’s time to detect targets while main-
taining a high probability of detection and
recognition with a low false alarm rate.
Maximum use was made of existing ATR
algorithms as a baseline for modifications
and enhancements.

Precision targeting is possible through
the use of a three-ring laser gyro north
seeking module to obtain azimuth bearing
relative to north and inclination angle, an
eyesafe laser rangefinder for accurate tar-
get ranging, and a global positioning sys-
tem for self-position location. When an
operator ranges to a target, inputs from
the position/location devices are fed to the
onboard processor and the system auto-
matically calculates the grid coordinate
location for that target. This grid coordi-
nate along with ATR information also pop-
ulates a digital message targeting report
that is ready to be transmitted over a radio
net at the operator’s discretion.

HSS provides color digital maps with sit-
uational awareness information to the
operator through Appliqué software and a
distributed command and control tactical

i . HSS will transmit, in near real-
time, digital targeting reports and imagery
information to the LDTOC for dissemina-
tion to RFPI stand-off killers.

A modular, open architecture processor
was developed for the HSS to provide the
high-density integrated processing neces-
sary to control the functions that support
ATR, targeting coordinates for fire control,
image compression for transmission, and
sensor suite remote control capabilities. A
VME-based architecture standard (6U-160)
was sclected as the best approach, lending
itself to a variety of available COTS and
MOTS processing components.  The
processor was designed around a 50 per-
cent throughput and memory reserve
capacity, leaving room for growth potential.

HSS incorporates a vehicle-mounted
acoustic sensor system as a cueing device
to provide both line-of-sight and non-line-
of-sight early target detection for the oper-
ator. The acoustic cueing sensors supple-
ment the imaging sensors by providing
target detection coverage outside their
immediate field-of-view.

Emphasis was also placed on technolo-
gies such as advanced low signature optics
and system packaging to maintain the low
signature profile of a slopeback HMMWY,
while at the same time achieving the
required performance and enhancing
vehicle deployability.

HSS also has two ancillary capabilities: a
driver’s vision enhancer for improved
vehicle mobility and movement at night
and during periods of reduced visibility,
and an operator’s control unit (OCU)
from the Remote Sentry (RS) ATD, anoth-
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er RFPI hunter. The OCU capability will
enable the HSS to obtain additional tar-
geting data and imagery from several
remote stations.

Performance Capabilities

The HSS ATD exit criteria operational
capabilities focus on the key performance
drivers for HSS, which are long-range tar-
get acquisition, aided target recognition,
image transmission, and precision target
location. Minimum and goal performance
criteria were developed with respect to
the current capabilities of scout forces.
Some criteria have been normalized to
remain unclassified.

Scout forces currently use a first genera-
tion common module FLIR with an exten-
der afocal for long-range target acquisition.
HSS second generation FLIR analysis of
laboratory measurements, modeling data,
and acrual field performance indicate that
a 70 percent (goal) range performance
improvement was achieved. The second
generation FLIR is the primary sensor in
the suite, with daylight TV providing a sup-
plemental long-range capability during
daylight hours. The acoustic cueing sen-
sors’ component contribution to the long-
range capability is to provide 360-degree
FOR cueing for the imaging sensors at ATD
range requirements.

The ATR requirement is to reduce opera-
tor task loading and target acquisition
timelines (time to detect) with a high
probability of detection and recognition
and a low false alarm rate. Preliminary
evaluations indicate that using the ATR to
cue the operator can improve target acqui-
sition performance. Target acquisition
timelines are critical to the RFPI objective.

Once target recognition and prioritiza-
tion is made, timely dissemination of the

-

information to an LDTOC is required. Still *
frame imagery requires longer transmis-
sion timeframes than voice or digital mes-
sage reports due to its data content. To
achieve acceptable transmission times
over single channel ground and airborne
radio system radios, selected imagery <
must be limited to a region-of-interest and &
be highly compressed. Evaluation of the
transmission time indicates that the ATD
minimum of 15 seconds was achieved.

High accuracy target location is ssenual
for non-line-of-sight RFPI stand-off killer™
weapon systems. The HSS target location
accuracy goal of 30 meters wis achieved
under this ATD. ~

The HSS system should provide substan-+
tial benefits for the warfighter in the area
of information technology as well as
increase the survivability and lethality for’
early entry light forces.

Author’s Note: The HSS is scheduled to
be included in the RFPI ACTS field experi>
ment at Fort Benning, GA, July 27 through
Aug. 11, 1998.

MICHAEL P ST PETER is the ATD
Manager for the Hunler Sensor)
Suite Program at the Night Vision
and Electronic Sensors Directorate
of the U.S. Army Communications-
Electronics Command. He holds a
B.S. in electrical engineering from
the University of Vermont, and is
graduate of the Red River
Product/Production Engineering
Intern Training Program.
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FROM THE ACTING DIRECTOR,
ACQUISITION CAREER
MANAGEMENT OFFICE (ACMO)

The Acquisition Career Management
Office (ACMO) is pleased to devote this
issue of Army RD&EA magazine to the Army
Acquisition Corps (AAC), the Army
Acquisition Workforce (AAW), and the AAC
vision to develop acquisition leaders for
the 21st century. Two years ago, Army
RD&A magazine focused on acquisition
career management issues. In reviewing
that earlier issue, I am encouraged how far
we have come in our efforts toward mak-
ing the AAC vision a reality. 1 am also
excited to see how our focus has evolved
since that time. The articles in the July-
August 1996 issue focused on initial
efforts to revitalize the civilian component
of the Army Acquisition Corps and
Acquisition Workforce. Our early initia-
tives not only resulted in well established
programs for the entire Army Acquisition
Workforce, but also established the basis
for new programs and initiatives. Let me
give you a few examples.

We have now accepted more than 3,000
Army Acquisition Workforce members into
the Corps Eligible Program. This program
has allowed us to identify those AAW
members who are corps eligible, and offer
them career development and training
opportunities such as the leadership sem-

inars currently held in conjunction with
the AAC Roadshows. The Individual
Development Plan (IDP), introduced in
1996, is now being refined with significant
input provided by the AAW during the
pilot program. When automated, the IDP
will be distributed to the entire AAW, and
will be used by AAW members and man-
agers as a documented roadmap to suc-
cess. We have successfully integrated the
military, civilian, and reserve components
into best qualified boards.

The customer support strategy, summa-
rized in that earlier issue, has evolved into
a regional support structure including
Acquisition Career Management
Advocates, Acquisition Workforce Support
Specialists, Functional  Acquisition
Specialists, and customer support offices
throughout the country. This nerwork has
provided a key vehicle to communicate
and reach the entire Army Acquisition
Workforce. Our Proponency Office is well
staffed and operational. The Competitive
Development Group Program is in its sec-
ond year, and I am proud to note that
seven of the original year group 1997
members were promoted during their first
year. These are just a few of the accom-
plishments resulting from the work of

ACMO Proponency Officers

Acquisition Logistics, Al Kinkella (703) 604-7115
Manufacturing & Production kinkelaj@sarda.army.mil | DSN 664-7115
Business, Cost Estimating Cathy Doolos (703) 604-7114
& Financial Management doolosc@sarda.army.mil | DSN 664-7114
Contracting MA] Phil Yacovoni (703) 604-7106
(Military FA97) Report Date 8/98 DSN 664-7106
Contracting, Industrial Property | Mary McHale (703) 604-7105
Management, Purchasing mchalem@sarda.army.mil | DSN 664-7105
Comm-Computer Systems Vacant
(Military FA51)
Comm-Computer Systems Sandy Long (703) 604-7125

longs@sarda.army.mil DSN 664-7125
Program Management MA] Matt Barr (703) 604-7136
(Military FA53) Report Date: 7/98 DSN 664-7136
Program Management Craig Spisak (703) 604-7101

Spisake@sarda.army.mil | DSN 664-7101
Systems Planning RD&E Peggy Mattet (703) 604-7108
Test & Evaluation matteip@sarda.army.mil | DSN 664-7108
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many dedicated Acquisition Workforce
professionals.

I encourage all of you to use this issue of
Army RDEA magazine to learn more
about opportunities in acquisition career
management, regardless of whether they
focus on military or civilian Acquisition
Workforce issues. Our current efforts are
focused on establishing one integrated
corps. For our efforts to be successful, we
must educate ourselves about all elements
of our population. The Army Acquisition
Workforce portion of this magazine is pre-
sented in sections: Acquisition Career
Management Update; Acquisition
Education, Training, and Experience
Opportunities; DOD Acquisition
Personnel Demonstration Project; and
Acquisition Position Management
Information. These sections include time-
ly, pertinent articles related to your acqui-
sition career. Be sure to read and learn
about available programs and opportuni-
ties.

We've had some organizational changes
in the ACMO, and I urge vou to consult
our points of contact on the AAC home
page at http:/dacm.sarda.army.mil.
Specifically, we have several new propo-
nency officers. The accompanying chart
provides a complete list.

We wish a fond farewell to LTC Randy
Mathews, who served as the FAS51
Proponency Officer. He is now assigned
to the Acquisition Policy Division in the
Office of the Assistant Secretary of the
Army (Research, Development and
Acquisition) (OASARDA). We also wish the
best for LTC Mike Bonheim, formerly the
FA97 Proponency Officer, who will serve
in OASARDA’s Plans, Programs and
Resources Office prior to a command
assignment. Finally, we congratulate LTC
Earl Rasmussen on his retirement from
military service. He served for the last 3
years as the FA53 Proponency Officer. His
contributions to the acquisition communi-
ty are many, and will benefit the Army for
years to come. We wish him well in his
new career!
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UPDATE

ON THE CORPS ELIGIBLE

AND

COMPETITIVE DEVELOPMENT

Introduction

Two of the Army Acquisition Corps
(AAC) training, development and lead-
ership programs are being revised.
One is the Corps Eligible (CE) Program,
which was established in 1996 to iden-
tify GS-13s who meet the requirements
for attaining membership in the AAC
once selected for a GS-14 critical acqui-
sition position (CAP). The second, the
Competitive Development Group

GROUP

PROGRAMS

By Craig A. Spisak

(CDG) Program, was established to
competitively select the best GS-13s
and provide them core leadership
opportunities through cross-functional
experiences and training.

Since its establishment in 1996, the CE
Program has enabled us to learn a great
deal about the GS-13 population.
Additionally, it has served as an applicant
pool for CDG Program candidates. The
inaugural CDG Program announcement

Now, regardless
of your grade,
if you meet
the requirements
of becoming

an AAC member,
then you can apply

and become

a Corps Eligible Program
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member.
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was made in 1996 and those Year Group
97 (YG97) selectees began their develop-
mental assignments in July 1997. Since
the inception of the CE and CDG
Programs, an evolving AAC vision and
changing Army Acquisition Workforce ~
(AAW) require modifications to these
programs. Bear in mind, all GS-14
acquisition positions are considered to
be CAPs and require membership in the
AAC as well as Level III Certification.
AAW members, therefore, must have a
Level 111 Certification to attain a GS-14
CAP and be accessed into the AAC. Also,
several organizations have institutedg
personnel demonstrations, which have
“broadbands” that group several GS
grade levels into bands with no steps. As
a result, programs based on the GS pay
scale for eligibility purposes must be
modified.

What Are We Doing?

To provide expanded opportunities to
a larger portion of the workforce, and
to properly align the CE Program with
AAC requirements and ongoing demon- |
stration project characteristics, the CE
Program is being revised. Previously®
only a Level II Certification was
required to become a CE member. As
discussed earlier, however, to be eligi-
ble for a CAP. AAW members must have
a Level Il Certification. Therefore, all |
future CEs will be required to have at_
least a Level Il Certification in theif
career field. In view of the unique
nature of career field and certification
standards, a Level III Certification in
purchasing is excluded from meeting

4
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this eligibility requirement because
there are no CAPs in the purchasing
career field. If you are currently a mem-
ber of the CE Program with only a Level
Il Certification, don’t panic. The
Acquisition Career Management Office
(ACMO) will notify you that you have
approximately 18 months to achieve
your Level III Certification prior to
removal from the CE Program

Another major change to the CE
Program is the elimination of the
requirement to be a GS-13. Now,
regardless of your grade, if you meet
the requirements of becoming an AAC
member, then you can apply and
become a CE Program member. That’s
right! If you're currently a GS-11 or
GS-12 who meets the AAC eligibility
requirements other than grade, you can
apply for the CE Program and be
accepted. This will result in significant-
ly more training opportunities for more
AAW members. A word of advice, CE
status is not automatic; you must sub-

’ mit an application.

» within

How will all of this affect the CDG
Program? Beginning with YG99 appli-
cations, CDG Program positions will
have generic position descriptions
the Defense Acquisition

- Workforce Personnel Demonstration

4

Project Broadband I1I. No longer will
they be specifically tied to GS-13 posi-
tions because Broadband I1I will com-
bine both GS-12 and GS-13 positions.
Therefore, to be eligible to apply for the
CDG Program for YG99, applicants
need only be certified as a member of
the CE Program or be in the AAC, and

" be capable of being laterally transferred

into the Defense Acquisition Workforce
Personnel Demonstration Project
Broadband I11. As more and more AAW
personnel attain membership in the CE
Program, the position change to

" Broadband I1I could more than double

the eligible population for the CDG
‘Program. That is very good news for a
lot of people, and beginning with CDG
YG99, the number of individuals select-
ed for each year group of the program
will increase from 25 to 30.

Lonclusion

The benefits of the CE and CDG
Programs continue to be invaluable.
These programs still offer their mem-
bers focused and exciting training
opportunities that are only available to

"CE and CDG members. And remember

¥ou must be a CE Program or AAC
member to apply for the CDG Program.
Once selected, CDG members will be
provided assistance in formulating,
scheduling and accomplishing their

July-August 1998

CDG members

will receive

cross-functional
experience and exposure
to various commands

and organizations,
which will provide them
with new,
career-broadening

opportunities.

Individual Development Plans with
oversight and mentoring by senior
acquisition leaders. Additionally, CDG
members will receive cross-functional
experience and exposure to various
commands and organizations, which
will provide them with new, career-
broadening opportunities.  Although
there is never any guarantee for promo-
tion, the possibilities for the CDG
Program member are almost endless,
within time and fiscal constraints. As a
result, CDG members will become even
more competitive for promotion to
CAPs and will gain the knowledge, skills
and abilities necessary to excel as
senior executives and managers within
the AAW. For some members’ perspec-
tives on the CDG Program, refer to the
“Speaking Out” section in this issue of
Army RD&EA magazine.

The CE and CDG Programs are major
initiatives to improve the quality of the
AAW, but their implementation begins
with you. As always, you are your own
best career manager. For insight on the
types of qualifications you should be
striving for, see the attached demo-
graphics charts on the existing CE pop-
ulation and the YG97 and YG98 CDG
members. Although each program pro-
vides many opportunities, the CDG
Program is a premier opportunity for
acquiring the expertise to advance to
and succeed in senior positions.
Therefore, you should take the neces-
sary steps to become eligible for and
apply to both the CE and CDG
Programs. If you would like more infor-

mation, see your Acquisition Workforce
Support Specialist or contact the ACMO
and speak to your proponency officer
about additional career counseling.
Access the AAC home page at
http://dacm.sarda.army.mil for appli-
cation information and procedures.

CRAIG A SPISAK is an Acquisition
Proponency Specialist in the
Acquisition Career Managemert
Office, Office of the Assistant
Secretary of the Army (Research,
Development and Acquisition). He
bas a B.S. degree in mechanical
engineering from The George
Washington University and arn M.S.
degree in information science and
systems management from the
University of Southern California.
An AAC member; Spisak is Level IIf
Certified in systems planning,
research, development, and engi-
neering, Level Il Certified in pro-
gram management, and was an
inaugural CDG YG97 selectee.
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Number of People

Corps Eligibles

The following graphs depict some demographic
data on the entire Corps Eligible (CE)
population. The average CE member is
approximately 45 years old with 11 years of
Army  Acquisition = Workforce (AAW)
experience. A total of 92% of the CE
population has a bachelor’s degree or higher
compared with 73% of the AAW. Roughly
39% of CEs have a master’s degree or higher.
More than half of all CE members are in the
Contracting or Systems Planning, Research,
Development and Engineering Career Fields,
which is representative of the entire AAW.
Approximately 22% of all CEs have more than
one Level III or Level II Certification
compared with 10% of the AAW.

-

-858888%

HIGH SCHOOL
BACHELOR'S
MASTER'S

Education Levels

As of June 1, 1998

A G D E @ H K LR YT

Acquisition Career Fields

445
187

13 681 6

2 3 4
Number of Certifications
| mLevel Il = Level I |

20

Army RD&A

July-August 19984




P s

4

“{,___y.‘r‘

4 ;

o S

e ——— "
& 4

§—

i

=

-

e T S S

» -,

R

-

Number of People

Competitive Development Group

Year Group 97

The following graphs represent some
demographic data on the 25 selectees for the
Year Group 97 (YG97) Competitive
Development Group (CDG) Program. Of the
nearly 700 eligible applicants, approximately
57% were in the Contracting or Systems
Planning, Research, Development and
Engineering Career Fields, which is
representative of the existing Corps Eligible
(CE) and Army Acquisition Workforce
populations. All of the 25 selectees had
bachelor’s degrees and one had a doctorate. Of
those selected, however, 96% had already
obtained a master’s compared with 39% of the
eligible CE population. In addition, while
approximately 22% of all CEs have more than
one Level III or Level II Certification, more
than 50% of the individuals selected for the
YG97 CDG Program have obtained multiple
Level III certifications.
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Competitive Development Group
Year Group 98

The following graphs represent some
demographic data on the 25 selectees for the
Year Group 98 (YG98) Competitive
Development Group (CDG) Program. Of the
approximately 200 eligible applicants, roughly
50% were in the Contracting or Systems
Planning,  Research,  Development  and
Engineering Career Fields, which is similar to
the existing Corps Eligible (CE), Army
Acquisition Workforce and YG97 populations.
Like the CDG YG97, all of the 25 selectees had e K 1
bachelor’s degrees and 92% of those had already

obtained a master’s compared with 39% of the i
eligible CEs. Furthermore, another four

members had more than one master’s degree. In

addition, while approximately 22% of all CEs

have more than one Level III or Level II

Certification, 80% of the YG98 CDG members

have obtained multiple Level III Certifications.

As of June 1, 1998
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LTG Paul J. Kern, far left, and Keith Charles, far right, back row,
with YG98 Competitive Development Group selectees.

1998 COMPETITIVE DEVELOPMENT
*' GROUP ORIENTATION

goes the way and shows the way.”

The Competitive Development Group
(CDG) Year Group (YG) 1998 Orientation
was held April 27-29, 1998, in Arlington,
VA. Hosted by Keith Charles, the Army’s
Deputy Director for Acquisition Career

| Management, the 3-day orientation provid-

. ed the new YG98 CDG members an excel-
lent forum to meet with their supervisors,
sponsors, and current CDG members, and
to receive guidance in their development as
future Army Acquisition Corps leaders.
Also in attendance were representatives

! from the Acquisition Career Management
HOffice  (ACMO), Functional ~ Chief
Representatives (FCRs), Functional
Acquisition Specialists (FASs), Acquisition
Carcer Management Advocates (ACMAs),
and YG97 CDG members.

Charles initiated the CDG YG98

% Orientation by welcoming both the YG97
and YG98 CDG members during an open-
“ing night dinner address. Charles noted
that the program for 1998 will benefit from
the experiences shared by the 1997 CDG.
Mary McHale, ACMO CDG Coordinator,

! July-August 1998

— Anonymous

By Sandra R. Marks
Army RD&A Staff

introduced Mary Thomas, Acting Director of

the ACMO. Thomas referred to the Army
Acquisition Corps Vision, and the CDG
member’s integral role in his/her acquisi-
tion career planning. She mentioned that
one of the goals of the orientation was for
each CDG YG98 member to leave with an
Individual Development Plan (IDP).
Thomas reflected on her own career and
training experiences, which were enriched
and largely defined by participation from
managers, co-workers, and classmates.
Following dinner, Charles introduced
Donna Tyson, a motivational speaker, who
encouraged all attendees to choose to make
their training and experiences positive.

At the formal opening session, Carolyn S.
Thompson, ACMA, U.S. Army Space and

“A leader has been defined as one who knows the way,

Missile Defense Command, Huntsville, AL,
introduced Keith Charles, who briefed
attendees with an overview summarizing
the vision, philosophy, goals, and expecta-
tions of the CDG Program. Charles
expounded on the topic of leadership. As
future leaders in the Acquisition Corps, the
CDG has an obligation to understand the
entire Army system, Charles said. He urged
the CDG to be true leaders in the
Acquisition Corps, to be mentors, and to
help people understand both the civilian
and the uniform sides of the Army as well.
One of the CDG's most important respon-
sibilities relative to the Acquisition Corps,
he said, is to help people in the field by
“showing them the way."

Following Charles, Mary Thomas intro-
duced proponency officers and FASs and
outlined their roles in implementing the
CDG's IDP. Thomas presented an overview
of the process for completing IDPs and
considerations that need to be addressed
when filling them out. Based on lessons
learned from the YG97 CDG, the YG98 will

Army RD&A 23
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acquisition
community
in particular,
- leads the
other
in providing
educational,
training,
£58 and
career
~ development
- opportunities.

Bob Szerszynski,
CDG YG97;

Sandy Long,
Proponency Officer;
and

Carolyn Lucas,
CDG YGS97;

work on

automated

IDPs.

LTG Paul J. Kern, Director of the
Army Acquisition Corps and Military
Deputy to the Assistant Secretary of
the Army (RDA), delivered the
keynote address.
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be encouraged to work in operational
assignments, take Army core leadership
courses, and obtain Level III certification in a
primary career field. The CDG Program is
built upon the strong foundation of one
career field, Thomas stressed, and that spe-
cific career field should take precedence first
before focusing on the cross-functional
experience, crossfunctional training, and
leadership training opportunities that the
program also provides. For those outside the
Washington, DC, metropolitan area, a 120-
day detail on a HQDA tour will also be
encouraged. Thomas outlined some of the
changes implemented in the YG98 CDG

Program compared to YG97.

One of the

major changes is how CDG members are
assigned to new positions. For example, the
use of generic job descriptions will enhance
flexibility for the YG98 participants by not
tying them to one position. They will also
allow members the opportunity to gain new
skills and competencies so they can apply
them through hands-on experiences. The
ultimate goal of the CDG Program, Thomas
concluded, is to prepare members o be
senior leaders in the acquisition community.

Following Thomas comments, attendees
were directed to one of three separate break-
out sessions in accordance with their current

need.

Mary Thomas hosted a session for supervi-
sors and sponsors in which she outlined the
expected roles and responsibilities they
would have in overseeing CDG members,
and reiterated the goals and objectives of the

CDG Program. Thomas discussed issues of

concern to them in their advisory function
and fielded questions on various topics. One

overriding objective of the program, and one. .

10 be considered when completing IDPs, is to

expose people 10 a new area, experience, or
organization. This will help to broaden their

knowledge of the acquisition process. The
CDG members need a lot of guidance and
advice to help set realistic expectations, and
they will be encouraged to rely on their super-
visors and sponsors to assist in this area.

At a concurrent morning session, YG98
members met with their proponency officers
and FASs to begin input to their IDPs. Later
that morning, supervisors and sponsors

received an orientation on the mechanics of

<

manipulating the automated version of the |
IDPs for purposes of approving them. They,
then reunited with the YG98 selectees 1o
tutor and advise training, educational, and
other developmental activities in prepara-
tion for their assignments. This also allowed
time for supervisors and sponsors to net-
work with other supervisors and sponsors,
and to exchange ideas on how they use the *

program to formulate their own plan.

A third morning breakout session, hosted

by Michael

Schatzki of Negotiation

Dynamics, presented YG97 members a
thought-provoking perspective on the prin-
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ciples of negotiating. Using negotiation case

studies, Schatzki compared tactics for inter-

nal and external negotiations, and provided
problem-solving techniques for dealing with
deadlocks.

During a working lunch, Carolyn Creamer,
Personnel Management Specialist, Personnel
Management Division, Army Acquisition

_ Executive Support Agency, outlined recent
changes to the personnel administrative
infrastructure and their impact on the CDG
community. Among the topics covered were
the establishment of Civilian Personnel
Advisory Centers and Civilian Personnel
Operations Centers and the relationship
between them, and the use of the SF5Z,
Request for Personnel Action.

In addition to a repeat of the negotiating
skills training for YG98 CDG members,
afternoon breakout sessions allowed CDG
97 members the opportunity to meet with
their proponency officers and FASs to revise
their current IDPs.

The afternoon concluded with a career
planning brief by Mary McHale, a
Proponency Officer in the ACMO, responsi-
ble for contracting, purchasing, and industri-
al property management. McHale encour-
aged attendees to plan a career and execute
the plan. She outlined several key initiatives
for successful career management including

4 maintaining updated Acquisition Civilian

Record Briefs and Officer Record Briefs;
keeping a resume current and handy; devel-

oping and maintaining professional affilia-
tions; networking; maintaining a profession-
al demeanor; enlisting the advice of a mentor
as well as being a mentor; and staying loyal to
former and current organizations.

_ - Keith Charles hosted a dinner to honor

»YG98 CDG selectees. LTG Paul J. Kern,
Director of the Army Acquisition Corps and
Military Deputy to the Assistant Secretary of
the Army (RDA) delivered the keynote
address. He began by congratulating all

E selectees and praised the group as one that is

growing in reputation not only in the acqui-

1 sition community but throughout the

Department of Defense. The Army acquisi-
tion community in particular, Kern said,
leads the other Services in providing educa-
tional, training, and career development

 opportunities. He called the group “very

select” with a very tough mission ahead. The
.3098 CDG is joining a “big” Army right now;
nccordmg to Kern, an Army that has a vision
of where it is going. The Army is also the
most active it has ever been, Kern added.

At the conclusion of his address, Kern was
joined on stage by Charles to individually
\ recognize and present the CDGs with certifi-
- cates adorned with the Acquisition Corps
*toin, and a CDG pin to honor their achieve-
ment in being selected for the program.
YG97 CDG member Bob Szerszynski con-
cluded the evening’s events by presenting

| Keith Charles with a plaque on behalf of the

%
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YG97 CDG in recognition of his continuing
support for the program and its members.
The final day’s activities began with a brief-

ing by Tony Echols, Chief, Customer
Support, ACMO, on the mission, roles, and
responsibilities of key players in the CDG
career development process. He detailed
the specific roles of Proponency Officers,
Functional Acquisition Specialists,
Functional Chief Representatives,
Acquisition Career Management Advocates,
and Acquisition Workforce Support
Specialists. Following Echols, LTC Carlion
Gayles, then Chief, Acquisition Management
Branch (AMB), U.S. Total Army Personnel
Command (PERSCOM), presented a
detailed briefing on the roles and responsi-
bilities of the FASs. He also outlined the role
of AMB in assisting CDG members in the
maintenance of their records.

The highlight of the final day was a panel
discussion to address questions and con-
cerns about the CDG Program, and to allow
HQDA personnel present an opportunity to
provide feedback in their areas of expertise.
In addition, the panel discussion served as a
vehicle to formally document and respond
to issues and concerns in a timely manner
after the conclusion of the orientation.

The panel was chaired by Edward G.
Elgart, then Acting Deputy Assistant
Secretary of the Army for Procurement.
Other panel members were Peggy G. Mauei,
Acquisition Proponency Officer in the
ACMO; MAJ Michael Williamson, Chief of
Information Technology and Analysis
Branch, ACMO; Pat McNabb, Personnel
Management Specialist in the Policy and
Program Development Division, Office of

Bob Szerszynski,
CDG YGS97,
presents

Keith Charles
with a signed
YGS97 “yearbook”
photo.

the ASA for Manpower and Reserve Affairs;
Marietta E. Martin, FAS in the AMB, PER-
SCOM; Robert J. Szerszynski, an Operations
Research Analyst, Office of the Program
Manager for Chemical Demilitarization,
Aberdeen Proving Ground, MD, a 1997 CDG
member, and presently a FY99 project/prod-
uct manager selectee; and Myra S. Gray,
Assistant Product Manager for the U.S.
Medium Extended Air Defense System, and
a 1997 CDG member.

Szersynski and Gray were asked to convey
their thoughts on the strengths and weak-
nesses of the CDG Program based on their
first year's experiences. They both under-
scored the education and training opportu-
nities as a big plus of the program, adding
that one of the unfortunate aspects is being
mistaken for an intern. The panelists took
rurns at answering preselected questions
solicited during the course of the orientation.

The orientation concluded with a working
lunch featuring a brief by Tony Echols on
the Personnel Demonstration Project.
Echols also fielded questions raised by
attendees. Attendees were urged to read
the proposed plan for implementation of
the project published in the March 24,
1998, Federal Register and to submit their
comments to the Office of Personnel
Management by May 26, 1998.

In her wrap-up, Mary McHale termed the
YG98 CDG Orientation a success, and
thanked all those who helped coordinate
the orientation. She wished both the CDG
YG97 and CDG YG98 members and their
supervisors and sponsors continued success
in their furure endeavors.
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OFFICER

PERSONNEL MANAGEMENT

SYSTEM
FOR

THE 21ST CENTURY

AND
THE

ARMY ACQUISITION CORPS

Introduction

In the introduction to a pamphlet pub-
lished by the Office of the Deputy Chief
of Staff for Personnel titled Whar Is
OPMS XXI? And Other Frequently Asked
Questions, Army Chief of Staff GEN
Dennis J. Reimer stated:

“Over the last several years, the Army
bas experienced some of the most dra-
matic changes in its 222-year bistory.
Physical changes such as reduced end-
strength, base closings, and a reduced
pace of modernization were easily visi-
ble. However, the cultural changes of
becoming a full spectrum, post-Cold
War force bave been much more com-
plex and emotional.”

The Army Acquisition Corps (AAC) has
certainly felt the “complex and emotion-
al” part of the changes wrought by the
realities of the post-Cold War era. Since
1989, the AAC endstrength has mirrored
the reduction of research, development
and acquisition appropriations (known
as modernization accounts), The Army
Acquisition Workforce was downsized 55
percent from FY89-97 by streamlining
processes and realigning missions and

26 Army RD&A
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By LTC Randy Mathews

functions. The realignment of the
Information Systems Command among
the U.S. Army Acquisition Executive
Support Agency, the U.S. Army Materiel
Command (AMC), and the US. Army
Forces Command; the consolidation of
AMC laboratory and commodity com-
mands; and the reduction of Program
Executive Offices from 22 to 7 were some
of the initiatives undertaken. Overall
reductions in acquisition oOrganizations
between FY89-03 (including maintenance
depots) are projected to be more than 65
percent. Additional reductions for FY97-
03 are projected to be more than 19 per-
cent. These reductions, however, have
been and will continue to be a studied
effort, and the effectiveness and ability of
the AAC have in no way diminished.

As it reorganizes and integrates Force
XXI into its doctrine, the Army requires a
new way to assess, develop and manage
its officers. The Officer Personnel
Management System for the 21st Century
(OPMS XXI) has been developed to
ensure the Army is led by the best, the
brightest and the bravest individuals.

OPMS XXI Key Changes

Implementation of OPMS XXI will rep-
resent a major change for the Army in+
general, but its impact on AAC officers
will be less dramatic. Nevertheless, there
are some implications of OPMS XXI that
AAC officers should understand. In par-
ticular, there are five key changes to how
the Army will manage its officers under
OPMS XXI.

Implementation Of Career Fields.
Career fields are distinct groupings of
interrelated branches and functional
areas (FAs) into officer management cate-
gories to reflect the evolving needs of the
Army today and in the future. Each career
field will have its own unique characterisy’
tics and development track for officers,
which will reflect the readiness require-
ments of the Army as it moves into the
21st century. These career fields are as
follows:

* Operations. This career field is com-
prised of officers from the 16 basic
branches, FA39 (psychological opera®
tions), and FA90 (logistician). Eighty-five

percent of all Army Competitive Category
officers will be assigned to the operations
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% career field. All commands except acqui-
j[') sition commands will be staffed with offi-
~ cers from this career field. Other excep-
tions are the AAC and program, project,
or product manager (PM) positions.

. * Operations Support. This career field,
| FA51, includes all AAC officers formerly in
- functional areas 51 (research, develop-

* ment and acquisition), 53 B/C (systems
automation engineering and acquisition),
and 97 (contacting and industrial man-
agement). In addition, FA48 (foreign area

officer) is included in this career field.

y * Information Operations. This career
field brings together related disciplines
with associated functional areas and cre-
ates a few new ones as well. The func-
tional areas are FA30 (information opera-
tions), FA34 (strategic intelligence), FA40
(space operations), FA46 (public affairs),
FA53 (automation systems), and FA57
(simulation operations).

* Institutional Support. The functional
areas in this career field are FA43 (human
resource management), FA45 (comptrol-
ler), FA47 (U.S. Army Military Academy
permanent professor), FA49 (operations
research/systems analysis), FAS0 (strategy
and force development), and FAS52
(nuclear research and operations).

Career fields are assigned to officers
through a board process under the direc-
tion of the U.S. Total Army Personnel
Command (PERSCOM), based on Army
requirements, officer preference, and
senior rater recommendations. These
- career fields will be designated at or about
iL the 10th year of service (on selection and

a4 s

-

" promotion to major). AAC officers, how-
" ever, will continue to be accessed at or
about their 8th year of service.
Establisbment  Of Several New
Functional Areas And Elimination Of
Two Otbers. New functional areas in addi-
tion to those discussed earlier are FA43

L

+
{human resource management), FAS0
(strategy and force development), and

FA57 (simulation operations). Changing
Army requirements have dictated the
need to eliminate FA41 (personnel man-
agement, replaced by FA43) and FA54
(operations and force development, in
part replaced by FA50). These skills can
Lbe provided by other, more robust func-
~ tional areas. Position recoding to reflect
these changes is ongoing.

Competition For Promotion To
Lieutenant Colonel And Colonel Within
Career Fields. The competition for pro-
motion to lieutenant colonel and colonel

" within career fields represents a signifi-
cant change. Although most of the pro-
motion system will remain unchanged
(federal law governs promotion percent-
ages and the promotion board process,
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and this will not change), promotion to
lieutenant colonel and colonel for those
in the AAC will be based on requirements
for that rank as is currently the case.
Under OPMS XXI1, however, AAC officers
will compete within the operations sup-
port career field.

Education Of Officers Promoted To
Major And Officers Selected For Colonel.
Pending Army Chief of Staff approval and
implementation of this change, the U.S.
Army Training and Doctrine Command is
evaluating a restructuring of the Army
Command and General Staff College to
provide a resident education for all offi-
cers selected for promotion to major or
colonel. Resident Senior Service College
for all officers selected for colonel is also
being considered.

Officer Development System XXI.
Officer personnel management, character
and leader development, and the officer
evaluation report will combine to form a
total Officer Development System (ODS)
XXI. ODS XXI and the Officer Develop-
ment Action Plans are “living” documents
that ensure the system develops and
changes to reflect Army requirements.
Some individuals have recommended that
ODS XXI be the driving force to prevent
OPMS XXI from becoming “extinct” in 10
years.

Impact On The AAC Officer

The AAC will be managed within the
context of OPMS XXI, but is largely unaf-
Jected by it. Officers will continue to be
accessed into the AAC at or about their
8th year of service, with career field des-
ignations made at or about the 10th year
of service. Thus, the AAC officer has a 2-
year headstart compared with the rest of
the Army’s officer corps. This permits
AAC officers to more quickly meet posi-
tion certification and education stan-
dards, allowing them to be competitive
for promotion and selection for PM
and/or acquisition command.

The OPMS XXI1 concept of selection for
promotion within career fields should
permit promotions to mirror the military
acquisition position list (MAPL). The
anticipated selection rate for colonels in
the operations career field is currently 15
percent higher than that of the other
three career fields. This is an issue LTG
Paul J. Kern, Director of the Army
Acquisition Corps, has raised to the
Deputy Chief of Staff for Personnel for
resolution. However, as long as require-
ments drive the selections, rather than
percentages, the AAC will be able to select
its best officers to support its critical
acquisition positions. Command and PM
opportunities and selection rates for AAC

officers will remain unchanged. AAC offi-
cers will be selected for PM and acquisi-
tion command through the current board
process, and command tour lengths will
remain the same.

The consolidation of FAs 51, 53 and 97
into a single FA51 is a recent development
being implemented concurrently with
OPMS XXI. Details on the single FA51 are
in the “From The FA97 Proponency
Officer” article in the Career
Development Update section of this issue
of Army RD&A magazine. The consolida-
tion of functional areas involves the
recoding of both MAPL positions found in
unit/activity authorization documents and
personnel to reflect the new areas of con-
centration. The entire action should be
complete by FY00.

Conclusion

The strategic driver for Army decisions is
operational readiness or, as the OPMS XXI1
pamphlet states, “the warfighting core.”
The requirement for well-trained, well-led
soldiers is adequately addressed by the
precepts of OPMS XXI. The AAC has also
postured itself well to support the needs
of tomorrow’s Army and, thus, will con-
tinue to provide the systems to win the
first battle.

Yogi Berra said, “the furure ain't what it
used to be.” Neither is the Army. The
Army’s future size and shape are changing.
With the solid foundation laid by the
Defense Acquisition Workforce Improve-
ment Act and the Army acquisition leader-
ship, the AAC will continue to prosper with-
in the evolving framework of OPMS XXI.

LTC RANDY MATHEWS was the
FA51I  Program  Managemerii
Proponency  Officer in the
Acquisition Career Managementi
Office, Office of the Assistant
Secretary of the Army (Research,
Development and Acquisition)
when he wrote this article. He bas
sinice returned to bis duties in the
Acquisition Policy Directorate.
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INCREASING

PROJECT/PRODUCT MANAGER
AND ACQUISITION COMMAND

Background

In the past, people generally believed that
project and product manager (PM) posi-
tions should only be occupied by military
members of the Army Acquisition Corps
(AAC). Their military experience, opera-
tional perspective, leadership skills, and
relationship with the user made them
invaluable in the research, development,
acquisition, and fielding of equipment. It
was also believed that civilians were better
suited as deputy PMs because they could
provide continuity, institutional knowledge
of the program, and were available to run
the daily operations of the PM office.
Selecting a qualified Reserve Component
(U.S. Army Reserve and National Guard)
officer to serve as a PM of a program would
never have been considered. These past
beliefs are no longer reflected in PM selec-
tion boards.

Best Qualified PM Selection
Boards

In 1995, the Army established a policy 1o
select the best qualified individuals to serve
in PM positions at the Acquisition Category
(ACAT) I and 11 levels. (NOTE: This policy
has been expanded to include ACAT III
PMs also.) Although the Army has always
selected the best qualified individuals for
PM positions through the wuse of
Department of the Army Centralized
Selection Boards, never before¢ have Army
officers competed with civilians for these
positions. The goal of the “best qualified”
policy is to increase the number of civilians
in PM positions while preserving advance-
ment and career development opportuni-
ties for military members of the AAC. The
policy also outlines specific guidance to
ensure the Army will have a military and
civilian management team for the two
senior critical acquisition positions in a PM
office, specifically the PM and Deputy PM.
The policy is designed to increase the
number of civilians, promote program sta-
bility and the infusion of new ideas
through specified tour lengths and rota-
tion of incumbents upon tour completion.
(For PMs and Deputy PMs of ACAT I pro-
grams, the tour length is defined as
* ... assigned to the position at least until
completion of the major milestone that
occurs closest in time to the date on which
the person has served in the position for 4
years.” For PMs and Deputy PMs of ACAT I1
and III programs, the tour length is 3
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years.)

The first best qualified PM Selection
Board was held in FY97. This board
revealed two primary issues: documenta-
tion of experience, education, and training
in civilian personnel files; and evaluation of
a civilian's potential to excel in leadership
positions. The military documentation was
concise and easy to decipher—a one-page
Officer Record Brief (ORB) outlining expe-
rience, education, and training. The civil-
ian documentation consisted of a volumi-
nous SF171 whereby the board members
had to dig through a number of pages to
obtain the same information as contained
in a one-page ORB. To solve the documen-
tation issue, the Deputy Director,
Acquisition Career Management (DDACM)
implemented the use of an Acquisition
Civilian Record Brief (ACRB). The ACRB is
basically a mirror image of an ORB and is
available to all members of the Acquisition
Workforce. Institutionalizing the ACRB has
dramatically improved the competition
between military and civilian AAC members
because centralized selection boards now
have the ability to lay side-by-side the expe-
rience, education, and training of AAC
members competing for PM positions.

Senior Rater Potential
Evaluation

The issue related to evaluating civilians on
“leadership potential” was a little more diffi-
cult. A disconnect exists berween Title 10,
U.S. Code of Federal Regulations, the law
that governs military personnel, and Title 5,
U.S. Code of Federal Regulations, the law
that governs civilian personnel, on the sub-
ject of leadership potential. Military per-
sonnel are promoted and assigned to posi-
tions based on potential. Title 5 prohibits
consideration of potential when selecting
civilian personnel for promotions or other
assignments. To beuer align our civilians
with their military counterparts, the
DDACM instituted the use of the Senior
Rater Potential Evaluation (SRPE).

The purpose of SRPE is to identify future
civilian leaders of the AAC. The SRPE con-
sists of nine leadership competencies: oral
communication, written communication,

problem solving, leadership, interpersonal

skills, self-direction, flexibility, decisiveness,
and technical competence.

Each of these competencies is given a
score by the senior rater. The scores range
from 1 (highest) to 5 (lowest). In addition
to this scoring process, the senior rater may
also provide comments on the strengths or
weaknesses of the ratee and is encouraged
to comment on long-term potential. These
senior rater comments are similar in nature
to those found on an Officer Evaluation
Report and are just as important! Senior
raters who do not provide written com-
ments are doing their employee a great
injustice. The board heavily weighs their
decisions on these senior rater comments.
Thus, senior raters need to ensure that
when asked to complete an SRPE, they
complete it effectively and thoroughly!
The SRPE is the only tool available to senior
raters that provides an independent assess-
ment of their employee. Today, the SRPE is
used during centralized selection boards
and is restricted for use by acquisition per-
sonnel at the GS-13, GS-14 or GS-15 levels.

Increasing The Competition

Now that the problems identified by pre-
vious best qualified PM Selection Boards
have been resolved, the competition needs
to be increased! To do this, the DDACM has
implemented three new initiatives for FY99
PM Selection Boards. First, only two boards
will be conducted each year—one for pro-
ject managers and one for product man-
agers. No longer will a separate board be
held 1o fill civilian or Reserve Component
PM positions. Second, the DDACM expand-
ed the best qualified selection process to
include all PM positions, not just ACAT I and
1I programs. This expansion of the head-to-
head selection process not only provides
more opportunities for the civilians to com-
pete, but allows more military officers to
compete as well since positions are no
longer reserved for civilians. Third, the
DDACM gained approval from the Army
National Guard (ARNG) and the U.S. Army
Reserve (USAR) to integrate their Acquisition
Workforce into the AAC and allow them o0
compete for PM positions. The FY99 Project
and Product Manager Selection Boards were
the first boards to compete ARNG and USAR
officers. The DDACM, along with the ARNG™
and USAR, was extremely pleased to see that
four officers (one ARNG and three USAR)
were selected for PM positions.
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All of these initiatives support efforts to
achieve one goal—provide more opportu-
nities for AAC members to compete for PM
positions.  As depicted in Figure 1, the
number of PM opportunitics steadily
increased during the past 3 years and this
number will continue to rise as more PM
positions become available.

Additional Initiatives

The DDACM has other initiatives under
. way to further increase competition. One
of these is to stabilize the number of oppor-
tunities each year. Previously, the AAC
based its PM and Acquisition Command
opportunities on an incumbent’s departure
date. This approach, however, often result-
ed in wide variations in the number of
opportunities from year to year. For exam-
ple, there were 77 PM/command opportu-
nities during the FY99 PM/Acquisition
Command Selection Board. If we continue
business as usual, the PM/command oppor-
tunities for the FY00 PM/Acquisition
Command Selection Board could drop to
47. To work toward a consistent number of
command opportunities each year, the
General Officer Steering Committee
(GOSC) will review PM requirements and
determine if the incumbent should be
replaced during the upcoming selection
board, or their tour of duty be extended or
shortened. We will ensure that officers who
, are recommended to shorten their tour of
4 duty can achieve command credit. We will
continue this process until our command

opportunities are consistent each year.

Another initiative of the GOSC is w0
review Acquisition Command require-
ments. (Acquisition Command positions
are restricted to military officers. They are
defined as Contracting Commands, RD&E
Centers, Test Commands, and Software
Engineering Centers.) In the past, the
GOSC was only concerned with the review
and wvalidation of PM requirements.
Beginning with the FYO0 PM/Acquisition
Command Selection Board, the GOSC will
review and validate Acquisition Command
requirements. This review will ensure the
Srmy’s command requirements are met
and will ensure consistency in opportuni-
ties each year.

A third initiative under way is to pilot a
“regional” civilian application process for
the FY0O0 PM Selection Boards. Currently,
civilians and military officers may provide a

reference statement for those positions
they would like to be assigned; however,
they compete for all positions. A regional
application process would provide civilians
the option of selecting a region of the coun-
try where they would like to be assigned, if
selected; military officers would compete
for all locations. The proposed regions are
4hown in Figure 2.

As stated above, this is a pilot program.
There is work to do on the regionalization
concept. Prior to implementation, we must
ensure competition by region will be fair

Fiscal Year | Military

Civilian

Reserve
Component

Figure 1.
FY97-99

PM/Acquisition
0 Command

0 -! .
8

Region

Location of Opportunities

National Washington,

Capital Area

Southern Huntsville,

Northeast

Natick, MA

Warren, MI

Aberdeen Proving Ground, MD
Fort Belvoir, VA
Fort Lee, VA

Orlando, FL

Fort Monmouth, NJ
Picatinny Arsenal, NJ

Rock Island,

DC

AL

IL

and equitable based on the population of
eligible AAC members versus PM opportu-
nities in each region.

The final initiative will be the centralized
management of Deputy PMs. There is a
huge population disparity between military
and civilian AAC members. Today, we are
capped at 2,000 officers to participate in the
AAC; of those, only 795 are eligible to com-
pete for PM and Acquisition Command
positions. The civilian AAC population con-
sists of more than 5,000 members. Today,
the toal number of PM opportunities is
195. As you can see by the numbers, we
have far more AAC members than opportu-
nities. Implementation of this proposal
would require that we ensure continuity at
the top-level positions in a program office.
To achieve continuity, the timing of the
selection for the PM and Deputy PM would
be alternated. An example of this would be
to select the PM and place that individual in
the job. After the PM has been assigned to
the position for a year, a Deputy PM would
be selected and assigned. Central manage-
ment of Deputy PM positions will increase
senior leadership opportunities for all AAC
members.

Conclusion

Past and current initiatives show that the
AAC leadership is committed not only to
increasing the competition, but to increas-
ing the number of PM and Acquisition
Command opportunities. The AAC leader-

ship will continue to strive to make the
Army’s Acquisition Corps the best it can be.
The AAC professional must be knowledge-
able of the opportunities available to them
and how to be competitive for these posi-
tions. Several ways to obtain information on
AAC initiatives and opportunities include
attending the DDACM Roadshow Briefing,
maintaining contact with your Acquisition
Career Field Proponency Officer, subscrib-
ing to the AAC home page for news and
information, contacting  your local
Acquisition Career Management Advocate
(ACMA), or by reading Army RDEA maga-
zine. Information on the DDACM Roadshow
Briefings, Proponency Officers, and ACMAs
may be found on the AAC home page at
http://dacm.sarda.armyy.mil.

KAREN WALKER is the Team Chief
of PEO/PM  Support in the
Acquisition Career Management
Office, Office of the Assistant
Secretary of the Army (Research,
Development and Acquisition). She
holds a B.S. degree in business
administration  from  Strayer
College and is Level Il certified in
program management.
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THE CENTRAL MANAGEMENT
STRUCTURE OF THE

Introduction

Who is responsible for career man-
agement? The simple answer is
“YOU.” No one is better equipped
than you are to manage your career.
No one knows your strengths, weak-
nesses, interests, and personal and
family needs better than you. It is
therefore essential that you take a
proactive approach to your career.
Only you, as an Army acquisition pro-
fessional, can ensure that your
Acquisition Civilian Record Brief
(ACRB) or Officer Record Brief (ORB)
is up-to-date. (These documents track
the details of your acquisition career.)
Only you can develop an Individual
Development Plan (IDP) that is specif-
ically tailored to your career develop-
ment needs. Your ability to properly
manage your career requires current
information on a variety of different
topics. Let’s face it—YOU have a vest-
ed interest in your future,

The Acquisition Career Management
Office (ACMO) recognizes that it is not
always possible for busy Army acquisi-
tion careerists to remain current on
such important matters. As a result, a
Nnew customer support strategy was
developed to provide the most accu-
rate and timely information for the
entire Acquisition Workforce. Key
players who are able to provide you
with the best information on critical
career matters are identified in the fol-
lowing paragraphs. The exact name,
telephone number and e-mail address
for each can be obtained from the
Army Acquisition Corps (AAC) home
page at http:/dacm.sarda.army.mil.

ACMO Mili And Civilian
Proponency Officers
In 1995, an Army Acquisition
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Reengineering Team was chartered to
review the health of the AAC and reen-
ergize the Army Acquisition Workforce
(AAW). The team identified areas for
improvement, including data collec-
tion, selection boards, and civilian
developmental programs. At the con-
clusion of the reengineering efforts, a
sustaining organization was staffed to
continue the progress of these activi-
ties. This organization is now the
ACMO.

The ACMO assists the Director,
Acquisition  Career  Management
(DACM) and the Deputy DACM
(DDACM) in acting as the Army’s single
point of contact on all matters pertain-
ing to implementation of the Defense
Acquisition Workforce Improvement
Act. Civilian and military proponency
officers representing all of the acquisi-
tion career fields staff the ACMO. Each
proponency officer is charged with
managing the professional develop-
ment, policy development, and career
management for members of their
respective career field. They work
closely with career field representatives
to ensure that proposed Defense
Acquisition University (DAU) course
changes are justified; and thart Civilian,
Military, and Reserve Acquisition
Position List changes are appropriate to
support authorization and force struc-
ture changes. In addition, they serve as
vital communication advisors for their
career fields by disseminating informa-
tion on AAC policies, initiatives, and
training opportunities.

ACMO proponency officers are not
personnelists; they come from the func-
tional community they represent. Their
positions in the ACMO are considered
to be developmental and, because they
will return to their functional commu-

-7

nity, they have a personal interest in
making sure that their career field is
well managed.

Acquisition Career v
Management Advocates

Acquisition Career Management
Advocates (ACMAs) are senior level
acquisition professionals located in
regional acquisition organizations
where there is a high concentration of
Acquisition Workforce employees.
They are chartered by the DDACM to
assist in communicating noteworthy
information to the entire Acquisition
Workforce. Because of their geograph-
ic proximity to their collocated acquisi-
tion workforce, they can ensure that
acquisition career management infor-
mation is disseminated quickly. They
also serve as a principal advisor to the
local commander on acquisition-related
activities, and provide the DACM and
DDACM a regional and candid perspec-
tive on the general health of the
Acquisition Workforce. The ACMA per-
forms these functions in addition to hi¢
or her regular duties. Therefore,
Acquisition Workforce Support Special-
ists (AWSSs) have been assigned to
assist with supporting the AAW.

Acquisition Workforce
Support Specialists <
AWSSs are located throughout the
Continental United States to assist their
assigned ACMA as a local source of
acquisition career management infor-
mation. The AWSS is a direct point of
contact for the assigned community on_
acquisition education and training
opportunities available to the AAW. The
AWSS provides guidance to his or her
community on the acquisition certifica-
tion process and current certification
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The Acquisition Career Management Office congratu-
lates the first recipients of the Acquisition Career
Management Advocate (ACMA) of the Year and the
Acquisition Workforce Support Specialist (AWSS) of the
Year awards. These two new awards were established to
recognize the outstanding contributions of these integral
members of the acquisition career management structure.

.| The first recipients of these awards were recognized dur-

ACMA And AWSS Of The Year

Monmouth Region. Adorned with an Army Acquisition
Corps coin, the plaque reads, “The leadership demon-
strated moves us closer to one integrated corps and has
greatly enhanced the professionalism of the workforce.”
Charles also presented a similar plaque to Kelly Irvin,
AWSS for the Fort Monmouth region. The plaque reads,
“For making significant improvements in communicating
the Army Acquisition Corps vision to the workforce.”

| ing the Army Acquisition Workforce Roadshow briefingin =~ Companion plaques containing the names of all recipi-
: Fort Monmouth, NJ, on June 8, 1998. Keith Charles, ents will be displayed in the Office of the Director,
- | Deputy Director, Acquisition Career Management, pre-  Acquisition Career Management. The recipients also
i sented a plaque to Ed Elgart, ACMA for the Fort  received monetary awards.

»

] : standards. The AWSS assists AAW mem-
 bers in printing and updating ACRBs,
' and is the key local source of informa-
| tion on questions related to the Civilian

Acquisition Position List. Most AWSSs
. are located in the same geographic area
- _as the ACMA they support, and the
.4 ACMO has developed a regional sup-
= port concept that identifies at least one
. AWSS to support remote areas without
. an ACMA. Support to AAW members
. outside the Continental United States is
\ provided by the AWSS Office for the
.. National Capital Region. A complete
_» list of AWSSs is on the AAC home page.

! Functional Chief
I The Functional Chief (FC) is usually
4 the senior Army official with policy
. oversight for the functional area with
__ which a specific career program would
- logically be associated. The FC devel-
*ops policies and procedures that help
I,b personnel in their career field become
. proficient and qualified in their respec-
tive functional area. The FC for a career
program may appoint a Functional
.. Chief Representative (FCR). The FCR,
- usually a civilian, generally holds a top-
ievel position in the occupational field
“’associated with the career program.
. The FCR assists in the preparation of
| career program regulations, serves as
chair of career program planning
\ boards, identifies functionally related
\ training and developmental needs, and
levelops master intern training plans.
' FC and FCR responsibilities are fully
| described in AR 690-950.
- Functional Acquisition
. Specialists And Military
' Assignment Officers
| «The U.S. Total Army Personnel
Command’s Acquisition Management
i Branch is dedicated to supporting civil-
ian and military AAC and AAW mem-
'bers. Functional Acquisition Specialists

-
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(FASs) are civilian acquisition employ-
ees who represent all civilian acquisi-
tion career fields. The FASs serve civil-
ian members of the AAC. Military
assignment officers represent the three
military acquisition functional areas,
and serve the entire military AAW,

FASs facilitate centralized manage-

ment by implementing approved IDPs
for civilian AAC members and
Competitive  Development  Group
(CDG) members. The FASs implement
the career path templates developed by
ACMO proponency officers. They com-
municate directly with AAC and CDG
members to ensure that ACRBs and cor-
responding central management infor-
mation files correctly reflect assignment
history and qualifications. FASs provide
guidance and recommendations that
facilitate AAC and CDG members’
career development. They also manage
central assignments, rotations, develop-
mental assignments, and placement of
long-term training students in coordi-
nation with the Civilian Personnel
Operations Center, the ACMO, gaining
and losing commands, the Army
Acquisition Executive Support Agency,
and the FCR.

The military assignment officers man-
age assignments and associated perma-
nent change of station moves, advanced
civil schooling and training, DAU train-
ing, and assist in providing career
development opportunities for military
members of the AAC. Military assign-
ment officers are detailed from the pop-
ulation they manage and are responsi-
ble for assigning the best qualified avail-
able officers based on the Military
Acquisition Position List (MAPL)
requirements. Military assignment offi-
cers are also responsible for ensuring
that their managed officers are
screened for centrally selected promo-
tions, schools and acquisition com-
mands. They work closely with the mil-

itary proponency officers in the ACMO
to ensure that officers are professional-
ly developed based on the immediate
and future needs of the Acquisition
Corps and the Army.

Who Can Help?

When you consult the AAC home
page, vou will be presented with
numerous sources for acquisition infor-
mation. These sources are generically
identified above. If you are in doubt as
to which office can answer your specif-
ic questions, first contact the AWSS
assigned to your geographic area. He
or she will answer your questions or
refer you to someone who can. If you
are not sure who your AWSS is, feel free
to contact the ACMO proponency offi-
cer for your career field and he or she
will answer your questions or direct
you to the correct source. You, as an
Army acquisition professional, are our
most important customer. By ensuring
that you are properly trained to per-
form your duties, you, in turn, are bet-
ter prepared to support the Army
warfighter.

MARY MCHALE is a Proponency
Officer for Contracting in the
Acquisition Career Management
Office, Office of the Assistant
Secretary of the Army (RDA). She
holds a B.A. from Mount St. Mary's
College, and is currently complet-
ing courses to attain a master’s
degree from Troy State University.
She holds certifications in con-
tracting and program manage-
ment, and is a member of the
National Contract Management
Association.
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THE

ACQUISITION
WORKFORCE
CERTIFICATION

Introduction

Acquisition position certification is a
fundamental and indispensable
requirement of acquisition career man-
agement because it is used to deter-
mine if an Acquisition Workforce
employee meets the education, train-
ing and experience standards for an
acquisition career field (ACF) or a spe-
cific acquisition position. On a posi-
tion-by-position basis, each certification
standard describes the skills, experi-
ence and education requirements
needed by an individual to successfully
perform the duties of the position,
Collectively, certification standards
reflect what is required for organiza-
tions to succeed with their acquisition
missions. Individual applicants and
their managers, especially certifying
officials, should be knowledgeable
about the certification process and
standards for each ACE.

The Impetus For Certification

The Defense Acquisition Workforce
Improvement Act (DAWIA) was enacted
to improve the professionalism of the
Defense  Acquisition =~ Workforce.
Improving the professionalism of the
Army Acquisition Workforce (AAW) is
also at the core of the Army Acquisition
Corps (AAC) vision. Department of
Defense (DOD) Manual 5000.52-M,
Career Development for Acquisition
Personnel, specifies the DOD educa-
tion, training and experience require-
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ments for the certification process.
Certification is a measure of an individ-
ual’s attainment of the education, train-
ing and experience qualifications neces-
sary for a particular acquisition position
and ensures that the individual is quali-
fied to effectively perform the position
requirements.

Individual Development Plan

DoD 5000.52-M requires that each
civilian Acquisition Workforce employee
develop a formal Individual Develop-
ment Plan (IDP). The IDP is the appro-
priate vehicle for the supervisor and
Acquisition Workforce employee to doc-
ument the training necessary to achieve
certification. In fact, within the Army
acquisition community, anticipated
acquisition sponsored education, train-
ing and experiences must be contained
on an approved IDP prior to acceptance
into the acquisition-sponsored event.
This link between acquisition training
requests and the IDP will enable the
Army’s Director for Acquisition Career
Management (DACM) to forecast train-
ing needs and project funding require-
ments. IDP guidance is explained more
fully in AAC/AAW Policy Memorandum
96-02, dated Dec. 20, 1996.

Certification Levels

Certification standards are established
for various levels within ACFs. The certi-
fication level is the level at which an
incumbent in an acquisition position is

required to function. Certification is
important to AAW members because
DAWIA requires that standards be associ-
ated with all acquisition positions
(Section 1723(a)). To fill an acquisition
position, an individual must possess the
education, training and experience qual-
ifications associated with that position.
A significant number of those qualifica-
tions involve meeting the appropriate
certification level standards based on
grade and position category.

Although there is a general associa-
tion of grade with certification level,
there is no Army restriction prohibit-
ing AAW members receiving certifica-
tion at a level higher than that neces-
sary for their current position if they
meet the obligatory standards for a
higher certification level.

A brief summary of the three certifica-
tion levels follows:

Level I (Basic). This level is generally
for grades GS-05 through 08 or military
ranks of second lieutenant through cap-
tain. Level 1 training standards are
designed to establish fundamental quali- =
fications and expertise in the individual's
job series/functional area or ACFE
Development at Level I lays the founda-
tion for career progression and is
designed to prepare qualified and moti- _
vated personnel for positions of increas-
ing responsibility.

Level II (Intermediate). This level is
generally for grades GS-09 through 12 or
military ranks of captain and major. At
the beginning of Level 11, specialization
is emphasized. Then, individuals should
begin to broaden their background with
a more general knowledge of the overall
processes in their ACE  Experience in
the individual’s primary ACF should be
followed by a lateral move to a related
specialty.

Level Il (Seniior). This level is general-
ly for grades GS-13 and above or major
and above. By the time Level III is
reached, individuals should have com-
pleted the mandatory training and edu-
cation requirements (or equivalents) for
that level and should have advanced
through a career pattern that has given
them in-depth knowledge in their ACF
and some general knowledge of the
entire acquisition process. '

To Whom And How Does
Certification Apply?

Individuals in acquisition positions
are required to meet the applicable
mandatory education, training and’
experience standards established in
DoD 5000.52-M. Applicants for acquisi-
tion positions are required to demon-
strate that they meet current certifica-

July-August 1998




-

tion standards or would be able to meet
these standards within 18 months after
assignment to the position.

The education, training and experi-
ence standards for acquisition positions
exceed the general experience and edu-
cation standards for other civilian posi-
tions specified in the U.S. Office of
Personnel Management Qualification
Standards for General Schedule
Positions. Each acquisition position
must have a certification standard estab-
lished at the time the position is created.
The education, training and experience
standards for the certification level
assigned to a position are the standards
the incumbent of the position must
meet.

Certification standards for a position
are initially determined by the supervi-
sor and the supporting civilian person-
nel community by matching DoD
5000.52-M standards with the ACF and
certification level. DoD 5000.52-M stan-
dards apply equally to all ACFs and their
corresponding acquisition position cate-
gory. Certification standards for individ-
ual positions are added to the qualifica-
tion requirements of the occupational
series before a position is occupied.

AAW Certification

AAW members are encouraged to pur-
sue multiple certifications in different
i" ACFs once they have achieved a high
Jlevel of expertise and have been certified
accordingly within their primary ACE
This does not, however, relieve AAW
members of the requirement to be prop-
erly certified in their current position.

The education, training and experi-
ence standards for the certification level
assigned to a position are the stan-
dards the incumbent of the position
must meet. The specific certification
standards are developed by determin-
ing the ACF; determining the certifica-
tion level; and matching DoD 5000.52-M
standards with the ACF and certification
level. A certification standard is
signed at the time an acquisition posi-
I tion is designated.

%
3
i

-
A
3
i
>
R

|
|

Waivers

Individuals should meet Level II and
, Level III certification standards before
eing assigned to positions at that
vrespective level.  When the potential
assignee does not meet the certification
standards, the organization has 18
months to qualify the assignee to meet

]
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the standards or request a waiver. The
requirement for certification itself
cannot be waived. A waiver only allows
the individual to remain in the present
position without being certified for a
specific period of time, while pursuing
the required certification. The individ-
ual’s IDP should reflect the corrective
action that will be taken to obtain the
needed education, training and experi-
ence. If the individual fails to be certi-
fied and no waiver is approved, then
management should reassign the indi-
vidual to a position for which he or she
is qualified.

The Civilian Acquisition Position List
(CAPL) coupled with information
acquired from the now expanded DACM
database allows us to quickly ascertain
the qualifications of the Acquisition
Workforce. In the near future,
Acquisition Workforce members occupy-
ing critical acquisition positions will be
notified of any acquisition shortcomings
in their record in the areas of education,
training and experience. They will be
required to reflect the timely achieve-
ment of the appropriate position
requirements in their IDPs. Failure to
complete these requirements may result
in removal from the critical acquisition
position.  Eventually, all Acquisition
Workforce positions and the records of
the individuals encumbering those posi-
tions will be reviewed and incumbents
notified of deficiencies in their acquisi-
tion qualifications.

AAW members may not be certified for
the next higher certification level within
their ACF unless they meet the certifica-
tion standards for both their current cer-
tification level and the higher certifica-
tion level. Note that many of the Level I
and I certification standards dicrate
course prerequisites that also must be
completed.

The Acquisition Career Management
Office (ACMO) will assist organizations
in identifying AAW members who have
not yet met the certification standards
and will help those organizations and
AAW members overcome the shortcom-
ings. If, however, the AAW member fails
to obtain certification and no waiver is
approved, then management should
reassign the member to a position for
which he or she is qualified.

Streamlining The Civilian
Certification Process

To streamline this process, certification

for Army civilians is now completed on
the Acquisition Civilian Record Brief
(ACRB) rather than on the Certification
Record Brief (CRB). The ACRB is an
authenticated record of an AAW mem-
ber’s status and acquisition assignment
history. Data on the ACRB is updated by
AAW members annually or as needed.
When new entries are made to the
ACRB, the employee must sign the ACRB
attesting to the accuracy of the informa-
tion on the form. Employees are cau-
tioned that failure to accurately report
information may result in disciplinary
action, including removal from federal
service. The certifying official is respon-
sible for ensuring that the employee pro-
vides sufficient information to warrant
the pursued certification level.

The certification process is largely a
review process. Certification standards
for training and education are clear and
easily verified. Experience as reflected in
the assignment history has generally
been the most contentious and confus-
ing standard. Measures to ensure com-
plete and correct AAW member acquisi-
tion histories are being implemented in
the DACM dartabase. These measures will
result in an electronic display of the
ACRB that a certifying official can accept
with the same degree of confidence as
the record of training and education.
The ACMO’s goal is to be able to identify
those who qualify for a new certification
as the information is recorded, eventual-
ly automatically generating a notice that
certification is now appropriate.

Updating Certification Data
Using The ACRB

The ACRB can be used to update certi-
fication data. The figure on Page 34 of
this magazine provides detailed informa-
tion on this process. An employee
should use the following three proce-
dures to do this:

* First, an AAW member must obtain
an ACRB. AAC civilian and Competitive
Development Group members can
obtain a copy from their Functional
Acquisition Specialist (FAS) in the
Acquisition Management Branch (AMB)
at the U.S. Total Army Personnel
Command (PERSCOM). All other civil-
ian AAW members can obtain an ACRB
from their Acquisition Workforce
Support Specialist (AWSS). (See AAC
home page for complete listing of
AWSSs and the geographic areas they

support.)
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Current ACRB Certification Process

e Army Acquisition Workforce (AAW) employee secures a copy of Acquisition
Civilian Record Brief (ACRB) from Functional Acquisition Specialists (FASs),
Acquisition Management Branch (AMB), U.S. Army PERSCOM if Army _
Acquisition Corps (AAC) member or Competitive Development Group (CDG) ¥
member; from RDAISA if AAW employee.

e AAW employee collects supporting documentation for information not already ;
entered on ACRB (e.g., training certificates, transcripts). 4

e AAW employee legibly annotates changes/additions on ACRB and signs ACRB
attesting to accuracy of information.

e AAW member’s Certifying Official checks certification criteria contained within
DoD Manual 5000.52-M and current DAU catalog to ensure all criteria have been
met; signs and dates the ACRB indicating concurrence with information presented on
the ACRB. ‘

e Certifying Official for Level I and II is second level supervisor. Level III
certifications are completed by SES or General Officer in employee’s chain of
command. Level III for SES/GO is the DACM/AAE.

e Level I and II certificates are prepared by the Certifying Official on DA Form 2442.
Level III Certificates for Acquisition Career Fields (ACFs) C, S and T career fields
are prepared by the Certifying Official on AAE Form 02.

e For all other ACFs, the certificate is prepared by the Functional Chief Representative
(FCR) for the respective career field by staffing the ACRB and supporting
documentation through the functional representatives.

e The Certifying Official forwards a copy of the completed ACRB and certificate (if 3
available) to the FAS and AMB for data entry into ADRS for AAC and CDG
members or to RDAISA for AAW employees for data entry into ADRS. This
processing activity may be handled/expedited by the Acquisition Workforce Support
Specialists (AWSS).

¢ Employee retains copy of ACRB, originals of misc. documentation and certificate.

Anticipated Changes To Certification Process 4

o Certifying Official for all levels will be second level supervisor.

o Certifying Official must be certified in same career field and at least at the same
level as the level for which the employee is seeking certification. i

e Level I1I certificates will be prepared by the respective Functional Chief i
Representative.
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= Second, the AAW member collects
any required supporting documentation
information they want to add to their
ACRB. Note, however, that although no
supporting documentation is required
to update your ACRB, you must provide

'~ sufficient information to your certifying

official for him or her to comfortably
determine that you meet the require-
ment. A certifying official might need to
view the following data: a certificate of
course completion or suitable data from
the Army Training Requirements and

+ Resources System; education transcript;
SF-50; etc.

* Third, the AAW member legibly anno-
tates the changes/additions to the ACRB,
signs it, and submits the revised ACRB to
the certifying official. The certifying offi-
cial will check certification criteria in the

* DaD 5000.52-M and the current Defense

¥ Acquisition University (DAU) catalog to

ensure all education, training and expe-
rience requirements have been met.

The certifying official will provide a
copy of the signed ACRB to the support-
ing FAS or AWSS for entry into the

" Acquisition Data Review System (ADRS).

? Another copy goes to the individual who
is then responsible for providing this
information to the local Civilian
Personnel Advisory Center.

Note: The applicant is considered cer-
tified as of the date of signature by the
certifying official on the ACRB.

_Certificates are not necessary, but can
. be useful if data are lost and substanti-
ation is required.

Qualifications Of Certifying
Officials

Certifying officials must be certified in
athe same ACF as that for which the
2mployee is applying. In addition, the
certifying official must be certified at the
same or higher level as that for which the
employee is requesting certification. At
this writing, the ACMO is preparing a
listing of local/regional qualified certify-
ing officials who can assist if one is not
available in your activity.

The ACMO will also work with
Acquisition Career Management
Advocates (ACMAs), Functional Career
Representatives (FCRs), and Army orga-
nizations to identify individuals who are
‘qualified to perform certification func-
tions if qualified personnel are not
immediately available locally.
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Appropriate
certification
for
all AAW members
continues to be
critical for the

development of
the Army’s civilian
and military
acquisition
professionals.

Military Certification

Active and Reserve military officers are
required to meet the same certification
standards as their civilian colleagues.
The process they use to become certi-
fied, however, differs. Active duty offi-
cers secking certification for all ACFs
should continue to submit required
information tw the Acquisition
Certification Manager, AMB, PERSCOM.
Reserve officers should submit their
requests to the US. Army Reserve
Personnel Center, ATTN: ARPC-OPT-I,
9700 Page Avenue, St Louis, MO 63132-
5200. It is anticipated thart all certifica-
tions for both active and Reserve officers
will be completed within the Acquisition
Career Management Office in the
August/September 1998 timeframe.

Reciprocity

DOD policy mandates the acceptance
of certification across Defense compo-
nents. Accordingly, employees who have
been certified by the Air Force, Navy,
Office of the Secretary of Defense, or
other Defense agencies do not require
additional Army certification. Certifica-
tions achieved during other civil service
employment are fully recognized by the
Army as long as they meet the minimum
standards of DAWIA. These employees
should complete the ACRB in accor-
dance with the instructions at
http:/www.dacm.sarda.army.mil/
workforce.

———— T

Certification And AAC
Accession

A distinction needs to be made
between certification for individuals in
AAW positions and individuals meeting
the requirements for accession into the
AAC. Certfication applies to all AAW
members in grades GS-05 and above
who occupy acquisition positions.
Individuals are required to meet certifi-
cation standards appropriate for their
position certification level and ACF
Additional certifications are encouraged
if supported by an employee’s educa-
tion, training and  experience.
Membership in a Defense Acquisition
Corps, on the other hand, is restricted
to employees who meet the mandatory
requirements for membership as speci-
fied in 10 U.S.C. 1732 and implemented
in DoD Instruction 5000.58, Defense
Acquisition Workforce, and DoD
5000.52-M.

The current Army policy for accession
into the AAC is limited to individuals
selected to fill critical acquisition posi-
tions in grades GS-14 and above and
who also meet the requirements in the
above referenced documents, including
achievement of Level I1I certification.

Conclusion

Appropriate certification for all AAW
members continues to be critical for the
development of the Army'’s civilian and
military acquisition professionals. By
requiring proper certification, the Army
ensures that AAW members are
equipped to provide the best support
possible to the soldier in the field.

MARY MCHALE is a Proponency
Officer for Contracting in the
Acquisition Career Management
Office, Office of the Assistant
Secretary of the Army (Research,
Development and Acquisition). She
holds a B.A. degree from St. Mary's
College.

FRANK NOONAN supports the
Information  Technology and
Analysis Branch of the Acquisition
Career Management Office. He has
substantial systems analysis experi-
ence as a result of a succession of
military and civilian positions.
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CIVILIAN

ATTENDANCE

Editor’s Note: The views expressed in
this article are those of the authors
and do not necessarily reflect the offi-
cial policy or position of the
Department of Defense (DOD), the
Department of the Army, or the U.S.
government. This article was written
while the authors—both members of
the Army Acquisition Corps—attended
the U.S. Army War College (USAWC) at
Carlisle Barracks, PA. Their class of
303 students, which concluded
June 6, 1998, included 10 Department
of the Army civilians. The first portion
of this article, written by COL Larry
Thomas, provides a military perspec-
tive on the USAWC while the latter balf,
written by Brian Simmons, presents a
civilian perspective. The intent of both
authors is to share information
regarding the USAWC with civilians
who may be considering which senior
service college best meets their profes-
sional development needs.

AT THE
U.S. ARMY
WAR
COLLEGE

By COL Larry Thomas
and Brian Simmons

A Military Perspective

The USAWC is the premier institution
designed for the professional develop-
ment of the Army's officer corps. In
addition, the USAWC has the assigned
mission of preparing selected military
officers, civilians, and international fel-
lows for strategic leadership positions in
military and national security organiza-
tions. As the DOD continues to down-
size and make critical tradeoffs between
readiness and weapons modernization,
it is essential to have the best qualified
civilians and military officers attend the
USAWC to discuss key problems and
issues and postulate potential solutions.

Curriculum

The USAWC curriculum provides a
stimulating academic environment to
discuss volatile, uncertain, complex, and
ambiguous problems. Students conduct
in-depth analyses of U.S. military strategy
derived from national security strategy
via seminars, lectures, academic exercis-

es, and classroom discussions related to
strategic leadership; war, national policy
and tactics; and joint systems and
processes. Specifically, students learn
about the effectiveness of the elements
of power (economic, diplomatic, mili-
tary, and information) in implementing
our national military strategy. Without
an effective strategy for balancing the
use of these power elements, we cannot
efficiently shape, respond, and prepare
for the abundance of asymmetric chal-
lenges that confront our military.

Department of the Army civilians who ©
attend the USAWC bring a wealth of
experience and knowledge and add a
unique perspective to the learning envi-
ronment. Their participation in exercis-
es and classroom discussions provides a
viewpoint that challenges military stu-
dents to think creatively and critically *
beyond stereotypical military solutions.
Conversely, civilian students learn about
the frustrations, challenges, and innova-
tions that our finest military officers
experience in training and deploying
our forces.

There is no finer military institution of
higher learning than the USAWC to bring
together the best future military and
civilian leaders to discuss issues that
may challenge our military in the new
millennium. The Army must continue to
select the best civilians to attend the
Army War College.

Networking, Credibility, And
Decisionmaking

The value of networking between mili-
tary and civilian counterparts cannot be
underestimated. The bonds that are
developed within the academic settings
of Bliss, Root and Collins Halls at the cof
lege endure for years, well beyond the
students’ graduation from the USAWC.

One of the battles dealt with on a daily
basis is the collegiality between civilian
and military leaders. Based on their
experience, assignments, and responsi-
bilities, military and civilian leaders havg
a tendency to “butt” heads. This mig
be attributed to the lack of interaction
between the two groups in their work
environments. The USAWC academic
environment helps to break down these
barriers and nurture a spirit of coopera-
tion. It is often difficult to unde
diverging opinions if one has not w
in the other’s shoes.

Through seminar investigations of the-
oretical problems and potential solu-
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tions, both groups quickly gain valuable
v insights via an exploration of opposing
?‘ positions. These insights result in
greater respect between the civilian and
military students. As students struggle
with diverse problems, they learn to syn-
thesize their critical and creative think-
ing skills and form common bonds that
“~ last long after the sabbatical year is over.
One of the lessons discovered early in
the academic year is how the civilian and
military students address problems with-
in their decisionmaking environment.
The military student typically comes from
a dynamic vet dogmatic environment
where the commander has the final word.
The civilian, on the other hand, typically
comes from an environment replete with
internal and external issues that are not
resolved by the mere presence of a high-
- ranking individual. They operate in an
* environment where problems are ana-
* lyzed based on a variety of backgrounds.
™ As such, tradeoffs are explored using ana-
lytical models, and solutions are pro-
posed and agreed to based on influence
rather than explicit power. The USAWC
+environment combines the best of both
' worlds and synergistically develops a
" decisionmaking model that provides a
common framework for analyzing prob-
lems. The emphasis in not on finding a
“school” solution, but a holistic approach
to decisionmaking that future military
and civilian leaders can apply to solve
diverse problems.
" Each Department of the Army civilian
., who aspires to attain Senior Executive
. Service status should seriously consider
r attendance at the USAWC. One only has
to look at the distinguished list of great
 military leaders, past and present, who
attended this institution to understand
q the school'’s value.

Civilian Perspective

I have had the privilege of being one of
the few Army Acquisition Corps civilians
who has attended the USAWC. My rea-
sons for attending this institution were to

learn more about how the Army runs, to
1develop an appreciation of strategic lead-
rship as it applies to past and future mil-
campaigns, to meet and interact
with the Army’s future leaders, and to be
immersed in a military environment not
otherwise available in my work environ-
ment. Not to be omitted of course, is
at attendance at a senior service college

a prerequisite for advancement to
senior civilian levels within the Army.

The USAWC broadened my knowledge
of the total Army. Instruction regarding
the warfighting side of the Army comple-
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mented what I learned about the busi-
ness side through my acquisition experi-
ence. How the Army is organized and
how it interacts with the other Services
and other countries to support the
national military strategy is emphasized
within the primary course curriculum.
The USAWC builds upon this central
issue in seminar and lecture hall discus-
sions. Distinguished speakers to include
the warfighting commanders-in-chief,
senior military leaders, and experts from
the private sector and academia aug-
ment the curriculum.

Advanced Courses

Advanced courses permit the student
to select areas of special interest from an
extensive range of topics. The intent of
these courses is to provide further infor-
mation beyond that provided by the pri-
mary courses. Prior to taking advanced
courses, one must consider their exper-
tise and interests, and their anticipated
future assignments. It should be noted
that advanced courses are designed to
promote the themes of the college, and
to provide instruction on ethics, history,
strategic vision and joint military service.
Some of the advanced courses pertinent
to the acquisition professional include
research, development and acquisition
management; the programming, plan-
ning, budget and execution system; the
industrial base; force management; and
Congress and military policy. There is
ample opportunity to expand one'’s
knowledge of military issues not previ-
ously encountered within one’s work
environment and to gain knowledge
within one’s area of expertise.

A Strategic Crisis Exercise also provides
students a unique, fast-paced opportuni-
ty to apply what they learned in the pri-
mary courses. This 10-day exercise is a
realistic simulation of the year 2009
wherein numerous worldwide crises
require use of our national elements of
power. Each student is assigned several
different roles in the Executive Branch of
the government. They must decide
which national power elements are
appropriate, which world crises require
military responses, develop national pol-
icy and translate it into military cam-
paign plans, and then execute these
plans. This is a first-hand opportunity
for each student to learn the importance
of the interagency process, the roles of
each specific Service, the joint staff, and
regional commanders-in-chief, and
become apprised of the many global
strategic interests of the United States.

The USAWC has more than fulfilled

what I had hoped for in continuing my
professional education and provided
several intangibles that probably cannot
be replicated elsewhere. First, the cama-
raderie of living in a collegiate military
community and participating in class-
room, social and athletic activities with
fellow classmates is unparalleled.
Exposure to their ideas, diverse view-
points, problem solving approaches,
and willingness to openly discuss expe-
riences and expectations of the Army in
both formal and informal settings is truly
a once in a lifetime opportunity.

Second, the opportunities to relate the
acquisition side of the Army to students
lacking acquisition experience was
rewarding. There is a calling here for
this message to get out and to ensure
our future leaders understand the busi-
ness side as well as the warfighting side
of the Army. At the same time, the role
of acquisition within the total Army force
management spectrum becomes much
more apparent.

Finally, the USAWC focus is on devel-
oping the whole self: from physical well-
ness to awareness of one’s personal
strengths and weaknesses; to developing
creative and critical thinking skills; to
improving our knowledge of operational
and strategic issues. I believe this total
development of individuals is necessary
to produce tomorrow’s strategic leaders.
The USAWC strives to do this for military
and civilian students alike. 1 highly rec-
ommend the USAWC to all Department
of the Army civilians.

COL LARRY THOMAS is a graduate
of the US. Military Academy and
has an M.S. degree in systems man-
agement from the University of
Southern California. He is also a
graduate of the Command and
General Staff College and the
Defense  Systems Management
College.

BRIAN SIMMONS is the Associate
Director, Technical Mission, Head-
quarters, US. Army Test and
Evaluation Command. He bas a
B.S. degree in physical science from
the University of Maryland and an
M.S. degree in numerical science
[from the Jobns Hopkins University.
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THE ACQUISITION
EDUCATION AND TRAINING

PROGRAM

AT THE ARMY

COMMAND AND GENERAL
STAFF COLLEGE

Introduction

Officers attending the resident U.S.
Army Command and General Staff Officer
Course (CGSOC) now have the opportu-
nity to complete Defense Acquisition
Workforce Improvement Act (DAWIA)
training and earn an acquisition-related
master's degree during their tour at Fort
Leavenworth, KS.

This opportunity results from the col-
laborative efforts of the Director,
Acquisition Career Management (DACM),
the Command and General Staff College
(CGSC), and the Defense Acquisition
University (DAU). In October 1995, then
DACM LTG Ronald V. Hite recommended
that a program be developed at the CGSC
incorporating both DAWIA training and a
master’s degree program. In December
1995, a formal program concept was
approved. During the next year, a small,
dedicated team of individuals from the
DACM’s organization, and at the CGSC,
the DAU, the Army Logistics Management
College (ALMC), the Air Force Institute of
Technology (AFIT), the Defense Systems
Management  College, and  the
Information Resources Management
College finalized details of the program,
academically and logistically.

In July 1996, the DACM and the Deputy
Commandant, CGSC entered into a
Memorandum of Agreement (MOA) for
creation of an Acquisition Corps focus
program within the CGSC. The intent of
the MOA was to reduce the cost of DAWIA
compliance and produce better educated
and trained Acquisition Corps officers
for key branch-qualifying positions.
Concurrently, the DACM signed an MOA
with the President of DAU for support to
the program.

This initiative has evolved into a distinct
Acquisition Corps area of concentration
within CGSOC and establishment of a
fully funded, master’s degree-producing,
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Acquisition Graduate Degree Program
(AGDP) offered in conjunction with the
CGSOC.

Acquisition Corps Area Of
Concentration

The Acquisition Corps area of concentra-
tion is included as part of the Advanced
Applications Program and elective curricu-
lum in resident CGSOC. The Acquisition
Corps area of concentration provides the
50 to 70 Acquisition Corps officers attend-
ing the CGSOC each year the opportunity
to satisfy DAWIA training requirements up
to Level Il in both a primary and secondary
acquisition specialty (Functional Areas
(FAs) 51, 53, and 97). This training takes
place within the 10-month CGSOC and a
4-week period of DAU onsite training
immediately following graduation.

To grant DAWIA credit, DAU-equivalent
courses raught in the CGSOC must be for-
mally reviewed by the sponsoring DAU
consortium member (e.g., ALMC or AFIT)
and be certified by the president of DAU as
meeting all the objectives and standards of
the sponsor institution. This certification
is reviewed annually. In addition, CGSC
faculty members teaching these courses
must have credentials comparable to their
counterparts in the sponsor institution.
DAU provides ongoing technical and edu-
cational assistance to the CGSC in main-
taining the quality and currency of the
courses.

In academic year (AY) 96/97, courses
equivalent to Contracting Fundamentals
(CON 101) and Contract Pricing (CON 104)
were included in the Acquisition Corps area
of concentration. For AY 97/98, the
Acquisition Corps area of concentration was

supplemented by the addition of two
new offerings, Intermediate Systems
Acquisition (ACQ 201) and Government
Contract Law (CON 201). Following
CGSOC graduation for AY 97/98, DAU pre-
sented onsite offerings of Intermediate
Information Systems Acquisition (IRM 201)
and Intermediate Contracting (CON 202).

Plans for AY 98/99 call for adding IRM
201 and Intermediate Contract Pricing
(CON 204) to the Acquisition Corps area
of concentration and onsite DAU offerings
of CON 202, Intermediate Test and
Evaluation (TST 202), and Intermediate
Systems Planning, Research, Development
and Engineering (SPD 201).

Acquisition Graduate
Degree Pro

The AGDP allows selected officers to
complete both CGSOC and an acquisi-
tion-related master’'s degree within 18
months, all at Fort Leavenworth. A pilot
test of the AGDP was approved for the
CGSOC class of 97/98 with the first group
of AGDP students scheduled to graduate
in December 1998.

Webster University, with a resident site
at Fort Leavenworth, was competitively
selected on a “best-value” basis as the
AGDP provider and offers M.A. degrees in
procurement and acquisition manage-
ment for FAs 51 and 97, and computer
resources and information managemen
for FA53. The degree will require a tot;
of 36 semester hours as follows: 6 to 1
semester hours transfer credit from the
CGSOC curriculum (or other sources); 6
semester hours from courses taken dur-
ing terms II and III of the CGSOC; and 18
to 21 semester hours earned during the
period of full-time study. ¥

Thirteen officers, including one sister-
Service officer, are participating in the
first year pilot. During CGSOC terms Il
and III (January-May), the pilot AGDP stu-




AGDP AY 98/99 Curricula:
M.A., Procurement & Acquisition
Management

AGDP AY 98/99 Curricula:
M.A., Computer Resources &
Information Management

CGSOC Term | / Webster Fall I (Aug-Oct 98) CGSOC Term 1/ Webster Fall [ (Aug-Oct 98)

- BUSN 6060 Applied Statistics - BUSN 6060 Applied Statistics

CGSOC Term I / Webster Fall II (Oct-Dec 98) CGSOC Term 1/ Webster Fall Il (Oct-Dec 98)

- BUSN 6120 Managerial Economics

- BUSN 6120 Managerial Economics

CGSOC Term I1 / Webster Spring I (Jan-Mar 99)

CGSOC Term I1 / Webster Spring 1 (Jan-Mar 99)

- PROC 5000
- PROC 5810
- PROC 5820
- PROC 5220

Acquisition Law
Operations Management

Procurement & Acquisition Mgmt (waiverable)

Systems Procurement & Project Management

CGSOC Term 111 / Webster Spring I (Mar-May 99)

- COMP 5000
- COMP 5910
- COMP 5920
- COMP 5940

CGSOC Term 111 / Webster Spring I (Mar-May 99)

Computer Resources & Info Mgmt (waiverable)
Mgmt of the Information Environment
Information Systems Applications

Project Mgmt of Information Systems

- PROC 5830
- PROC 5840
- PROC 5850
- PROC 6000

Pricing
Negotiations
Logistics

Transfer

Integrated Studies in Proc &Acq Mgmt

- 6 to 9 semester hours from CGSOC; total degree program 36 semester hours

- COMP 5960
- COMP 5970
- COMP 5980
- COMP 6000

Transfer

- 6 to 9 semester hours from CGSOC; total degree program 36 semester hours

Systems Analysis, Design & Implementation
Database Management

Network & Telecommunications Mgmt
Integrated Studies in Comp Res & Info Mgmt

Figure 1.
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4 denis took two graduate courses at
Webster University in addition to their
other CGSOC classes. These classes were
credited toward both CGSOC and Webster
requirements. Following CGSOC gradua-

» tion in early June, students began full-time
study at Webster that will continue through
program completion in mid-December.

Based on changes to the CGSOC curricu-
lum for AY 98/99, the AGDP will likely
become a concurrent 12-month program.
Participants will take two Webster courses

,during CGSOC Term 1 (August to
December) and will complete the remain-
der of the degree requirements as a sub-
stantial portion of their CGSOC Advanced
Applications Program (January to June). In
future years, it is anticipated that up to 30
officers a year will earn master’s degrees

ugh the AGDP. Figures 1 and 2 show
AGDP curricula proposed for AY 98/99.

Other Opportunities

at the CGSC

~ The CGSOC provides a strong core cur-
riculum with an in-depth study of the tacti-
cal and operational levels of war. All
“Acquisition Corps officers will continue to
participate fully in the core curriculum. In
addition, they will continue to supplement
their acquisition studies with advanced
application program courses in tactics,
logistics, joint and multinational opera-
tions, leadership, and military history.
‘Acquisition Corps officers attending the
CGSOC will continue to participate in the
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annual Prairie Warrior exercise, where they
will find increased opportunities to serve
in batlefield acquisition positions such as
contingency contracting officers at divi-
sion, corps and echelons above corps.

Officers with significant prior training in
acquisition will have the opportunity to
research  acquisition-related  topics.
Selected officers will participate in the
CGSC Partnership With Industry (PWI)
course, a mini-version of Training With
Industry. Sponsored by the CGSC
Department of Logistics and Resource
Operations, the PWI course links student
teams with local industry in the Kansas City
metropolitan area to study and solve real-
world business problems. Individual
research papers ranging from 5 to 10 pages
1o a thesis leading to a master’s in military
arts and sciences can also be a part of the
Acquisition Corps officer’s curriculum at
CGSC.

Finally, all Acquisition Corps officers will
be invited to participate in the advanced
acquisition seminar. Tﬂus seminar is speak-
er based, bringing together senior acquisi-
tion leaders from the military, civilian, and
Defense industry communities to Fort
Leavenworth to share ideas with CGSOC
students.

Future Plans and Summary
An automated/distance learning class-
room is planned for AY 98/99 to benefit the
Acquisition Corps area of concentration,
AGDP and CGSOC Logistics Automation

Figure 2.

courses. This new classroom will provide
a platform for the CGSC Acquisition
Education and Training Program as it
enters the 21st century. The classroom will
also allow Acquisition Corps officers to
complete prerequisite and supplementary
DAWIA courses while at CGSC via a variety
of distance learning methods including the
Internet, CD-ROM, and computer-based
and video teleconferencing.

The CGSC Acquisition Education and
Training Program adds significant new
opportunities for officers attending
CGSOC and prepares multifunctional,
field grade acquisition leaders for future
challenging positions.

LTC STEVE BOSHEARS is the Chief
of Acquisition Education and
Training at the CGSC and the
Jounder of this program. He bolds
bachelor’s and master’s degrees in
business and an M.S. in materiel
acquisition management. He is
Level I certified in contracting
and program management and
has served since 1984 in a variety of
acquisition positions.
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Opening Soon At A Company Near You . . .

Introduction

The Army Acquisition Corps (AAC) lead-
ership has established a new career devel-
opment program for civilian members of
the Army acquisition community.
Officially announced by the Deputy
Director, Acquisition Career Management
(DDACM) in June 1998, the Civilian
Training With Industry (TWI) Program has
been created to expand the opportunities
for civilians to gain career-broadening
experience, while providing a means to
bring needed skills or expertise back to
Army organizations. During their 1-year
assignment, participants work in industry
to gain knowledge and learn commercial
best practices that will benefit their cur-
rent organizations, while gaining an
understanding and appreciation of how

TRAINING
WITH
INDUSTRY
FOR
CIVILIANS

By Margaret G. Mattei
and James M. Welsh

industry “does business.” This program is
open to Corps Eligible and AAC members
of the Army Acquisition Workforce (AAW),
with priority given to individuals at or
below first-line supervisory level.

Civilian TWI Benefits

In structuring this new program, the
Acquisition Career Management Office
(ACMO) is seeking a “win-win” program
for all involved. Not only is there the obvi-
ous career development benefit to the
Army civilian who participates in the pro-
gram, but there are a number of tangible
and intangible benefits to the individual's
organization. Many benefits can also be
gained by the industry hosting the civilian.
The Army acquisition community can real-
ize many long-term benefits as well.

Training With Industry experience
will provide direct benefit
to a civilian’s current organization,

whereas military officers
complete TWI en route
to their next assignment.
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Army civilians participating in the pro- =

gram will gain career-broadening experi-
ence that may be in a new or different
career field. Participants gain insight into
how industry functions through actual
hands-on work in an industry environ-
ment. By being placed in an environment
that is significantly different from thar of

the Army and by striving to prove them- 4

selves in this new setting, TWI participants <

are given the opportunity to develop valu-
able leadership and managerial skills.
Participating industries reap the benefits
of adding competitively selected, highly”
motivated, top performers to their organi-
zations for l-year assignments. Although

there may be an upfront investment of |,

time on the part of the industry to accli-
mate the Army civilian to the industry’s cul-
ture, the participant brings a broad base 0{
acquisition knowledge, skills, and experi

ence to the assignment. Over time, inter- #
action with the Army TWI participants will ¢

serve to enhance industry’s perspective off
the Army and the Defense community.

When TWI participants return from |

industry, Army organizations directly ben-
efit from having personnel who can nows

apply the newly acquired knowledge or 4
expertise to fill a critical need in their ¢

organization. With new skills and exper- g
tise, TWI participants return to the organi”™
zation with renewed motivation and
increased leadership ability, ready to
undertake new responsibilities. For this
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Acquisition civilians are able to target
a Training With Industry experience
in a location within their region

, that supports their specific

~ reason, the post-utilization plan is a key
vcomponent of the TWI Program.
Submitted as part of the application, the
post-utilization plan details expectations
* of how both the individual and the orga-
" nization will benefit from the TWI
Program. More important, it also
describes the new tasks and responsibili-
sties of the position that the individual
moves into after completion of the TWI
Program.
The AAW, as well as the Army, benefits
* greatly from this cooperative program
with industry. By understanding the roles
and practices of the commercial sector,
participants can be much more effective in
the Integrated Product/Process Team envi-
yJonment and their interface with industry.
_ Recognizing the value of increased inter-
action berween Army and industry profes-
ySionals, the Army acquisition leadership
~ plans to expand the TWI Program so that
industry personnel can train with Army
acquisition organizations through a per-
sonnel exchange program.

The Civilian TWI Program
4Versus Other TWI Programs

* Training with industry programs for civil-
ians are not new. In fact, some of the
Army's functional career programs cur-
Jntly offer this type of opportunity, but
on a much smaller scale. These programs
almost always require the individual to
“relocate for the duration of the program
+depending on the location of the particu-
lar industry. For military officers, the AAC
has been operating a successful TWI
Program for a number of years. What sets
the Civilian TWI Program apart from the
other programs is that acquisition civilians
are able to target a TWI experience in a
location within their region that supports
their specific career development goals
and is an integral part of their Individual
Development Plan. Furthermore, their
TWI experience will provide a direct ben-
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career development goals
and is an integral part
of their Individual Development Plan.

efit to their current organization, whereas
military officers complete TWI en route to
their next assignment.

Another aspect under consideration for
the Civilian TWI Program is the incorpora-
tion of a small amount of assignment spe-
cific training, which would allow individu-
als to learn specific disciplines through
training and then apply them in an indus-
try environment. This training would be
accomplished during the 1-year program
and could consist of a Defense Acquisition
University course in a particular acquisi-
tion career field or a company-sponsored
training course related to the assignment.
Including a small amount of training in
the TWI assignment would better prepare
an individual for the assignment and/or
enhance the value of the TWI experience.
This philosophy of “train a little—do a lit-
tle” has been a guiding principle behind
many of the DDACM’s programs that com-
bine education and/or training with practi-
cal experience.

One such program provided the roots
for the Civilian TWI Program. The Master
of Science/Industry Work-Study (MS/TWS)
Program was piloted this past year as a
precursor to the Civilian TWI Program.
The MS/WS Program combines comple-
tion of a master’s degree with a part-time
internship in industry. Participants earn
an M.S. in science and technology com-
mercialization from the IC2 Institute of
the University of Texas at Austin. In com-
pleting this “business-related” graduate
degree, students learn how private com-
panies function as a whole in the transfor-
mation of technology into new products
and processes. The key feature of this pro-
gram is that classroom theories and
assignments are actually applied in an
industry environment. The program,
which is offered in Washington, DC, and
Austin, TX, provides an outstanding
opportunity for individuals to recieve a
primary or secondary graduate degree,

while capitalizing on the benefits of work-
ing in industry—all in a 1-year period

Civilian TWI Selection Process

The initial offering of the Civilian TWI
Program from October 1998 through
September 1999 will be piloted in three
regions—Huntsville, AL;  Picatinny
Arsenal and Fort Monmouth, NJ; and the
National Capitol Region. Two other
regions, Detroit, MI, and Boston, MA,
may also be added. For FY00, TW1 will be
expanded to include additional regions
of the acquisition community. A compet-
itive selection process will be used to
identify the 10 primary candidates and 10
alternates. Once selected, candidates
will be matched against TWI companies
or industries in their region that can best
provide the desired type of assignment or
learning experience. The candidate’s pri-
oritized list of preferences and the post-
utilization plan, which are part of the
application package, will be considered
when matching the individual to an
industry assignment.

TWI applicants are required to submit a
post-utilization plan completed by their
current supervisor and their gaining
supervisors and endorsed by the
Acquisition Career Management Advocate
(ACMA). The post-utilization plan
describes the duties and responsibilities of
the new position the individual will occu-
py in the organization upon return from
TWI. Post-utilization planning is critical to
the TWI assignment process, and will also
be a factor for consideration in the selec-
tion of TWI candidates.

Identifying Potential
Industry Participants

To identify potential industries and
desired types of assignments, the ACMO
has been querying commands, program
executive officers, and ACMAs. The ACMO
is using their recommendations as a
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Potential Areas For Industry Assignments

Program
Management

Business/Financial
Management

Program management
approach in industry

Implementation of
acquisition reform and
proposal preparation
Public relations/public
involvement
Development and
manufacturing
Application of risk
management
Manufacturing
management

Electronic commerce and
electronic data interchange

Implementation
of acquisition reform

Earned Value Management
system implementation/
application

Managing to budget,
allocation of budget

Business operations

Communications
and Computers

Systems Engineering,
Manufacturing and
Production

Data communications,
networks, collaborative
office automation software,
client/server products

Management of
communications
infrastructure
Networking, integration,
communications, relational
database projects

Enterprise-wide
networking solutions

Systems software
development and
engineering

Software best practices,
tools and technologies

High-tech industrial
operations
Modeling and simulation

Development study/
research groups

source to locate companies that may be
willing to host an Army civilian for a chal- _
lenging assignment in specific subject
arcas. Some of these subject areas are
shown in the accompanying charts.

The ACMO has been using the informa-
tion in the charts to find those industries
that can provide the types of desired expe-
rience for a particular region. The focus is
on finding companies that primarily deal
with the commercial sector, although
Defense firms are not being excluded.
Army applicants to the Civilian TWI"
Program may select their industry prefer-
ences from a list of potential companies in
their region.

Conclusion

In both the short and long term, the AAC
and the Army will significantly benefit from <
the Civilian TWI experience. As a career ¥
development program with a focus on
broadening one’s experience, the Civilian
TWI Program fully supports the AAC's
vision of building acquisition leaders. It
offers AAW civilians an outstanding oppor-
tunity to engage in a challenging and
rewarding learning process, which will
prepare them to assume ever-increasing
roles and responsibilities in senior acquisi-
tion assignments throughout the Army and
Department of Defense. In the AAC of the ¢
next century, the benefits of a closer rela-
tionship with industry through an indus-
try-experienced workforce will be of para-
mount importance to a successful AAC.

AAW civilians interested in either the
Civilian TWI or MSAWS Programs should
consult the AAC Home Page at
http:/dacm.sarda.army.mil as well as the
Acquisition Education and Training catalog.

MARGARET G. MATTEl is a
Proponency Officer in the Army
Acquisition Career Management,
Office, Office of the Direcior,
Acquisition Career Management.
She bolds a master’s degree in engi-
neering management from George
Washington University, and a B.S.
degree in chemical engineering,.
from Virginia Tech.

JAMES M. WELSH is an Education
and Training Specialist in the Army
Acquisition Career Management
Office, Office of the Direcior,
Acquisition Career Management,,
He bolds a BS. degree in,
management from National-Louis
University.
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OF

BEYOND THE
CLASSROOM:
THE FUTURE

ACQUISITION

EDUCATION

AND TRAINING

The Army has “gone the distance”
in updating its mode of delivering
training materials to civilian and
military personnel. Training has
progressed from traditional class-
room settings to alternative meth-

ods such as simple correspon-
dence courses and Web-accessible
courses. The following two articles
provide the background for this
progression and address the status
of Army initiatives.

TECHNOLOGY-BASED TRAINING
FOR THE ACQUISITION

“Author’s Note: Use of the term “syn-
“chronous” in the following article
refers to real-time occurrence:; i.e., bap-
pening at the same time. The term
“isynchronous” refers to lack of con-
currence in time; i.e., not bappening at
the same time.

4,
Introduction

Congressionally mandated downsiz-
ing has substantially reduced the Army
Acquisition Workforce (AAW) with little
evidence that the workload is experi-
encing the same decline. Education
and training budgets have also declined
with no change in the congressional
mandate to professionalize the AAW. In
addition, the available time for employ-
e training has declined as the result of

-
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WORKFORCE

By Marlu W. Vance

expanded workloads, mandated certifi-
cation requirements, and continuous
learning requirements.

Based on its quota utilization for
FY97, the Defense Acquisition
University (DAU) estimates that
Department of Defense (DOD) employ-
ees annually spend more than 440,000
workdays away from their jobs and in
the classroom. This equates to approx-
imately 250 workyears, and does not
include travel time.

The traditional classroom has served
the acquisition community well. If

however, the Army expects to success-
fully train the AAW in the future, it must
use alternative methods to deliver
mandatory acquisition courses.

In a memorandum dated Feb. 27, 1997,
the Under Secretary of Defense
(Acquisition and Technology) directed
the use of technology to deliver quality
training to the AAW. The implications of
this directive are far reaching, and impact
time, money and human resources with-
in the acquisition community.

In 2 memorandum to the heads of
executive departments and agencies
dated Jan. 30, 1998, President Clinton
stated that a federal government-wide
effort is needed to explore how federal
programs and initiatives can better sup-
port the use of technologies for lifelong

Army RDEA 43

e

e e ————————



|
\
|
|
|

learning. The memorandum also
directed the development of a plan
identifying areas where technology-
enhanced training and learning may
complement conventional federal train-
ing and learning.

The message is clear within the acqui-
sition community: Mission accomplish-
ment and training requirements must
continue. The challenge for the DOD is
how to successfully accomplish both
without compromising current quality
standards. The solution, aggressively
being pursued by the DAU, is to harness
technology within the education and
training environment just as the Army
harnesses technology for the battlefield.

The technology-based training initia-
tive is not without its “naysayers.” We
know you're out there! Some of the
typical reasons cited for limited success
of technology-based training follow:

* “These systems require significant
upfront costs, they won't save money.”

* “Training opportunities will suffer
while they get this stuff off the ground.
I have enough trouble getting a class
quota as it is.”

* “This is a great idea but I work in a
field activity and I don’t have the latest
and greatest computers, let alone
aceess to the Internet. What about me?”

* “If 1 don't leave my installation, my
supervisor won't leave me alone long
enough to complete the course.”

= “If I don’t leave my workstation, the
telephone will drive me crazy and I'll
never get the course finished.”

* “I gain a lot of insight by having con-
tact with both the instructor and other
students, I'll lose a lot of good “lessons
learned™ information if 1 don't get this
kind of interaction.”

* “] learn best in a structured environ-
ment, there is a good possibility that I
won't finish this type of instruction. I
tried a correspondence course once
and it left me cold; 1 didn't finish it.”

Was your reason for not being inter-
ested in technology-based education
included in the preceding listing? Does
this list provide additional justifications
for your office debates on the subject;
perhaps some reasons you had not yet
even considered?

Advantages Of Technology-
Based Delivery Systems

Technology-based delivery systems
(TBDS), grounded in sound education
principles and instructional design
approaches, offer many advantages
over the traditional classroom environ-
ment. Some of these are as follows:

* TBDS courses are available to a larg-
er population; constraints based on
quotas and funding will be reduced.

* There are potential reductions in
the amount of time spent on learning
course materials. Students will be able
to learn the course materials at their
pace; the classroom environment will
no longer dictate the pace of course
instruction.

* Technology allows synchronous and
asynchronous communications between
instructors and students, and between
students and students.

* TBDS course materials are generally
delivered directly to the student’s work-
place. Depending on the course, this
could reduce or completely eliminare
the need to travel to and from the class-
room location. This is an incentive for
supervisors who must manage both
mission workload and employee train-

COURSE DL AVAILABLE UNIQUE REQUIREMENTS
VLR R 1) R Oct 98 DL/No Classroom

ROD 0L viiiine Jan 99 DL/One Week Classroom
a1 (v MR e Oct 98 DL/No Classroom
BERANET o lvcirnins May 99 DL/No Classroom

P T O G Nov 98 DL/No Classroom

T i ) S R Online now DL/One Week Classroom
(5, @ 1 o s b e Online now DL/ No Classroom

E e o] S Jan 99 DL/No Classroom
L A e Oct 98 DL/No Classroom

Y 1 o SR e Oct 98 DL/No Classroom

Courses identified by DAU for conversion.
44 Army RD&A

ing requirements. Additionally, it pro- 1 |
vides the optimum learning environ-
ment—learn an objective and then
apply the knowledge immediately to
the job. <1
* TBDS course materials are available 4
24 hours per day. This adds flexibility
to the educational environment that < |
was unheard of prior to TBDS. -
* The certification process encour-
ages students to complete TBDS
mandatory courses. v |
* Students can participate in “just-in-
time” training events. ’
* TBDS courses provide the opportu- ©
nity for refresher training not currently
available for mandatory courses offered J
only in the classroom. |
* TBDS course materials can be updat- 4
ed in a relatively short period of time. 4
* TBDS courses provide additional
opportunities to meet continuous ‘
learning requirements from the Office ‘
[

¥
+
1

of the Secretary of Defense.

DAU Course Conversions é |

Higher education institutions through- «
out the country are offering TBDS
courses via the Internet, e.g., from”
George Mason University, University of
Maryland, Arizona State University, and |
Harvard University.  Students are .
demanding the flexibility inherent in
not having to be at a certain location at
a specified time. Colleges and universi--
ties not providing this flexibility are ™
being left behind. Students now have <l
the option to attend any college or uni- «
versity in the world that offers TBDS {
courses without leaving the comfort of |
their home.

DAU is on the leading edge of tech-” |
nology-based education. Each course is
individually evaluated for its potential, [
for conversion to technology-based «
delivery. Some courses will convert, +
some will remain in the classroom, and |
still others will be a combination
both classroom and TBDS training®
Media selections will allow for may.-’,
mum utility. For example, web-based;
courses may be designed to accommo-=+
date stand-alone delivery on a CD-—
ROM. Video teletraining courses will |
be designed for either two-way
video/audio or one-way video/two-way
audio. Web-based resources will also .
be used to support video teletraining, |
The content analysis, storyboards, and*’
scripts for the TBDS courses will be val- 1
idated by functional board subject mat- |
ter experts and instructors. All TBDS |
courses will undergo operational trials
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prior to the course being finalized.
J Swudents will be required to complete
TBDS courses within a specified period
~ of time and pass a final examination to
-, receive course credit.
DAU has identified the initial 10 cours-
es for TBDS conversion (see list on Page
., 44). Course conversions are dependent
+ on the readiness of the course following
» its academic review by DAU and its
potential for return on the investment.
., One course, CON 237, is online, and
nine others are tentatively scheduled for
conversion to TBDS (often referred to as
-, Distance Learning) or to a combination
+ of TBDS and classroom training begin-
ning in October 1998.
These 10 courses represent approxi-
. mately 15 percent of the total 81 courses
. now offered by DAU. Another 11 cours-
es are scheduled for partial or complete
» conversion in late FY99. For additional

>

B -

N
{

. Author’s Note: Use of the term
. “courseware” in the following article
- wefers to training materials developed
Vand delivered through a variety of
' multimedia formats. The term “syn-
_chronous” refers to traditional class-
_room training where all students are
in the same room taking the same
| course at the same time. The term
- “asynchronous” is similar to indepen-
“dent study. The student takes a course
1 gn bis/ber own without coming togeth-
er with other students at a common
| facility at an arranged time. There
- will be 16 student workstations in the
. Army’s Distance Learning classrooms,
| which can be used for either synchro-
nous or asynchronous training.

JAIntroduction
Distance learning in the U.S. Army has
- traditionally taken the form of corre-
spondence courses and pre-recorded
tapes. The information age, however,
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information on these courses, see DAU’s
website at http:/www.acq.osd.mil/dau.

Conclusion

The Defense Acquisition Workforce
Improvement Act mandates that the Army
invest training funds to professionalize the
Acquisition Workforce. Dwindling training
funds dictate use of TBDS to provide high-
quality training and to expand training
availability to a larger population. The
DAU is aggressively pursuing TBDS for
mandatory acquisition courses. The AAW
should be equally aggressive in taking
these courses.

The value of TBDS training has been rec-
ognized by institutions of higher learning
throughout the country and by DAU. By
making TBDS training available to the
acquisition community, DAU is providing
the acquisition community the opportuni-
ty to receive the training necessary to

THE TOTAL
ARMY

remain knowledgeable in their career
fields without leaving their worksite, there-
by reducing travel time. TBDS training
saves time and resources, and facilitates
the accomplishment of the Army’s acquisi-
tion mission.

MARLU W VANCE served as the
Chief of the Acquisition Education
and Training Division, Acquisition
Career Management, from April
1997 to April 1998 She holds an
undergraduate degree from the
University of Alabama and a mas-
ter’s degree from the Universily of
South Alabama. She is an AAC
member and is Level Il certified in
program management.

DISTANCE LEARNING

PROGRAM

By Gary Winkler

has now provided for a variety of train-
ing materials to be delivered quickly,
economically, and, on-demand to
achieve more effective training in a
shorter period of time. This is the
thrust of the Total Army Distance
Learning Program (TADLP): to deliver
standardized, bigh-quality, individual,
collective, and self-development train-
ing, at the right place, at the right time,
through the application of multiple
means and technologies.

Background

The U.S. Army Training and Doctrine
Command (TRADOC) developed an
Army Distance Learning Master Plan
that was approved by the Chief of Staff

of the Army in 1996 and used as the
foundation to create the Total Army
Distance Learning Program in 1997.
“Total” is used because the program
incorporates readiness requirements
for the active Army, the U.S. Army
Reserve (USAR), the Army National
Guard (USANG), and Department of
Army civilians. In October 1997, the
Program Management Office for TADLP
was established to execute all acquisi-
tion portions of the program, with the
exception of courseware development,
of which TRADOC retained both func-
tional and programmatic responsibili-
ties. The TRADOC Program Integration
Officer (TPIO), COL Chris Olson, is the
functional proponent for the entire
program and is also responsible for
program management of TADLP course-
ware. The TADLP Program Manager
(PM) is responsible for managing the
rest of the program, working under the
direction of the Program Executive
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Officer for Standard Army Management
Information Systems and the Director
of Information Systems for Command,
Control, Communications and
Computers. The TADLP is an
Acquisition Category 1 program with
Major Automated Information System
Review Council (MAISRC) oversight.
The TPIO and PM are collocated at Fort
Monroe, VA, to ensure that program
execution is synchronized.

The program will ultimately result in
745 distance learning classrooms at
more than 200 sites across the globe.
The active component will administer
319 classrooms, the USAR will adminis-
ter 294, and the USANG will administer
132. It should be noted, however, that
any TADLP classroom can be used by
any Army soldier or civilian, regardless
of the component responsible for
administering the classroom facilities.
The program also includes the develop-
ment of 525 distance learning courses
for use by TADLP participants inside
and outside these classrooms.

TADLP Facilities

The program’s operational require-
ments document specifies that each
active component classroom have at
least 16 student workstations with
some required minimum resources
(Figure 1) and one instructor/facilitator
workstation. The reserve component
classrooms must accommodate at least
12 student workstations. Differences in
accommodations are due to the total
number of students expected to take
distance learning courses and use dis-
tance learning facilities. All TADLP
classrooms will be furnished with a
two-way audio/video teletraining sys-
tem to allow for real-time synchronous
training with a remote instructor.

The TADLP requires no new construc-
tion. Classrooms will be furnished in
existing government-owned or leased
buildings. In most cases, however, ren-
ovations to the existing rooms are
required to support automated train-
ing. Such renovations include modifi-
cations to walls, ceilings, lighting, elec-
trical power, heating, ventilation and air
conditioning; installation of classroom
LANs (local area networks); construc-
tion of a raised floor to conceal cabling;
and ramps for compliance with the
Americans With Disabilities Act. Major
upgrades to buildings, such as new air
conditioning units, elevators, and haz-
ardous materials abatement, are the
responsibility of the installation and
will not be TADLP funded.
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233 Megahertz Pentium (Or Its Equivalent Type) Processor
4 Gigabyte Hard Drive (Or Larger)
3%-Inch Floppy Drives
Two PCMCIA Card Slots
4 Meg Video Card
Ethemet Card - 10/100BASE-T (Used For Phase Two)
24X CD ROM (Read Only) Drive
17-Inch SVGA Monitor

Two-slot PCMCIA Card Port

Four Expansion Ports

Figure 1.
Student workstation minimum requirements.

Voice
Paper
Videotape
Computer
Interactive CD ROM or Interactive
Multimedia Instruction
One-way Video Broadcast
Two-way Video Teletramning
Computer Collaboration
Hypertext Mark-up Language
Internet Learning
Distributed Interactive Simulation
Virtual Reality

Figure 2.
Courseware delivery media (existing and proposed).
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TADLP Courseware
+ TADLP courseware development is
“ focused on the institutional training
* required to obtain total force readiness.
The current program includes 430 Total
»Army Training System courses and
_almost 100 other courses that will be
converted for distance learning deliv-
~ery. Annually, each Army major com-
mand and proponent school prioritizes
which courses should be converted for
distance learning delivery, subject to
final approval by the TPIO. Courseware
_development is synchronized with
development of the distance learning
infrastructure so that related facilities
and courses become operational simul-
taneously. TRADOC is developing
TADLP courseware for multimedia
delivery, with the delivery media deter-
mined by the content of the material
(see Figure 2). Courses can be present-
‘ed via a single medium or through a
“combination of several media. A sol-
dier may enroll in a course that
includes five different “modules” and
gach module could be delivered in a
different media that is most suitable for
the module’s content. For example,
" * Module I consists of video tele-
“training (VTT).
* Module II consists of interactive
multimedia instruction.
* Meodule 111 consists of videotape.
* Module IV combines VI'T. CD-ROM
and videotape.
“ » Module V consists of hands-on
exercises (generally done at the resi-
dent school).

For a current description and listing of
courses to be converted, refer to the
Courseware list on TRADOC's distance
learning website at http:/www-
dest.monroe.army.mil/adlp/
distancelearning/courseware/
priority/priority.html.

Operations and Capabilities
he TADLP has an operational
requirement to have distance learning
classrooms available 14 hours a day, 7
- ays a week with 92 percent availability
for synchronous and asynchronous
training. The system will be capable of
supporting surge requirements for 24-
hour-a-day training. The objective sys-
tem will provide online student enroll-
ment, student testing, and recordkeep-
ing. TADLP classrooms will be main-
tained and operated by an onsite facili-
tator who will assist students and
instructors with equipment operations
and course administration. Students

',;:Iy-Angust 1998

The General
Accounting
Office has lauded
the Army for its
initiative and planning

regarding the

migration to a
distance learning

environment.

will have the capability to create and
print documents, spreadsheets, and
graphics, and to transmit and receive ad
hoc training queries via e-mail. The
TADLP will comply with joint technical
architecture (JTA) and JTA-Army stan-
dards and operate in an unclassified
mode. Ultimately, the program will
include a full complement of live and
constructive simulations that will bring
the digitized battlefield into a virtual
classroom.

Acquisition Strategy

The TADLP acquisition strategy con-
sists of a three-phased incremental
development approach. Phase I will be
implemented in FY98 and FY99, and
will entail installation of classroom
facilities with two-way VIT equipment
and stand-alone computers with CD-
ROM capabilities. The intent of Phase 1
is to establish the TADLP infrastructure
while gaining an immediate return on
investment by conducting synchronous
and asynchronous training with remote
instructors, thus reducing temporary
duty and permanent change of station
CXpenses.

Phase II will begin in FYOO and feature
web-based operations that capitalize on
Internet capabilities and existing com-
munications infrastructures. Phase II1
will begin in FY06 and provide technol-
ogy improvements, integrated state-of-
the-art simulations, and an expanded
distance learning infrastructure and
courseware. No new development is
anticipated during this phase because
commercial off-the-shelf products
should be readily available throughout
the marketplace to meet system
requirements.

Current Status

The Assistant Secretary of Defense
(Command, Control, Communications,
and Intelligence) recognized that Phase
[ implementation of the TADLP is based
on proven technology in use by indus-
try and academia. As such, milestone
decision authority was delegated back
to the Army on Feb. 4, 1998. Shortly
thereafter, the program had a MAISRC
review resulting in permission to devel-
op and establish 74 concept develop-
ment/prototype distance learning class-
rooms. The first 12 of these are at Fort
Eustis, VA; Fort Lee, VA; Fort Gordon,
GA; and Fort Sill, OK. During FY98, 63
distance learning classrooms will be
established at 21 installations.

Summary

The General Accounting Office has
lauded the Army for its initiative and
planning regarding the migration to a
distance learning environment. The
TADLP provides the Office of the
Secretary of Defense (OSD) and the
Services a model to follow in develop-
ing their respective distance learning
programs. The program is synchronized
with the Advanced Distributed Learning
Initiative (ADLI) sponsored by OSD and
the White House Office of Science and
Technology. ADLI focuses on bringing
the distance learning industry players
and components together to develop a
common core set of standards for dis-
tance learning, With an incremental
development strategy, the TADLP can be
“rweaked” as it progresses, taking
advantage of the latest developments in
distance learning products, tools and
standards, This combined and coordi-
nated effort will ultimately ensure Army
readiness through the delivery of the
highest quality training products, wher-
ever and whenever needed.

GARY WINKILER is the Program
Manager of the Total Army
Distance Learning Program. He
holds a B.S. in elecirical engineer-
ing from Virginia Polytechnic
Institute and State University, and
an M.B.A. from the College of
William and Mary. Winkler is
Level Il certified in program
mandgement; COMMUNICALIONS-
computers; and systems planning,
reseairch, development and engi-
neering.
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PROPOSED DOD CIVILIAN
ACQUISITION WORKFORCE
PERSONNEL DEMONSTRATION

Introduction

A Federal Register notice outlining the
Department of Defense (DOD) Civilian
Acquisition ~ Workforce  Personnel
Demonstration Project was published on
Tuesday, March 24, 1998. The purpose of
this 5-year project is to enhance the quali-
ty, professionalism, and management of
the DOD Acquisition Workforce through
improvements in the human resources
management system. The Office of
Personnel Management (OPM) will
approve and oversee the project.

The project includes changes in employ-
ee development, classification, and com-
pensation for the civilian Acquisition
Workforce and supporting personnel.
The FY96 and FY98 National Defense
Authorization Acts encouraged DOD to
conduct this functionally based project.
As such, it will be the first personnel
demonstration that cuts across military
Services and DOD agencies.

Expected to cover a large segment of the
civilian Acquisition Workforce, the project
includes employees assigned to positions
under the Defense Acquisition Workforce
Improvement Act (DAWIA). In addition,
the project may also be extended to non-
DAWIA employees who are on teams
where more than half the members are in
the Acquisition Workforce, and the rest are
support personnel working directly with
the Acquisition Workforce. The proposed
project will include organizational ele-
ments of the Air Force, Army, Navy, Marine
Corps, Office of the Secretary of Defense,
Defense Advanced Research Projects
Agency, Defense Accounting and Finance
Service, Defense Information Systems
Agency, and Defense Logistics Agency. The
project ultimately will impact up to 40,000
employees, as determined by the military
Services and DOD agencies.

Project Initiatives

The Federal Register notice outlines
the project’s initiatives that provide for
the following:

* Developmental Assignments and
Educational Opportunities. This expands
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opportunities for employees to obtain
temporary assignments with universities,
industry, or other government or non-
profit organizations; and possible finan-
cial assistance if employees want to earn
academic degrees or training certificates.

* Broadbanding. This is a way to group
the current GS grades into broader cate-
gories. Instead of having 15 GS grades,
the project will use 3 or 4 broadband lev-
els that encompass multiple GS grades.
Employees will be converted from their
existing grades and steps to the new sys-
tem without loss of pay. In addition, sim-
ilar occupations will be grouped into one
of three career paths: Administrative
Support, Technical Management Support,
and Business Management and Technical
Management Professional. The pay
ranges for broadbands will vary by career
path. An advantage of broadbanding is
that employees can move seamlessly
within their broadband level without
competitive personnel actions, based on
their contributions.

* Contribution-based Compensation
and Appraisal System. This system forges
a stronger link between employees’ con-
tributions and their compensation. The
current system does not base within-grade
salary increases on an employee’s perfor-
mance or contribution, but on a predeter-
mined official schedule. Because the new
system is performance driven, employees
could rise faster through the pay range of
their broadband.

Comment And
Implementation

The Federal Register notice provided
two ways to submit written or oral com-
ments on the project proposal: the first by
writing OPM; the second by attending one
of three public hearings conducted April
23 at Fort Belvoir, VA; April 30 in Los

Angeles, CA; and May 5 at Wright-v
Patterson AFB, OH. (See the following
article on the first public hearing in this
issue of Army RDEA magazine.) The 60-
day period for public comment officially
ended May 26, 1998. A DOD Acquisition
Workforce Personnel Demonstration
Process Action ‘Team is currently reviewing
and acknowledging all comments on the
proposed project and making changes to
it. 'I'heﬁm]planmllbepublishedinﬂle
Federal Register prior to implementation
of the demonstration.

This project builds on the features of
demonstrations now under way at the Air”
Force Research Laboratory, Department of
the Navy (China Lake) and National,
Institute of Standards and Technology
(NIST). The longstanding Navy and NIST
demonstrations have produced impres-
sive statistics on employees’ job satisfac-
tion compared to figures for the federal
workforce in general.

The original Federal Register notice IS
posted on the demonstration’s Internet
home page at http://www.crfpst. wpafbs
af.mil/demo. The Acquisition Career
Management Office (SARD-ZAC) is man-
aging and providing oversight for the
Army’s implementation of the demonstras
tion project. Check the Army Acquisition
Corps home page for the latest develop-
ments. Questions and comments on the
demonstration project should be e-mailed
to acqdemo(@sarda.army.mil.

I
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ANTHONY ECHOLS is a Special

Career Management Office. He
a B.S. in math from Prairie View
AEM University and an M.BA from
Florida Institute of Technology. He is
a lieutenant colonel in the U.S. Army
Reserve. v
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Keith Charles, Deputy Assistant
Secretary for Plans, Programs and
Policy;  Deputy Director for
_ Acquisition Career Management,
OASARDA.

v
The first of three public hearings on
the proposed Demonstration Project for
~ the Department of Defense (DOD)
Civilian Acquisition Workforce was held
| *at Fort Belvoir, VA, on April 23, 1998.
» Hosted by a panel of distinguished rep-
resentatives from the Office of
_;Personnel Management (OPM) and
DOD, the hearing was publicized as an
opportunity for interested persons and
organization representatives to give
finput, voice concerns, and make sug-
+ gestions about the project for the public
record, and ensure that technical ques-
\jions were clarified and noted. The
. proposed plan for the DOD Civilian
| Acquisition Workforce Demonstration
Project was published in the March 24,
1998, Federal Register.
Roberta Peters, Assistant Director of
* Merit Systems Effectiveness, OPM, for-
snally opened the proceedings by stat-
ing that the purpose of the hearing was
to gather input and ideas, not to serve
as a question and answer session, a
debate, or a forum for decisionmaking
"by the panel. (Actual briefings on the
specifics of the project have been held
sseparately for employees impacted by
. the project.) She then introduced the
other panel members: Helen C.
Onufrak, Acting Supervisor for
Personnel Management, OPM; James S.
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WORKFORCE
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McMichael, Director, Acquisition Edu-
cation, Training, and Career Develop-
ment in the Office of the Under
Secretary of Defense for Acquisition
and Technology (USD(A&T)); Dick
Childress, Deputy Director, Acquisition
Workforce Personnel Demonstration,
USD(A&T); and Thomas F. Garnett, Jr.,
Director for Workforce Relations, Office
of the Assistant Secretary of Defense for
Force Management Policy. The role of
the panel, Peters stated, was to listen to
the views of interested parties, carefully
analyze and evaluate all hearing testi-

mony and all written comments, and
assess the impact of proposed revisions
to the final plan. She stressed the
importance of the panel’s presence at
the hearing.

Before testimony began, Peters called
on Childress to present a general
overview of the demonstration project.
“The demonstration,” Childress stated,
“challenges managers, workers, and
union officials to work together to build
a new culture that emphasizes contribu-
tions, teamwork, and appropriate
rewards.” One of the major initiatives in

Teresa Wright-Johnson,
Senior Procurement
Analyst,

HQ, U.S. Army

Corps of Engineers.

Photo by SGT Richard Vigus, DSMC
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the project involves the establishment
of three career paths, composed of
three or four broadband levels. “The
broadband structure,” Childress said, “is
designed to facilitate career progression
and enhance more competitive
improvement of quality candidates.
Employees’ movement through broad-
band levels is based on demonstrated
initiative and realized contributions.”

Overall, the speakers endorsed the
demonstration project. Among those
speaking on behalf of implementation of
the project was Keith Charles, the Deputy
Assistant Secretary for Plans, Programs
and Policy, and the Deputy Director for
Acquisition Career Management, Office
of the Assistant Secretary of the Army for
Research, Development and Acquisition
(OASARDA). He stated at the outset that
“people are our greatest resource.”
“Enhancing the process to manage and
develop our workforce is essential in all
aspects of acquisition reform,” Charles
said. “The Civilian Acquisition
Workforce Personnel Demonstration
Project is a significant endeavor for our
acquisition community and will greatly
enhance and strengthen our acquisition
workforce.” He noted also that the
demonstration project will establish a
strong link between compensation and
performance and urged management
and the unions to work together to
make the project a success.

COL Kimberly Smith, Commander,
Defense Supply Services-Washington,
called the demonstration project “an
opportunity not to be missed.” Smith
said a critical element of this demonstra-
tion is tying compensation to one’s con-
tribution to the organization. She sum-
marized other benefits the project pre-
sents: the establishment of paybands,
which will reduce administrative costs
by requiring fewer personnel actions;
greater flexibility for managers to reas-

“Enhancing the process
to manage and develop
our workforce
IS essential

in all aspects of
acquisition reform.”

—Keith Charles
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sign personnel within the paybands
without having to advertise positions; a
more seamless process for employee
advancement, which adds to employee
motivation, encourages teaming, and
increases employee empowerment;
facilitates recruitment of quality candi-
dates; allows more flexibility than the
current system; permits employees
greater flexibility to move within a pay-
band; provides a requirement for man-
agement to provide feedback to employ-
ees; increases communication between
employee and supervisor; and it extends
degree training authority for the dura-
tion of the demonstration, a critical ele-
ment within the acquisition field.

Elwood Baas, General Engineer,
Resource Management Directorate,
White Sands Missile Range, indicated
that the demo project will succeed in
diverse field activities because “it was
designed predominantly by field per-
sonnel to operate in the realities of a
field environment.” Baas praised the key
initiative of broadbanding, a previous
demonstration concept that has been
used successfully at China Lake for
more than 12 years. “Work must be
directed toward organizational goals,”
he said, “and not just work for work’s
sake. It is a field driven, proactive step
in assuring that we have a Defense per-
sonnel system that satisfies many of the
needs that now go begging. This impor-
tant step could be the precursor of the
DOD personnel system of the future.”

Marsha Hongsermeier, Personnel
Specialist, Acquisition Career
Management and Resources Division,
U.S. Air Force, noted, “The end product
will provide the acquisition community
within the DOD the personnel manage-
ment options that will be beneficial to
management officials as well as employ-
ees. Initiatives identified will give the
needed flexibility in personnel manage-
ment practices and procedures that the
acquisition community has been asking
for for a long time.”

Teresa Wright-Johnson, Senior
Procurement Analyst, HQ, U.S. Army
Corps of Engineers, views the project as
“an excellent opportunity.” Among the
initiatives Wright-Johnson endorsed were
the educational opportunities. In addi-
tion, she said, the project will allow for
sabbaticals, an option previously only
available to the SES. “We are enhancing
our Acquisition Workforce,” she pro-
claimed. “This is about improving what is
already in place, holding individuals
accountable. The only people who will
be upset will be poor performers. This
gives them opportunity, however, to see
where they are deficient and time to
work on their deficiencies.” The project

Photo by SGT Richard Vigue, DSMC.

Marsha Hongsermeier, Personnel Specia-
list, Acquisition Career Management and
Resources Division, U.S. Air Force.

is not intended to hurt anyone, but to
improve on the existing system, she
noted.

The project was not without its critics.
Ronald Rapca, Procurement Analyst,
CECOM Acquisition Center, Fort
Monmouth, NJ, expressed concern on
behalf of his organization’s people over
the way the paybands have been estab-
lished. He proposed that the project
allow each organization the flexibility to |
structure its own payband to meet its ¢
specific needs.

Ray Kelly, Procurement Analyst,
OASARDA, brought attention to two
issues not currently addressed by the
demonstration project. First, Kelly
raised the issue of an unstable work-
force, i.e., military personnel rotating in
and out and frequently being moved
around within an organization. This, he
said, is not conducive to a stable work
environment. Kelly also cited the issuo
of “whistleblowers.” In particular, he |
questioned what would happen to a
whistleblower who is not well liked by #
his or her supervisor. W

Peters concluded the hearing by thank-
ing all those who spoke and attended.
DOD held additional hearings on April 30« |
in El Segundo, CA, and on May 5 at J
Wright-Patterson Air Force Base, OH. The
public comment period officially ended-
May 26, 1998. DOD plans to get the™
demonstration project started this fall. 1
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1) Introduction

ey

»

Many Army Acquisition Workforce
(AAW) members are familiar with the
Military Acquisition Position List (MAPL)
and the Civilian Acquisition Position List
(CAPL).

ynot aware of the work associated with

Some members, however, are

1y developing each list or the importance
, of identifying acquisition positions.

This article discusses why and how posi-
tion lists are developed.

" Why The CAPL And MAPL
vAre Developed

Just as the Army leadership of

- warfighter components conducts a rig-
L\Omus analysis of the structure and com-

position of their forces, senior acquisi-

L tion leaders review the structure and

composition of the AAW. Acquisition
*position management addresses the
types, numbers, and skills of personnel
necessary for any organization to
research, develop, acquire, or procure
#equipment or services for soldiers.
Position management and the associat-
ed position analysis are used annually
o review positions. The review is con-
ducted by individual AAW members and
the leadership of organizations directly
_and indirectly involved in acquisition.
Conducted within Army field activities,

the Department of the Army (DA) Staff,
*ind joint program offices, the review
identifies and validates those positions
hat require specific acquisition skills to
ccomplish the assigned or implied
mission.

Position management is essential to
accomplishing the acquisition mission
ind can best be viewed as the person-
“nel part of a mission analysis to pro-
duce an operations order. To deter-

ine viable options, a commander
must know the capabilities, numbers
and skills of the personnel available to
agcomplish a mission or set of missions.
As systems mature through the acquisi-
tion life cycle, senior acquisition lead-
‘q‘s must consider the skills and capa-
bilities of acquisition personnel. This
places a tremendous importance on
position reviews because it takes many
years to develop personnel with the
requisite experience, education and
training to serve as program managers,
contracting officers and program ana-

ts. In addition, acquisition leaders
eed foresight to evaluate and antici-
ate skills and types of positions
quired 5, 10 or even 15 years in the
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furture. This type of dynamic analysis is
required to sustain the research, devel-
opment and acquisition of quality sys-
tems in the future.

How The CAPL Is Developed

Currently, acquisition positions are
reviewed and reported in a “vertical”
manner. For example, civilian acquisi-
tion positions in grades GS-14 and 15
and the SES are reported quarterly
under the provisions of the Defense
Acquisition Workforce Improvement
Act. These positions, often referred to
as critical acquisition positions (CAPs),

represent more than 3,000 positions
deemed critical to the Army’s acquisi-
tion mission. Leaders in each organiza-
tion review the duty descriptions of
each existing position and recommend
whether to add, modify or delete posi-
tions from the CAPs list. Each organiza-
tion’s recommendations are consolidat-
ed and reviewed by a DA-level CAP
Review Board known as the CAPL
Board.

Prior to submitting positions to the
CAPL Board, many organizations con-
duct internal reviews to evaluate how
each position contributes to the acqui-
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sition processes of the organization.
This review begins with an individual
comparing his or her job description
with the actual duties they perform.
Changes in the duties or in the skill and
education requirements of the position
may result from this comparison.
Supervisors then review these positions
to determine if they meet mission
requirements, and may recommend
changes in duties or in the number or
composition of a unit’s positions.
Finally, the senior leaders of the organi-
zation consolidate the positions and
conduct the same type of review to
determine if the position requirements
of the subsidiary organizational ele-
ments are aligned to meet the organiza-
tion’s acquisition mission.

CAPL Board

The CAPL Board meets during the
second quarter of each fiscal year to
review the Army’s civilian CAPs. This
board is composed of senior acquisi-
tion personnel with a variety of func-
tional experiences and acquisition spe-
cialties representing various acquisi-
tion organizations and geographical
locations to eliminate any potential
bias. Each CAP is reviewed to deter-
mine its contribution to the acquisition
process.

Each board member scores a position
based on its described acquisition
duties, and a cumulative score is ulti-
mately assigned for each. There are
many reasons why a position may or
may not score well. In most cases,
however, the quality and completeness
of the position description is the most
important factor in the scoring process.
The board’s intent is to provide feed-
back to an organization on how its
positions scored in comparison with
other organizations with similar posi-
tions and missions. At the conclusion
of the review, the board president pro-
vides a report, recommendations, and
list to the Director, Acquisition Career
Management (DACM) for approval.
This report also includes a discussion
on macro-level trends and observations
about the overall composition of the
CAPs. The approved CAPs combined
with the civilian acquisition positions
for grades below GS-14 represent the
CAPL. The CAPL is then provided to
commands and acquisition organiza-
tions and serves as the basis for all civil-
ian acquisition positions.

52 Army RD&A

How The MAPL Is Developed

The process of developing the MAPL is
considered vertical strictly because
most acquisition organizations consist
of military and civilian acquisition per-
sonnel. Currently, however, separate
reviews are conducted. Military acqui-
sition position management is similar
to the process used for civilian position
management described earlier, with
two notable exceptions. First, the
MAPL review process encompasses an
analysis of the Reserve component, the
active military, and the Army Medical
Department (AMEDD)  positions.
Second, the number of authorized mili-
tary acquisition personnel to fill acqui-
sition positions is limited. In addition,
the MAPL review process not only iden-
tifies and reviews acquisition positions
but also identifies positions requiring
military trained acquisition personnel.
Again, each organization conducts an
internal review of its military acquisi-
tion positions.

Similar to the CAPL process, the MAPL
process features a DA MAPL Board to
review and score each position based
on its described acquisition duties. The
final score serves as an order of merit
list (OML) for acquisition positions.

Because there are many more require-
ments for acquisition positions than
there are personnel to support them,
those positions that do not score high
on the OML are not included in the
DACM-approved MAPL.

A

The Reserve component and AMEDD +

position lists serve the same purpose as
the CAPL, and are not counted against
the active Army’s acquisition manpower
authorizations.
straints and the desire to develop an
integrated corps of professional acqui-
sition  personnel, however,
increased the requirement to identify
acquisition personnel and positions in
each of these components. Although
the number of positions identified on
these lists is significantly smaller than
both the CAPL and the active duty por-

Force structure con-

L 4

has

tion of the MAPL, significant growth is *

expected.
Integrated List

The recent MAPL and CAPL Boards &

reviewed all acquisition positions for
each component and developed separate

OMLs. Each position that survived the *

rigorous process of internal organiza-
tional review and the board’s review
process is important to the acquisition
process. Therefore, future boards will
develop a single integrated list of civilian
and military positions, thus eliminating
the vertical nature of the MAPL and CAPL.

Conclusion b

Acquisition position management is
an important process that identifies
critical civilian and military acquisition
positions. The process requires senior ¥
leaders to address current require-
ments while anticipating potential,
changes in both programs and person-
nel authorizations. Ultimartely, effective
acquisition  position management
ensures that the right personnel,
resources are in place to support the

important missions of research, devel-*

opment and acquisition.

MA] MICHAEL WILLIAMSON is the_
Chief of Information Technology
and Analysis in the Acquisition
Career Management Office, Office
of the Assistant Secretary of the
Army (Research, Development and
Acquisition).
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FY99 ACQUISITION

POSITION LISTS

» This supplement to Army RD&A magazine provides a listing of all military acquisition
- positions and a listing of all critical civilian acquisition positions. The provisions of the
Defense Acquisition Workforce Improvement Act (DAWIA) and DOD Instruction
. 5000.58 require that each Service annually publish a list of critical acquisition
spositions. The following lists of FY99 acquisition positions were signed by
- LTG Paul J. Kern, Director, Acquisition Career Management, on April 17, 1998. These
positions are recognized as valid requirements for the assignment of military and
. civilian acquisition personnel. Each position includes the assigned position number for
tracking and reporting, the acquisition position category or functional area that
“identifies the position’s acquisition career field, the grade/rank and other identification
information.  Additional position information on these lists is available at
_http://dacm.sarda.army.mil/workforce.
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FY99 CAPL

FY99 Civilian Acquisition Position List
Effective 1 OCT 1998

ASSOCIATE TECH DIRECTOR FOR TECH APP/DIR SPEC PROG
DEPUTY PROG EXECUTIVE FOR AVIATION

ADCS FOR AMMUNITION

DEPUTY TO THE COMMANDER

PROFESSOR OF ACQUISITION

PEO CMD CTL COMM §YS
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
PEO CMD CTL COMM SYS

USA MISSILE RESEARCH
CHEMICAL DEMIL AGY

PEO CMD CTL COMM SYS
CHEMICAL DEMIL AGY

PEO CMD CTL COMM SYS
PEQ C38 MC LEAN VA
CHEMICAL DEMIL AGY

PEO TACTICAL MISSILE
PEO CMD CTL COMM SYS
CHEMICAL DEMIL AGY
ARMY DIGITIZATION OF
PEO CMD CTL COMM §YS
US ARMY PROG MGR RESERVE
PEQ STAMIS

US ARMY MEDICAL MATERIEL
PEO CMD CTL COMM SYS
PEO C3S REDSTONE

PEOQ CMD CTL COMM SYS
PEQ CMD CTL COMM SYS
PEO CMD CTL COMM SYS
MTMC FIELD OPERATING
PEOQ CMD CTL COMM SYS
MTMC FIELD OPERATING
ACTVFMS

USA TANK AUTOMOTIVE AND
PED AVIATION

PEO AVIATION

USA TANK AUTOMOTIVE AND
PEO AVIATION

USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
PEO CMD CTL COMM SYS
USA AVIATION AND MISSILE
CHEMICAL DEMIL AGY

JPO BIO DEFENSE
CHEMICAL DEMIL AGY

US ARMY ACQUISITION SUPPORT
PEO CMD CTL COMM SYS
PMO JVAP

US ARMY ACQUISITION SUPPORT
U.S. ARMY RESEARCH AND
USA AVIATION AND MISSILE
CHEMICAL DEMIL AGY

USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
US ARMY AV

SUPERVISORY ELECTRONICS ENGINEER
SUPERVISORY ELECTRONICS ENGINEER
SUPERVISORY COMPUTER ENGINEER
TRANSPORTATION INFORMATION SYSTEMS OFFICER
SUPERVISORY ELECTRONICS ENGINEER
WORLDWIDE PORT SYSTEMS MANAGER
SUPERVISORY MECHANICAL ENGINEER

DEPUTY DIRECTOR

e ]
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A
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A
A
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A
A
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A
A
A
A
A
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A
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FYQ9 Civilian Acquisition Position List
EA T MACO T ORGANIZATION

AV
PEC CMD CTL COMM SYS
MTMC FIELD OPERATING
PEQ CMD CTL COMM SYS
PEQ GROUND COMBAT AND
PEO C38 BELVOIR
PEOQ TACTICAL MISSILE
PEO TACTICAL MISSILE
US ARMY AV
PEQ TACTICAL MISSILE

SUPERVISORY ACQUISITION POLICY SPEGIALIST
ASSISTANT PROG EXECUTIVE OFCR INTERNATIONAL
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FY99 Civilian Acquisition Position List

TILE | ORGANIZATION LOCATION ]
A AAESA

MANAGEMENT OFFICER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
SUPERVISORY PROCUREMENT ANALYST A COE US ARMY CORPS OF ENGINEERS ~ WASHINGTON
PROJECT MANAGER. AVIATION ELECTRONIC COMBAT A AAESA PEO AVIATION REDSTONE ARSENAL
BUSINESS MANAGER (MORTARS) A TACOM USA ARMAMENT RESEARCHDEV  PICATINNY ARSENAL
PROGRAM MANAGEMENT OFFICER A AAESA PEO AVIATION REDSTONE ARSENAL
INTERNATIONAL PROGRAM MANAGER A TACOM US ARMY OFFICE OF PROGRAM  DETROIT ARSENAL
DEPUTY PROGRAM MANAGER A TACOM US ARMY OFFICE OF PROGRAM  DETROIT ARSENAL
SUPERV!SORY ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
SUPERVISORY PROCUREMENT ANALYST A COE U'S ARMY OFFICE OF THE CHIEF  WASHINGTON
PROJECT MANAGER A AAESA PEO INTEL ELEC WARFAREAND  FT MONMOUTH
SUPERVISORY PRODUCT MANAGEMENT ENGINEER (SMALL ARMS) A TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY PHYSICAL SCIENTIST A COE US ARMY TOPOGRAPHIC FT BELVOIR
SUPERVISORY PROGRAM ANALYST A AAESA PEO CMD CTL COMM 5YS FT MONMOUTH
ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFAREAND  FT MONMOUTH
DPM JOINT STARS A AAESA PEO INTEL ELEC WARFAREAND  FT MONMOUTH
SUPERVISORY ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
SUPERVISORY PHYSICAL SCIENTIST A COE US ARMY TOPOGRAPHIC FT BELVOIR
PROGRAM MANAGEMENT OFFICER A AAESA PEO AVIATION REDSTONE ARSENAL
PROGRAM MANAGER A INSCOM USAINSCOM MISSION SUPPORT  FT BELVOIR
SUPERVISORY MUNITIONS ENGINEER A TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY GENERAL ENGINEER A CBDCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
CIVILIAN EXECUTIVE ASSISTANT A USAIOC U 8 ARMY DEPOT RED RIVER RED RIVER DEPOT
SUPERVISORY GENERAL ENGINEER A STRICOM US ARMY SIMULATION TNG AND ~ ORLANDO
PROGRAM MANAGER A STRICOM US ARMY SIMULATION TNG AND  ORLANDO
SUP MECH ENGINEER A TAcOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
SUPERVISORY GENERAL ENGINEER A STRICOM US ARMY SIMULATION TNG AND  ORLANDO
SUPERVISORY ELECTRONICS ENGINEER A  STRICOM US ARMY SIMULATION TNG AND  ORLANDO
PROGRAM MANAGEMENT OFFICER A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
PROGRAM MANAGER A  STRICOM US ARMY SIMULATION TNG AND  ORLANDO
PROGRAM MANAGER A STRICOM US ARMY SIMULATION TNG AND  ORLANDO
PROGRAM MANAGEMENT OFFICER A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
SUPERVISORY ELECTRONICS ENGINEER A STRICOM US ARMY SIMULATION TNG AND  ORLANDO “
SUPERVISORY ELECTRONICS ENGINEER A STRICOM US ARMY SIMULATION TNGAND ~ ORLANDO
PROGRAM MANAGEMENT OFFICER A CECOM PM INFO MGT TCCP REN PENTAGON
SUPERVISORY GENERAL ENGINEER A  STRICOM US ARMY SIMULATION TNG AND  ORLANDO
PROGRAM MANAGER A  CECOM USA CECOM RESEARCH FT MONMOUTH
PROGRAM MANAGEMENT OFFICER A  STRICOM US ARMY SIMULATION TNG AND  ORLANDO
PROGRAM MANAGEMENT OFFICER A sscoM PM SOLDIER FT BELVOIR
SUPERYISORY GENERAL ENGINEER A TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
PROJEGT MANAGER A USAIOC USA INDUSTRIAL OPERATIONS ~ ROCK ISLAND ARSENAL
PROGRAM MANAGER A STRICOM US ARMY SIMULATION TNGAND  ORLANDO
PMLTV A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL ”
SUPERVISORY GENERAL ENGINEER (DEMOLITIONS) A TacoM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
SUPERVISORY GENERAL ENGINEER (MINES) A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
PROGRAM ANALYSIS OFFICER A CECOM US ARMY COMMUNICATIONS- FT MONMOUTH
SUPERVISORY COMPUTER SPECIALIST A CECOM US ARMY INFORMATION SYS FAIRFAX
PROGRAM MANAGER A  CECOM US ARMY INFORMATION SYS FAIRFAX
SUPERVISORY ELECTRONICS ENGINEE] A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
CHIEF, HTI OFFICE A CEcoM US ARMY COMMUNICATIONS FT MONMOUTH
ASSOC FOR SYSTEMS ACQ/DEP DIR SMC A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
PROJECT MANAGEMENT ENGINEER (WIDE AREA MINE) A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL <
SUPERVISORY GENERAL ENGINEER A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
DEPUTY PROJECT MANAGER MINES COUNTERMINES AND A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
SUPERVISORY LOGISTICS MANAGEMENT SPECIALIST A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
SUPERVISORY CHEMICAL ENGINEER A capcoMm US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS q
DEPUTY PROJECT MANAGER A CBOCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
BUSINESS MANAGER (MINES, COUNTERMINE AND DEMOLITIONS) A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
PROGRAM MANAGEMENT OFFICER A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
PM TRAILRTS A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
PROGRAM ANALYSIS OFFICER A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
SUPERVISORY MECHANIAL ENGINEER A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
PM (TEMO) A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL *
PEO PENTAGON LIAISON/PROGRAM COORDINATOR A AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
GENERAL ENGINEER A AAEBA PEO AIR & MSL DEFENSE HUNTSVILLE
ELECTRONICS ENGINEER A AAEEA PEO INTEL ELEC WARFARE ANO  FT MONMOUTH
DIREGTOR ACQUISITION OPERATIONS A USASOC US ARMY SPECIAL OPERATIONS  FT BRAGG »
SUPERVISORY ELECTRONICS ENGINEER A AAESA PEO STAMIS FT BELVOIR
PROCUREMENT ANALYST A AAESA PEO STAMIS FT BELVOR
GENERAL ENGINEER A AAESA PEO C38 REDSTONE REDSTONE ARSENAL
GENERAL ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
PRODUCT MANAGER A AAESA PEO STAMIS FT BELVOIR
PROJECT MANAGEMENT ENGINEER (TMAS) A AAESA PEO GROUND COMBAT AND WARREN
SUPERVISORY OPERATIONS RESEARCH ANALYST A AAESA PEO TACTICAL MISSILE REDSTONE ARSENAL .
ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFAREAND  FT MONMOUTH A
INTERNATIONAL PROGRAMS SPECIALIST A AAESA PEQ AIR & MSL DEFENSE HUNTSVILLE
SUPERVISORY GENERAL ENGINEER A AAESA PEO AIR & MSL DEFENSE HUNTSVILLE »
PROGRAM ANALYST A AAEBA PEO AVIATION REDSTONE ARSENAL 1
INTERDISCIPLINARY A AAEBA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
LOGISTICS MANAGEMENT ENGINEER (AFASIFARY) A AAESA PEO GROUND COMBAT AND WARREN
COMPUTER SPECIALIST (SYSTEMS ANALYST) A AAESA PEO STAMIS FT BELVOIR
COMPUTER SPECIALIST A AAESA PEO STAMIS FT BELVOIR
SUPERVISORY GENERAL ENGINEER A AMCOM US ARMY AV REDSTONE ARSENAL o
ELECTRONICS ENGINEER A AAESA PEQ INTEL ELEC WARFARE AND  FT MONMOUTH
SUPERVISORY COMPUTER SPECIALIST A AAESA PEO STAMIS FT BELVOIR
GENERAL ENGINEER A AAESA PEO GROUND COMBAT AND WARREN
GENERAL ENGINEER A AAEBA PEO AIR & MSL DEFENSE HUNTSVILLE
SUPERVISORY INDUSTRIAL ENGINEER A AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
PROGRAM MANAGEMENT OFFICER A USASOC US ARMY TECHNOLOGY STLOUIS
ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
PROJECT MANAGEMENT ENGINEER (SYSTEMS AND TEST) A AAESA PEO GROUND COMBAT AND WARREN
SUPERVISORY MANAGEMENT SPECIALIST A AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
SUPERVISORY LOGISTICS MANAGEMENT SPECIALIST A AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL <
SUPERVISORY PROGRAM ANALYST A AMCOM US ARMY AV REDSTONE ARSENAL

July-August 199?
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ENGINEER
SUPERVISORY PROCUREMENT AND PRODUCTION ANALYST

PROGRAM ANALYST
ACQUISITION PROGRAM SPECIALIST
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AV
US ARMY AV
USA AVIATION AND MISSILE
US ARMY AV
USA AVIATION AND MISSILE
USA ARMAMENT RESEARCH DEV
PEO TACTICAL MISSILE
PEO TACTICAL MISSILE
USAMC FIELD ASSISTANCE IN
PEQ AIR & MSL DEFENSE
PEQ AIR & MSL DEFENSE
PEO STAMIS
CTR JOINT LOGISTICS
CTR JOINT LOGISTICS
USA AVIATION AND MISSILE
USA ARMAMENT RESEARCH DEV
USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
PEO STAMIS
PEQ TACTICAL MISSILE
CTR JOINT LOGISTICS
CTR JOINT LOGISTICS
CTR JOINT LOGISTICS
USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
PEO CMD CTL COMM SYS
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
PEO AVIATION
PEO AVIATION
ARMY DIGITIZATION OF
PEO AIR & MSL DEFENSE
CHEMICAL DEMIL AGY
PEO INTEL ELEC WARFARE AND
PEO TACTICAL MISSILE
PEQ INTEL ELEC WARFARE AND
PEC TACTICAL MISSILE
US ARMY SPACE AND
PEO GROUND COMBAT AND
USA ARMAMENT RESEARCH DEV
PEO TACTICAL MISSILE
CHEMICAL DEMIL AGY
PEO C38 PENTAGON REP
CHEMICAL DEMIL AGY
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
PEO GROUND COMBAT AND
PEO INTEL ELEC WARFARE AND
PEO GROUND COMBAT AND
CHEMICAL DEMIL AGY
PEQ INTEL ELEC WARFARE AND
CHEMICAL DEMIL AGY
PEOC CMD CTL COMM SYS
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
PEO INTEL ELEC WARFARE AND
PEO STAMIS
PEO INTEL ELEC WARFARE AND
US ARMY ACQUISITION SUPPORT
PEQ STAMIS
PEOQ CMD CTL COMM SYS
PED STAMIS
US ARMY SPACE AND
PEO STAMIS
PEO TACTICAL MISSILE
PEO STAMIS
PEO STAMIS
US ARMY ACQUISITION SUPPORT
PEO STAMIS
PEO INTEL ELEC WARFARE AND
ENGR DIST NEW YORK
PEQ STAMIS
PEO INTEL ELEC WARFARE AND

US ARMY ACQUISITION SUPPORT
US ARMY SPACE AND

PEO INTEL ELEC WARFARE AND
US ARMY ACQUISITION SUPPORT
US ARMY ACQUISITION SUPPORT
PEO INTEL ELEC WARFARE AND
PEOQ STAMIS

US ARMY ACQUISITION SUPPORT
PEQ STAMIS

PEOQ STAMIS
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I A AAESA Us >
AES802T5C 14 SUPERVISORY PROGRAM ANALYST A AAESA PEO CMD CTL COMM SYS FT MONMOUTH
AE980835C 14 PRODJECT OFFICER A AAESA PEQ STAMIS FT BELVOIR
AESS462C 14 INTL PROGRAMS & CONFIGURATION MANAGEMENT SPECIALIST A AAESA PEO GROUND COMBAT AND WARREN
AES80032C 14  ELECTRONICS ENGINEER A AAESA PEO INTEL ELECWARFARE AND  FT MONMOUTH
AES80428C 14 PROJECT MANAGEMENT ENGINEER (TMAS) A AAESA PEO GROUND COMBAT AND WARREN
X2880107C 14 PROGRAM ANALYST A AMCHQ US ARMY MATERIEL COMMAND ALEXANDRIA
X2080027C 14 ACQUISITION POLICY SPECIALIST A AMCHO US ARMY MATERIEL COMMAND ALEXANDRIA
AE980437C 14 PROJECT MANAGEMENT ENGINEER (TMAS) A AAESA PECQ GROUND COMBAT AND WARREN A
AEGS0400C 14 INTERMATIONAL PROGRAM MANAGEMENT SPECIALIST A MESA PEQ TACTICAL MISSILE REDSTONE ARSENAL
X2880085C 14 GENEFRAL ENGINEER A AMCHQ US ARMY MATERIEL COMMAND ALEXANDRIA
AES80533C 14 GENERAL ENGINEER A AAESA PEO GROUND COMBAT AND WARREN '
AESS80010C 14 ELECTRONICS ENGINEER A AAESA PEOQ INTEL ELEC WARFARE AND FT MONMOUTH
AE980442C 14 PROJECT MANAGEMENT ENGINEER (TMAS) A AAESA PEQ GROUND COMBAT AND WARREN k
AEDB0532C 14 BUPERVISORY PROGRAM ANALYST A AAESA PEQ GROUND COMBAT AND WARREN
X2880080C 14 ACQUISITION POLICY SPECIALIST A AMCHQ US ARMY MATERIEL COMMAND ALEXANDRIA
AE980531C 14 PROGRAM MANAGEMENT ENGINEER (PEO ARMAMENTS) A AAESA PEO GROUND COMBAT AND WARREN
AEQB0020C 14 ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFAREAND  FT MONMOUTH v
AEGBOSISC 14  MECHANICAL ENGINEER A AAESA PEO GROUND COMBAT AND WARREN .
AEQB035TC 14 PEO PENTAGON REPRESENTATIVE A AAESA PEQ TACTICAL MISSILE REDSTONE ARSENAL
AE980038C 14  SUPERVISORY ELECTRONICS ENGINEER A AAEBA PEQ INTEL ELEC WARFARE AND  FT MONMOUTH
AESO0400C 14  SUPERVISORY PROGRAM ANALYST A AAESA PEO GROUND COMBAT AND WARREN M
XTO80015C 14  FOREIGN MILITARY SALES PROGRAM MANAGER A TACOM ACTV FMS DETROIT ARSENAL
AESB0548C 14 TEST MANAGEMENT ENGINEER (155MM SADARM) A AAESA PEO GROUND COMBAT AND WARREN
AESB0014C 14 ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
AEQUOI4SC 14 ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH
X2880007C 14 INDUSTRIAL SPECIALIST A AMCHQ US ARMY MATERIEL COMMAND ALEXANDRIA
AESS0188C 14 PRODUCT MANAGER, ASE A AAESA PEO AVIATION REDSTONE ARSENAL
AES80114C 14 PROGRAM ANALYST A AAESA PEO AVIATION REDSTONE ARSENAL
XT080026C 14  MECHANICAL ENGINEER A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
X7880014C 14  FOREIGN MILITARY SALES PROGRAM MANAGER A TACOM ACTVFMS DETROIT ARSENAL
AEQ80358C 14 PROGRAM AND ACQUISITION SPECIALIST A AAESA PEC TACTICAL MISSILE REDSTONE ARSENAL a
X2980130C 14 PROGRAM ANALYST A AMCHQ US ARMY MATERIEL COMMAND  ALEXANDRIA
AEQ80443C 14 PROJECT MGMT ENGR (PRODUCTION & CONFIGURATION) A AAESA PEQ GROUND COMBAT AND WARREN
X2880133C 14 PROGRAM ANALYST A AMCHQ US ARMY MATERIEL COMMAND ALEXANDRIA
X7880244C 14 PRODUCT MANAGEMENT ENGINEER (SMALL ARMS) A TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
AE980035C 14 ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND T MONMOUTH
AES80347C 14 SUPERVISORY BUSINESS AND INDUSTRIAL A AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
AEJS0034C 14  ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND  FT MONMOUTH .
AES80388C 14 PROGRAM ANALYST A AAESBA PEO TACTICAL MISSILE REDSTONE ARSENAL <
AEDS0241C 14 SENIOR ENGR (INTERNATIONALPROGRAME/TECH INTEGRATION) A AAESA PEO GROUND COMBAT AND WARREN
AEDBOMTC 14 PROGRAM ANALYST A AAESA PEO AVIATION REDSTONE ARSENAL
AEOSDS00C 14  SUPERVISORY PROGRAM ANALYST A AAESA PEO GROUND COMBAT AND WARREN -
AE990233C 14 GENERAL ENGINEER A AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
AE9U023SC 14  PROGRAM ANALYST A maesa US ARMY ACQUISITION SUPPORT  FT BELVOIR
AES80130C 14  OPERATIONS RESEARCH ANALYST A AAESA PEQ AVIATION REDSTONE ARSENAL
AESS0236C 14 ACQUISITION PROPONENCY SPECIALIST A AAESA US ARMY ACQUISITION SUPPORT FT BELVOIR
AES90232C 14 PEQ PENTAGON REPRESENTATIVE A AAESA PEO C35 PENTAGON REP PENTAGON
AESE0240C 4 ACQUISITION PROPONENCY SPECIALIST A AAESA US ARMY ACQUISITION SUPPORT  FT BELVOIR
AE980003C 14  ELECTRONICS ENGINEER A AAESA PEQ INTEL ELEC WARFAREAND  FT MONMOUTH
AES00242C 14 PEO PENTAGON REPRESENTATIVE A AAEBA PEO GROUND COMBAT AND WARREN
AESS0243C 14 COMFUTER SCIENTIST A AAESA US ARMY ACQUISITION SUPPORT  FT BELVQIR A
AESS0244C 14 ELECTRONICS ENGINEER A AAESA PEO CMD CTL COMM SYS FT MONMOUTH
AES90247C 14 GENERAL ENGINEER A AAEBA PEO TACTICAL MISSILE REDSTONE ARSENAL
AES80123C 14 PROGRAM MANAGEMENT OFFICER A AAESA PEQ AVIATION REDSTONE ARSENAL
AES80256C 14 ASSISTANT PROJECT MANAGER A AAESA PEQ TACTICAL MISSILE REDSTONE ARSENAL -
AES90280C 14 GENERAL ENGINEER A AAESA ARMY DIGITIZATION OF PENTAGON
AES90237C 14 ACQUISITION PROJECTS OFFICER A AAESA US ARMY ACQUISITION SUPPORT  FT BELVOIR
AE9B0S0SC 14  PROGRAM MANAGEMENT SPECIALIST A AAESA PEQ GROUND COMBAT AND WARREN
XTo80056C 14 WEAPON SYSTEM MANAGER A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
AES80498C 14 LOGISTICS MANAGEMENT SPECIALIST A AAESA PEQ GROUND COMBAT AND WARREN
X2080067C 14  BUDGET ANALYST-RDTE A AMCHQ US ARMY MATERIEL COMMAND  ALEXANDRIA 1
AE9B0362C 14  GENERAL ENGINEER A AAESA PEO TACTICAL MISSILE REDSTONE ARSENAL
X7980061C 4 DSA PENTAGON REPRESENTATIVE A TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
AE9S033C 14  PROCUCT MANAGER, IFCS A AAESA PEO TACTICAL MISSILE REDSTONE ARSENAL
X7980258C 14 PRODUCT MANAGEMENT ENGINEER (SMALL ARMS) A TACOM USA ARMAMENT RESEARCHDEV  PICATINNY ARSENAL :
AES80428C 1“ PROJECT MANAGEMENT ENGINEER (AFAS) A AAESA PEO GROUND COMBAT AND WARREN N
AESBOS70C 14 SUPERVISORY PROGRAM ANALYST A AAESA PEO TACTICAL MISSILE REDSTONE ARSENAL
X2000062C 14 ACQUISITION POLICY SPECIALIST A ANMCHQ US ARMY MATERIEL COMMAND  ALEXANDRIA
AESB0008C i4 ELECTRONICS ENGINEER A AAESA PEC INTEL ELEC WARFARE AND FT MONMOUTH
AEO90230C 14 PROGRAM MANAGEMENT OFFICER A AAEBA PEC CMD CTL COMM 5YS FT MONMOUTH
AESBO00SC 14 PROGRAM ANALYST A AAEBA PEQ INTEL ELEC WARFARE AND FT MONMOUTH
AESS0120C 14 GENERAL ENGINEER A AAESA PEO AVIATION REDSTONE ARSENAL
AEORO23C 14 ACQUISITION PROPONENCY SPECIALIST A AAESA US ARMY ACGUISITION SUPPORT  FT BELVOR n
AEQS0386C 14 GENERAL ENGINEER A AAESA PEO TACTICAL MISSILE REDSTONE ARSENAL
X2980044C 14 GENERAL ENGINEER A AMCHQ US ARMY MATERIEL COMMAND  ALEXANDRIA
AE200223C 14  PROGRAM ANALYST A AAESA US ARMY ACQUISITION SUPPORT  FT BELVOIR ¥
PBOS0002C 14 mmmmmnm A EUSA 34TH SUPPORT GP HHC AUG YONG SAN -
PBERODOIC 14 EXECUTIVE ASSISTANT (BASE OPERATIONS) A EUSA S4TH SUPPORT GP HHC AUG YONG SAN
AES80047C 14 SUPERVISORY GENERAL ENGINEER A AAESA PEQ INTEL ELEC WARFARE AND FT MONMOUTH
AE980326C 14  SUPERVISORY GENERAL ENGINEER A MAESA PEO AIR & MSL DEFENSE HUNTSVILLE
X2660020C 14 LOGISTICS MANAGEMENT SPECIALIST A AuMCHQ US ARMY MATERIEL COMMAND  ALEXANDRIA
X2890019C 14 GENERAL ENGINEER A AMCHQ US ARMY MATERIEL COMMAND ALEXANDRIA o
AES80044C 14 ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFARE AND FT MONMOUTH
AESBO0ISC 14 PROGRAM ANALYST A AAESA PEO INTEL ELEC WARFAREAND  FT MONMOUTH
SAB0042C 14 INFO RESOURCES ACQUISITION ANALYST A SECARMY OFC OF THEDIROF INFOSYS  PENTAGON
AE980327C 14 SUPERVISORY PROGRAM SUPPORT SPECIALIST A AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
AEGB0045C 14  ELECTRONICS ENGINEER A AAESA PEO INTEL ELEC WARFAREAND  FT MONMOUTH
MTES0006C " SUPERVISORY TECH SYS ADMIN A MTMC MTMC FIELD OPERATING BAILEYS CROSS ROADS
GBOSIOOAC 14 SUPERVISORY COMPUTER SPECIALIST A NGB US ARMY PROG MGRRRESERVE  SPRINGFIELD
MTOS000SC 14  DEPUTY WORLDWIDE FORT SYST MGR A MTMC MTMC FIELD OPERATING BAILEYS CROSS ROADS
AESEC110C 4 ELECTRONICS ENGINEER A AAESA PEO AVIATION REDSTONE ARSENAL
X2900017C 14  GENERAL ENGINEER A AmcHO US ARMY MATERIEL COMMAND  ALEXANDRIA
AES80471C “ PROJECT MANAGEMENT ENGINEER (AFAS/FARV) A AAESA PEQ GROUND COMBAT AND WARREN -
AESU01B6C 14 INTERNATIONAL PROGRAMS OFFICER A AAEBA PEO TACTICAL MISSILE REDSTONE ARSENAL
58 Army RD&A S,
rmy July-August 1995
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A CHEMICAL DEMIL AGY

PROJECT MANAGEMENT ENGINEER (AFASIFARV)
ELECTRONICS ENGINEER
PROGRAM ANALYST

MATERIEL ACQUISITION SPECIALIST
TRANS SYSTEMS ANALYSIS OFFICER

PROCUREMENT & PRODUCTION OFFICER
PROGRAM ANALYST

SENIOR PROJECT MGMT ENGINEER (CAWS-TRADOC LIAISON)

PROJECT MANAGEMENT ENGINEER (SYS ENGRISYS INT/CFG CTL)

PROGRAM ANALYSIS OFFICER

ACQUISITION POLICY SPECIALIST

DEPUTY PROJECT MANAGER

SPECIAL PROJECTS PROGRAM MANAGER
TELECOMMUNICATIONS MANAGER

SUPERVISORY LOGISTICS MANAGEMENT SPECIALIST

PROJECT MANAGEMENT ENGINEER (MCD)
PROGRAM ANALYST

PROJECT MANAGEMENT ENGINEER (MCD)
PROJECT MANAGEMENT ENGINEER (MCD)
PROJECT MANAGEMENT ENGINEER (MCD)
GENERAL ENGINEER

PHYSICAL SCIENTIST

DEPUTY PRODUC T MANAGER

PROGRAM MANAGER

PROJECT DIRECTOR

RESEARCH, DEVELOPMENT PROJECT SUPERVISOR
CHIEF, TSIO

SUPERVISORY ELECTRONICS ENGINEER
PRODUCT MANAGER (PMSCP)

SUPERVISORY ELECTRONICS ENGINEER
PROGRAM MANAGER

PLANS PROGRAM & PROCUREMENT OFFICER
PRODUCT MANAGER

ELECTRONICS ENGINEER

PRODUCT MANAGER

INFORMATION SYSTEMS MANAGEMENT SPECIALIST

* July-August 1998
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PEO AVIATION

PEQ CMD CTL COMM SYS
PEQ STAMIS

PEO STAMIS

PEO GROUND COMBAT AND
PEO GROUND COMBAT AND
PEO GROUND COMBAT AND

OFC OF THE DIR OF INFO SYS
OFC ASST SECRETARY OF THE
OFC ASST SECRETARY OF THE
US ARMY ACQUISITION SUPPORT
MTMC FIELD OPERATING

US ARMY ACQUISITION SUPPORT
PEO CMD CTL COMM SYS

PEO CMD CTL COMM SYS

PED AVIATION

PEO GROUND COMBAT AND

PEQ AIR & MSL DEFENSE

PEO AVIATION

PEO INTEL ELEC WARFARE AND
PEQ GROUND COMBAT AND

PEQ AVIATION

PEQ INTEL ELEC WARFARE AND
PEO STAMIS

USA ARMAMENT RESEARCH DEV
PEO AIR & MSL DEFENSE

PEO INTEL ELEC WARFARE AND
US ARMY ACQUISITION SUPPORT
PEQ CMD CTL COMM SYS

PEQ CMD CTL COMM SYS

PEO GROUND COMBAT AND

US ARMY MATERIEL COMMAND
USA ARMAMENT RESEARCH DEV
PEO CMD CTL COMM SY$S

US ARMY MATERIEL COMMAND
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
PM INFO MGT TCCP REN

US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
PM INFO MGT TCCP REN

USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
PM INFO MGT TCCP REN

USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
UBA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
PM SOLDIER

P#l SOLDIER

USA SOLDIER SYSTEMS

USA TANK AUTOMOTIVE AND
US ARMY COMMUNICATIONS
US ARMY SIMULATION TNG AND
US ARMY SIMULATION TNG AND
US ARMY SIMULATION TNG AND
USA CECOM RESEARCH

US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
US ARMY SIMULATION TNG AND
US ARMY COMMUNICATIONS
US ARMY SIMULATION TNG AND
US ARMY COMMUNICATIONS
US ARMY COMMUNICATIONS
USA CECOM RESEARCH

US ARMY COMMUNICATIONS

REDSTONE ARSENAL
FT MONMOUTH

FT BELVOIR

FT BELVOIR

WARREN

WARREN

WARREN
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A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A CBDCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
A CBDCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
A CBDCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A CECOM US ARMY COMMUNICATIONS FT MONMOUTH
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A STRICOM US ARMY SIMULATION TNG AND ORLANDQ
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A CBDCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
A STRICOM US ARMY SIMULATION TNG AND ORLANDO
A USAIOC U § ARMY DEPOT TOOELE TOOELE ARMY DEPOT
A TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
A TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
A TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
A MATREADACT US ARMY EXECUTIVE DIRECTOR  ALEXANDRIA
A TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
A MATREADACT US ARMY EXECUTIVE DIRECTOR  ALEXANDRIA
PROFESSOR OF ACQUISITION Cc JOINTACT U 8 ARMY ELEMENT NATIONAL FT MCNAIR
PRINCIPAL ASSISTANT RESPONSIBLE FOR CONTRACTING L+ SMDC US ARMY SPACE AND ARLINGTON
PROGRAM MANAGER, NMD GBE C  AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
DIRECTOR, ACQUISITION CENTER o AMCOM US ARMY AV REDSTONE ARSENAL
EXPERT c JOINTACT U 5 ARMY ELEMENT NATIONAL FT MCNAIR
ADCSRDA - ACQ. CONTRACTING, PROD. MGMT c AMCHQ US ARMY MATERIEL COMMAND ALEXANDRIA
DIRECTOR OF S&DBU c SECARMY OFC OF SMALL AND PENTAGON
DIRECTOR OF ACQUISITION CENTER c TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
CHIEF  OFFICE OF THE PARC [ -3 COE US ARMY CORPS OF ENGINEERS WASHINGTON
DIRECTOR c CECOM US ARMY INFO SYS SELECTION PENTAGON
DIRECTOR C31 ACQUISITION CENTER [+3 CECOM US ARMY COMMUNICATIONS- FT MONMOUTH
SUPERVISORY CIVIL ENGINEER c COE USA ENGINEERS DIV TR RIYADH
CHIEF, ACQUISITION MANAGEMENT DIVISION c AAESA PEO GROUND COMBAT AND WARREN
SUPERVISORY CONTRACT SPECIALIST c COE US ARMY ENGINEER WINCHESTER
SUPERVISORY CONTRACT SPECIALIST e COE US ARMY ENGINEERING AND HUNTSVILLE
SUPERVISORY CONTRACT SPECIALIST c AMCOM US ARMY AV REDSTONE ARSENAL
SUPERVISORY CONTRACT SPECIALIST c TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY PROCUREMENT ANALYST [+ COE US ARMY CORPS OF ENGINEERS  WASHINGTON
SUPERVISORY CONTRACT SPECIALIST [+ AMCOM US ARMY AV REDSTONE ARSENAL
SMALL BUSINESS/COMPETITION MANAGER ) AMCOM US ARMY AV REDSTONE ARSENAL
SUPERVISORY CONTRACT SPECIALIST { ~ AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
SUPERVISORY PROCUREMENT ANALYST [+ JOINTSECARMY DEFENSE SUPPLY SERVICE PENTAGON
SUPERVISORY PROCUREMENT ANALYST [ JOINTSECARMY DEFENSE SUPPLY SERVICE PENTAGON
SUPERVISORY CONTRACT Cc TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
SUPERVISORY CONTRACT PRICE/COST ANALYST [+] TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
CHIEF, ACQ MGMT DIVISION c SMDC US ARMY SPACE AND ARLINGTON
PROCUREMENT & PRODUCTION OFFICER c AAEBA PEO GROUND COMBAT AND WARREN
SUPERVISORY CONTRACT PRICE/COST ANALYST c AMCOM US ARMY AV REDSTONE ARSENAL
SUPERVISORY PROCUREMENT ANALYST < AMCHOQ US ARMY MATERIEL COMMAND ALEXANDRIA
SUPERVISORY CONTRACT SPECIALIST c TACOM USA ARMAMENT AND CHEMICAL ROCK ISLAND
CONTRACT SPECIALIST c AMCOM US ARMY AV REDSTONE ARSENAL
SUPERVISORY CONTRACT SPECIALIST c AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
SUPERVISORY PROCUREMENT ANALYST c AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
SUPERVISORY FROCUREMENT ANALYST c USAREUR HEADQUARTERS USAREUR AND HEIDELBERG
PROCUREMENT ANALYST c SECARMY OFC ASST SECRETARY OF THE PENTAGON
EDUCATION PROGRAM ADMINISTRATOR c TRADOC US ARMY LOGISTICS FTLEE
SUPERVISORY CONTRACT SPECIALIST c USMRMC US ARMY MEDICAL RESEARCH FT DETRICK
SUPERVISORY CONTRACT SPECIALIST [+ USMRMC US ARMY MEDICAL COMMAND FT SAM HOUSTON
PROCUREMENT ANALYST c SECARMY OFC OF SMALL AND FPENTAGON
SUPERVISORY CONTRACT SPECIALIST c AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
PROCUREMENT ANALYST - SECARMY QFC ASST SECRETARY OF THE PENTAGON
INTERDISCIPLINARY (GENERAL ENGINEER/PHYSICAL SCIENCE) [ +] AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
ANALYST c SECARMY OFC ASST SECRETARY OF THE PENTAGON
SUPERVISORY CONTRACT SPECIALIST c JOINTACT US REF LIAISON OFF OJC BRUSSELS
PRINCIPAL ASSISTANT RESPONSIBLE FOR CONTRACTING c NGB US ARMY NATIONAL GUARD FALLS CHURCH
PRODUCTION AND PROPERTY MANAGEMENT OFFICER [+ AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
SUPERVISORY CONTRACT SPECIALIST c TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
PROCUREMENT ANALYST {4 SECARMY OFC OF SMALL AND PENTAGON
SUPERVISORY PROCUREMENT ANALYST c TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
SUPERVISORY PROCUREMENT ANALYST [+ AAESA US ARMY ACQUISITION SUPPORT FT BELVOIR
PROCUREMENT ANALYST c AAESA US ARMY ACQUISITION SUPPORT FT BELVOIR
PROCUREMENT ANALYST c AAESA US ARMY ACQUISITION SUPPORT  FT BELVOIR
SUPERVISORY CONTRACT SPECIALIST [~ TACOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
PROCUREMENT ANALYST [+ AAESA US ARMY ACQUISITION SUPPORT FT BELVOIR
SUPERVISORY PROCUREMENT ANALYST [+ JOINTSECARMY DEFENSE SUPPLY SERVICE PENTAGON
PROCUREMENT ANALYST [ 3 AAESA US ARMY ACQUISITION SUPPORT FT BELVOIR
PROCUREMENT ANALYST c AAESA US ARMY ACQUISITION SUPPORT FT BELVOIR
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US ARMY TRAINING AND

US ARMY TRAINING AND

US ARMY INTELLIGENCE CENTER
US ARMY MATERIEL COMMAND
HQ USA INTEL SECC

US ARMY AV

US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
USAINECOM MISSION SUPPORT
US ARMY MATERIEL COMMAND
US ARMY LOGISTICS

US ARMY LOGISTICS

US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
PEO GROUND COMBAT AND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
USAINSCOM MISSION SUPPORT
US ARMY INFANTRY CENTER
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY TRADOC

US ARMY CML AND MiL POLICE
US ARMY MATERIEL COMMAND
USA ARMAMENT RESEARCH DEV
US ARMY AV

US ARMY AV

US ARMY AV

US ARMY AV

USA ARMAMENT RESEARCH DEV
DEFENSE SUPPLY SERVICE
DEFENSE SUPPLY SERVICE
PEO TACTICAL MISSILE

US ARMY AV

US ARMY TRAINING CENTER
US ARMY AV

US ARMY AV

US ARMY AV

DEFENSE SUPPLY SERVICE
US ARMY AV

DEFENSE SUPPLY SERVICE
DEFENSE SUPPLY SERVICE
Us ARMY AV

US ARMY AV

US ARMY AV

US ARMY AV

DEFENSE SUPPLY SERVICE

US ARMY GARRISON FORT LEE
US ARMY LOGISTICS

US ARMY COMBINED ARMS
UNITED STATES ARMY ENGINEER
US ARMY AIR DEFENSE

US ARMY FIELD ARTILLERY

US ARMY ARMOR CENTER AND
US ARMY TRANSPORTATION
UNITED STATES ARMY AVIATION
US ARMY AV

US ARMY SPECIAL OPERATIONS
US ARMY AV

US ARMY AV
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SUPERVISORY CIVIL ENGINEER
SUPERVISORY CONTRACT SPECIALIST
SUPERVISORY CONTRACT SPECIALIST
SUPERVISORY CONTRACT SPECIALIST
SUPERVISORY CONTRACT PRICE/COST ANALYST
SUPERVISORY CONTRAGT SPECIALIST
SUPERVISORY CONTRACT SPECIALIST
SUPERVISORY CONTRACT SPECIALIST
SUPERVISORY PROCUREMENT ANALYST
ACQUISITION REVIEW SPECIALIST
SUPERVISORY CONTRACT SPECIALIST
SUPERVISORY CONTRACT SPECIALIST

SUPERVISORY
SUPERVISORY INDUSTRIAL SPECIALIST (AUTOMOTIVE)
SUPERVISORY CONTRACT SPECIALIST

SUPERVISORY CONTRACT SPECIALIST
SUPERVISORY CIVIL ENGINEER

SUPERVISORY CONTRACT SPECIALIST

62 Army RD&A
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PEOT, ARSENAL
US ARMY MATERIEL COMMAND ALEXANDRIA
US ARMY MATERIEL COMMAND

US ARMY AV

PEQ TACTICAL MISSILE

USA ARMAMENT RESEARCH DEV

US ARMY AV

US ARMY AV

USA ENDIST EURCPE

US ARMY LOGISTICS

US ARMY SIGNAL CENTER AND

ENGR DIST KANSAS CIT

ENGR DIST FTWORTHO

MTMC FIELD OPERATING BAILEYS CROSS ROADS
MILITARY TRAFFIC BAILEYS CROSS ROADS
U S ARMY GARRISON FORT SAM  FT SAM HOUSTON
U.S. ARMY RESEARCH AND FT DETRICK
ENGR DIST MOBILE OFC

PEQ AVIATION

ENDIST KANSAS CITY

USA ARMAMENT AND CHEMICAL

US ARMY MEDICAL RESEARCH

US ARMY MILITARY DISTRICT OF
WALTER REED ARMY MEDICAL

ENGR DIST FT WORTHO

ENGR DIST FT WORTH O

ENDIST KANSAS CITY

ENGR DIST MOBILE OFC

USA ARMAMENT AND CHEMICAL

USA ARMAMENT AND CHEMICAL

US ARMY AV

US ARMY MEDICAL RESEARCH

USA AVIATION AND MISSILE

USA AVIATION AND MISSILE

ENGR DIST TULSA OFC

USA AVIATION AND MISSILE

ENGR DIST SAVANNAH O

US ARMY AV

USA AVIATION AND MISSILE

USA AVIATION AND MISSILE

USA AVIATION AND MISSILE

US ARMY KOREA CONTRACTING
US ARMY GARRISON HAWAII
UNITED STATES ARMY PACIFIC
HQ USA GARRISON FT BELVOIR
HQ AND INSTL SPTACTVUS

July-August 1998
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—_BPC] __WACOM | GRGAWZATION I
AMCOM "USA AVIATION AND MISSILE

FORSCOM FIELD SUPPORT FT MCPHERSON

US ARMY ENGINEERING AND HUNTSVILLE

US ARMY OFFICE OF PROGRAM DETROIT ARSENAL

US ARMY ENGINEERING AND HUNTSVILLE

e

LOCATION
REDSTONE ARSENAL

US ARMY SPACE AND
ENGR DIST KANSAS CIT

US ARMY SPACE AND

ENDIST WALLA WALLA
ENGR DIST BALTIMORE
US ARMY AV

ENGR DIST BALTIMORE

Engineer Dis! Norfolk
ENDIST VICKSBURG
PEO TACTICAL MISSILE

AR

88

ENDIST VICKSBURG
ENDIST VICKSBURG
US ARMY SPACE AND

BB TH T

ENGR DIST BALTIMORE
USA OPTEC TEXCOM

|

Ps
PEQ C3S REDSTONE
ENDIST MOBILE

g
¢

PEO TACTICAL MISSILE
ENDIST MOBILE

’

ENDIST NEW YORK
ENDIST PHILADELPHIA
ENDIST CHICAGO
ENDIST WALLA WALLA
ENDIST HUNTINGTON

ooa
RER

AVN APPLIED TECH DIR

ENGR DIST BALTIMORE
Engineer Dist Norfolk
US ARMY SPACE AND
Engineer Dist Norfolk

ENDIST JACKSONVILLE
ENGR DIiST BALTIMORE
ENDIST NEW YORK
PEO AVIATION

ENGR DIST BALTIMORE
ENDIST LOUISVILLE

ENDIST PHILADELPHIA
ENDIST LITTLE ROCK

ENGR DIST SEATTLE OF
ENGR DIST SEATTLE OF

USA AVIATION AND MISSILE

ENGR DIST LOS ANGELE
US ARMY ENGINEER DIVISION VICKSBURG
PEO AIR & MSL DEFENSE
ENGR DIST SEATTLE OF
PEQ GROUND COMBAT AND

ENGR DIST ALASKA OFC
U S ARMY OFFICE OF THE CHIEF  WASHINGTCN

US ARMY ENGINEERING AND

U § ARMY ENGINEER DIVISION

U S ARMY ENGINEER DIVISION
ENGR DIST FT WORTH O

US ARMY CORPS OF ENGINEERS ~ WASHINGTON
USA AVIATION AND MISSILE REDSTONE.

ENGR DIST ALASKA OFC
US ARMY ACQUISITION SUPPORT  FT BELVOIR

U S ARMY ENGINEER DIVISION

SEATTLE
SBEATTLE

FT BELVOIR

KANSAS CITY

U S ARMY ENGINEER DIVISION CHICAGO
US ARMY ENGINEERING AND

HUNTSVILLE
ARLINGTON

WALLA WALLA
BALTIMORE
REDSTONE ARSENAL

REDSTONE ARSENAL
LOS ANGELES

HUNTSVILLE
SEATTLE
WARREN
VICKSBURG
VICKSBURG
ARLINGTON
ANCHORAGE

VICKSBURG

U S ARMY OFFICE OF THE CHIEF  WASHINGTON

BALTIMORE

FT HOOD
HUNTSVILLE
CHAMPAIGN
REDSTONE ARSENAL
MOBILE

FT SHAFTER
REDSTONE ARSENAL
MOBILE

U S ARMY INSPECTOR GENERAL  PENTAGON
U S ARMY INSPECTOR GENERAL  PENTAGON

NEW YORK
PHILADELPHIA
CHICAGO
WALLA WALLA
HUNTINGTON
OMAHA
OMAHA
FTWORTH

ARSENAL
FT EUSTIS
ANCHORAGE

BALTIMORE
NORFOLKX
ARLINGTON
NORFOLK

US ARMY ACQUISITION SUPPORT  FT BELVOIR
US ARMY ACQUISITION SUPPORT  FT BELVOIR
US ARMY MATERIEL COMMAND ALEXANDRIA

JACKSONVILLE
BALTIMORE
NEW YORK

U S ARMY ENGINEER DIVISION PORTLAND

BALTIMORE
LOUISVILLE
ATLANTA
PHILADELPHIA
LITTLE ROCK

US ARMY ACQUISITION SUPPORT  FT BELVOIR

U S ARMY ENGINEER DIVISION DALLAS

US ARMY COMMUNICATIONS- FT MONMOUTH

US ARMY COMMUNICATIONS- FT MONMOUTH

US ARMY RESEARCH HARRY DIAMOND LABS
US ARMY COMMUNICATIONS- FT MONMOUTH

USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
US ARMY COMMUNICATIONS- FT MONMOUTH

USA INDUSTRIAL OPERATIONS ROCK ISLAND ARSENAL
US ARMY COMMUNICATIONS- FT MONMOUTH

US ARMY COMMUNICATIONS- FT MONMOUTH
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PR WSO | GRGANEATION
USAIOC usa

US ARMY COMMUNICATIONS-

US ARMY COMMUNICATIONS-

US ARMY COMMUNICATIONS-

ENGINEER
CONTRACTING & CUSTOMER PROCGRAM MANAGER
GENERAL ENGINEER
CHEMICAL ENGINEER
ASSOCIATE DIRECTOR FOR PRODUCT ASSURANCE
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| WMACOM 1 ORGANIZATION T LOCATION
H usa RESEARCHDEV FICA
REDSTONE ARSENAL
REDSTONE ARSENAL

SUPERVISORY GENERAL ENGINEER

SUPV PRODUCT ASSURANCE & TEST ENGINEER (AFAS/FARV)
SUPERVISORY GENERAL ENGINEER

ASSO0 DIR FFENG DEP DIR QUALITY ENG
SUPERVISORY QUALITY ASSURANCE SPECIALIST

‘SUPERVISORY QUALITY ASSURANCE SPECIALIST (ELECTRONICS)
SUPERVISORY GENERAL ENGINEER

USA AVIATION AND MISSILE
PEQ GROUND COMBAT AND

SUPERVISORY BUDGET ANALYST
OPERATIONS RESEARCH ANALYST US ARMY COST AND ECONOMIC

US ARMY MATERIEL COMMAND
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AE990410C

AEDBO561C

X5890141C

5Ce80181C

X2080157C

FY98 Civilian Acquisition

Position List

SUPERVISORY OPERATIONS RESEARCH ANALYST

PROGRAM ANALYSIS OFFICER

OPERATIONS RESEARCH ANALYST

SUPERVISORY OPERATIONS RESEARCH  ANALYST (INST)

BUDGET ANALYST

66 Army RD&A
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PEO TACTICAL MISSILE

US ARMY TEST AND EVALUATION
US ARMY COST AND ECONOMIC
PEO GROUND COMBAT AND
US ARMY COST AND ECONOMIC
US ARMY STUDIES AND

US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY COST AND ECONOMIC
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY COST AND ECONOMIC
PEO GROUND COMBAT AND

US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY COST AND ECONOMIC
US ARMY LOGISTICS

US ARMY MATERIEL COMMAND

FT BELVOIR

FT BELVOIR
FT BELVOIR

July-August 1998
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OPERATIONS RESEARCH ANALYS'

OPERATIONS RESEARCH ANALYST

PROGRAM ANALYST

AMMUNITION CONGRESSIONAL SPECIALIST
SUPERVISORY PLANS AND PROGRAMS SPECIALIST
PROGRAM ANALYST

SUPERVISORY PROGRAM ANALYST

COMMUNITY & FAMILY ASST PROGRAM MANAGER
SUPERVISORY PROGRAM ANALYST

SUPERVISORY AUDITOR

PROGRAM ANALYST

CONTRACTOR PERFORMANCE MEASUREMENT SPECIALIST
OPERATIONS RESEARCH ANALYST

PROGRAM ANALYST

CONTRACTOR PERFORMANCE MEASUREMENT SPECIALIST
OPERATIONS RESEARCH ANALYST
SUPERVISORY PROGRAM & MANAGEMENT ANALYST
SUPERVISORY PROGRAM ANALYST

OPERATIONS RESEARCH ANALYST

PROGRAM ANALYSIS OFFICER

PROGRAM ANALYST

PROGRAM ANALYST

CHIEF, BUSINESS MGMNT OFFICE

SUPERVISORY PROGRAM ANALYST

SUPERVISORY INDUETRIAL ENGINEER
SUPERVISORY OPERATIONS RESEARCH ANALYST
OPERATIONS RESEARCH ANALYST

BUDGET ANALYST - RDTE

PROGRAM ANALYSIS OFFICER

OPERATIONS RESEARCH ANALYST

CHIEF, PROGRAM & ANALYSIS EVALUATION
SUPERVISORY OPERATIONS RESEARCH ANALYST

SUPERVISORY OPERATIONS RESEARCH ANALYST
PROGRAM ANALYST

SUPERVISORY BUDGET ANALYST

PROGRAM ANALYST

OPERATIONS RESEARCH ANALYST

PROGRAM ANALYST

SUPERVISORY OPERATIONS RESEARCH ANALYST
SYSTEM MANAGER

OPERATIONS RESEARCH ANALYST

ACOUISITION INFORMATION MANAGEMENT OFFICER
BUDGET ANALYST

SUPERVISORY PROGRAM ANALYST

PROGRAM ANALYSIS OFFICER

PROGRAM ANALYST

SUPERVISORY OPERATIONS RESEARCH ANALYST
SUPERVISORY OPERATIONS RESEARCH ANALYST
PROGRAM ANALYST

PROGRAM ANALYSIS OFFICER

PROGRAM ANALYSIS OFFICER

PROGRAM ANALYST
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Fﬁ US ARMY COST ANC ECONOMIC

US ARMY MATERIEL COMMAND
PEO CMD CTL COMM SYS

US ARMY MATERIEL COMMAND
US ARMY TEST MEASUREMENT
US ARMY MATERIEL COMMAND
PEQ GROUND COMBAT AND
WALTER REED ARMY MEDICAL
US ARMY MEDICAL MATERIEL
WALTER REED ARMY MEDICAL
US ARMY MATERIEL COMMAND
US ARMY MATERIEL COMMAND
US ARMY COST AND ECONOMIC
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B L

PEQ CMD CTL COMM SYS

USA TANK AUTOMOTIVE AND
USA TANK AUTOMOTIVE AND
US ARMY PROG MGR RESERVE
PEQ CMD CTL COMM SYS

USA TANK AUTOMOTIVE AND
PEQC AVIATION

US ARMY TEST MEASUREMENT
PEO CMD CTL COMM SYS

USA TANK AUTOMOTIVE AND
PEQ AVIATION

PEQ CMD CTL COMM SYS
OFFICE OF THE SURGEON

|

USA TANK AUTOMOTIVE AND
OFC OF THE DIR OF INFO §YS
US ARMY GARRISON FORT

U S ARMY OPERATIONAL TEST
CTR JOINT LOGISTICS

OFC OF THE DIR OF INFO SYS
OFC OF THE DIR OF INFO SYS
US TOTAL ARMY PERSONNEL
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TITLE | | MACOM T DRGANIZATION —LOCATION.

SPECIALIST ] US ARMY SPACE AND ARLINGTON
SUPERVISORY COMPUTER SPECIALIST R AAESA PEO C38 BELVOIR FT BELVOIR
PROJECT MANAGEMENT ADVISOR R AAESA PEO €3S BELVOIR FT BELVOIR
SUPERVISORY COMPUTER SPECIALIST R MTMC FALLS CHURCH
SUPERVISORY COMPUTER SPECIALIST R CECOM US ARMY INFORMATION SYS FAIRFAX
SUPERVISORY COMPUTER SYSTEMS ANALYST R CECOM US ARMY INFORMATION FT BELVOIR
SUPERVISORY COMPUTER SPECIALIST R CECOM US ARMY INFORMATION SYS FAIRFAX
SUPERVISORY SYSTEM INTEGRATION SPEC R MTMC MTMC FIELD OPERATING BAILEYS CROSS ROADS
COMPUTER SPECIALIST R MTMC FALLS CHURCH
COMPUTER SPECIALIST R AAESA PEQ C38 BELVOIR FT BELVOIR
SUPERVISORY INFORMATION SYSTEMS MANAGEMENT R MTMC MTMC FIELD OPERATING BAILEYS CROSS ROADS
COMPUTER SPECIALIST R AAESA PEO €38 BELVOIR FT BELVOIR
TELECOMMUNICATIONS SPECIALIST R MTMC FALLS CHURCH
SYSTEMS MANAGER R AAESA PEO €38 MC LEAN VA MCLEAN
SUPERVISORY PROGRAM INTEGRATION SPECIALIST R AAESA ROAISA PENTAGON PENTAGON
COMPUTER SPECIALIST R AAESA PED €3S SEOUL KOREA SEOUL
CHIEF R PERSCOM US TOTAL ARMY PERSONNEL ALEXANDRIA
CHIEF R PERSCOM US TOTAL ARMY PERSONNEL ALEXANDRIA
SUPERVISORY COMPUTER SYSTEMS ANALYST R USMRMC US ARMY HEALTH CARE FT S5AM HOUSTON
SUPERVISORY COMPUTER SCIENTIST R USMRMC US ARMY HEALTH CARE FT S8AM HOUSTON
GOMPUTER SPECIALIST R AAESA PEO C35 MC LEAN VA MCLEAN
SOFTWARE SYSTEMS ANALYST R NGB US ARMY PROG MGR RESERVE SPRINGFIELD
COMPUTER SPECIALIST R AAESA PEO C3S BELVOIR FT BELVOIR
COMPUTER SPECIALIST R AAESA PEO C38 BELVOIR FT BELVOIR
COMPUTER SPECIALIST R AAESA PEO €38 BELVOIR FT BELVOIR
TECH ADVISOR R PERSCOM US TOTAL ARMY PERSONNEL ALEXANDRIA
SUPERVISORY LOGISTICS MANAGEMENT SPECIALIST R AAESA PEO STAMIS FT BELVOIR
INFORMATION MANAGEMENT SPECIALIST R SECARMY OFC OF THE DIR OF INFO SYS PENTAGON
COMPUTER SPECIALIST R SECARMY OFC OF THE DiR OF INFO 8YS PENTAGON
COMPUTER SPEGIALIST R SECARMY OFC OF THE DIR OF INFO 8YS PENTAGON
SUPERVISORY GENERAL ENGINEER R AAESA PEO AIR & M5L DEFENSE HUNTSVILLE
COMPUTER SPECIALIST R AAESA PEO €38 BELVOIR FT BELVOIR
COMPUTER SPECIALIST R SECARMY OFC OF THE DIR OF INFO 8YS PENTAGON
COMPUTER SCIENTIST R AAESA PEO STAMIS FT BELVOIR
SUPERVISORY INFORMATION SYSTEMS MANAGEMENT R CSA OFC OF THE DEPUTY CHIEF OF PENTAGON
COMPUTER SPECIALIST (SYSTEMS ANALYST) B AAESA PEQ STAMIS FT BELVOIR
COMPUTER SPECIALIST R SECARMY OFC OF THE DIR OF INFO SYS PENTAGON
SUPERVISORY COMPUTER PROGRAMER ANALYST R AAESA ROAISA RADFORD RADFORD
SUPERVISORY COMPUTER SPECIALIST (PROGRAMMER ANALYST) R AAESA RDAISA RADFORD RADFORD
SUPERVISORY INFORMATION SYSTEMS MANAGEMENT R AAESA RDAISA PENTAGON PENTAGON
SUPV ACQUISITION INFORMATION MANAGEMENT SPECIALIST R AAESA RDAISA PENTAGON PENTAGON
COMPUTER SPECIALIST R NGB US ARMY PROG MGR RESERVE  SPRINGFIELD
SUPERVISORY COMPUTER SPECIALIST R NGB US ARMY PROG MGR RESERVE SPRINGFIELD
COMPUTER SPECIALIST R AAESA PEO €38 BELVOIR FT BELVOIR
COMPUTER SPECIALIST R SECARMY OFC OF THE DIR OF INFO SYS PENTAGON
INFORMATION MANAGEMENT SPECIALIST R SECARMY OFC OF THE DIR OF INFO 8YS PENTAGON
INFORMATION SYSTEMS MANAGER R NGB W38V OP 8PT AIRLIFT AGY FT BELVOIR
COMPUTER SPECIALIST R NGB US ARMY PROG MGR RESERVE SPRINGFIELD
COMPUTER SPECIALIST R NGB US ARMY PROG MGR RESERVE  SPRINGFIELD
SUPERVISORY COMPUTER SPECIALIST R AAESA PEO STAMIS FT BELVOIR
SUPERVISORY GOMPUTER SYSTEMS ANALYST R CECOM US ARMY INFORMATION FT BELVOIR
COMPUTER SPECIALIST R CECOM US ARMY INFORMATION SYS8 FAIRFAX
COMPUTER SPECIALIST R CECOM US ARMY INFORMATION 8YS FAIRFAX
SUPERVISORY COMPUTER SPECIALIST R CECOM US ARMY INFORMATION SYS FAIRFAX
SUPERVISORY COMPUTER SPECIALIST R CECOM US ARMY INFORMATION SYS FAIRFAX
SUPERVISORY INFORMATION SYSTEMS MANAGEMENT R  CECOM US ARMY INFORMATION FT BELVOIR
SUPERVISORY COMPUTER SPECIALIST R  CECOM US ARMY INFORMATION SYS FAIRFAX
SUPERVISORY COMPUTER PROGRAMMER ANALYST R CECOM US ARMY INFORMATION FT BELVOIR
SUPERVISORY COMPUTER SYSTEMS ANALYST R CECOM US ARMY INFORMATION FT BELVOIR
COMPUTER SCIENTIST R CECOM US ARMY INFORMATION FT BELVOIR
COMPUTER SPECIALIST R CECOM US ARMY INFORMATION FT BELVOIR
COMPUTER SPECIALIST R CECOM US ARMY INFORMATION FT BELVOIR
MGT AND PROGRAM ANALYST (INFO SYS) R CECOM US ARMY INFORMATION FT BELVOIR
TECH DIR F/MSLS, AMCOM, AND EXEC DIR, MRDEC -3 AMCOM USA MISSILE RESEARCH REDSTONE ARSENAL
DIRECTOR FOR SYSTEMS SIMULATION & DEVELOPMENT S AMCOM USA MISSILE RESEARCH REDSTONE ARSENAL
CHIEF SCIENTIST (DIRECTED ENERGY APPLICATIONS) §  sMOC US ARMY SPACE AND ARLINGTON
VICE PRESIDENT FOR RESEARCH §  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
DIRECTOR, MISSILE DEFENSE BATTLE INTEGRATION CENTER1 S SMDC US ARMY SPACE AND ARLINGTON
ASST DIRECTOR FOR DISCRIMINATION s  SMDC US ARMY SPACE AND ARLINGTON
ASSOCIATE DIRECTOR FOR SYSTEMS s AMCOM USA MISSILE RESEARCH REDSTONE ARSENAL
DIRECTOR, SENSORS DIRECTORATE s swDC US ARMY SPACE AND ARLINGTON
DIRECTOR, WEAPONS DIRECTORATE § smoC US ARMY SPACE AND ARLINGTON
DIRECTOR, ADVANCED TECHNOLOGY DIR s sMoC US ARMY SPACE AND ARLINGTON
PRESIDENT/DIRECTOR (TARDEC) s TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
DIRECTOR, USASMOC s  sMDC US ARMY SPACE AND ARLINGTON
DIRECTOR FOR MISSILE GUIDANCE §  AMCOM USA MISSILE RESEARCH REDSTONE ARSENAL
DIRECTOR FOR SYSTEMS ENGINEERING & PRODUCTION S AMCOM USA MISSILE RESEARCH REDSTONE ARSENAL
VICE PRESIDENT FOR CUSTOMER ENGINEERING S TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
DIREGTOR OF ENGINEERING §  AMCOM US ARMY AVIATION RESEARCH ~ MOFFETT FED AFLD
VICE PRESIDENT FOR PRODUCT DEVELOPMENT § TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
EXECUTIVE DIRECTOR, CCAC S TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY ELECTRONICS ENGINEER S  CECOM US ARMY INFORMATION FT BELVOIR
TECHNICAL DIRECTOR S  CBOCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
EXECUTIVE DIRECTOR S TACOM USA ARMAMENT RESEARCHDEV ~ PICATINNY ARSENAL
DIRECTOR § TACOM USA ARMAMENT RESEARCHDEV  PICATINNY ARSENAL
ASSOCIATE TECHNICAL DIRECTOR RDEC s CECOM USA CECOM RESEARCH FT MONMOUTH
ASSOC TECHN DIRECTOR (SD&E) §  TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
TECHNICAL DIRECTOR S  TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
DIRECTOR, STCD $  CECOM US ARMY COMMUNICATIONS- FT MONMOUTH
TECHNICAL DIRECTOR S CECOM USA CECOM RESEARCH FT MONMOUTH
DIRECTOR. I2WD s CECOM USA CECOM RESEARCH FT MONMOUTH
DIRECTOR, NVESD s CECOM USA CECOM RESEARCH FT MONMOUTH
DEPUTY TO THE COMMANDER S CBDCOM US ARMY CHEMICAL AND ABERDEEN PROVING GROUNDS
SUPERVISORY OPERATIONS RESEARCH ANALYST S AMCOM USA AVIATION AND MISSILE REDSTONE ARSENAL
SUPERVISORY AEROSPACE ENGINEER S AMCOM AVN APPLIED TECH DIR FT EUSTIS
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§ USMRMC us NATICK

s USMRMC U S ARMY RESEARCH INSTITUTE ~ NATICK

§  USMRMC U 'S ARMY AEROMEDICAL FT RUCKER

8  USMRMC U.S. ARMY RESEARCH AND FT DETRICK

S AMCOM AVN APPLIED TECH DIR FT EUSTIS

S  AMCOM AVN APPLIED TECH DIR FTEUSTIS

S  AMCOM AVN APPLIED TECH DIR FT EUSTIS

S  USMRMC U.S. ARMY RESEARCH AND FT DETRICK

8  AMCOM US ARMY AVIATION RESEARCH MOFFETT FED AFLD

8  USMRMC U § ARMY RESEARCH INSTITUTE  NATICK

8 AmMCOM AVN APPLIED TECH DIR FT EUSTIS

§  AMCOM US ARMY AVIATION RESEARCH MOFFETT FED AFLD

§ Tacom USA TANK AUTOMOTIVE DETROIT ARSENAL

s TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL

§ TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY ARMAMENTS ENGINEER (ARTY & INDIRECT FIRE) 8 TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
SUPERVISORY ARMAMENTS ENGINEER (PM/MAD) S  TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY GENERAL ENGINEER §  TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
ARMAMENT ENGINEER (CLOSE COMBAT SYSTEMS) § TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
ASSQCIATE DIRECTOR 8§  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY MECHANICAL ENGINEER 8  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY GENERAL ENGINEER 8  TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
ASSOCIATE DIRECTOR § TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY COMPUTER SCIENTIST &  TacoMm USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
ASSOCIATE DIRECTOR §  TacoM USA TANK AUTOMOTIVE DETROIT ARSENAL
EXECUTIVE VICE PRESIDENT FOR TECHNOLOGY TRANSFER s TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR 58 TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR & TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY MECHANICAL ENGINEER 8  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY MECHANICAL ENGINEER S TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR § TACOM USA TANK AUTOMCTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR 8§ TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR S  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
LOGISTICS MANAGEMENT OFFICER S  INsCOM HQ USAINTEL SECC FT BELVOIR
SUPERVISORY GENERAL ENGINEER §  ARESA PEO AIR & MSL DEFENSE HUNTSVILLE
PHYSICAL SCIENTIST S  AAESA PEO C3S MC LEAN VA MCLEAN
GENERAL ENGINEER §  AAESA PEO GROUND COMBAT AND WARREN
SUPERVISORY COMPUTER ENGINEER §  AAESA PEO CMD CTL COMM SYS FT MONMOUTH
SUPERVISORY GENERAL ENGINEER 8§  AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
PHYSICAL SCIENTIST §  AAESA PEO C38 MC LEAN VA MCLEAN
GENERAL ENGINEER §  AAESA PEO AIR & MSL DEFENSE HUNTSVILLE
CHEMICAL ENGINEER §  AAESA CHEMICAL DEMIL AGY ABERDEEN PROVING GROUNDS
SUPERVISORY GENERAL ENGINEER §  TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY GENERAL ENGINEER §  TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
SUPERVISORY AEROSPACE ENGINEER §  AAESA PEQ AVIATION REDSTONE ARSENAL
SUPERVISORY ELECTRONICS ENGINEER §  INSCOM USAINSCOM MISSION SPTACTY  VINT HILL FARM
SUPERVISORY MECHANICAL ENGINEER s TACOM USA ARMAMENT RESEARCHDEV ~ PICATINNY ARSENAL
ASSOC F/TECH & ENGR s TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
SUPERVISORY GENERAL ENGINEER S  TACOM USA ARMAMENT RESEARCH DEV ~ PICATINNY ARSENAL
SUPERVISORY MECHANICAL ENGINEER §  TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY ARMAMENTS ENGINEER (SYSTEM ANALYSIS) S TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY MECHANICAL ENGINEER S TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSEMAL
SUPERVISORY GENERAL ENGINEER 5  TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
SUPERVISORY ARMAMENT ENGINEER(FC/SOFTWARE S  TACOM USA ARMAMENT RESEARCH DEV  PICATINNY ARSENAL
GENERAL HEALTH SCIENTIST S  USMRMC WALTER REED ARMY INSTITUTE =~ WALTER REED AMC
ASSOCIATE DIRECTOR s TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR § TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOGIATE DIRECTOR s TACOM OFC ABERDEEN PG ABERDEEN PROVING GROUNDS
SUPERVISORY AEROSPACE ENGINEER §  AAESA PEO AVIATION REDSTONE ARSENAL
SUPERVISORY GENERAL ENGINEER §  AAESA PED AVIATION REDSTONE ARSENAL
SUPERVISORY OPERATIONS RESEARCH ANALYST § TAacOM USA TANK AUTOMOTIVE AND DETROIT ARSENAL
SUPERVISORY OPERATIONS RESEARCH ANALYST s TAcom USA TANK AUTOMOTIVE AND DETROIT ARSENAL
SUPEAVISORY ELECTRONICS ENGINEER S  AAESA PEO AVIATION REDSTONE ARSENAL
ASSOCIATE DIRECTOR §  TACOM USBA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY ELECTRONICS ENGINEER S  AAESA PEO CMD CTL COMM SYS FT MONMOUTH
ASSOCIATE DIRECTOR 8  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY RESEARCH PSYCHOLOGIST s USMRMC U 8 ARMY RESEARCH INSTITUTE  NATICK
SENICR RESEARCH SCIENTIST S  USMRMC U S ARMY RESEARCH INSTITUTE ~ NATICK
SUPERVISORY RESEARCH PHYSIOLOGIST &  USMRMC U S ARMY RESEARCH INSTITUTE  NATICK
SUPERVISORY PHARMACOLOGIST S5  USMRMC US ARMY MEDICAL RESEARCH ABERDEEN PROVING GROUNDS
SUPERVISORY AEROSPACE ENGINEER S AMCOM AVN APPLIED TECH DIR FT EUSTIS
SUPERVISORY AEROSPACE ENGINEER S  AMCOM AVN APPLIED TECH DIR FT EUSTIS 4
SUPERVISORY CHEMIST S  USMRMC US ARMY MEDICAL RESEARCH ABERDEEN PROVING GROUNDS
HEALTH SCIENCE ADMINISTRATOR S  USMRMC US ARMY MEDICAL MATERIEL FT DETRICK
SUPERVISORY ELECTRONICS ENGINEER S  AAESA PEO CMD CTL COMM SYS FT MONMOUTH
SUPERVISORY AEROSPACE ENGINEER S AMCOM US ARMY AVIATION RESEARCH MOFFETT FED AFLD
ASSOCIATE DIRECTOR S TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR §  Tacom USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY GENERAL ENGINEER $  AAESA PEQ AVIATION REDSTONE ARSENAL
GENERAL ENGINEER §  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR §  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR 8§  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSOCIATE DIRECTOR §  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY GENERAL ENGINEER §  AAESA PEO AVIATION REDSTONE ARSENAL
ASSCCIATE DIRECTOR §  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
ASSCCIATE DIRECTOR 8  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
HEALTH SCIENCE ADMINISTRATOR § USMRMC US ARMY MEDICAL MATERIEL FT DETRICK
SUPERVISORY AEROSPACE ENGINEER S AAESA PEQ AVIATION REDSTONE ARSENAL
SUPERVISORY GENERAL ENGINEER S  AAESA PEO AVIATION REDSTONE ARSENAL
SUPERVISORY GENERAL ENGINEER S  AAESA PEOQ AVIATION REDSTONE ARSENAL
ASSOCIATE DIRECTOR 5 TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY MECHANICAL ENGINEER 8  TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY PHYSICAL SCIENTIST § CoE US ARMY TOPOGRAPHIC FT BELVOIR
ASSOCIATE DIRECTOR § TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
SUPERVISORY MECHANICAL ENGINEER § TACOM USA TANK AUTOMOTIVE DETROIT ARSENAL
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us AND

US ARMY SPACE AND

USA AVIATION AND MISSILE
CHEMICAL DEMIL AGY

USA OPTEC EVAANAL C
USA OPTEC EVA ANAL C
USA OPTEC EVA ANAL C
PEQ GROUND COMSAT AND
PEC AIR & MSL DEFENSE
USA MISSILE RESEARCH
US ARMY SPACE AND

OFC OF THE DIR OF INFO SYS
USA MISSILE RESEARCH

USA AVIATION AND MISSILE
PEC C3S MC LEAN VA

PEO CMD CTL COMM SYS

US ARMY SPACE AND

US ARMY MATERIEL COMMAND
PEC GROUND COMBAT AND
US ARMY MATERIEL COMMAND
USA MISSILE RESEARCH

US ARMY AVIATION RESEARCH
US ARMY AVIATION RESEARCH
US ARMY AVIATION RESEARCH
US ARMY AVIATION RESEARCH
US ARMY AVIATION RESEARCH
US ARMY AVIATION RESEARCH
OFC ASST SECRETARY OF THE
US ARMY AVIATION RESEARCH
USA MISSILE RESEARCH

US ARMY AVIATION RESEARCH
US ARMY AVIATION RESEARCH
US ARMY AV

USA AVIATION AND MISSILE
USA AVIATION AND MISSILE
US ARMY AVIATION RESEARCH
US ARMY AVIATION RESEARCH

CHIEF, INFORMATION TECHNOLOGY ACQUISITION DIVISION
SUPERVISORY GENERAL ENGINEER
SUPERVISORY ELECTRONICS ENGINEER
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|| MACOM | ~ ORGANIZATION
§  CceocoM CHEMICAL AND
US ARMY CHEMICAL AND
US ARMY CHEMICAL AND
US ARMY CHEMICAL AND
USA ARMAMENT RESEARCH DEV

ASSOC TECHN DIRECTOR (PP TECH)
SUPERVISORY GENERAL ENGINEER
SUPERVISORY GENERAL ENGINEER
SUPERVISORY GENERAL ENGINEER
SUPERVISORY GENERAL ENGINEER
SUPERVISORY GENERAL ENGINEER

SUPERVISORY ARMAMENTS ENGINEER (JSSAF)
DIRECTOR ENGINEERING
DIVISION CHIEF PACKAGING

OPERATIONS RESEARCH ANALYST

GENERAL ENGINEER

GENERAL ENGINEER
SUPERVISORY GENERAL ENGINEER
COMPUTER ENGINEER

MECHANICAL ENGINEER

GENERAL ENGINEER
GENERAL ENGINEER

PEO CMD CTL COMM SYS
PEO GROUND COMBAT AND
PEO GROUND COMBAT AND
PEO AIR & MSL DEFENSE
PEQ GROUND COMBAT AND
PEO AIR & MSL DEFENSE
CHEMICAL DEMIL AGY

PEO CMD CTL COMM SYS$
PEO TACTICAL MISSILE
PEQ CMD CTL COMM 5YS
PEQ GROUND COMBAT AND
PEQ TACTICAL MISSILE
PEO TACTICAL MISSLE
PEO GROUND COMBAT AND
PEO CMD CTL COMM 8YS

PEO AIR & MSL DEFENSE
PEO GROUND COMBAT AND
PEO GROUND COMBAT AND
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3 “PEGAR & MSLDEFENSE  FIUNTSVILLE
CHEMICAL DEMIL AGY ABERDEEN PROVING GROUNDS
ARMY DIGITIZATION OF PENTAGON
PEO CMD CTL COMM SYS FT MONMOUTH
CHEMICAL DEMIL AGY ABERDEEN PROVING GROUNDS
CHEMICAL DEMIL AGY ABERDEEN PROVING GROUNDS
CHEMICAL DEMIL AGY ABERDEEN PROVING GROUNDS
CHEMICAL DEMIL AGY ABERDEEN PROVING GROUNDS
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
PEO CMD CTL COMM SYS
PEQ C3S REDSTONE
PEO CMD CTL COMM SYS
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
CHEMICAL DEMIL AGY
PEO AVIATION
PEOQ AVIATION
CHEMICAL DEMIL AGY
PEO CMD CTL COMM SYS
'PEO CMD CTL COMM S§YS
PEQ CMD CTL COMM SYS
PEQ C38 MC LEAN VA
PEQ CMD CTL COMM SYS
PEOQ CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
JTPO UNMANNED AERIAL
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PEC CMD CTL COMM SYS
PEC CMD CTL COMM SYS
PEQ CMD CTL COMM SYS
PEQ AVIATION
PEQ AVIATION
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
CHEMICAL DEMIL AGY
PEQ AVIATICN
PEOQ CMD CTL COMM SYS
PEO AVIATION
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PEO AVIATION
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PED AVIATION
PEO AVIATION
PEO AVIATION
PED AVIATION
PEO CMD CTL COMM SYS
PEO CMD CTL COMM SYS
PEQ G35 MC LEAN VA
PEO AIR & MSL DEFENSE
PEO AIR & MSL DEFENSE
PEO AVIATION
CHEMICAL DEMIL AGY
PEO A<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>