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From The
ArmyAcquisition Executive...

ARMY
ACQUISITION
WORKFORCE

LEADS THE WAY

With this issue devoted to acquisition career manage­
ment, I'd like to t,lke this oppornUlity to thank the Army
acquisition workforce for their hard work and dedicated
efforts to create efficiency and economy in weapon sys­
tems development.We,inAmerica'sArmy, have led the way
in haping a new acquisition environment. We have had
major successes, including:

• Sub tituting performance specifications in our pro­
curements for detailed,"how-to" military specification .

• Eliminating boiler plate in the terms and conditions
ection of our Requests for Proposals and contracts, ex­

cept for those minimum e sential, required clauses.
• Vastly streamlined oversight-
• Adopting a teamwork philosophy using integrated

product team management.
• hifting to real emphasis on best value procurements.
While I applaud your efforts, I also chalJenge you to do

better. I ask you to continually examine how we do busi­
ness, and bow we could do it better. Successful acqui ition
reform must become a part of theArmy culture.

Today's Army is the premier land force in the world. Our
soldiers operate with great skill and precision the most sophis­
ticated weaponry on earth. It is a legacy we mu t protect.

In order to maintain this worldwide land force domi­
nance, I have often stated that today's modernization is to­
morrow's readiness. We must become the Army's "futur­
ists" in vision, while keeping our feet solidly on the ground
Witll sound business practices. Despite restructuring ofthe
force and declining Defense dollars, we must ensure that
the soldier of tomorrow is as well-equipped as the soldier
of today. More than ever before, we will need innovation,
leadership, and a willingness to relentlessly push for more
implementation of acquisition reform to keep our soldiers
equipped with world dass weaponry-when tomorrow's
readiness becomes a reality.

America's Army is absolutely critical to our national se­
curity. Since the fall of the Berlin Wall in 1989, me United
States has committed forces in response to crises nearly 40
times. In each deployment, ranging from Operation Desert
Storm to Rwanda to Bosnia, the vast majority of military

personnel deployed were grOlmd forces. In some cases,
ground forces comprised more than 90 percent of the
total force. It is dear that in today's world,America'sArmy
is the force of choice.

To successfully acquire materiel and weapon systems to
meet military requirements now and in the future, Con­
gress created the Acquisition Corps within the Department
of Defense.AdditionalJy, the Defense Acquisition Workforce
Improvement Act (DAWIA) was enacted in FY 91 to im­
prove the overall effectiveness and professionali m of mili­
tary and civilian personnel charged with management and
administration of Defense acquisition programs. In an ef­
fort to improve me way me Army i managing its acquisi­
tion workforce and to move further towards implementa­
tion of the intent of DAWIA, me Army initiated a reengj­
neering effort for the Army Acquisition Corps (AAe) thi
year.As a result of this effort, a strategic vision has been de­
fined for me AAC that will forge the foundation for all poli­
cies and initiatives impacting the acqui ition workforce.

The AAC vision of a "small, premier professional
corps of acqutsition leaders wilUng to serve wbere
1Jeeded and committed to developi1Jg, i1ltegrating,
acquiring a1Jd fielding systems critical to decisive
victory for tbe 21st Cel/tury» taJks to the goals of devel­
oping the Army's top performers and then challenging
them with our most demanding jobs.These are the leader
we must develop early on in tlleir careers in order to in­
sure that they pos ess the requisite experience and skills
to successfully manage tbe acquisition challenge of the
21 t century.Their education, training and career develop­
ment are of enormous importance to our mission.

The future is full of exciting challenges and opporruni­
tie .An individual with fresh ideas and creative solutions
can make major contributions to Army acquisition. Innova­
tion, leadership, and determination are important. I urge
eadl of you to live by one of President John F. Kennedy's
core beliefs-that one person can make a difference, and
everyone should try.

Gilbert F. Decker
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CAREER
DEVELOPMENT
AS A MISSION

By Diane M. Schaule,
COL Edward A. Cerutti

and Karen Walker

... ONE INTEGRATED CORPS

THE ARMY ACQillSITION CORPS VISION ...

JlIly-Augllst 1996

reer development opportunities are cur­
rently viewed.

The memorandum establishes the re­
quirement for each organization to insure
that individual career development activi­
ties such as training, education, and devel­
opmental opportunities become a part of
the organization's stated mission. This
means that organizations are expected to
plan for and release acquisition workforce
employees to partidpate in these career de­
velopment activities. To emphasize the im­
portance of this requiremem, the memoran­
dum links employee career development to
performance objectives on both the mili­
tary and dvilian performance management
system . Military supervisors of acquisition
workforce members will have their subordi­
nates' career development as a performance
objective in their Officer Evaluation Report
(OER) Support Form. Like, ise, civilian su­
pervisor will be assessed on this objective
and the re ults shown on their Total Army
Performance Evaluation System (TAPES)
evaluation.

Policy Memorandum 96-01 aI 0 estab-

Figure 1.

ter indicates tbat a corps member is "re­
sponsible for pos essing functional, leader­
ship and managerial skills essential to
achieving the highest standards of excel­
lence and ethics in acquisitJon."

It is tbe joint responsibility of the direc­
tor for acquisition career management, the
Civilian Acquisition Management Branch at
theTotal Army Personnel Command, and the
functional career program managers to pro­
vide the structure and execute the pro­
grams to develop the workforce as a whole.
However, it is our acqui ition organizations
and individuals who are ultimately responsi­
ble for their own career development.

Toward that end, Gilbert E Decker, the
Assistant Secretary of the Army (Research,
Development and Acquisition) and Sara E.
Uster,As istaDt Secretary of the Army (Man­
power and Reserve Affairs) have jointly
signed a policy memorandum to the acqui­
sition workforce entitled "Career Develop­
ment as a Mission," shown on pages 4 and
5.This memorandum is key to orchestrating
a cultural change in the Army to alter the
way in which education, training and ca-

ArmyRD&A2

Editor's Note: This Is one of a series of
articles tbat describes tbe Army's long
term ilziNatives to Improve the manage­
ment and development ofOUI' acquisition
workforce. Tbese IntNalives are tbe Olit­
growth of a multi-disciplinary process ac­
tion team (PAT) cbartered by Ketti,
Charles, Deputy Director for Acquisition
Career Management. The first arlicle was
publisbed in the January-February /996
issue ofArmy RD&A magazine.

The strategic vision for the Army Acquisi­
tion Corps sets the foundation for the devel­
opment of the acquisition workforce.The vi­
sion (Figure 1) focuses on "a small premier
profe iona! corps of a quisition leaders..."
It is those leaders who we must develop
earry in their careers to insure that they pos­
sess the requi ite experience and skills to
succes fully manage the acquisition chal­
lenges of the 21 Sl century.

Accompanying the vision is a set of
corps member responsibiUties (Figure 2).
These responsibiUties focus on service, par­
ticipation in a comprehensive career pro­
gram, and individual responsibilities.The Iat-

A SmallPremier Professional Corps ofAcquisition Leaders
Willing to Serve Where Needed and Committed to

Developing, Integrating, Acquiring and Fielding Systems
Critical to Decisive Victory ... for the 21st Century.



CORPS MEMBER RESPONSIBILITIES

• Serve as a Member of a Premier Corps ofMilitary and
Civilian Acquisition Leaders; Certified to Develop,
Integrate, Acquire and Field Systems Vital to the
21st Century Army

• Participate in a Comprehensive Career Program;
Including Accession, Education, Training, Experience,
Assignment, Promotion and Retention.

• Willingly Serve Where Abilities Can Best be Developed
and Skills are Most Needed

• Responsible for Possessing Functional, Leadership and
Managerial Skills Essential to Achieving the Highest
Standards ofExcellence and Ethics in Acquisition

Figure 2.

Quality achievement
factors, which

provide a framework
for individual

preparation for
assumption of

leadership positions
within the Army

Acquisition Corps
are the foundation

upon which to
develop the
individual

development plan.

Lishes the requirement that each civilian
member of the Army acquisition workforce
have a five-year individual develnpment
plan emp).The IDP defines the needs of the
employee in three major components of ca­
reer development: training, education, and
experience. It identifies both short- and
long-term career objectives and should be
completed to coincide with the TAPES ap­
praisal rating period. The IDP form and im­
plementing instructions will be clistributed
to the field in the near future.

Quality acbievement factors (QAFs),
which prOVide a framework for individual
preparation for assumption of leadership pa­
sitions within the AAe, are the foundation
upon which to develop the IDP.The QAFs. in
conjunction with the functional Army Civil­
ian Training and Education Development Sys­
tem, form a road map which a workforce
member call utilize for self-<levelopmellt.

DIANEM. SCHAULE is a program
analyst in the Acquisition Educa­
tion and Training Division of

OASARDA. She is currently working
toward Level ill certification in the
program. management careerfield.

COL Edward A. Cel"Lttti is a mem­
ber ofthe Officer Personnel Manage­
ment System. XXI Precursor Study
Group, Headquarters, Total Army
Personnel Command. A licensed
professional engineer in Virginia, he
holds a B.S. degree from. the U.S.
Military Academy and M.S. and
PhD. degrees in mechanical engi­
neering from. the University of Ari­
zona.

KAREN A. WALKER is the acting
team chieffo,- the AAC Communica­
tions Reengineering Team in the OJ­
fice of the Deputy Director, Acquisi­
tion Career Management. She holds
a B.S. degree in. business adminis­
tration and is Level ill certified in. the
program management careerfield.

,
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REPl.'t' TO
ATIENTION OF

DEPARTMENT OF THE ARMY
OFFICE OF THE ASSISTANT SECRETARY

RESEARCH DEVELOPMENT AND ACQUISITION
103 ARMY PENTAGON

WASHINGTON DC 20310-0103

April 1, 1996

SARD-ZAC

MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT: Policy Memorandum No. 96-01, Career Development as a
Mission

The Defense Acquisition Workforce Improvement Act (DAWIA),
enacted as part of the FY91 Defense Authorization Act, focused
heavily on a systematic approach to professionalize the Army
Acquisition workforce (AAW). DAWIA addresses specific requirements
for work assignments, experience, education and training. Within the
Army, the Director of Acquisition Career Management (DACM) is
responsible, by law, for implementation of AAW education, training
and career development. The DACM's implementation strategy includes
high quality education, training and other career broadening programs
to enhance the AAW's technical competencies and leadership skills.

Toward that end, a major challenge for today's Army is to focus
on integrating military and civilian AAW employee education, training
and career development into the mission of the organization. Organi­
zations will derive great benefit from helping people achieve their
potential through these means, particularly as the Army downsizes the
force.

Commanders and managers at all levels must possess a clear
understanding of their roles and responsibilities in AAW education,
training and career development. These activities for acquisition
workforce personnel must become a part of the organization's stated
mission. Organizations are expected to plan for and release AAW
personnel for mandatory and other training, education, and
developmental opportunities which will enable them to better
accomplish the Army's mission.

Military acquisition career development is covered under DA
Pamphlet 600-3, Commissioned Officer Professional Development and
Utilization. Military supervisors who manage AAW members will
have, as part of their Officer Evaluation Report (OER) Support
Form, a major performance objective for members' career development.
Military career development initiatives _will be worked in conjunction
with the applicable policies established under this memorandum.

4 AnllyRD&A July-AugJlst 1996
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For civilians, the vehicle to achieve a systematic approach
to career development is the Individual Development Plan (IDP). DoD
5000.52-M, Acquisition Career Development Program, mandates an IDP
for each civilian AAW member, as a minimum, through certification at
Level III. This memorandum establishes Army policy which requires
each civilian AAW member to have a five-year IDP, which must be
updated annually. A suggested IDP format and guidance for completing
the form will be forthcoming.

Upon publication of the IDP format and guidance, supervisors
and managers of civilian AAW members will include IDP development
and support to the member in accomplishing planned activities under
the overall objective of Organizational Management and Leadership in
the Senior System, and Supervision and Leadership Responsibility in
the Base System. Their accomplishments in this area will be assessed
and the results reflected on their Total Army Performance Evaluation
System evaluation report. Likewise, non-supervisory civilian AAW
members will be rated on their professional development objectives.

It is vitally important that the Army culture view education,
training, and career development as part of the organization's
mission. As the 21st century swiftly approaches, a highly qualified
AAW is essential to meet the demands for personnel with highly
technical skills and strong leadership abilities. The senior
acquisition and personnel leadership in this Headquarters are
committed to establishing a partnership to ensure that education,
training, and career development as a mission is communicated and
practiced throughout the Army for the AAW.

We are dedicated and committed to working within the Army system
to ensure that our AAW members possess technical, leadership, and
managerial skills, second to none, in the Department of Defense. We
look forward to working with you in this team effort. Please give
this memorandum widest dissemination to AAW members and their
civilian and military supervisors.

~lbert F. Decker
Assistant Secretary of the Army

(Research, Development & Acquisition)

Sara E. Lister
Assistant Secretary of the Army
(Manpower and Reserve Affairs)

DISTRIBUTION:
PROGRAM EXECUTIVE OFFICERS
COMMANDERS, MAJOR ARMY COMMANDS
FUNCTIONAL CHIEF REPRESENTATIVES
ALL STAFF AND OPERATING CIVILIAN PERSONNEL OFFICES

JIIly-August 1996 AnnyRD&A 5
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CENTRALIZED
MANAGEMENT

NTHE
ARMY

ACQUISITION
CORPS

By Dick Childress
and COL Edward Cerutti

Centralized management is the
cornerstone of the Army's

ongoing effort to reengineer the
civilian component of

the Army Acquisition Corps.
What does it mean for you?

Why centralized management?
The Defense Acquisition Workforce Im­

provementAct (DAWIA) is aimed at improv­
ing the overall effectivene 'S and profession­
alism of military and civilian personnel
charged with the management and adminis­
tratiOn of Defense acquisition programs.
DAWlA's focus on the acquisition workforce
indudes recognizing acquisition as a profes­
sional career field; improving the education,
training and experience levels of acquisi­
tion professionals; e tabUshing a career
management strucmre in the Department
of Defense; and establishing program to
assist acquisition pe.r onnel inthe.ir profes­
sional developme.nt.

The Army Acquisition Corps' (AAC's)
strategic vision for a "small, premier, profes­
sional COlpS of acquisition leaders Willing
to seme where needed and committed to
developing, integrating, acquiriTlg aTld
fielding systems critical to dedsille victory
fOl' the 21st cent"ry" is designed to achieve
the true intent of DAWIA by developing the
Army's top performers and then challenging
them with its most demanding jobs.

DAWlA further states that "TIle Secretary
of Defense shall ensure that the policies es­
tablished under this chapter are de igned to
provide for the selection of the best quali­
fied individual for a position..." To make this
goal a reality, civilian personnel files must be
comparable to those of military officers. To
that end, the cornerstone of ongOing efforts
to reengineer the cillilian component of
the Me is the cfmtral management of the
cllliltan acquisitton workforce-analo­
gous to a large extent to what we do today
fo,' military acquisition pe"sonnel in
tenns of central acquisition careel' file de­
Ilelopment, education and training, and
facilitation Of career broadenirlg assign­
ments.
What does centralized management
really mean for civUian personnel?

The objective of the centralized caree.r
management program is to facilitate the ca­
reer and leadership development of AAC
members. Centrally managed career devel­
opment will consist of an interactive rela­
tionship between a,e Corps member and
the functional acquisition pecialists (PASs)
using clearly established career paths as
well as integrated training and education
and information from Individual Develop­
ment Plans (lOPs).

Each member of the AAC remaiJls respon­
sible for his or her own career development;
the FASs will Simply facilitate acquisition
personnel actions and insure aU reqUired
data is correct.
Will the central management program
be based on positions or personnel?

InitiaUy, central management will focus
on a subset ofMC members in the program
executive office/program management
(PEOIPM) organizations.Additionally, a small
number of GS-13s, who will be centrally
board selected for a Competitive Develop­
ment Group (see article on page 22 of this

July-August 1996



Acquisition Corps Quality Achievement Factors

MlNIMUMS TO BE COMPETITIVE:
OPM Criteria for series and grade

• DAWlA Certification at the lower grade from which considered

OUALITY ACHIEVEMENT FACTORS TO BE USEP IN SELECTION PROCESSES'

IQ CERTIFICATION EPlICATION ExpER[£NCE TRAINING
!lll.APf; ..LEVEL.

GS 14 1JI in primary BAIBS + 18 Graduate Experience in Leadership or Management Management leadership courses completed, e.g.,
Acquisition Career Semester hours OperationaUfield level assignment • Organizational Leadership for Executives
Field (ACF) Anny Managemenl Staff 2 MACOMIMSc/OSDlJoint (OLE). Personnel Management fnr Executives

II in second ACF College OR Service assignments·· (PME), etc.
Command & General Staff HQDA assignment Continuing self-development training"·

College OR equivalent

as 15 m in primary ACF MNMSlMBAlMPA Supervisory, e.g., Division Chiefexperience Executive Career Development courses) e.g.,
m in second ACF or equivalent OperationaUfield level assignment' Federal Executive InstiMe, Brookings,

Continuing Education 2 MACOMIMSc/OSD/Joint Harvard. Personnel Management for
credits Service assignments·· Executives IT. etc.

HQDA assignment Continuing self-development training'"

SES 1JI in primary ACF MNMSlMBAlMPA + Supervisory e.g., 0 ireetor experience Executive Career Development courses, e.g.,
ill in se<:ond ACF Continuing Education 3 MACOMIMSc/Joint Service Federal Exe<:utive Institute, Brookings
Dl in third ACF credits assignments·· Harvard, etc.

Seninr Service Cnllege HQDNOSD assignment Continuing self-development training·'·

• OperationaUField Level assignments include assignment to or in support ofPMlPEO Offices, TRADOC System Management Offices, etc.
n Joint Service assignments include acquisition positions in other DoD and Federa.1 agencies, as well as industry. Also included are assignments/details nonnally
lasting 6-12 months tn Source Selectinn Evaluatinn Bnards and MACOMIHQDA Study Teams, "Tiger Teams," and special projects. Assignments in PEO Offices
equate to MACOM assignments.
••• Self-development training includes professional seminars, refresher courses, professional certificate programs, etc.

magazine), will be centrally managed
throughout their training. Finally, all individ­
ual selected for Senior Service Colleges or
long-term training will be managed during
their schooling and through their first post­
utiliz.~tionassignment.

There will be approximately 800 individ­
ml1s who will be included in titis pilot pro­
gram. A the central management processes
and procedures are refilled, centrnl manage­
ment will be extended to a larger number of
acqujsition organizalions and AAe mem­
bers.
What developmental model will be
used for the central management of
personnel?

Our goal is to prepare a new generation
of acquisition leaders for ti,e Army. Quality
Achievement factors (QAFs) (see accompa­
nying chart), in conjunction with the vari­
ous Army Civilian Training and Education
Development System (ACI'EDS) plans, will
form a road map for the development (to in­
dude education, training and experience,
and self-deveJopment) required fur civillans
to prepare themselves to assume leadership
position within ti,e AAC- The QAFs are also
the foundation upon which each civilian

July-Allgust 1996

member of the Army acqui ilion workforce
(AAW) will develop a five-year lDP in con­
junction with their supervisor as required
by AAC Policy Memorandum 96-01, Career
Development as a Mission (see related arti­
cle on page 2 of this magazine).These QAFs,
as well as background experience and man­
ner of performance, will playa role in deter­
mining the best quaJified AAC members for
promotions, developmental assignments,
and long-term training opportunities.
How will centrally managed positions
be filled?

PEas and deputy PEas (GeneraJ offi­
cer/Senior Executive Service-level) will be
selected througb a central Department of
the Army (DA) panel. It is anticipated that
PM, and, potentially, deputy PM positions
will be made through a DA central board se­
lection process.A central referrnl process, in
which a best quaJified list will be proVided
to locaJ management for selection, will be
piloted in the centrally managed PEO struc­
nlre in FY 97. It is envisioned ti,at the crite­
ria for selection under this system will be
ba ed on QAFs, experience, performa.nce
and potential evaluations.

The fllllctionaJ acquisition specialists at

The objective of
the centralized
career management
program is to
facilitate the
career and
leadership
development of
Army Acquisition
Corps members.

ArmyRD&A 7



In this new
challenging

business
environment,

the Army
Acquisition Corps

must possess
highly trained

individuals
who can serve

as leaders
in a wide
variety of

circumstances.

COL EDWARD A. CERUTn is a
member of the Officer Personnel
Management System XX1 Precursor
Study Group, Headquarters, Total
Army Personnel Command. A li­
censed profeSSional engineer in
Virginia, he holds a B.S. degree
from the U.S. Military Academy
and M.S. and PhD. degree. in me­
chanical engineeringfrom. the Uni­
versity ofArizona.
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DICK CHIIDRESS, an acquisition
manager in the Army Digitization
Office, is currently serving on spe­
cial assignment working on central
management developmental posi­
tions with the Army Acquisition
Corps Reengineering Team. He has
served as the PM, Combat ldentifi­
cation; PM and Deputy PM, Tacti­
cal-Area Weapon Systems; Head of
Advanced System Concepts, Army
Research Lab (ARL); and Acting Di­
rector for Plans and Programs,
ARL. A member ofthe Army Acqui­
sition C01pS since 1991, he holds a
master's ofscience degree in electri­
cal engineeringfrom Virginia Poly­
technic Institute and a bachelor's
ofscience degree in electronic engi­
neering from the Univel- ity of
Arkansas.

for centr.rl management are being contacted
by FASs to correct per onneJ data and build
files. This exercise has induded telephone
calls and visits to several commands to ob­
tain the required information.The processes
and procedures to implement central man­
agement are being carefully developed over
time widI participation from functional and
command levels. Each tage of development
of the process will be evaluated and refined
as necessary. The reengineering team is
meeting with representatives from the func­
tional areas (I.e., contra.cts, engineering, etc.)
on a monthly basis to discuss the details of
the proposed processes.

The DACM and deputy DACM are ac­
tively advocating career management devel­
opment.Theyare also attempting to address
the concerns of the AAe as the integrated
central management proces is formulated
and initiated. TI,e goal of these efforts is to
develop the best possible professional corps
of acquisition leaders.

the centrally managed members of the AAC
and the AAW to facilitate their careeI devel­
opment. The F/'-Ss at CAMB will maintain
complete and accurate data; proVide knowl­
edgeable responses'to queries regarding ca­
reer development; opernte post-utilization
assignment processes; determine the
progress of the Competitive Devel pment
Group during their three-year program; com­
pare updated files of centrally managed AAC
members with approved quality a'chieve­
ment factors; make periodic contacts with
all centrally managed AAC members to ad­
vise them on available career enhancement
opportunities; and cileduJe centrally man­
aged AAC members for appropriate tIaining,
education, and rotational assignments.
Is mobility a prerequisite for centtal­
ized management?

No! Mobility is not a prerequisite for cen­
tralized management.

However, mobiliry is an essential prereq­
uisite for effective professional develop­
ment. Mobility is defined as the reassign­
ment of an AAC member for the purpose of
advancement or career broadening that may
or may not require geographic relocation.
Reasonably mobile employees benefit from
diverse job experiences and exposure to
new and varied challenges. In this new cilal­
lenging business environment, theAAC must
posses highly trained individuals who can
serve as leaders in a wide variery of circum­
tances.

Centrally managed members of the AAC
will be provided tl,e opportunity to make
their assigrrmenr. preferences known. FASs,
at PERSCOM, will work with those individu­
als to provide them with new ass.ignment
options.
If I am selected for long-term training
or other career broadening experi­
ences, willi return to myoId job?

Ideally, upon completion of training, de­
velopmental opportunity or special assign­
ment (short-term work experience needed
by the individual), the employee should be
placed in a position in which be or she will
utilize their newly acquired knowledge and
skills. This may dictate that the individual
not return to his or her original position or
organization. As part of the selection
process for long-term training or special as­
signments, a post-utilization plan will be re­
qUired, This plan will. outline the types of
position ,locations and rationales behind
those particular individual and management
desires. Working with the FAS, the member
will plan for his or her fumre assignment. (A
list of recent long-term tIaining and Senior
Service College graduates is shown on page
9 of this magazine.)
When will the central management
concept be 1mplemented?

The concept is being implemented now
on a limited scale. AAC members seJected

ArmyRD&A

the U.S. Total Army Personnel Command
(PERSCOM) will facilitate the coordination
of lateral rotational assignments, job swaps
and developmental assignments. Costs for
centrally managed personnel accepting Op­
portunities away from home station, such as
moving expenses and relocation incentives,
will be centrally funded. Reassignments of
individuals will open thei.r positions for
back fill.This domino effect opens many op­
portunities for individuals to obtain the ex­
perience they desire and require.
Who will be responsible for centtal
management?

The director for acquisition career man­
agement's (DACM) goal is to estabUsh a sin­
gle management structure to over ee, direct
and administer the central management of
military and civilian members of the AAe.To
that end, military and c/.vilian functional ac­
quisition specialists will jointly administer
tl,e AAC's central management progtanl at
PERSCOM. The Civilian Acquisition Career
Ma.nagement Branch (CAMB) at PERSCOM
will be staffed with civilian functional acqui­
sition pecialists (FAS) to facilitate dIe cen­
tral management of the civilian workforce
mucil as military assignment officers do at
the Military Acquisition career Management
Braucil (MAMB) at PERSCOM.

Functional acquisition specialists have
been selected from the workforce and repre­
sent a variety of acquisition career fields.
(See page 9 for a list of recently elected
functional acquisition specialists.) They will
be the agents who will communicate with

8



FUNCnOIlAlACQUISITIONSPIClAllSTS

The functional acquisition specialists recendy selected to perform
the cel/tral management functions described iii this article are listed below,
along with their phol/e numbers and the acquisitiol/ career field they will manage.
They will be contacting each centrally managed careerist to assist in their
career development. Each FAS may also manage a number ofCategory A and S
employees, due to the large number oft/lese careerists in the centrally managed
population.

NAME
CAREER

FIELD MANAGED DSN COMMERCIAL

Marietta Martin CalK 221-9690 (703) 325·9690

Nitha Vos Cat A, V 221-6137 (703) 325-6137

Chris Vuxton CatC 221-3215 (703) 325-3215

Sandra Long Cat R, T 221-4267 (703) 325-4267

Robert LongtBin CatL 221-5092 (703) 325-5093

Leon McCray CatS, H,G 221-3190 (703)325-3190

Acquisition Senior Service College (SSC)I
Long Term Training Graduates

The FY 96 graduating acquisition students from the Industrial
College of the Armed Forces, University of Texas SSC Fellow­
ship program, and the Naval Postgraduate School have all been
placed in follow-on utilization assignments as part of the AAC
Reengineering effort of centralized management. Assignments
are as follows:

July-August 1996

Name

Jim Edgar
Bunnie Greenhouse
Judith Guenther
Geneva Halloran
William Howell

James Inman
Sue Kroll
Larry Nolan
James Caudle
David Ciummo
Sue Crisp

From

ICAF
ICAF
ICAF
ICAF
ICAF

ICAF
ICAF
ICAF
NPS
UT
NPS

To

HQDA(SARDA)
HQDA(SARDA)
HQDA(SAFM)
OSD
Medical Research
and Materiel
Command
OSD
SOCOM
CECOM
HQDA
OSD
AMC

AnnyRD&A 9
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By Cathy Johnston

Introduction
The Civilian Acqujsition Management

Branch (CAMB) has been in existence
since April 1990. We are coUocated with
the Military Acquisition Management
Branch in the Army Acqui ition Gorp
Management Office, Functional Area Man­
agement Development Directorate of the
U.S.Total Army Per onnel Command (pER­
SCOM). Our primary mission is to provide
civilian personnel management and ad­
ministration to Army Acquisition Corps
(Me) members, and cancUdates.

During the last ix years, CAMll bas on­
ducted 10 accession boards which resulted
in a total of 4,120 civilians being granted
membership in the AAG. AdcUtiOnally, four
boards have been conducted to ceo traIly
select civilians to fill product, program
and/or project manager (PM) positions.

Over the years, we have received many
que tions about the board process.Why are
applications boarded' Who are the board
officials and ho are members selected to
serve on a board? Why does it take so long
to receive resultS from a board? This article
will answer these questions and also pro­
vide a glimpse into tbe future.

While the military routinely cooducts

centralized boards for a variety of actions,
ranging from promotions to PM selections,
civilians are only now becomjng accus­
tomed to the idea of centralized boards.
One of the primary charter of the Army
implementation of the DefenseAcqui ition
Workforce lmprovement Act is that the
civilian and military personnel models be
as similar as is practical. The military has
already developed the framework for a
centralized selection system, therefore, it is
appropriate for the civilian component to
attenlpt to mjrror it without violating civil­
ian personnellllws or regulations.

Types of Boards
The CAMll staff currently conductS two

different types of boards. The first is a
PER COM board convened under the au­
thority of the Commander, PERSCOM, and
used primarily for accession purpo es.
The second is a Department of the Army
(OA) Secretarjat Board used for selecting
central.iy managed PM positions. The DA
secretariat Board process is relatively new
to the civilian community, but bas an un­
equaled record for integrity, faime and
impartiaUty. Thi anicle will not address
the selection process for ACAT J and n PM
pOSitions that have been designated by
the Army Acquisition Executive for mili­
tary and civilian fill. That i sue wa dis­
cussed thoroughly in the May-June 1996
issue of Army RD&A magazine, in an arti­
cle entitled "Using the Best Qualified se­
lection Method for ACAT Jill PMs."

Rilles
Each of these boards conforms to a

stringent set of rules that govern the con­
duct of the board. Membershjp of a board
is made up of eDior acquisition officials
(G -15 and above and military 0-6 and
above). Great faith and trust are placed in
board members. They are instructed to
maintain a high level of confidemiality
about the proceedings of the board and
the results of the board.

The director, acquisition career man­
agement (OACM) determmes dle need for
a board and develops dle policy related
to detennliung the eligibility require­
ments for the position as weU as tlle cri­
teria for selection of candidates for the
pOSitions. The DACM also works with
GAMB to develop appropriate proce­
dures for itS application. Finally, CAMB re­
leases the announcement, identifying the
type of positions being recruited and de­
tails the application procedures.

July-August 1996
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Late Breaking News

• TIle FY 97 Civilian Product and Project Manager's
Board, conducted in March of this year, selected the
following individuals to fill ACAT ill positions at the
locations shown following each name:

• Larry D.]ohnston, Office of the PEO,Aviation, has
been selected to fill anACAT I Program Manager posi­
tion. Jolmston is the first Army civilian to be selected
during a board that considered both military and civil­
ian applicants concurrently, selecting tbe best quali­
fied individual from the combined field.

Roxanne C. Braun, Sustaining Base Automation, Fort
Belvoir,VA

Joseph H. Butler, PM ARROW; Huntsville,AL

Wesley F. McElveen,TEMOD/CALSETS,Warren, MI

Bela D. Csendes, IlghtTacticai Vehicles,Warren, MI

Robert Doto, Joint Computer-aided Acquisition and
Logistic Support Fort Monmouth, NJ

Kevin J. Flamm, Cooperative 111reat Reduction, Ab­
erdeen Proving Ground, MD

Robert E Golden,TESAR, Fort Monmoutll, NJ
William S. Hayden, Signals Warfure, Fort Monmouth,

NJ
Peter O.Johnson,ILOGS,Fort Lee,VA

Richard w: Misiewicz, Chemical Stockpile Disposal,
Aberdeen Pl'oving Ground, MD

Donna C. Shandle, Chemlcal Stockpile Emergency
Preparedness,Aberdeen Proving Ground, MD

Harvey J. Slovin, DCATS, Fort Monmouth, NJ
Susian E.Vicker ,AlT, Fort Belvoir, VA

process. If not., CAMB invites your ques­
tions. You can contact us via e-mail using
this addres : TAPC-OPB-B@Hoffman·
EMH1.ARMYMIL

CAmyJOHNSTON is a personnel
management specialist in the Civil­
ian Acqui ilion Management
Branch at the u.s. Total Army Per­
sonnel Command. She has an asso­
ciate's degree from Northern Vir­
ginia Community College.

ment their achievements when applying
under an announcement. A successfuL ap­
plication is one that has been reviewed to
ensure that the application itself is com·
pletely filled out and that all required doc·
uments are included. If an item is missing
Or incomplete, an explanation should be
given, In some cases, applicants are af­
forded the opportunity to address a letter
to the president of the board.This letter is
a tool for the applicant to use to define
outstanding skills, talents and educat.ion
or training that may not have been evi­
dent in other parts of the application.

Hopefully, this article has answered
some of your questions about the board

PERSCOM uses a wide variety of meth­
ods to provide information to the field,
The most Common method of announce­
ment is the use of messages that travel
through command channels. Recently,
however, we expanded our sources to in·
clude the use of e-mail and the worldwide
web. Every effort is made to make infor­
mation available to every interested civil·
ian employee.

In past years, PERSCOM has used a pro­
gram called AUTOAPP to capture personal
and job history information. CAMB and
the DACM Office are working on a num­
ber of initiatives that will SOOn r vise the
method u ed to apply for vacancies
and/or membership. AdditionaJly, an Ac­
quisition Civilian Record Brief, a docu­
ment that mirrors the Officer Record
Brief, is UIlder development. Both of these
new tools will be used in the board
process in the furore.

Methods

Reviews
Once applications are received in

CAMB, staff members review every appli·
cation to ensure that each application
meets minimum qualifications and that aU
required documents are contained in the
application. If an application is not com­
plete, it i not forwarded for boarding.
Clearly, it is in the best interest of an ap·
plicant to ensure that all required infor­
mation is provided at the outset.

The board reviews each application
based on the instructions established in a
memorandum of instruction. Every board
member votes each record independently
and assigns it a point score. The board
members'scores are then totaled in order
to rank the applicants and determine the
PM selectees.The results are consolidated
and forwarded with the PERSCOM com­
mander's endorsement through the
deputy chief of staff for personnel to the
DACM for approval. After the results of
the board are approved, the list is released
through command channels and success­
ful applicants will be officially notified by
mail.

PERSCOM does not approve or disap­
prove civilian component Army Acquisi­
tion Corps hoard results-that authority
resides with the DACM.

As the number of centrally managed
positions increases, so will the opportuni­
ties to compete for assignment to tho e
positions. It is important for applicants to
retain their competitive edge and to docu-

TlIly-AlIgllst 1996 ArmyRD&A 11



THE
ARMY

ACQUISITION
CORPS

CORPS ELIGIBLE
PROGRAM

Applicants
Since the AAe Corps Eligible Program

was first announced in February, the Acqui­
sition Reengineering Team has received
more than 2,300 applications. A team of
functional experts has been reviewing each
application to ensure that the applicants
meet Defense Acquisition Workforce 1m­
prov~mentAct (DAWIA) and DOD require­
ments for acce sion into the Acquisition
Corps as outlined in DoD 5000.52M, Acqui-

July-August 1996

for Acquisition Career Management for ap­
prova[, along with the signed Acquisition
Corp Mobility Agreement. The individual
can then permanently assume their G .14
position.

It is important to note that corps eligible
status is nOt a prerequisite fur selection into
a CAP. It sinlply screens an individual' file in
advance to ensure tbat he or she meets the
corps acce sion tequirements. It allows ap­
plicants to avoid a lengthy application
process of which the outcome is not COm­
p[ete[y certain.

As part of the program, those individuals
determined to be corps eligible, will be af­
forded several career enhancing opportuni­
tie . The most prestigious of these will be
the opportunity to appiy for the Competi­
tive Deve[opment Group. Corps eligibles
will also receive priority for selected acqui­
sition training opportunities. The e include
attendance at specific Defense Acqtusition
Universiry courses, management, leadership
and ethics seminars, and eligibility to apply
fot master's degree programs through the
ArmyThition Assistance Program.

Introduction

By Thomas H.E. Drinkwater

The Army Acqui ition Corps Corps Eligi­
ble (CE) Program is a direct result of the Ac­
quisition Corps Reengineering Team's ef­
forts to develop GS-13s within the current
resource-constrained environment.The pro­
gram targets GS-13s Army-Wide to deter­
mine their eligibiliry for Army AcqUisition
Corps (MC) membership and provides
them with various career erulancing oppor­
tunities.

While a limited number of Department
of the Army GS-13 employees were accessed
into the MC in its infancy, none have been
granted membership since that time. [t is
current policy that, due to constraints, only
a few selected GS-[3s will be accessed into
the MC (see article in this i sue 00 the
Competitive Development Group). The
Corps Eligib[e Progr.u:n 'Itlempts to prOVide
some of the benefits of corps membership
widliu available resources.

The CE Program allows GS-13s in the
workforce to take a large step towards
corps membership. A streamlined process
ensures that all applicants meet the reqUire·
ments for accession.TIle [act that our acqui­
sition workforce has become certified in
their acquisition career fields in the past 18
months has allowed the simplification of
the accession process.Achievement of Level
II or Level ill certification, in many cases ful­
fills the experience and training require­
ments for MC accession.

Under the current CE process, upon se­
[ection to a G8-14 Critical Acquisition Posi­
tion (CAP), the accession package of a
corp eligible goes directly to the Director

Corps eligibles
have much

to look
fOlWard to.

This is
an exciting

time
to be
in the

acquisition
workforce
and being

declared
a corps
eligible

will enhance
one's career

opportunities.
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sit/on Career Development Program. The
tandards consi I of three factors: educa­

tion, experience, and training. These sland­
ards, and the requirements in each of the
three areas. are shown in Figure I.

The corps eligible process will produce
several direCI benefils. First, the Army Civil­
ian Per onneJ Record yslem (ACPERS) will
be top-loaded with the data the leam col­
lects, thus improving the quality of our
database. Additionally, the team has pro­
vided career counseling 10 numerous G5­
13s and explained to the applicanl how 10

have their records updaled al Ihe local
level. FinaUy, an accurate mailing list of aU
G5-13 members of the acquisition work­
force who have submilted applications for
the Corps Eligible Program is being com­
piled.

Corps eligible applications will continue
to be processed until Oct. I, 1996.After thaI
date, it is envi loned thaI a more user­
friendly, automated application process will
be employed. Improvements will include
better instructions and an easier to com­
plete application form.

A quick review of the applications re­
veals several interesting highlights (See Fig­
ure 2.) In the area of education, many of our
G5-I3 employees possess doctoral degrees.
A few individuals have two! Ma ter' de­
grees are in abundance, especially in the en­
gineering career fields. FinaUy, more than SS
percent of CE applicants have baccalaureate
degrees.

The DAWIA requirement to have 24 se­
mester hours in one's career field and 12 Se­
me ter hours in business subjects was often
sub tieuted for by having the aUowable 10
years of experience in acquisition positions
prior to Oer. I, 1991. This method of meet­
ing the entrance standards was mo t com­
monly used by engineers and contracting
personnel.

Most applicants are certified in at least
one career acqui ilion field at Level ill, and
16 percent were certified in more than one
acquisition career field. The majOrity of the
certifications occurred prior to Jan. I, I99S,
when certification criteria changed for
many career fields.

Most of the applicants have between
eight and 18 years of experience. Because of
the career Ladders in different fields, pro­
gression varies, and some career fields have
more experienced people in them than oth­
ers.TI:tis is especially true of the contracting
and business management arenas.

Many G5-13s who are members of the ac­
quisition workforce chose not to apply.
orne, who re ponded, indicaled that they

were within retirement age, or did nOI wanl
to fuce the po ibility of changing positions.
The Reengineeriag Team's equal employ­
ment opportunity (EEO) member will be

10- ACQUISITION CORPS ENTRANCE STANDARDS
(See DoD SOOO,52.M for authorities to grant waivers 10 Ihese requirements)

~ EDUCATION

I 0 Have ONE of:

o Baccalaureate degree from an accredited educational institution

o Acquisition Career Program Board certification of significant
potential for advancement

o Ten years of acquisition experience as of October 1, 1991

o Less than ten years acquisition experience. but was serving in
an acquisition position on October 1, 1991 and meet the
requirement for 24 semester credit hours in the business
disciplines listed below

Have ONE of:

o Ten years of acquisition experience as of October 1, 1991

o 24 semester credit hours among: accounting; business finance; law;
contracts; purchasing; economics; industrial management; marketing;
quantitative methods; organization and management, or have passed
DANTES orCLEP equivalency exams for the above.

o 24 semester hours in your career field, PLUS 12 semester credit
hours from those listed above, DANTES or CLEP eqUivalency
exams, as well as credits given for training courses in these areas,
may be used to satisfy the 12-hour requirement.

fl EXPERIENCE:

I6 Achieved a grade level equivalent to GS·13 (Civilian) or 0-4
(Military) or higher, or comparable position outside the DoD

Four years acquisition experience in a DoD acquisition
position, or in a comparable position outside DoD

TRAINING:

Certification at Level 2 or Level 3 in an acquisition career
field, or completion of all training requirements for such
certification

Figure 1.

,
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CE Sample Population Profile

-Average Age
-Range

-Sex

7107 Acquisition GS-13 's

50
(27-83)

1925 QualifiedCE's

45
(27-73)

-,,
"

.,

~:

,.."'
~

I·

-Male
-Female

-Degrees
-None
- Bachelors
- Masters

-PhD

-Multiple Certifications

-Applications in Process

-Declined CE Status
-Not Qualified
-Total Applications Received

contacting those who did not want 10 apply
to determine why they chose not to. The
team will use that data in making future de­
cisions concerning the management of the
acquiSition workforce.

There were everal application received
from individuals who had already been ac­
cessed intO the Acquisition Corps as mem­
ber of the Army Reserve. In accordance
with new policy guidance from the Office
of the Deputy Director for Acquisition Ca­
reer Management, these individuals are rec­
ognized a already being members of tbe
MC and do not need to reapply. They
should, however, keep abreast of their acqui­
sition training to stay current in their acqui­
sition career fields.

How to Apply
Corps eligibles have much to look for­

ward to.This i an exciting time to be in the
acquisition wotkforce and being declared a
corps eligible will enhance one's career op-

81%
19%

13%
56%
26%
5%

12%

NA

NA
NA
NA

Figure 2.

ponunities. It is not roo late 10 late to apply.
end applications to; Deputy Director for

Acquisition Career Management, ATTN;
Corp Eligible Program, 9900 Belvoir Rd_,
Suite 101, Fort Belvoir, VA 22060-5567.

For more information on the Corps Eli­
gible Program, contact Thomas Drinkwater
at D 655-5443/5212 Or commercial 703­
80>-5443/5212.

Following this article is the list of those
applicants wbo bave been designated a
corps eligible at the time of publication of
tbis article.We congratulate these firSt memo
bers of our Corps Eligible Program and look
forward to working with them in the devel­
opment of their careers.As others are desig­
nated, their name will be publi bed in fu­
ture issues ofArmy RD&A magazine.

THOMAS H.E.DRINKWATER is
the AAC Civilian Proponency Offi­
cer and a member of the Army Ac-

75%
25%

10%
55%
33%
2%

16%

300

78
100

2403

qwisition Corps Reengineering
Team. A gr'aduate of t. Bonaven­
ture University, he holds a master's
degree in public administration
from the University of Alaska, An­
chorage. He is also a graduate of
the U.S. Army Command and Gen­
eral Staff College, the Associate Lo­
gistics Executive Developmen.t
Course and the Defelzse Systems
Man.agement College PI-ogram
Management COUt e. A lieutenant
colonel in the Army Reserve, he has
an Individual Mobilization assign­
ment with the Defense Industrial
Supply Center, Philadelphia, and is
the commander of the 8601st lMA
Det, Warrenton, VA.

I

,

14 ArmyRD&A Jtlly-Altgust 1996



Corps Eligible Designees
I

ABBEY GEORGE E
ABELLL DAD
ABOUL HOSEN ZIAD R
ABRAVANEL EUGENE
ACEVEDO VIDAL
ACKERjIMMlE UE
ACKERSO MARY D
ACOSTARE E
ADAMSDAVER
ADAMS MARY S
ADKlNS GARY G
ADKINS RONALD C
AHMADABUH
AHMED ALTAF
AIN WORn-IJAMES S
ALBRECHT GEORGE H
ALCORN FRED L
ALEJO !.ARRYW
ALESANDRO CYNTHIA A
ALEITA]OSEPH M
ALEXANDER CHRISTINE M
ALEXANDER HENRYT
ALEXANDER MARK
ALLEN CAREY R
ALLEN CHARLES D
ALLEN illWILLIAM A
ALLEN j CRAlG
ALLEN JANET G
ALLEN LONNIE E
ALLEN STEPHANIE j
ALIJSON JODY F
ALLOCCA PATRICIA C
ALLTON DAVID]
ALONS ROGER B
ALVARADO CARLOST
AMBROSIO MARIO
ANDERSO BWAYNE
ANDERSON DEBRA R
ANDERSON JIMMY 1
ANDREO I DAVID M
ANITOLE GEORGE
ANSTINE CURTIS j JR
APERGlS REBECCA H
APODACA RICHARD D
APPLETIfEODORE BRUCE
APPLEGATE WIWAM H
ARAGON Fl1.EMO
ARCHIBALD JAMES
ARMSTRONG ANDRE L
ARNOW MARCIA L
ARTER]AMES P
ASCH LAWRENCEA
ASHLEY BILLY j
ATCHLEYWILLIAM T
ATKINSON ROBERT L
AUWALTERYIU MING
AUDINO MlCHAELj
AUSTIN LAURIE j
AUSTIN R DORI
AUSTIN STEVE P
AVALLONE CONNIE]
AWADMO AM
AYERSjAMES R
BACON WILLIAM M
BADERALANM

BAILEY JOHN R
BA]WA]AGDISH S
BAKER ROGER KJR
BAKER SUSAN
BAKERTIMOTI-IY SCOTT
BAKER TREVEN E
BALBONAjO EPHA
BALDAUF jO EPH j
BAWWIN ROBIN A
BALLEW AUCE H
BANDERET LOUIS E
BARBER PATRICIA V
BARBlEjOHN H
BARCZAK KENNETH S
BARKER]OSEPHlNE F
BARNBROOK LOUT
BARNETT KEN ETI-l R
BARONE SALVATORE
BARRETT MARLLYN A
BARl~Y BRlAN M
BARTH STEPHEN G
BARTLING DOROTI-IY C
BA HAM STEVEN 0
BASKIN STEVEN [
BATCHA GEORGE
BATTISTA ANTHONY ]
BAUERSFEW DONALDW
BAUGHN MICHAEL K
BAUMAN GEORGEj
BAYER DEBORAH A
BEACH LlNDAA
BEAL WESLEY A
BEALE NANCY R
BEAN ROBERT A
BEASLEY ]OHN P
BEAVERS BARRYW
BECKAGETHOMAS NMI
BECKMAN SU AN L
BELFER JUDITII A
BELK DANIEL D
BELL STEPHEN F
Bfu\filRY LEONARD A
BENDER JOHN E
BEMS BRlAN K
BENJAMIN ROSS C
BENNETT LEON j
BENSON ROBERT L
BENSONWlUIAM M
BERGGLENW
BERGIN JOHN F
BERNS PAULR
B~YjOHNH

BETSAYAD \\'llLLIAM
BEVERLY EDGAR D W
BEZWADA !-WUBABU
BlENKOWSKl STANLEY j
BILDERBACK KATE C
BrLLUPSANGELA
BINKEW1CZ]OSEPH B
BINSEEL MARY S
BIRD EDWARD A jR
BIRDSONG CHARLES B
BI HOPTIMOTI-IY F
B]ERREGAARD WESLEY j
BLACK HEIDI A

BLACKBURN RUBY F
BLACKLOCK PATlT j
BLACKWEUJR WILLIAM F
BLAIR WlLllAM C
BLAKE jUDl1l-1 W
BLAKE STEVEN G
BLALOCK KENNETH H
BLANEY HUGH P
BLAZOSKY DAVID M
BLEY ANN D
BLOHMGARYW
BOBUTT U ANC
BODINEjAMES G
BODINE ROBERTA B
BOEHM JAMES A ill
BOEHME CRAlG S
BOEN]AMES M
BOGNER ADAM S
BOGNER KATHY PE~Y

BOGNERMlCRAELjAY
BOLTON ROBERT L
BOMUS MITCHELL]
BONAR DORIS L
BOND MICHAEL H
BONNE SUSAN M
BOOKER HAROW JR
BOOZER WEYMAN R
BORDEN CAROL]
BOSTON MARIANNE M
BOSWELLJACK
BOUCHER ARNOLD C
BOVA YVONNE HICKS
BOVINO LA~CEj
BOWEN ROBERTA L
BOWERS JAMES F jR
BOWERS MARY V
BOYD DENNI S
BOYD DEWARD G]R
BOYER DENNIS A
BOYLE E GENEj
BOYUM ROBERT L
BRABBSjOHN
BRACKETT MAR HA P
BRADFORD STEPHEN D
BRADY JOSEI'H PATRICK
BRADY PAMELA LEE
BRADY RlGIARD D
BRADY THOMAS K
BRAMLETT STEPHEN E
BRAND DAVlDW
BRANYON TONY A
BRAZELTON MARSHA L
BRAZELTON SANDRA S
BREEDWELL MARY M
BRENDLE BRUCE EJR
BRENNAN NANCY j
BRENNEN ROBERT A
BRENNER KEITH
BREWER CARLTO E
BRICK GEORGE
BRIDGES DANNY R
BRIERLY JOSEPH E
BRlMFlEW ALAN A
BRIONES DARWIN L
BRISKER HENRY C

BROCK ROBERT D
BROECKER MARK A
BROOKS EVERETT E R
BROOKS JOSEPH AjR
BROOKS ROBERT E
BROOKS STEVEN M
BROWN DAVID L
BROWN JEFFREY E
BRO MARKDj
BRO MICHAELA
BROWN SHARON R
BROWNELL ELIZABETH P
BROWNING DAVID R
BRUCRMAN NEALEW
BRUCKSCH ROBERT C
BRUNNER ERNEST
BRUNTON LOREN F
BRYSON JANICE M
BUCHANAN GEORGE M
BUCHANAN JUDY S
BUCHANAN WILLIAM R
BUCHBACHjOHN H
BUCKNOR MICHAEL H
BUDRY USAN
BUFFINGTON ROBERT P
BUGNOjOHNE
BURCHER ERNEST EJR
BURDETT SYLVIA A
BURDETTE DOUGLAS E
BURGOSSANTIAGOVICfOR M
BURMESTER]EAN L
BURNESKlSjOHN B
BURNHAM WILLIAM C
BURNS RICHARD P
B~GE MlCHAEL P
BURRELL CRAIG
BUSHAUSO K
BUSSE DAVID j
BUTLER DANIEL PATRICK
BUTLER SUSAN J
BUTLER WlLLIAM W
BYIilljOANNE
BYIill MARY jO A
CAGLE ROBERT L ill
CAGLE WEST MARStIA
CALABREITA WAYNE THOMAS
CALAPODAS NlCHOLAS j
CALDERONE CHARLES j
CALTABLLOTA PATRI IAA
CALTAGlRONEjRjOSEJ'H P
CAMERO JAMES R
CAMOO 0 JAMES C UI
CAMPBELL]AMEST m
CAMPBELL KENNETH j
CAMPBELL RICHARD S
CANADAY SUSAN M
CARBONARO ALFRED
CARLSON ANN n
CARLSON HENRY E
CARMODY WIWAM B
CARNEY PHILIP j
CARNEY SHIRLEY D
CARO DOMINGO NMN
CARO AIDA L
CARPENTER JANET E

I
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CARRASQUILLO LYDIA E
CARROLL MICHAEL j
CARROLLWlLUAM AjR
CARTER GEORGE E
CARTER ROBERT M
CARTY MICHAELA
CARUSO JOE
CARVAJAl HUGO E
CASANOVA RAFAELA
CASHOUR LARISA R
CASTILLO ANTONIO NMN
CASTRO ZENAIDA BUZON
CASWELL BARBARA W
CATOTIl CHRISTOPHER M
CAJTELONAjOSEPH
CAUDElANTHONY E
CAUDLEANNlE H
CAUDLE KAREN K
CAUDLEWlLUAM A
CAU ER GARY LEE
CERRETa MICHAEL S
CHAMBERS DENNIS R
CHAMBERS JEAN H
CHAN DEN! K
CHAN I'R.ANK C
CHAN FREDERICK
CHANDLER JONATHAN E
CHANDLER RICHARD L
CHANEY KENNETH 0
CHAPMAN ALVYN G
CHAPMAN EPPS ELAINE
CHASE RONALD j
CHEEVER HERBERT L
CHELEKlS ROBERT M
CHENLIWAN L
CHENAULT THElMA A
CREW JENNIFER PM
CHIN RAYMOND W
CHIRUVOLU SAVITRJ
cmu SHUMEI S
CHJUYUET
CHOJNOWSKI JAMES W
CHRISTENSEN JAMES L
CHYATT HOWARD L
CffiULAjOHNR
CICALESEANTHONY F
CIOFFI BRIAN G
CMU PAUlPjR
CLARKE FREDERlCKW
CLEMO S BERRY L
CLUTZ RAEGON B
COAKlEY KEVIN F SR
COATS WILSON C
COCHRAN CLINTON LjR
COLBERT GERTRUDEA
COLEGARYTHOMAS
COLEMAN JOHN F
COLLETT RICHARD W
COLLIN DANIElT
COlLINS M1CHAEL NMN
CONCA VINCENT F
CONCEPCION DIANET
CONCillO DAVlD
CONDEllO RICHARDA
CONINE BOBBY H
CONLEY LISA j
CO MARVIN A
CONWAY CHRISTINE A
CONWAY LAURA L
COOK DAVID B
CooKJERRY L
COOK STEPHEN G
COOLEY BOBBYW
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DUTCHOVER RlCHARD
DUTIA MRITYUNJOY
DUVAlJEANj
DWYER JAMES K
DYMOND MARGUERITE M
EAeRET STEVEN T
EASTjOERjR
EASTER SANDRA K
EASTERLING DAVJD M
BATO BRADLEY j
ECCHER KENNETH D
ECHOLS ANTHONY 0
ECKHAU ROBERT
EDLER SALLY CLARK
EDWARDS NIE H
EDWARDS mc F
EHLEY KENNETH M
EICHLER BONNIE
EICHMEIER BYRON K
EICHSTAEDT DUANE D
EICK THOMAS K
EICKHORST JAMES °
EILENBERGERJRJOHN M
ElKIN CHARLES E
ElKINS THOMAS W
ELLENA LAWRENCE R
ELLINGSON ANDREW JR
ELLINGSWORTH ROBERTA
ELLIOTT KARl A
ELLIS JOYCE G
ELlUCKjOHN R
EMANUEl DANTE j
EMERSON BRIAN E
EMERSON DEBRAA
EMORY RICHARD A
ENGEBRETSON ROGER L
ENTWISTLEPAULM
EPSTEINWARREN I
ERWIN USAN MARY
ESTES FORREST W
EVEKER ClARA A
EVERETT JOHN j
FABERY DREW J
FAKTANlAA
FAlKEjOHNF
FALKNER BARBARAJ
FARRELL JOSEPH W
FEATHERSTO W DANIEL
FEENEY MICHAEL M
FELICIANO IVE'ITE
FERRAZZARAjOHN M
FERRETT DONAlD A
FIUPKOWSKI CHESTER j
FINE HOWARD C
FINEGAN ELEANOR
FINLEY ROBBIN COLLIER
FINZEl PETER A
FISCHER GAYLEN R
FISCHER LAWRENCEj
FITZGERALD DO AI.D C
FLEMlNG KATHLEEN L
FLETCHER JAMES E
FLETCHER JANETAL
FLETCHER JOANNE MJ
FLOOD ROBERT M
FLORA ANDREW CJR
FLORES MARGARETV
FLOYD THOMAS B
FWYDTHOMAS G
FLYNNTIMOTHY j
FON1l\lNE RAYMOND G
FORD JAMES A
FORGIONE PHILLIP L

DEASO EDWARD E
DECASTRO GEORGE V
DECKARD RICHARD C
DEDRlCK CHRISTINE
DEESjAMESW
DEFEO STEVEN P
DELANCEY THERINE M
DELEGGEANTHONY
DELICH MARIE E
DELLOMO ANDREWA
DEMARINI CHARLES E
DEMETROULISjAMES H
DEMEULENAERE PAMELA A
DEMORA STEPHEN J jR
DENN GILBERT A
DENNIS PAUl W
DENNY NORMAN R
DERETROYP
DESANTES I'R.ANCIS A
DESBIEN LIONEl j
DEVARAKONDA VASANT K
DEVlJN CLAIRE M
DEWITZ MICHAEL B
DICK KENNETH A
DICKENS MARY C
DIECKMANN DEBORAH E
DIGLIOANTHONY M
DILLARD GLENN W
DILLON ROBERT A
DIMAURO RICHARD D
DINGES JONATHAN j
DINH BJNH C
DIPALMA WUIS J
DIPAOLA MARKj
DITTO WILLIAM j
DIXON LYDIA E
DIXON ROBERT J
DOXUYENK
DODGEDREXElA
DOGGETT GARY L
DOMBECK NORMAN j
DONAlDSON NEALJ
DONG BERNARD D
DOOLOS CATHERINE L
DORMANTYRU M jR
DORSEY JOHN H
DO MAN CHRISTINA N
IX>1YGARYD
DOW ROBERT F jR
DOWNING JEFFREY H
DOWN KARENO
DRAGUNAS GINTARASA
DRENNAN LUTHERW jR
DRISCOLLjO EPH 0
DROG RICHARD H
DRUMWILLLAM R
DRYDEN DAVID N
DUCHOCKjEFFREY S
DUCK DAVID L
DUCKWORTH JOHN H
DUKE SANDRA W
DUMAS ROBERT S
DUNBAR SUSAN N
DUNCAN MICHAEL R
DUNICHJULIO
DUNKLIN BARRY L
DUNNTERRYH
DUNWooDYWIUlAM SJR
DUPREE BERNETA L
DUPREY NELLIE M
DURAND YVES
DURBIN DAVID B
DURGIN ROBERT F

COOMBS JAMES 0
COONTZ WARREN L
COOPER JOYCE B
COOPER ROBERT A
COPEMARKW
COPELAND KEITH E
COPELAND RICHARDAJR
COPPOLA EUGENE E
CORBE'IT MICHAEL C
CORKER BERNARD C
COSENTINO CARLO
COSTA RICHARD j
COTYTHOMAS P
COURT RICHARD 0
COURTNEY MICHAEL L
COUVlllO HAN 0 L
COUVILLO REBECCA A
COUZENS JAMES III
COX YlVESTER
CRABTREE JIM
CRAlG MARILYN S
CRANDALL LARRY E
CRAWFORD CHARLES D
CRAWFORD MADI ON R
CRAWFORD PAULj
CROCKER RICHARD P
CRO EN JAMES T
CROSSON SCOTT A
CROUSE RICHARD A
CRUMMJE JERITA j
CRUMP LOIS B
CRUSE WAlTER R
CRYDERMAN MARQUE A
CUDA EDWARD A
CUELLAR JOSEA
CUMMlNG ROBERT C
CUMMlNG TEPHEN E
CUNlCOTHOMAS S
CUNNINGHAM GlEN P
CUNNJON KEVIN j
CURRANTOOKJE C
CURRY DAVID M
CURRYjOHNj
CURTIS DONAlD LEO
CURTIS GENE L
DAHABSU KIM
DAILEY PATRlCIA A
DAISE STANLEY C
DALE RICHARD H
DAlTON ARTHUR L
DAMMANN KENNETII S
DANESH MOHAMMAD H
DANIEl EllEN M
DANJEL MARILYN j
DANJELEjOHNW
DAPKUS DAVID B
DARDEN OGBONNAH CH­
ENE'ITAM
DAU DAVID L
DAVENPORT LARRY P
DAVIDSONJUDrnI H
DAVlS BETTY A
DAVlS CHARlES D
DAVI DONALD E
DAVIS JAMES BJR
DAVlS KAREN E
DAVIS KATHLEEN S
DAVIS LANCEW
DAVIS SCOTTJ
DAWSGWRlAJ
DAY EUGENE L
DAYGEORGEP
DEAN DENNIS M
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FORSBERG RICK N
FOSHAY CARLTON M
FOSTER STEPHEN L
FOULDS STADNIKA BEATRICE L
FOWLER JANELLE R
FOWLERJOHNJR
FOXDFRANK
FRANK GAYLE V
FRANK VERONICA M
FRANZEN TERJU E
FREDERICK JAMES G
FREDlUCKSENTERRY B
FREEMAN CELESTE L
FREEMAN DONALD J
FREER STEVEN M
FRIEDL GARY E
FRIEDMAN ARTHUR
FRIEDMAN LARRY J
FULLER ALLEN E
FUNGTHOMASW
FUQUAJANET
FURTWENGLER DAVID W
GABRIELEANTIIONY D
GAFFIN PATRICIAT
GAGLIARDI DENNIS
GAJKOWSKJ BERNARD J
GALBI KA GREGORY
GA.MI3LEJOSEPHW
GAMSON JOSEPH F
GANNCAROLA
GANNON PATRICKJ
GARCIA GREGORYE
GARCIA MICHAEL S
GARMLEY PATRICIA C
GARNER DEWAYNE C
GARR MARILYN E
GARRI ON ROBERT A
GARRITY PATRlCKJ
GARUBBATHOMAS AJR
GAST RONALD G
GATLIN SUSAN R
GATTIISO SEBASTIAN C
GEDELMAN JOHN L
GERAN LUCIA STEPHAN
GERDESJOHNW JR
GIBSON BOBBY N
GIBSON RONALD K
GIL GILBERT R
GILBERTSON GINA M
GILCHRISTWILLlAM P
GILCREST PATRICIA M
GILDENBERG DAVID B
GILFAND NORMAN R
GILLEWARRENHJR
GILLlGAN DEBORAH J
GILLMAN ROGER S
GILLOOLEYWILLlAMA
GINLEY WILLIAM JOHN
GIRLING LEONARD M
GLASCOE KELVIN C
GLASS MALVIN F
GLENN KEVINW
GLENN MARKW

GUCKMAN FRED M
GUKERDAS PANAGIOTIS G
GLOVER EUGENE L
GODFREY GREGORY
GOLD TEIN RAYMOND NMN
GOLEllIESKI JOSEPH M
GOLENDA CLAUDIA F
GOUBER JOHNTHOS
GOMER VALERIE A
GONZALEZ EVA MillO

July-August 1996

GONZALEZ JOSE G
GOODMAN ERIC
GOODSON DEBORAH L
GOODWIN WESLEY R JR
GOSA VINCE I 1I
GOSE JAMES BJR
GOTTSCHALL BETrY E
GOTVALD DUANEJ
GOURLEY SAMUEL C JR
GRAGG SHIRLEY S
GRAHAM ALEX G
GRAHAM GREGORY S
GRAHAM JOHNNY LEE
GRASSANO CHRISJ
GRAY DONALDA
GRAYJIMMIEE
GRAYUNDAB
GRAY MYRA S
GREEN RAYMOND F
GREENE ALAN R
GREENEMElER GREGORY M
GREENHAWWILLIAM 0
GREINER THEODORE G
GRENN M1GIAEL W
GRIFFIN JOSEPH B
GRIFFITH DAMON G
GRIFFlnmOYLE UNOA KAY
GRIGGS LESLlE D
GRISHAM HARRY S
GRlSSlM UNOA L
GROSBERG LAWRENCE E
GROTOPHORST JEAN A
GRUEN MJOIAEL E
GUCKIAN ROBERT C
GUERRIERO PATRICIA M
GULATJ NARINDER
GUNDERSONERlCP
GUNTER GARYW
GURD ERICD
GURNANI SANT K
GUTIERREZ PAUL D
HAACK MARGARET F
HAAS]'UDITH L
HACKNEY JAMES D
HADDAD MALEK S
I-IADjlOSIF SOPHOCLES
HAGAN JAMES B
HAGERDON UNOA H
HAGEWOOD STEPHEN N
fIAGLlCH BRENDAJ
HAINSEY MARK A
HAlRELL DONNA S
fIAllJOHNM
HALLGRENTRUDY A
HALLOCK HARRY P
HAMBUNDONL
HAMILTON STEVEN L
HANCOX JONATHAN M
HANNAH RACHEL F
HANRAHAN JAMES M
HANSEN DAVID M
HANSON JEFFERY M
HAPP LYNN F
HARDERANDREW J
HARJCRJI)ER SUSAN M
HARMMATn
HARMON RUSSELL S
HARRELL RAYMOND D
HARRIS ARLENEW
HARRIS CAROLYN B
HARRIS DENNISW
HARRIS JOHN R
HARRIS MlCHAEL D

HARRI ON GENE L
HARRISON JANlCE L
HART DAVID K
HART JOR L III
HARTTHOMASW JR
HAIrnEBEN BARRY R
HARTUNGTHOMAS G
HART\VlCK KAREN A
HARVEY JAMES E III
HARVEY JAMfS F
HARVEY KATHY C
HARVEY SHIRLEY A
HASSLER KYLE D
HASTIE ANDRE
HATCHER EUGENE HJR
HATCHER JONITHAN P
HATCHETT AMEUA B
HATFIELD JAMES E III
HATFIELD TONY L
HATIlAWAY CECIL C
I-IAUCK BARRYT
HAUGHT STEVEN J
HAUGTVEDT ERIC L
HAWKINS ELUOTI DJR
HAWKS BEVERLY I
HAYDEN JOANNT
HAYES HERBERT W
HAYES SUSAN j
HAYOSTEK RONALD D
HEARD M1ClIAEL F
HEAUI DENNIS L
HEATH LDENNIS
HEBERT BARBARA B
HECOX CAROLYN DAY
HEINZ HOLLY A
HELFINSTlNETlMOTHY M
HELLER WARREN R
HELMSVANNE
HEMBREE KAREN J
HENDERSON CAROLYN M
HENDRICKS DOUGLAS C
HENDRICKS LEE G
HENDRICKS STEPHEN
HENDRIX RUDEEN L
HENNIGER RICHARD E
HENNING TI-I:EODOREW
HENSON PATRICIA L
HERBST MICHAEL K
HERMAN STEVEN D
HERNANDEZ RAFAELJR
HERRERA CHERYLJ
HERSCH JOHANNA T
HESSEL GEORGE G
HESSON JAMES MJR
HEnWER MICHAEL E
HEYNER GAlL N
HIBBS ALVA W
ffiCKEY DONALD L
HIGGINBOTHAM CLAUDIUS L
JR
I-lILDEBRAND EUNA M
HILLBRlANA
HILL BRlANM
HILL FRANKLIN V
HIlliARD DONALD D
HINESJO/-lNR
ffiNGLE EDWARD C III
HIRSHVICKI L
/-10 GAINES C
HOCKENBERRY MARGARETA
HODGE DONALD M
HODGE JACQUELINE R
HOEFLEIN JOHN J JR

HOFF SANDRA M
HOFFT/-IOMAS C
HOFF TIMOTHY G
HOFFMAN DEBRA J
HOFFMANN PAUL R
HOFMANNWILLlAMT
HOHN DIANEAlUTO
HOHNTHOMAS B
HOLAWAY ROBERT R
HOLLAND HAROLDW
HOLM DAVIDA
HOLMES BRIAN J
HOLMES MARIA L
HOLTJAMESC
HOOVER CAROLA
/-IOPKINS ALVIN V
HOPPER UNDA S
HOPSON PATRICIA A
HORNDAWNC
HORNTHOMASJ
HORNADAY SHIRLEY J
HORNBUCKLE KEITH F
HORNER WILLlAM H
HOROWITZ ARNOLD N
HORRIGAN III DAVID E
HORTON MARK A
HORVAnl DONALD L
HOUCK DAVID J
HOUSER KEVIN L
/-lOVER DAVID W
HOWARD BARBARA C
HOWELLTEDL
HOWEY DAVIDA
HRETZJOHN
HRITZ MICHAEL T
HROMOKO M1CHAELj
HRYNCEWICH ALEXANDER P
HSU ALFRED TW
HSUCHENC
HSUOTIO
HUBBARD MARY S
HUBERT RICK L
HUDAK JOHN N
HUFFSTETLER SAMUEL BJR
HUFSTETLER GERARD H
HUGHES ERSKINE L
HUGHESTlMOTHY M
HUGHES W!LLIAM EJR
HmPHIUPY
HUM SPENCER A
HUNT JRTI:IOMAS F
HUNT KEVINI'
HUSSON ARUIUR R
HUTCHER ON RUSSELL C
HUTCHINS SAMUEL IV
HlHCHINSON KENNETH R
HUTSON DARRELL E
HUTSON DEAN E
HInTON DONNA M
HYDERAUU
HYNANjOHND
INGERSON LAWRENCE H
ISBELL JANICE M
ISRAEL DIANE C
JACK GEORGEA
JACKSONALIAN S
JACKSON RANDOLPH G
JACKSON YVONNE THOMAS
jACOvrDES GEORGIO K
JAMISON ROBERT S
JARBOE RALPH L
JEAN FRANK N
JEE LESTER NMN
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JEFFERIES MARK A
JEFFREYJEROLD
JENKINS THOMAS R
JIMENEZ RICARDO A
JOHN ANGLE CATHERlNE E
jOHNvrCKl L
JOHNSON CARLA L
JOHNSON DALE L
JOHNSON ENORRIS
JOHNSON GERALD 'p
JOHNSON JAMES R
JOHNSON JOHN M
JOHNSON MARKA
JOHN 0 MELVIN L
JOHNSON ODEll M
JOHNSON RALPH E
jOHNSO RONALD
JOHNSON SHARO M
jOHNSONVALERIEA
JOHNSTON LINDA S
JOINER MICHAEL KEVIN
JONES BARBARA K
JONES CAROL R
JONES DANIEl.T
JONES GARY V
JONES JACQUELYN H
JONES JOHNW
JONES OPHEliA
JONES RALPH C
JONES ROBERT L
JONES SHARON L
jONESTRACIA
JUAREZARMANDO
KABALA ROBERT A SR
KADDATZjOHN C
KAI-Il.ERT]UNE E
KAI-lNANNM
KALPHAT LOPEZ HENRJET M
KANDRA DAvrD C
KANGSOOI
KAPIL DI-IARAM P
KARAS JOHN M
KARCHER TIMOTHY D
KARL RICHARD G
KARNEY MARK B
KARNlK DOUGLAS C
KAUFMAN MARK L
KAUTZ WILUAM G
KAYTIMOTHY R
KEAPPROTHTHOMAS A
KEDROWSKY CAROLj
KEEGAN GERALD J
KEESEE FRANKUN P ill
KEETON KlRil'TEN j
KEHL DONALD E
KELLERJR]EROME NMN
KELLER RICHARD C
KELLER WALTER R
KEllOGG GARY R
KEllY DAVID A
KELLY SHIRLEYA
KELSO THOMAS M
KEMP ROSEMARY K
KEMPF KENNEnI E
KENNAMER DONALD R
KENNAMER)UDY C
KENNEDY JAMES E
KENTjAMES E
KERNER KEVIN A
KERR MICHAEL W
KEU CHJOSEPHM
KEY PHILIP a
K1ANG)UUANN G
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KlDD MICHAEL W
KIERMAN EDWARD A
KIllEN ALBERT K
KILPATRICK JOHNNY
K1MYOOBONG
KIMBERLYANA M
KING DENISE E
KINGHENRYj
K1NGSTROM KENNh'TIJ j
KINSLOW LEO P
KIRCHER ROBERT H
KLElNBERG JOHN M
KLOSE ESTELLE S
KLUTER ROBERT A
KNAPP A DANlEl.
KNAPSTElN JOHN D
KNIERIM EDWARD P
KN01T STEVEN K
KOANDREWK
KOKINGP
KOFRON MARY P
KOHLER CHARLES R
KORDOWER TIlEODORE R
KORJACK'mOMASA
KOTCH ALANA
KRAUS RONALD J
KREITZ KURTW
KROLEWSKlTHOMAS C
KRUEGER EARL A
KRUPSKI STEPHEN J
KUBLAKjAMES K
KUCK KRlSTOPHER F
KOEllER BRUCE P
KULCZYCKI RlCHARD K
KULLBACK RICHARD E
KURZER STEPHEN H
KUT CH ROBERT C
KWIEDOROWICZ LAURIE A
KYLEBRENDAR
LAFOY BRYANT E
LAHART MARTIN j
LAIL RUPERT CjR
LAfL SAM DJR
LAUBERTE GEORGE A
LAM FOOW
LAMACCfDA ROSEMARlE N
LAMBERT LINDA M
LAMBERT SHIRLEY M
LAMERE LESLEE A
LAMON ELBERT G JR
LAMPTON THOMAS P
LAMSA LORAfNEA
LANCASTERjAMEST JR
LANDIN DANIELW
LANE JOHN ROBERT
LANG CAROLE E
LANG MICHAEL L
LANGEBARTELS LEO A
LANGHOUT JACQUELYN I
LANGHOUT PAMELA S
LASCEllES STEPHEN A
LAVOIEANDREA M
LAWBRENTM
LAWRENCE MAlTIfEW C
LAWSO WENDEll G
LEAHYTHOMAS ]
LEBER]EAN ROBERT
LEBSOCK ROBERT A
LEECH/TN
LEEDOOj
LEEKAM H
LEE SHARON D
LEMMONS SANTOLA

LENHOFF MARK)
LEON ELIZABETH R
LEONARD DAVID C
LEONARD KATHLEEN
LESER ROBERT j
LESTER MELVIN JR
LEU PAULA L
LEVINE EUGENEW
LEY SOTO RAUL
LIEDEL RONALD)
UESEGANG ROBERT H
UIGERALPHW
LINDAUERWALTER H
LINDEN RAYMOND K
LINDLEY jOHNT
LINDSEY ROY D
UNGAR STEVENW
LINKE SYLvrA F
LfNNSTAEDTJOI-fN B
UPP LOUlEj
UTTLE JOSEPH
LITTLE MARKT
UTWINOWWILUAM S
UVING TO DONALD G
LORICHARDT
LOCHER ROBERT)
LOCKE PAMElAj
LOCKHART JANET E
LOCKYEAR ROBERT G
LOESCHATHENAS
LOGAN PHILIP B
LOHRMANN MARK S
LONGHl ALLAN C
LONGTArN ROBERT L
LOPOUTOANGELO L
LORSCHEIDER FREDERICK R
LOVE DOUGLAS)
LOVE)AMESM
LOVE MELESIA C
LOVE MIlTON W
LOVE RUDOLPH
LOWEGAILH
LOWELLAVERlll L
LUCAS CAROLYN H
LUCAS ROBERT A]R
LUCERO EDUARDO L
LUClDl)OSEPHANTIIONY
LUDWIG DAVlDW JR
LUJAN IGNACIO JR
LUMGARSUN
LUNDEN ROBERT B
LUNDYjUDYD
LUPO MICHAEL V
LUTE ANDREW NMN
LYLE MORRIS
LYON SUZANNE C
LYONS ROBERT C
LYTLE DIANE HARVEY
MAANHT
MACINITRE DAVID L
MACKOVJAK JOSEPH
MACMIlLAN GEORGE A
MADDEN JOHN 0
MADLjAMES E
MAESE MARTIN E
MAGEE JACKIE j
MAGll.L CYNTHIA H
MAIfAFZA SHERRY R
MAHAN DANNY M
MAITHANHK
MAISEL KEVINA
MAKBING
MAKTfNG HE!

MAUSZEWSKI BERTHAj
MAllARD SCOTT R
MAllIN BARBARA D
MALONE ROBERT L
MALUSZCZAK EDWARD M
MARCET HARRIET I
MARCHlNDA LOUIS ClR
MARCOTT DANIEL]
MARDIS DANNY M
MARIANS ROBERT J
MAROTTA STEPHENA
MARR ESTEllE F
MARR ROYTHOMAS
MARSH DONALD D
MARSH)UUA)
MARSH PATRICIA)
MARSHALL GERALDINE R
MARSHALL HENRY A
MARSHALL RICHARD )
MARSILI ROBERT A
MARTINEZ DIEGO
MARTINEZ IVAN
MARTINEZ RICHARD a
MARTURANO MATHEW J
MASLANKA EMIL E
MASON )AMES R
MASSEY PAULJR
MASSIE CURTIS C
MATLOCK JEAN H
MATfEI MARGARET G
MATTHEW CANDACE
MATTHEWS JUDITH I
MATTOX EllEN L
MA11JSA MICHAEL A
MAXWELL DONALD M
MAYER LAnDE L
MA\'FIELD CORA L
MAYNARDALAN FI
MAYNARD LORRAJNE M
MAZZA PATRICIA A
MCALUSTER PATRICIA M
MCARDLE RICHARD A
MCAULIFFE MARK E
MCAVAYWIWAM F
MCCAil'! ROBERTW
MCCALL PETER L
MCCARROLL SANDRA
MCCASKEY MARGARET EG
MCCLEllAN GARYW
MCCLIMANS LARRY R
MCCLINTOCK STEPHEN j
MCCOY BILLY JOE
MCCRACKEN NED R n
MCCREARY JOHN
MCCLTfCHEONWENDY J
MCDANIEL STEVEN A
MCOANOLDS RICHARDT
MCDONALD BUSA P
MCDONALD PAMELA M
MCDONALD ROBERT
MCDONALD SCOTT A
MCDONOUGHjOHl'll HENRYlR
MCDOWEll AMUEL B
MCELYEA DONALD L
MCGHEE RINNETTA 0
MCGINNIS BIlLfE C
MCGOVERN RICHARDT
MCGOWAN RAYMOND C
MCGOWAN ROBERT B
MCGUIRE KAREN LAPAjENKO
MCHALE MARY E
MCKAY STEPHEN A
MCKEEAlVlN A

JlIly-August 1996



MCKEEL DEANNA L
MCKJ Nl USAN M
MCLEMORE DEBORAH K
MCLURE ROBERT A
MCPHERSON GARY L
MCPHERSO GLENN R
MCWIllIAMS GARY B
MEADOW HESTER R
MECKEL FRANCES J
MEDLEY RICHARD
MEDLEY R SSEll R
MEDRANO THOMAS F
MEEHAN JAMES R
MEGEATH SAMUELAJR
MEINERT MATIHEW G
MELANSON PEGGY A
MELLGREN JOHN J
MENCKOWSKJ DENNIS S
MENDOZA JUAN L
MENEFEE HARl0N
MERKEL JAY P
MERTA DAVID L
MESSER WIllIAM R
METEVIER CHRISTOPHERJ
MEYERGARYL
MEYERGEORGEJJR
MEYER ROBERT J
MJCHALENKO MARK A
MICHEL RONALD
MIDURA RAYMOND P
MIKULA GERARD A
MILAM GARY R
MJLENKOWIC PAUl.. W
MJLKS WESLEY A
MILLER DANIEL D
MILLER DOUGLAS R
MILLER JAMES H
MILLER QUEEN 10
MILLER RUSSEll F
MILLER WAYNE E
MJllS RANDALL S
MIRABELLA ANTHONYT
MJ CHlTEllJ RALPH P
MJSEK DAYLE E
MJSKELLEY JAMES MJR
MITCHELL BRJAN M
MITCHELL ROBERT A
MITSCHLATIS WOLFGANG G
MlZERKA LAWRENCEJ
MOBLEY EDWARD L
MOELLER ANNE V
MOELLER GERALD L
MOEJ'lTERRY D
MONACO STEPHEN D
MONETIEJOHN E
MONGOLD JILL S
MO K VIRGINIA C
MONROE BOBBYJ
MONTGOMERYJAMES I
MONTGOMERY TEPHEN J
MOONEY CYNTHJA L
MOORE BOBBIE M
MOORE COLLEEN M
MOORE JAMES R
MOOREPITER
MOORE HONNA
MORASH JOHN FJR
MORELAND USA R
MORETIl ANTHONY J
MORGAN KATHLEEN R
MORRIS ANDREW S
MORRIS DOUGLAS N
MORRlSLlNDAA

MORRIS MARYA
MORRISO JOSEPHA
MOSS VIRGINIA R
MOURADTALAL F
MOVICMARYE
MRAZANDREW P
MUELLERJAM.ES B
MUl..LER MAR,jORlE KROPP
MURPHY GERARD AJR
MURPHYUTAJ
MURRAY HARRY L
MUSSER ROBERT
MUZA STEPJIEN RJR
MUZZELO LARRY M
MYSliWIEC WIllIAM J ill
NAJR SRIKANlJ\N
NANAWA ENRlQUE F
NAPPI JERRY P
NEE GARRETT 10
NELSEN BEllE
NELSO DUANE R
NELSON PAUl..A
NELSON STh-vEN G
NESBiTI LAURA T
NEWELL WIl.LIAM E
NEWLANDJOHNW ill
NEWMAN JAMES A
NEWSOM TERRY W
NEWTON MJCJ-lAEL B
NGUYEN DANHT
NGUYEN H GT
NGUYEN SONTRUONG
NICHOLAS REGINALD 0

ICHOLS DWIGHT 10
NICHOLS LARRYW
NIX HASSELL K
NIX JAMES L
NIXON DAVID G
NIXON PATRICK B

OBLEDAVID 10
ORFLEITJACK 10
ORMAN RUTH L
ORTON JOlIN 10

'OVICK PAUL M
OVIAN DAVID J

NUTTALLTHOMAS 10
OCONNEll MICHAEL W
ODELL LINDA L
ODOM ROGERD
OHARAMARYT
OKREPKJ HOMER L
OLElNU< LEONID
OLEKSYK LAURJE E
OUVER.ARNOLD E
OLSEN HENRY J
OLSON ALLAN R
OLSON JEFFREY C
OLSON ROGERJ
OLVERA CATHERINE H
ONATE VICTOR M
ORFTHOMASR
ORGANEK MlCHAELJ
ORLJNO DREW G
ORLOWLCZ MlCHAELJ
OSBORNE WIllIAM I
OSIECKJ LAWRENCET
OTIEN CHRISTINE M
OVERTON DEBORAH A
OWEN PHiliP RJR
OWEN FREDERICK JR
OWSLEY GORDON
OZIMEK ANNE F
PACE HERBERT JR

PACELLA GARY A
PACHECO ANGEL M
PACKARD DOUGLAS W
PADDEN MJCHAEL C
PADGETI SU AN K
PAGANJOSEL
PAGEPATTIW
PAGOULATOS GERASSIMO M
PAlGEMARYV
PAlNEJEFFREY M
PAJNTER WRETfA D
PALOMINO GABRIEL
PANNEll HEIl.A BROWN
PAOLELLA DOMJNlCJ
PAPA PATRICK A
PAPKE DONALD P JR
PARADISE ROBERT B
PARIKH BRARAT A
PARKER CHARLES A
PARKER DOUGLAS P
PARKERJAMES D
PARKER JOYCE M
PARMENTER MICHAEL G
PARR WILUAM D
PARRA DEBRA K
PARRISH DIANNE L
PARSLEY\VILLIAM II
PARTON GREGORY S
PA CHALALESYA M
PASIKOWSKJ. GREGORY
PATEL KIRAN B
PATRICK DOUGLAS A
PATRICK FORDHAM G
PATRICK LEN R
PATI"ERSO ALBERT E IV
PA1TERSO WESLEY D
PATIERSONWILLlli KJR
PATTY ROBERTW
PAYNEUNDAS
PEA JANET M
PEAGLER ROBERT L
PEARCE CAROL K
PEAY SANDRA W
PECHUUS ROLAND H
PEKNY WIllIAM M
PENNlNGTO BETTY J
PEPIN ARTI-IUR D
PEREZ ANDREW J
PERRYALANW
PERRYCO STANCEM
PERRY ROBERT B JR
PETERSON ROBERTA
PETERSON WIllIAM A
PElOUSES NICHOLAS
PETRO DOUGLAS W
PEZZANO ANTIiONY NMN
PHALANUKORN WANCliAJ
PHAMTIJANN
PHEBUS RICHARD R
PHIlliPS GREGORY M
PHlLLIPS MARGAR.E1 A
PHlLLIPS PATRICIA H
PIELA CHARLES
PIERCY JOHN M
PIERSON DANIEL NMN
PIERSON JEFFREY L
PIETRUSZKA RAYMOND J
PIETRZYK WILLIAM
PlliTIE DIANE B
PILLAI.AMARRJ RAMAKRISHNA
S
PINKSTO DEBORAH
PINO RlCHARD D

PINSON KIRK S
PIPERADMJRAL S
PIPER BRUCE G
PLROJAMES NMN
PLOTKOWSKJ PATRICIA E
PLUHAR ELIZABETH A
PLUSHNlK KAREN E
POCRATSJ...'Y MJCHAELJ
POHL LEO ARD S
POUTETHOMASJ
POLLARD RAYMOND J
POLLMANN SUSAN ROHLFING
POLO OREENM
POPEJOHNT
PORTER GORDON
PORTER WILUAM
POSADAS PEDRO MN
POlTERJUDY 1
POlTER MEU A K
POTTER RlCHARD B
POWDERLY CRAlG D
POWELL RlCHARD L
PRAPAS DEMITRJOS K
PRASAD PRAVEEN K
PRIBYL RICHARD J JR
PRlCEAUlERTWJR
PRlCE BARRY J
PRlCE DANIELA
PRlCEMARY E
PRlTCHARD ANGELA M
PRlTIS CATIiY N
PROBST MARK R
PROCTOR MARGARET D
PROSTTIMOTI-fY J
PRUZINSKY STEPHEN P
PUCKETI ARNOLDAJR
PURDY MARK L
PUSTERJiOFERJOHN J
QAMRUZZAMAN MOHAMMED
Q EEN EDWARD J
RABB DAVIDR
RABYJOHNW
RACHliN SHELDO M
RACKUFFEJONATHAN R
RADZlMJNSKJ CORBY L
RADZlMINSKJ JOH W
RAFFEL GREGORY G
RAGLIN MARK A
RAINEY WAYNE D
RAJSLER ROBERT B
RAJKOWSKJ ERlCV
RALEIGH DANIEL P
RALEY MAUREEN ANN
RALLECA GUCERIO R JR
RAMASWAMY RAMANATHAN
NMN
RAMEY RlCHARDA
RAt'IDALL DAVID A
RAt'IDALL PATRICIA J
RAPKA llONALD J
RAPPAPORT ARNOLD A
RARJCKjAYA
RASMUSSEN CAllEN N
RAUCH KRAlG S
RAVENEL CYNTHIA D
RAWLSVERONICAJ
RAY DONNA A
RAY JlMMlEW
RAY PATRICK D
REASGARYL
REAVIS MARK E
RECKER FREDERICK EJR
REDRlCK RALPHT
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REED WII.MA G
REESEWILLIAM C
REICH EVER.I?IT C
REID ALEXANDER A
RElSELjAMEST
REITER AlAN C
RENAIRI RICHARD C
REYNOLDS CUFTON 0
REYNOLDSjOHNG
REYNOLDS KENNEnI C
REYNOLDS ROBERT G
RHEN CLAUDIA L
RICE KENNETH B
RICHARDS GORDON G
RICHARDS HELEN C
RICHARD ON lAWRENCE M
RICHARDSON MICHAEL K
RICHARDSON ODEAL W
RICHARD ON RICKY L
RICi-IARDSONWILLIAM AJR
RICHh"'Y SHIRLEY C
RICHMOND MALlNDAjOYNER
RIDGEWAY LARRY G
RlLEYNONAM
RITCHEY WILLIAM D
RITTER KIRK D
RNERA EDWIN F
lliVERACOn"OjO EA
ROACH ALEXANDER RJR
ROACH LISAK
ROBERTS BARRYW
ROBERTS DONALD E
ROBERTS GLEN S
ROBERTSON BARBARAj
ROBERTSON CHARLES J
ROBERTSON LARRY D
ROBERTSON LINDA S
ROBERTSON SARAH R
ROBINSON CHARLES B
ROBINSON FRANK M SR
ROBINSON RICHARD M
ROBYDERECR
ROCHE WILLIAM H
RODEN DAVID L
RODGERS PHlLIJPT
RODRIGUEZ ARl.ENE
RODRIGUEZ ROSAliO JR
ROESER RONALD C
ROGERS STEPHEN L
ROLLER CARL H
ROMANOWSKI TOMMY K
ROMMEL KURT E
ROPER RANDAL G
RO EPAl'RlCIAA
ROSEN DAVID L
ROSENBLUTH MURRAY NMN
ROSENKRANS ROBERT L
ROSENTHAL RONALD R
ROSSJESSEM
ROTTER HEILA 1
ROU E EVELYN S
RUBICK lAURIE L
RUCCO VICKY S
RUCKljOHNM
RUDY REBECCA N
RUHWALTERE
RUHNKE JULIA PICUS
RU SELL ERNEST R
RUSSELL RHEA L
RUTA WILLIAM B
RUTH DEBORAH T
RYAN DELORES M
RYANjAMESR

20 ArmyRD&A

RYAN JOSEPH E
RYAN MICHAEL E
RYBATDAVID
SABO MARTHAA
SAGEHEINZG
SAGUE DAVID M
SALASVERNAYV
SAlAZAR \X'lLLIAM E
SALERNO JOHN F
SALINA NIX VELMA
SALINAS WILLIAM D
SALLEEJACKSONJUNE
SALMAN ANITA EVELYN
SAMPLES RICHARD W
SAMPSELL NANCY C
SAMPSON JAMES R
SAMS RODNEYW
SANCHEZTAMMY L
SANDERS lAX F
SANDERSONTHOMAS E
SANDOVAL MARIO A
ANFORD LEONARD

SANGl1NE1TE WILLIAM P
SANTIAGO ANGEL L
SAPERSTEIN MARC D
SATW DOMINIC
SATW SEKERS
SAUTE BRIAN 0
SAYER BARRY GENE
SCANLANJOSEPH R
SCHAAP GARY 0
SCHAEDEL STEPHEN F
SCHAEFER ANTHONY M
SCHAFFER GLENN S
SCHARRA MICHAEL J
SCHATZ JOHN T
SCHEFFLER BARBARA A
SCHELLENBERG EARL E
SCHIMMINGERjOSEPH P
SCHINDEL EDWARD F JR
SCHlAGERJOHN JOSEPH
SCHLOSSERWILLIAM
SCHMID PETER A
SCHMIDT EDWARD W
SCHMIDT MALINDA G
SCHMIDT RAEF A
SCHNEIDER DANIEL DIMMA
SCHNEIDER WILLIAM L
SCHNEPP DERALD R

HNURR THOMAS R
SCHOLTES RONALDT
SCHOMP PEGGY A
SCHONER CYNTHIA L

CHREUDER GIBSON HEIDI L
SCHROEDER KEITH M
SCHUCKjO C
SCHUETZ GERALD D
SCI-!llliTI KEITH M
SCHUMACHER DANIEL M
SCHWARTZMAN ALVIN NMN
SCHWEGLER ELIZAB.ETI-I M
SCONIERS WINSTO B
SCOTT DAVID C
SCOTTIANN F

EARS TIMOTI-iYW
SEBASTO ANNA G
SEGNER DAVID L
SEIBEL KENNETH H
SELFWILLIAM M ill
SELK MICHAEL W
SELLERS RAY K JR
SENICKjOHN RJR
SENNETT MARTINP

SERWICK PHIllIP C
SEVACHKO MARK D
SEVERINO ALFONSO M
SEXTON SHERRY L
SHADOVITZ CHESTER L
SHADOWENS JAN NMN
SHAH MUKUND C
SHAPIRO PAUL B
SHAPPEE GAIL M
SHARPjOHN E
SHEATS JmINW
SHELTON MARTHAT
SHEPECK WILLIAM F
SHEPHERD ]EFFREYT
SHICHTMAN MELVYN J
SHIELDS JEFFERY M
SHlNBUR]EAN M
SHOOPJOHND
SIEGEL RONALD A
SlLVOlA PATRICIA A
SIMMONS DELBERT B
SIMONS MARKT
SIMONS STEVEN L
SIMPSON DIANE
SIMS MICHAEL T
SINGH ARVINDER 11
SIRO DIRK E
SITROON CAROLA
sm KING K
SKELTON PHILIP E
SKIPLE SCOTT A
SKRINJORICH DONALD A
SLOAN CHARLOITE M
SMALL DANIELj
SMITH BARTLEY 0
SMITH CARLTON L
SMITH CASSANDRA CRUMBS
SMITH CHARLES B
SMITH CHARLES F
SMITH ElAINE ROSITA
SMITH HAROLD
SMITH HOMER D
SMITH JAMES A
SMITH JAMES W
SMITH]EANB
SMITH]EANH
SMI11-1 JOSEPIi J
SMITH JR PETER j
SMITH LLOYD E
SMI"rn MARK S
SMITHORSO C
SMITH PAULM
SMITH RALPH E
SMI"rn RAYMOND C
SMITH TIMOTHY L
SMITH WILLIAM R
OKOUS BERNARD A

SOLOMON BARRY A
SONDEEN)ILL L
SOPOK SAMUEL R
SOTOMAYOR HARRY A
SOTSKY LAWRENCE NMN
SOURWINE DARRELA
SOUSK STEPHEN F

OVAALLENj
SOYA JOSEPH T JR
SPADAFORE jmIN W
SPARKS ROBIN J
SPEAR DIANE J
SPEER GERALD L
SPENCER JOSEPH E
SPENCER RICHARD M
SPINE ROBERT J

SPISAK CRAIG A
SPIVEY PATRICIA D
SPRINGERANGELA Ii
SPURLOCK MARTHA A
SQUEO SHARON M
SQUIRES lAWRENCE B
ST JEAN DIANNE C
ST PETER MICHAEL P
STAGGEMEIER SUE E
STAGGS JUDITH A
STAHARATHEODORE j
STANEK JOSEPH P
STANOSHECK MIOIAELj
STARKEY DONALD J
STARNES JOHN H
STATES PATRIClAj
STEELE EUGEJ'ffi G
STEELE MELANIE H
STEGMAN STEVEN j
STEIGER MICHAEL S
STEINBERGER JAMES T
STEN AAS GREGORY LEE
STEPHENS DOUGLAS L
STEWART BOBBY R
STEWART DAVID L
STEWART ROBERT
STlLL MELINDA K
STlLLTAMM"Y F
STITELY MICI-IAEL D
STRATTON BARBARA F
STRAWlIRIDGEjOHN B II
STREET DIANE L
STRICKLAND RONALD E
STRIETER MARILYN E
STROLLO LORRAINE L
STROM KENNETH S
STRYKER RICHARD W
SruROS PETERT
SUBRIZI ANTHONY J
SUCHTA LEAH E
SULLIVAN JOHN J
SULLIVAN MARY S
SULLIVAN STEVEN D
SURENDRAN MUNUKUR R
SUTHERLIN JANE H
SUTTO lAWRENCE R
SVETLAU KAS RICHARD
SWAFFORD SANDRA A
SWAN RAYMOND E
SWEENEY J MARK
SWENARTON CHRISTOPHER W
SWIGERJAMES W
SZCEPANSKJ RICHARD M
SZERSZVNSKI ROBERTJ
TALPAS EDWARD G
TAPP CHARLES E
TARTAGLIA DANIEL
TATE RALPH 0
TAUCHEN BRYAN J
TAYLOR EARNEST LJR
TAYLOR FREDW JR
TAYLORjEFFREY G
TAYLORTERRYL
TEDESCm KENNETH L
TEITELBAUM FAITH H
TERRYANNEF
TERRYTAMMIE S
TERSYJORGE
TESTA RONALD G
THEODOROU GEORGE S
THOMASANNB
THOMASBEVERLYY
THOMAS JAMES D
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THOMAS LORENZO
THOMAS ROBERT L
THOMAS STEVEN B
THOMAS TANYA D
THOMASTONY L
THOMASON BRADLEY 0
THOMPSON]ILL C
THOMPSON MARK C
THOMPSON RONALD A
THOMP ON STEVENW
THORN RICHARD H
THORNE DAVID R
THORNTONAlVIN D
TIlROCKMORTON HODGEST
TIEDEMAN ROBERT F
TIERNEY JAMES J
TIGNOR JERALD F
TILLMAN MARK D
TINDAL NAN E
TISLERJEROMET
TKAC STEPHEN H
TOBIAS JOHN M
TODD BYRON N JR
TOELAERJOHN C
TONUS LYNDA
TORRES AXEL E
TOWNSEND TERJ BEAHM
TRACY BARBARAA
TRAMMELLWALTER L
TRASK KRISTEN LEE
TRAVISANO MICHAELA
TRAYLOR JOHN B
TREl1AK STEFAN P
TRITT DAVID L
TROIANO EDWARD J
TROISIO RALPH A
TROXEL DAVID R
ruCKER GARY L
ruCKER JACK CJR
ruCKER ROBERT E
ruCKERTHOMAS G JR
TUREK RICHARD W
TURNER DOYLE D
TUTAKWALTER E
TWEED TIMOTHY G
TY ON WALTER L
UNSWORTH KELUE B
URBANIK JOSEPH EDWARD
UTTERBACK JAMES
VAJL CHARLES M
VALE DAVID P
VAN HORNALBERTW
VANLEEUWENVICTOR L
VANSICKLE llOYD J JR
VANSTONE STEVEN 0
VANSWEARJNGEN JOHN TV
VARCHO JAMES F
VEAUTOUR SANDRA N
VEGH DARRYL J
VENAJANET
VENO ICOlETE CAM
VENO MICHAELJ
VERMONT CLIFFORD S
VILHAUER STANLEY H
VINCENC KAREN M
VISSER MALCOLM H
VISWANATHAN SUBRAMANIAN
VIZEJO EPHC
VOGELJONATHAN H
VOGTWILLlAM V
YONSPAKOYSKY ALEXIS P
YORACEK DONALD F
YOSNTTHAK

July-August 1996

VUONG FRANClSCA R
VUONGMJNH
WADSWORTH FLOYD J JR
WAGSTAFF AlLEN JR
WAHL MICHAEL 0
WAKEFIELD lARRYW
WALCH HARRY A
WALDMANN DAVID L
WALK KATHLEEN T
WALKER DONALD F
WALKER KAREN A
WALKER PHILliP B
WALLACE DAVIDA
WALLACE PETER J
WALLS ADRIENNE M
WALTON CHARLESJ
WAMPLER 0 RALPH
WARDCDAVID
WARD PATRICIA L
WARFCAROLS
WARNER JAMES E
WARSHAW MARIE B
WASHINGTON PHYLLENE
WASILEWSKl ROBERT A
WASNTEWSKl BEVERLY F
WATSON C PHILliP
WATSON jAROME
WATT EDWARD 0
WATTS CHARLES S
WAXMONSKYTHEODORE L
WAYMJRE WILLIAM J
WEATHINGTON ANDREA A
WEBSTER JIMMY L
WEEMS JOliN S
WEHMHONER FRANKYE E
WEIGARTZ THOMAS A
WElGER RUSTY L
WELLS SHARO C
WELLS THEODORE D
WELLS TIMOTHY W
WELTZIEN HENRY C
WENTLING JOHN 0
WERTH DENNIS W
\VESENSTEN NANCY JO
WEST CAROL L
\VEST WILLIAM A
WESTONDAWKES MARK
WHEELER BRIAN 0
WHEELERTHEODOREW
Wl-ilSNANTTHOMAS D JR
Wl-lITAKERjOHNT
Wl-ilTAKER lEWISA
WlllTCRAFT DAVID R
Wl-ilTE GEORGET ill
Wl-ilTE JAMES M
WlIITE RONALD L
\VIAND DARRELl F
WIEDMANN JOSEPH J
WIERENGA GREGORY K
WIEST ROGER C
WIGtIT GEORGE R
WILCOCKS ROBERT N
WIll JOEl RON
WIllITfE PATRICIA E
WILLlAMS DANIEL L
WILLIAMS DARRYL E
WILLlAMS DIANE P
WILLlAM JAMES F
WILLIAMS KAREN E
WILLIAMS LEROY J JR
WILLIAMS RALPH MJR
WILLlAMS RICHARD M
WILLIAMS RUTH M

\VlLLIAMS WOODROW A
WIlliS HERMAN F.fR
WlLLUWEIT ROLAND 0
WILSON GERALDT
WILSON RICHARD A
WILSON WESTER R
WINNE MlCHAEL 0
WINTER JOHN j
WISE CHERYLA
WISSER ROBERT C
WITCZAK SHARON M
WITHERELL MARK 0
WITTARTHUR A
WITfE DARYL F
W1XHENRYDJR
WLODARSKl MARGARET F
WOHUNWANDA M
WOLFWAYNE L
WOLFINGER ROBERT j
WOLFINGER WILLIAM R
WONG DOUGLAS C
WOOD GWEN 0
WOOD SAMUEL B
WOODARD PAMELA H
WOODHOUSEJINYOUNG K
WORACEKjOFIN L
\VRJGHT JEFFREY L
\'\'RIGHT NOELJ
\VRlGHT lUCHARD W
WUE,'TER ERWIN A
WUNDER RALPH 0
WYLlEJAMES
WYNNEGEORGE BRENDA L
WYSKlDA ALAN R
YALAMANCHill RAO NMN
YAMARIK KATHLEENA
YANICK ROBERT H
YANULAVICH ROBERT J
YAOPAUL
YEARLEY ROBERT j
YEEYOUNGP
YOCOM ROGER L
YOSTTHOMA W
YOUMANSWILLlAM C
YOUNG CAROLYN M
YOUNG MARKA
YOUNKlNS MICHAELA
ZACHGO JACQUELINE 0
ZALASKYTHOMAS M
ZANnI BAHRAM
ZANElll LOUIS S
ZANZALARJ ROBERT M
ZARRET EDWARD L
ZEEKFRANKL
ZEllK HYNEK j
ZlEGLER LAURA J
ZIMMERMAN JOHN L
ZINKE ROBERT D
ZOLTAK JOSEPH T
ZUMBRUNNEN RICHARD L
ZUPKO DAVID C
ZUZANEKTHOMAS E
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THE
COMPETITIVE

DEVELOPMENT
GROUP

By Clark F. Rehberg II

What's a Competitive
Development Group?

The Competitive Development Group
(COG) is a group of high potential GSoI3s,
competitively board selected, who will be
provided expanded training, leader hip, and
career development opportunities. Jt is envi­
sioned that these highly qualified individu­
als will be most competitive to become the
future leaders in the Army acquisition com­
munity.

An initiative of the Army Acquisition
Corp (AAC) Reengineering Team, the CDG
Ptogram is designed to be a critical compo­
nent of a set of programs being developed
to fulfill the AAC vision, "A small premier
professional corp of acquisition leaders
willing to serve where needed and commit­
ted to developing, integrating, acquiring and
fielding systems critical to decisive victory
... for the 21st century."

Program Objectives
The objectives of the CDG Program are

as follows: select the very best GSo13 from

among those eligible to apply; broaden the
leadership and management skHls of eadl
member; develop furure leaders in func­
tional acqu.isition career fields; and expand
eacb member's knowledge of the acqu.i i­
tion proces outside of their own acquisi­
tion career field.

Program Highlights
All GSol3 that have applied and been ac­

cepted as corps eligibles (CE), as well as all
GS-13 members of tbe Army Acquisition
Corps, may apply and compete for the CDG
Program. Pages 42-44 of the May-June 1996
issue of Am~y RD&A magazine provide full
details for applying to become corps eligi­
ble. Anyone Intere ted in being considered
for the FY97 annua.i selection for dle GOG
must ubmit the CE application to the Di­
rector for Acquisition Career Management
(DACM) no later than Aug. 15, 1996. There­
fore, it is b.ighly recommended for those eli­
gibLe G 13s who have not applied for CE
status, to do so immediately. More informa­
tion on the CE Program may be found in a
separate artide on page 12 of this magazine.

CDG OBJECTIVES

A central election board, composed of
functional and command representatives,
wJU annually select up to 25 individuals for
the CDG. Although only the best candidates
will be elected for the program, it is envi­
sioned that each acquisition career field
will be represented. It is important to note
that CEs and Army Acquisition Corps mem­
bers may apply and compete every year,
without restriction, for membership in the
COG.

Upon selection to the CDG, individuals
will be centrally managed while in the pro­
gram. Eadl group of CDG members will be
identified throughout the program by their
year group. selectees will have a m.entor as­
signed to a sist and provide guida.nce
throughout tbe training per.iod. CnG mem­
bers will be assigned to centrally funded de­
velopmental pOSitions for up to duee years
based on their individual experience, educa­
tion, and training needs.These positions will
be located throughout the acqu.isition com­
mun.ity. GOG members will receive priority
access to cro funet.ional training and ad­
vanced leadersh.ip/management courses.
Graduation from the program will entail

•

•

•

•

SELECT VERY BEST GS-13s

BROADEN AND SUBSTANTIATE LEADERSlllP SKilLS

DEVELOP LEADERS FROM ALL ACQUISITION CAREER FIELDS

EXPAND ACQUISITION EXPERIENCE BY ONE OR MORE CAREER FIELDS
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CDG HIGHLIGHTS

• CEs and AAC GS-13s INVITED TO APPLY

• CEs AND AAC GS-13s COMPETE ANNUALLY

• CENTRAL BOARD SELECTION

• SMALL GROUP SELECTED EACH YEAR

• MEMBERS CENTRALLY MANAGED

• 3 YEAR PROGRAM

• PRiORiTY ACCESS TO CROSS FUNCTIONAL AND ADVANCED
LEADERSHIP COURSES

• UPON COMPLETION, CORPS ACCESSION

~I

successful completion of the requirements
identified in the Individual Development
Plan within three years or by selection for
promotion to a critical acqui ition po ition
(CAP). In either case, all CDG graduates who
are not in the Acquisition Corp will be ac­
cessed.

Application and Selection
Process

certified corps eligibles and GS.13 Army
Acquisition Corps members will self-nomi­
nate, but supervisor and senior rater partici­
pation will be needed to complete the ap­
plication. The actual submi sion require­
ments will be stated in the announcement.
The announcement date has not been set,
bm is expected to be September 1996 with
applications due in ovember 1996.

A PERSCOM-convened selection board
will be staffed by senior functional area and
command representatives from the acquisi­
tion community.The list of selectees will be
widely pUbliciZed through a variety of infor­
rnation media.

Training Program
All COG selectees will start their pro­

gram by attending a unique orientation
seminar in the Washington, DC, area. At the
orientation, the newly-selected individuaLs
wiU be welcomed to the program by the
DACM. Central to the orientation is the
joint development of an Individual Devel­
opment Plan (!DP), involVing the selectee's
mentor, a functional specialist from the in-

It is important
to note that
Corps Eligibles
and Army Acquisition
Corps members may
apply and compete
every year,
without restriction,
for membership in
the Competitive
Development Group.

dividual's career program, a representative
from the Acquisition Education and TrainJng
Division of the Office of the Assistant Secre­
tary of the Army (Research, Development
and Acquisition) (OASARDA), and a PER­
SCaM proponency specialist. The IDP will
be specifically tailored to the individual's
needs based on a careful review of thei r
previous training, educational level at­
taiued, and prior job assignments. A combi­
nation of education, trainJng, and career de­
velopment opportunities will be offered to

complement their profeSSional and leader­
ship development.

Have I Perked Your Interest?
Ifyou are interested in the CDG Program,

ftrst ensure that you have been certified
corps eligible (CE) or are a current member
of the Army Acquisition Corps, Second,
watch for your invitation to apply, which is
expected to be out in September.

CLARK F REHBERG II is an ac­
quisition program management
officer responsible for civilian pro­
ponency programs with the Army
Acquisition COrps Reengineering
Team, Office of the Assistant Secre­
tary of the Army (Research, Devel­
opment and Acquisition). He is a
member of the Army Acquisition
Corps with more than 20 yeal'S of
acquisition experience.

,-
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Herrmann Hall, where the Naval Postgraduate School superintendent, provost and deans have
their offices.

ACQUISITION EDUCATION
AT THE

NAVAL POSTGRADUATE SCHOOL
Army Acquisition Corps
Participation

More than 50 military and civilian mem­
bers of the Army Acquisition Corps (AAe)
are currently pursuing graduate degrees in a
variety of disciplines at the Naval Postgradu­
ate School (NPS). Located approximately
120 miles south of San Francisco on the
Monterey Peninsula, NPS offers a variety of
master's and doctoral degrees in engineer­
ing, business and technology fields. Estab­
lished in 1909 at the Naval Academy in An­
napolis, the Naval Postgraduate School
moved to its present location (the former
Del Monte Resort Hotel) in 1951.

Over the last several years, NPS and the
Army acquisition community have devel­
oped dose ties. The major concentration of
Army officer and civilian students are en·
rolled in the SystemsAcquisition Management
(816) curriculum in the Systems Manage·
ment Department. This lS-mooth curricu­
lum is sponsored by the Military Deputy to
the Assistant Secretary of the Army (Re·
search, Development and Acquisition), who
Is currently I:TG Ronald V. Hite, and focuses
on the program management career field
primarily for ftmctionaJ area (FA) 51 officers
and program. management civilians.

The Acqui ition and Contract Manage·
ment (815) curriculum, which is also 18
months, is geared toward the contracting ca-

By Dr. David Lamm

reer field for FA 97s and civilians. BOtll of
the e curricula lead to the M.S. degree in
management and include, not onlyArmy stu­
dents, but also Navy and Marine Corps offi­
cers and civilians, as well as international
srudents from several allied nations. In addi­
tion to the acquisition curriculum, Army of­
ficers and civilians also attend various engi­
neering and technology progr-.uJ1S, which in­
clude acquisition course work.NPS operate
on a 12-week quarter system with classes in
attendance year round. The management
curriculum generally begins in January and
July of each year wltile tbe engineering and
technology curricula have various inputs
throughout the four quarters Oanuary,
April, July, October) depellding upon the
program selected.

Acquisition Curricula
Both the Acquisition and Contract Man­

agement (815) and me Systems Acqui ition
Management (816) curricula were recently
restructured to meet Army education/train­
ing requirements and consist of six quarters
devoted to fundanlentals courses (acCOlUlt·
ing, economics, management, mathematics,

statistics) and graduate core courses (strate­
gic management, information systems, policy
analysis, operations research, public policy
and budgeting).111e major tI1rust of each cur­
riculum, however, is me speCialty courses,
The 815 program includes contracting and
program management cour es which are
shown in Figure 1. Completion of the 815
curriculum for Army student lead to the
M.S. degree in management and also satisfies
the Defense Acquisition Univer it)' (DAU)
training requirements through Level II in
contracting, ystems engineering, oftware
acquisition management, and program man­
agement and Level ill in test and evaluation.

The 816 curriculum coosists of acquisi­
tion courses which are shOwn in Figure 2.
Completion of the 816 curricullUll for Army
tudents leads to the M.S. degree in manage­

ment and also satisfies me Department of
the Army training requirements througb
Level I in contracting, Level II in software
acquisitioll management and systems engi­
neering, and Level ill in program manage­
ment (pMT 302) and test and evaluation.
This curriculum also satisfies the Acquisi­
tion core requirements (ACQ 101 andACQ
201), as well as ilie Army' Materiel AcquiSi­
tion Management (MAM) Course at Port
Lee,VA. Bom the 815 and 816 curdcula also
satisfy one year of me experience require·
ment in dleir respective career fields.

Known as me "Hybrid" curricula, V'.nious
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Contracting and
Program Management Courses

Acquisition and Contract Management
Curriculum (815)

• Principles of Acquisition and
Contracting

• Contract Pricing and
Negotiations

• Contract Law
• Contract Administration
• Acquisition Management
• Seminar for Contracting

Students
• Principles of Program

Management I and II
• Acquisition of Embedded

Weapon Systems Software
• Test and Evaluation
• Systems Engineering for

Acquisition Managers

Figure 1.

Acquisition Courses
Systems Acquisition Management

Curriculum (816)

• Systems Acquisition and
Program Management

• Financial Management in the
Armed Forces

• Logistics Engineering
• Acquisition of Embedded Weapon

Systems Software
• Quality Assurance and

Reliability Methods
• Test and Evaluation
• Principles of Acquisition

and Contracting
• Contract Pricing and Negotiations
• Systems Engineering for

Acquisition Managers
• Program Management Policy

and Control
• Program Management Exercise
• Seminar for Program Management

Students

Figure 2.

technical and engineering degree programs
are available for FA 51s and FA 53s to obtain
an engineering/technical degree while at
the same time satisfying the Defense Acqui­
sitionWorkforce Improvement Act (DAWIA)
Level 11 requirements in program manage­
ment, systems engineering and software
acquisition management, and Level III re­
quirements in test and evaluation. This can
generally be accomplished in eight to nine
quarters and is available in the following
curricula: Aeronautical Engineering (610),
Information Systems Technology Manage­
ment (370), Mechanical Engineering (570),
Electronic Systems Engineering (590), Com­
bat Systems Sciences and Technology (533),
Computer Science (368), and Operations
Analysis (360).

Acquisition Seminars
An extremely important aspect of the ac­

quisition curriculum is staying in constant
toudl with the pulse and direction of the ac­
quisition profession, both in terms of rele­
vancy and currency in an ever-changing en·
vironment. One method by which this is

accomplished is through weekly eminars
for contracting and program management
students. Meeting everyThursday, the e sem·
inars are structured to bring prominent ac·
quisition officials from both government and
industry into a dialogue with students on a
non·attribution basis to discuss problem
and issues faced by the guest speaker and
his/her organization. From time to time, an
entire day is devoted to visit industry plants
and govemment facilities On a "tot.-ll emer·
sion" basis, getting to know the organiza­
tion's operations and key players. Examples
of recent Army acquisition-<lriented speakers
in both the Contra.cting Seminar and the Pro­
gram Management Seminar indude:

• David Stone, Vice President Contracts,
Hughes Aircraft CO.,Thcson;

• BG David Gust, Program Executive Offi­
cer, Intelligence and Electronic Warfare;

• Susan Pasteruick, PM, Gen II Soldier Sys­
tems,Motorola Corp.;

• Bill Montalto, Genetal Counsel, House
Small Business Committee;

• Gil Decker, Assistant Secretary of the
Army (Researdl, Development and AcquiSi·
tion);

• Keith Charles, Deputy Assi tant Secre·
tary for Plans, Programs and Policy and
Deputy Director,Acquisition Career Manage­
ment;

• Bud Laughlon, Senior Vice President,
Lotal Vought Sy tern ;

• COL Chet Rees, PM, Utility Helicopters;
• MG William Campbell, Program Execu·

tive Officer, Command, Control and Commu­
nications Systems;

• George Williams, Program Executive Of­
ficer,Tactical Missiles;

• Vicky Armbruster, Deputy PM, Air
Ground Missile Systems;

• COL Wayne Sittler, Commander, Elec­
tronic Proving Grounds;

• Mel Brashears, PM, Lockl1eed Martin;
• COL Tom Sinclair, Commander, Close

Combat Armament Center, Picatinny Arse­
nal;

• CPT Dave Sona, USN, Commander, De­
fense Contract Management Command,
Hughes,Thcson;

• COL Rick Bailer, Commander,ArmyTest
Center,Aberdeen Proving Ground, MD;

• LTG Otto Guenther, Director of Infor·
malion Systems for Command, Control,
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Student Research

One method of recognition by the Army
Acquisition Corps for superior academic ac-

A roost important part of any academic
community is a do e relationship with the
profession. This is accomplished in a num­
ber of ways, however, one key metbod is
through professional associations. NPS has
student-managed chapters of two key pro­
fessional associations: the Monterey Penin­
sula Chapter of the National Contract Man­
agement Association (NCMA) and tbe Mon­
terey Chapter of the Program Management
Institute (PMO. Botb organization cur·
rently have Army civilian students serving
as president: Sue Crisp (GM-1l02-15) and
Jim Caudle CGM-801-J4).Both chapters also
sponsor montllly luncheon meetings featur­
ing distinguished speakers. This affords the
opportunity for student contact and idea
exchange with operating managers, policy­
makers, and educator in the acquisition

Professional Associations

Examples of NPS Theses

• "The Patriot Missile System: A Review and Analysis of its Acquisition
Process"-MAJ Richard S. Barbera

• "Parametric Cost Estimation Applied to Composite Helicopter Airframes"
-MAJ Joseph J. Klumpp

• "An Analysis of Weapon System Readiness for Operational Testing"­
MAJ James B. Mills

• "The Avenger Air Defense System: An Examination of the
Nondevelopmental Item Acquisition Strategy"-MAJ Kenneth M. Stearns

• "Evaluating Foreign-Source Dependencies in U.S. Army Missile System
Production"-MAJ Sergio Pena

• "Impact of Adopting Commercial Practices in Software Development and
Maintenance"-Thomas E. Mullins

• "Assessing the Program Health and Customer Satisfaction of a Project
Management Office: An Automated Solution"-CPT David M. Treshansky

• "Post-Award Debriefing of Unsuccessful Offerors-Installation Level"­
James Cooper

• "A Comparative Financial Analysis of the U.S. Defense Industry During
the Post Cold War Defense Drawdown"-MAJ William T. Chatman

• "A Case Analysis of the Dual Sourcing Strategy as Used in the
Acquisition of the Army's Javelin Medium Anti-Armor Weapons Program"­
CPT Christopher S. Buck

• "The Role of the Project Manager During the Foreign Military Sales of
New Tactical Wheeled Vehicles"-CPT Linda R. Herbert

• "Dual-Use Technology and Sustainment of the Chemical Industrial
Base"-CPT Gwendolyn O. Dingle

• "Revolutionizing Army Usage of Modeling and Simulation as an Element
of Acquisition Reform"-CPT Craig Carson

July-August 1996

Figure 3.

complisbment at NPS is the "Army Acquisi­
tion Corps Award for Scholastic Achieve·
ment." Awarded at each graduation to that
officer or civilian student who ha exhibited
exceptional academic ,md leadership traits,
both in and outside the classroom, this pres­
tigious honor is the cuinlination of intensive
study and analysis of acquisition issue and
problems faced by the workforce. -n,e June
1996 winner of this award was CPT Ken­
neth P. Rodgers, USA. Previous winners of
this award indude:

• MAJ Frank Varnado, June 1993 (First
Awardee);

• MAJ Perry Delalloussaye, March 1994;
• LTC Brad Naegle, September 1994;
• Edward Doucette,March 1995;
• MAJ Jeffrey MockenstuITD, Marcil 1995;

and
• MAJ cott Dolloff, December 1995.

AnnyRD&A

An integral part of each graduate curricu­
lum isindependem research in the acquisi­
tion field which culminates in the comple­
tion of a written thesis. Attacking "real
world" problems, this process requires stu­
dents to formulate a research question, ex­
amine the literature and body of knowledge
relevant to the is ues raJ ed, con truct and
execute a researdl design, collect and ana­
lj'""Le data, draw appropriate findings and con­
dusions based on the analysis, and develop
Significant recommendations. The written
thesis is not only a contribution to resolving
problems that various acquisition organiza­
tions are experiencing but significantly en­
llances the student's understanding of bow
to conceptualize a problem, apply critical
tb.ink:ing and problem- olving skills while
systematiC"dlly exanlining a crucial issue.

At each graduation in June and Decem­
ber, one thesi is selected by the Sy teinS
Management faculty for recognition as an
exceptional thesis in the systems acqui i­
rion management curriculum.The first'Pro­
fe sor Emeritus Melvin B. Kline Award' for
outstanding thesis was awarded in Decem­
ber 1995 to MN Michael E. SchaUer, USA,
for his thesis entitled "An Examination of
Risk Management Techniques in the Ught­
weight 1550101 Howitzer Program."
ScbaUer's thesis advisor was LTC John Dil­
lard, U A, professor and enior Army repre­
entative at NPS. A listing of other theses is

shown in Figure 3-

Communications and Computers; and
• MN Damon Wal h, PCO,Armament and

Chemical Acquisition Logistics Activity, Rock
Island.

Recent plant vi its have induded United
Defense Limited Partnership (VDLP) (for­
merly FMC) San Jose and Hughe ,Thscon.

Faculty
The faculty is always a critical part of any

educational institution. NPS bas a total gradu­
ate faculty of approxinlately 350 professors.
The acquisition fucuJty is located in the Sys­
tems Management Department (which in­
dudes more than 70 professors in a variety
of disciplines) and are re ponsible for teach­
ing acquisition courses to students across
the c-..mpus. TIle currenr acquisition .fucuJ.ty
represents a broad experience ba e and in­
dudes the individuals listed in Figure 4.

Army Acquisition Corps
Award
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Naval Postgraduate School
Acquisition Faculty*

• COL IVIIKe oouareau, USA (Ret.)
• Dr. Sandra Desbrow
• LTC John Dillard, USA
• Dr. Dave Lamm
• COL Dave Matthews, USA (Ret.)
• Professor Jan Menker
• Dr. Mark Nissen
• CDR Wally Owen, USN (Ret.)
• LTC Barbara Pawlowski, USAF
• CDR Becky Ramsay, SC, USN
• CDR Danny Shockley, SC, USN
• LTC Keith Snider, USA
• Dr. Mark Stone
• LTC Greg Walls, USA

field, bodl from industry and government.
tudents flnd this interaction most mean­

ingful in terms of providing a broadened
perspective and improving their abilJty to
relate formal classroom work to acrual ap­
plication. Both chapters also participate ac­
tively in a certificate program: NCMA.(;eni­
ned Professional Contracts Manager
(CPCM); PMI-Project Management Profes­
sional (pMP).

Defense Acquisition
University

NPS is also a consortium member of the
DefenseAcquisition University (DAU). Under
the umbrella of its Center for Acquisition Ed­
ucation,Training and Research (CAE'fR), NPS
offers the follOWing courses:Test and Evalua­
tion erST) 202 and 30 I ,Acquisition Logistic
(LOG) 304, Sy terns Engineering (SYS) 201
and Acquisition (ACQ) 201. The first duee
course are sponsored by NPS. These
courses are caught by NPS faculty both in
residence and at ou-site locations around the
country. Another consorrium school, tbe
Naval Center for Acquisition Training
(NCAT), is al 0 an NPS organization under
CAEIR.

Headquartered in Norfolk, VA, with addi­
tional locations in Rock Island, It, and
Kaiserslautern, Germany, NCAT sponsors
SYS 201 and LOG 204. This school offers a
range of DAU courses around the world in
several career fields including: COlltraCting
(CON 101, 104,201,211,221 231,241,333),
manufacturing, production, quality assur­
ance (PQM 101 and 201), systems engineer­
ing (Y 20 I), acquisition logistics (LOG
201, 204, 304), and the acquisition core
(ACQ 201).

The NPS Experience
The Nava.l Po tgraduate School programs

are rigorous and demanding, but provide
extensive preparation and valuable educa­
tion for future acquisition assignmentS. The
faculty feels very strongly that the approacl1
taken at NPS produces a gradu.~te who has
truly developed and sharpened broad tecl1­
nical and managerial skills, parricularly
within the acquisition framework, and who
has developed the ability to effectively in­
terrelate the complex functional disciplines
under the acquisition umbrella. This in­
eludes not only analytical and sound busi­
ness capabilities, but also an ability to think
innovatively and creatively and to under­
stand how to significantly influence dle ac­
quisition prnce '. The success of these pro­
grams would not be possible without
strong support from the Army Acquisition
Corps leadership, particularly Gilbert

Figure 4.

Decker, ASA (RDA); LTG Ron Hite, Military
Deputy to the ASA (RDA); Keith Charles,
Deputy Assistant Secretary of the Army
(plans, Programs and Policy); Director for As­
sessment and Evaluation Dr. Herb Fallin, and
the several PEOs, PMs, major acquisition
commands and graduates of NPS programs.

More Information
For more information concerning acqui­

sition progrJJl)S at NPS, contact Dr. David V.
Lamm at Code SM/Lt, Naval Po tgraduate
School, 555 Dyer Road, Monterey, CA 93943­
5103, or commercial phone (408)656-2775,
DSN 878-2775, or e·mail: dlamm@nps.
navy.miI.

For information regarding a Ph.D. pro­
gram in acquisition management. please
ContaCt Dr. Reuben Harris, Chairman, Sys­
tems Management Department, at Code SM,

aval Postgraduate e11001, 555 Dyer Road,
Monterey, CA 93943-5103. or commercial
phone (408)656-2161, D 878-2161, or e­
mail: rharris@nps.navy.miI.

For information concerning DAU hort
courses, please conract DennisAllion, Deputy
Director, CAETR, Monterey, CA 9394~5000

or commerdal phone (408)656-3613, DSN
878-3613. or e-mail: dallion@nps.navy.miI.See

also the Nl'S Home Page at http://www.nps.
navy.mil.

DR. DAVID LAMM is a professor
of acquisition management at the
Naval Postgraduate School. He is
,-esponsible for the acquisition cur­
ricula in the 'Ystems Management
Department and he is also Director
of the Center for Acquisition Edu­
cation, Training and Research. He
holds both master's and doctoral
degrees in procurement, produc­
tion, and science and technology
management from George Wash­
ington University.
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A STRATEGY
FOR

CUSTOMER
SUPPORT

By Francis X. Noonan and
Clark F. Rehberg II

Introduction
During the summer of 1995, tbe director

for acquiSition career management (DACM)
appointed a Process Action Team (pAl) to
assess the state of the civilian component of
the Army Acquisition Corps (AAC).l1le PAT
comprised many experienced current and
former leaders in the AAC.Their charter was
to recommend actions to the director for ac­
quisition career management (DACM) thaI
would prepare tile civilian members of the
AAC to participate fully with their military
counterparts in tileAAC of tile 21st century.
Figure I i tileAAC Vision Statement.

This vision drove the leam's research
whidl focused on the four issu identified
in Figure 2. After making its final recom­
mendations on these four issues, the PAT
disbanded in mid-October 1995 and
handed off tile mission to tile AAC Reengi­
neering Team. The checkmark alongside of
the first two issues indicates that sati fac­
lOry progres 10 date has been made. It also

indicare tilat there is no significant obsta­
cle to achieving success on that issue. The
purpose of tllis article is to address how the
DACM prOposes to meet the challenges
identified in tbe last two i sues marked by
tbe arrows.
How serious are tbe issues ofcomm,,­
"iealions a"d quality data?

When you look ar all of the DACM's pro­
grams, tbe product that stands Ollt is the
passing, receipt, analysis and processing of
information. We communicate information
as program guidance and receive feedback
on programs. We COllect, analyze and pub­
lish information as management data on the
AAC and on the members of the largerArmy
acquisition workforce (AAW). Without a
commirment from tile DACM and others
who have a vested interest in the succe of
the AAC, neither of these twO issues will be
addressed satisfactorily.

• Communications. e may never
achieve 100 percent success in communica·

tions. That would mean that we are able to
transnlit dear, unambiguous and timely in­
formation targeted to the appropriate audi­
ence. That's pretty difficult. Even now, with
the strong suppOrt of the functional duefs
(Fe), career program managers (CPM), and
the civilian personnel communiry, we have
found tllat information arrives late,not at all,
or is not understood. Just as bad, those on
me receiving end of the information fre­
quently do not understand the information
and do not know bow to obtain clarifica­
tion.

This imation foslers confusion and re­
sults in many people al all levels wasting
time and effort. Over time, we c.'q)Ccr that
inlproved communications will be a largely
elf-sustaining function. This will occur as

knowledgeable people, our customers, learn
where, when, and how to look for informa­
tion on DACM programs.

• Dara. Better data means that we do nOl
have to go out on repeated calls for the

From the beginning, we had a vision for the AAe...
One Integrated Corps

A s;:fallPremier ProfessiO/laI Corps ofAcquisition Leaders Willing to
Serve Where Needed and Committed to Developing, Integrating,

Acquiring and Fielding Systems Critical to Decisive Victory •.. for the
21st Century

To get there, we had to take a new approach...
Figure 1.
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PROGRESS ON THE NEW APPROACH

Develop programs to support the AAC
. .

vIsIon

Engage in full partnership with the FCs,
M&RA, PERSCOM & the MACOMs

Improve communications to the FCs and the
CPOCs/CPACs

Improve the availability ofhigh quality data

Figure 2.

same data time and again. Beuer data means
that there are some actions the DACM Of­
fice could pursue without tasking the field.
The sooner we get major improvements on
this issue, the sooner we can turn OUf re­
sources elsewhere.

ThePlan
The DACM bas proposed a bold two-part

plan to re olve the e serious issues. Pan
one caJJs for the appointment of an Acquisi­
tion Career Management Advocate (ACMA)
for each major command (MACOM), major
subordinate command (MSC), program ex·
ecutive office (PEO), and other organiza­
tions as needed. This is an additional dury
for a senior civilian member of the AAC in
the organization.The ACMA serves as an ad­
ditional source of acquisition career devel­
opment infonnation for all who require it.
He is an advisor to the organization's lead­
ership on emerging DACM issues. This pro­
gram of establishing the ACMA is well un­
derway.
• Part two involves tbe establishment of
Customer/Field Support Elements (C/FSE)
at selected sites throughout the country.The
DACM propose to e tablisb a C/FSE with a
mission and employment concept as indi-

cIted below. This concept is ubject to tai­
loring to meet local needs. It is designed 10
enhance the currelll capabilities of the func­
tional CPMs and the civilian personnel sup­
port provided by the regional civilian per­
sonnel operating cenlers (CPOC) and the
local civilian personnel adVisory centers
(CPAC). An outline of the basic concept for
the C/FSE follows.

Mission
• Serve as a resource for MACOM, PEO

leadership and MACOM/Activiry CPMs (in­
formation and surge suppon);

• Serve as a resource for CPOCs/CPACs
(information and surge suppon);

• Serve as a resource for the U.S. Army
Total Army Per onnel Command (central
management);

• Serve as a reSOurce for the AACIAAW
(information); and

• Sbepherd tbe implementation of tbe
new AAC Vision.

Employment Concept

• Initiate a proposed pilot program at
three siles- (National Capitol Region
(NCR), Aberdeen Proving Ground (APG),
MD, and Redstone ArsenaJ,AL);

• At full implementation, support 100

The Director, AcqUisition
Career Management
has decided to make
available those resources
at his disposal
to make maximum
impact on the issues
of communications
and data quality.
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Figure 3.
Proposed Customer/Field Support Elements sites and phasing. (Staffing shown is an example only. Actual
staffing and the government/contractor mix will be determined after analysis and coordination with the sup­
ported activities.)

JOC Phase C/FSE C/FSE Staffing AAW Personnel
(example) Supported by C/FSE

(Govt./Contractor)
1 OCT 96 Phase I APG 2 (1/1) 2497

Phase I Redstone Arsenal 3 (1/2) 3380
Phase I NCR 5 (3/2) 8171

Phase I Total 10 (515) 14048
2 FEB 97 Phase Monmouth 3 (1/2) 2806

Phase Picatinny 2 (1/11 2062
Phase Rock Island 1 (1/0) 1640
Phase St Louis 1 (1/0) 1396
Phase Warren 2 (1/1) 1765
Phase White Sands Msi Range 1 (1/0) 744

Total 20 (11/9) 24461

July-August 1996

FRANCIS X. NOONAN is a senior
systems analyst with Bunyard En­
terprises Incorporated, Alexandria,
VA. He is currently serving as a
member of the MC Re,mgineering
Team, OASARDA. Having retired
from tbe Army after 22 years ofser­
vice, Noonan has substantial expe­
rience in acquisition program eval­
uation, financial management, lo­
gistics planning, and automation
support. He is a graduate ofBoston
College and the Defense Systems
Management College.

CLARK F REHBERG n is an ac­
quisition program management oj­
ficer responsible for civilian propo­
nency programs on the AA C
Reengineering Team, OASARDA.
He is an AAC member with more
tban 20years ofacquisition experi­
ence.

recruitment u ing a centrally approved posi­
tion description;

• Manpower and operations will be fi·
nanced by DACM;

• Training will be provided by the DACM
staff.

Conclusion
Both parts of this plan, the ACMA and

the C/FSE, represent a conceptual shift of
focus for the AAC Team from an "inside-the­
beltway," policy development orientation
to the cu tomer-in-the-field, execution ori·
eoration. The DACM has decided to make
available those re ources at his <Ii posal to
make maximum impact on the issues of
communications and data quality. Over
time, the communication issues should re­
cede a all cu tomer become more knowl­
edgeable of the programs and ways to ob­
tain information.With an inten e, ustained
effort with the CPOCs, data quality should
improve to the pOint that it u tains itself.
WhlIe the ACMA will continue to be a fIX­
ture, success for this plan will be judged on
the basi of how quickly the elF E makes
an impact and works themselves out of a
job.

AnnyRD&A

Execution
• lnitially, hire minimum taft' for pilot el­

ements;
• As ess the wotkJoad at each site before

expanding to full strength;
• DACM taff supervises and prepares

performance evaluatioo with letter input
from the MACOM, MSC, PEO, and others;

• Government employees will be AAW
members or persons who can qualify;

• Central selection will be based on local

percent of theAAC/AAW (see Figure 3):
-Support regionally from the highest
density locations;
-NCR C/FSE support the CR, low·
density locations in the Continental
United States (CONUS) and outside of
CONUS (OCONUS) locations; and
- CR CIFSE provides augmentation
support for all C/FSE teams;

• A mix of governmeor and contractor
support provides flexibility and surge sup­
port;

• Phase I (pilot) starts ASAP at three loca­
tions with a planned initial operational ca·
pability (loe) date of Oct. I, 1996; and

• Phase U has an lac date of Feb. 2,
1997.
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Introduction
Communication among all elements of

the Arml"S personnel community is impera­
tive in order to achieve an effective and
manageable per onnel system. The person­
nel proponent or his designated representa­
tive(s) is the fir t link in this complex
process. Strictly defined, the personnel pro­
ponent is the commander or head of an or­
ganization witb primary respon ibiJity for
providing recommendations 00 personnel
management to the deputy chief of staff for
personnel (DCSPER).

The personnel proponent is typically a
major geoeral brandl chief.The Army Acqui­
sition Corps (AAC) personnel proponent is
the director for acquisi tion career manage­
ment, currently, LTG Ronald V. Hite. He has a
group of officers and civilians, representing
all Army acquisition career fields, assisting
him.These personnel respond to numerOuS
inquiries regarding assignments, TDAs,
board files, and other professional develop­
ment issues and, as sudl, are often a sumed
to work for PERSCOM or the U.S. Army
Force Integration Staff Agency (USAFISA).
The e organizations, however, are separate
elements. This suggests a geneI'd.! misunder­
standing as to the true role and mission of
theAAe's Personnel Proponency Office.

PERSONNEL
PROPONENCY:
YOUR
ADVOCATE

By LTC William M. Gavora

....

Mission
The mission of all personnel proponent

is to provide oversight and recommend poli­
cies affecting the eight functions of the per­
sonnellife-cyde while organizations such as
PERSCOM and USAFISA implement ap­
proved policy changes.A useful analogy is to
think of personnel proponents as the <>-3
plans for the Army Acquisition Corps and
the inlplementors as G-3 Ops. Specifically,
these functions are structure, acquisition, in­
dividual training and education, distribution,
depLoyment, sustainment, professional de­
velopment, and separation.

Structure
The first, and perhaps me most inlpor­

tant responsibility of personnel proponents
i to make recommendation to The Army
Authorization Document System (TAADS).
TAADS is the means by whidl the documen­
tation of acquisition positions On TOElIDAs
is evaluated.TAADS also aids in recommend­
ing changes or providing feedback to docu­
menting MACOMS. These documents must
be properly coded in accordance with AR
611-101 and appropriate civilian regula·
tions: i.e. grade, MOS/job series, additional
skill identifier(s), acquisition career fields,
language codes, etc. This process includes
coordination with ODCSOPS, ODCSPER,
OPM, and PERSCOM, while USAFlSA serves
as the implementing agency.

Unlike other brandles, the AAC maintains
a consolidated list of all military positions,
called the Military Acquisition Position Ust

JlIly-Allgllst 1996

(MArl). The MAPL essentially erves as the
Officer Distribution Plan for the AAC and is
maintained by the AAC Proponency Office.
This entire process of documenting require­
ments is the driving force hehind all other
proponent actions. Disregarding poor or im­
proper coding Or grading can adversely af·
fect AAC career fields. A Civilian Acquisition
Position Ust (CAPl) is currently being devel­
oped.

Acquisition
After requirements are determined and

the structure is developed, the AAC looks
across tlle Army's spectrum to access a suffi­
cient number of personneJ to fill the corps.
Proponents recommend, and in many cases,
determine appropriate accession criteria,
which may include, bur are not limited to
the mental and physical aptitudes and past
experience reqUired fO.r an individual to
have a reasonable chance of success in a
specific career field.

Personnel proponents also recommend
accession numbers by year and career field;
recommend criterta for selected recall pro­
grams in support of roobiiization require·
ments; develop and recommend recruit­
ment strategies, materials, and progranls for
their respective career fields; and monitor
the affirmative action status for assigned ca­
reer fields.

Training and Education
When a sufficient number of qualified in·

dividuals are accessed into the AAC, training

Strictly defined,
the personnel
proponent is
the commander
or head of
an organization
with primary
responsibility for
providing
recommendations
on personnel
management
to the
deputy chief
of staff
for personnel.
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and education reqUirements-deemed im­
portant for success through the grade of 0­
6/SES-are developed. In addition, a job
analysis, by gmde, for specific career fields is
conducted to identify required knowledge,
skills and abilities. This analysis involves a
systematic coUection of data unique to a
specific job or group of jobs and provides
information usefuJ in determining training
needs.

Another responsibility is identifying ad·
vanced civil schooling opportunities and de­
veloping criteria for PERSCOM to select the
best qualified individuals to receive speci­
fied education or tmining. Care is taken to
ensure fair and equitable treatment in the
selection process. Similarly, proponents vali·
date the Army Educational Requirements
ystern (AERS) positions, induding those in

the Training With Industry program. This is
done annUally by career field, grade and aca­
demic discipline.

Requirements evolve over time as a result
of many intervening factors, indudlng
equipment modernization, changes in mis­
sion or force structure, tmining deficiencies,
and technological advances. In turn, propo­
nents identify requirements for revised
tr.tining.

Personnel Distribution
Tmined personnel need to be as igned

equitably between TOE and TDA organiza­
tions. Proponents evaluate career field I.n·
ventorie and recommend adjustments to
PERSCOM to support authorization and
force structure changes. Accessing the in­
ventory of personnel against authorizations
includes, but is not limited to, operating
strength, authorizations, and the Training,
Transient, Hospital, and School account. AU
data is analy"ed to identify potential short­
comings.

On a larger scale, personnel proponents
may recommend changes to Army poliey re­
lating to assignment , details, transfers, and
special progmms in pea.cetirne and dUring
mobilization. Changes may take many forms,
from minor .revisions impacting relatively
few persons to major revisions affecting the
total force.

Sustainment
Another extremely important function of

personnel proponents is the sustainment or
support of the personnel within their career
field. Fir t, proponents must establish and
maintain communication with their mem­
ber . In the AAC, this is accomplished by
phone, e·maiI, messages, field visits, the AAC
Internet Home Page and, of course, via
Army RD&A magazine.

Second, proponents must repre~ent the

professional interests of their members by
analyzing and recommending changes to im­
prove career patterns. Additionally, propo­
neney representation at DA- and MACOM­
level meetings is helpful in that broad or
specific issu s and concerns about the pro­
fession may be discussed.

Separation
The last major area of re ponsibiliry

where personnel proponents can. have an
inlpacr is the proce s of separating its mem­
bers. Proponents are responsible for review­
ing the separation policies of their respec­
tive career fields; and for recommending
changes to and analyzing the inlpact of re­
tirement, retention, force reduction and ser­
vice obligation policies and propo also They
also determine the impact of"early out" pro­
grams on career initiatives.

Summary
Wbile personnel proponents are often

confused with PERSCOM and other imple·
menting organizations, they do, in fact, play
a very important role in the personnel
process. 10 hort, AAC personnel propo­
nents are your advocates at the Department
of theArmy level-please use them.

Editor's Note:An artfcle on clvilfatl per­
sormel pl'Oporumts will be publfsbed In a
future issue ofArmy RD&A tlwgazirle.

LTC WILLIAM M. GAVORA is the
FA 51 proponency officer in ,he Of­
fice of the Assistant Secretary of the
Army (RDA). He holds a B.S. degree
in transportation from Arizona
State University, an M.B.A. in man­
agement from Golden Gate Univer­
sity and has attended the Materiel
Acquisition Management Course,
and the Defense Acquisition Con­
tracts Course.
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TROPIC TEST SITE
ENSURES QUALITY

OF SOLDIER EQUIPMENT

By Chuck Wullenjohn

During the dark, early days of the Sec­
ond World War, American and Filipino
troops biuerly fought Japanese invaders on
the tropical Bataan Peninsula in the Philip­
pine Islands. Using combat equipment and
munitions tockpiled since World War 1, a
number of probLems handicapped their ef­
forts.

For exampLe, tbe World War I "Stokes'
trench mortar, similar in size to loday's
Slmm monar, was commonly used to fight
the enemy. Unfonunalely, due to the length
of time and condition of storage, many of
the shells fired by the mortar did not ex­
plode. Reports stated that unreliable Stokes
sbells frequently failed to detonate.

Several months later during the Guadal­
canal campaign, related problems were re­
ported repeatedly. Due to the harsh tropic
environment, equipment tbat would bave
been trouble-free in a moderate climate, re­
fused to operate. This included a wide vari­
ety of important combat equipment, from
electronics in radios to lubricants for anti­
aircraft artillery.

Ali sbown by the repeated occurrence of
these serious problems, past tropic environ­
mem testing had been haphazard, inconsis­
tent and, too often, non-existent. lmmediate
steps were taken to olve the situation, with
increased emphasis on testing to improve
equipment reliability. The military Services
instigated several "crash' programs, with ef­
forts centered in Panama.Testing continued
throughout the war and in the years after.

Many years after World War n, in 1962,
these testing programs were consolidated
into one agency-the U.S. Army Tropic Te t
Center, under the authority of the newLy cre­
ated U.S. Army Test and Evaluation Com­
mand. Numbering well over 300 people dur­
ing the Vietnam War days of the 1960s, the
organization has since been placed under
the management of U.S.Army Yuma Proving
Ground, and has been renamed as theTropic
Test Site.The present tropic workforce num­
bers about 30 people.

Today, Yuma Prnving Ground manages
environmental testing at three diverse loea-

Headquartered at Panama's Fort Clayton,
the Tropic Test Site consists of numerous
test areas. Test site operations are man­
aged by U.S. Army Yuma Proving Ground,
AZ.

tions: cold weather testing at the Cold Re­
gions Te t Activity at Fort Greely,AK, tropic
testing at tbe TropicTest Site at Fort Clayton,
Panama, and desert resting at U.S. rmy
Yuma Proving Ground, AZ.

The mission of the Tropic Test Site is to
plan and conduct tropic environmental de­
velopment tests on munitions and an excep­
tionaliy large variety of weapon systems sol­
dier sj'stems and equipment. The mission is
accomplished by exposing and functioning
soldier systems and equipment in a variety
of tropic environments.The ite's laboratory
facilities contribute detailed information on
tropic-induced fallures and other environ­
mental effects. Through close cooperation
with U.S. Arm)' South, firiug ranges and ex­
tensive troop support are provided.

Tropic Test Site manager Roger
Williamson is a "true believer'in th value of
tropic testing, even during this age of dowo­
sizing and with the possibility of the test
site relocating due to the imminent imple­
mentation of the 1977 Panama CanalTreaty.

"Wh.i1e artificially imul.ating environ­
ments in test chambers is valuable, it is cru­
cial tbat military equipm ot be tested under
natural conditions to prevent the soldier
himself from becoming a tester on the bat­
tlefield; said Williamson as he looked oUl
over a tropical rain forest. "The cost of dis­
covering and solving problems early in the
development process is cheap in compari­
son to wh.at could bappen otherwise.'

According to Williamson, who has 1\
years Tropic Test Site experience, the major-

In the Tropic Test Site laboratory, Carlos
Moreno (center), chemist, tests the ab­
sorptive quality of resin in an M291 skin
decontamination kit that has been in
tropic storage for four years. He is as­
sisted by Alcibiades Grajales (rear) and
advised by George Downs (front).
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ity of test items fail in some way when
tested in the tropics.TItis is due to tbe many
interacting adverse factors presented in
tropic environments.

"Effeers caused by high temperature, re­
lentless humidity, solar radiation, micro-bio­
logic effects, like fungus, macto-biologic ef·
fects, like rodents and insects, and many
other individual factors work singularly and
in combination to directly affect system and
soldier performance; says Wllliamson.

"The tropic environment is harsh and un­
forgiving. It is both insidious and relentless;
said Wllliamson. "Testers cannot predict ex­
actly what will happen in advance. Surprises
are the norm in tltis busine S.·

Generally, there are four major natural
environments in the world: temperate,
desert, cold, and tropic.There are many sub­
systems of the e, but Williamson believes
that the tropiC testing environment i the
toughest On military equipment.

"The synergy of all the negative mctors
present in the tropic environment combine
to surface problems relatively qukkly; he
said:1t takes problems a great deal longer to
develop in more benign environments."

Examples of the effectS of the combina-

The
breakwater

on the
eastern

shore
of the

Panama
Canal

prOVides
the most

severe
salt
fall

exposure
testing

in the
world.

tion of these environmental factors are nu­
merous. One example is the combination of
solar radiation and moisture, which join to
destroy materials much faster than either
single fa tor would.

"The key point is that the e individual
factors are combined in the tropic climate;
emphasized WilliJunson. "A moist dimate
can be duplicated in a test chamber, but
these same effect won't re ult. If you want
realism, we've got it right here."

The TropiC Test Site is well uited for i­
multaneous testing in a variety of humid
and wet tropic environments. InIMtd expo­
sure sites prOVide mature and secondary
tropic forests, savannas and freshwater
marshes. Coastal exposure ites include
mangrove swamps, mud flats, and rock and
sand beacltes.The test site's exposure facil·
ity on the breakwater at the terminus of the
Panama Canal on the Caribbean side of the
isthmus is the most highly corrosive test site
in the world, due to high alt fall and the
tropiC conditions.

early 80 percent of the test site's work­
load deals directly with soldier suppon sys­
tems, including uniform , boot , weapon
and ammunition, tactical vehicles, com-

mand and control equipment, food sup­
plies, lubricants, communications equip­
ment, and much more. Troops are provided
by U.S.Army South, which actively supports
Tropic Test Site activities throughom each
year.

The soldiers use developmental equip­
ment on lest courses, fire weapons, drive ve­
hicles, and dn much more to suppon a wide
variety of testing activities. Over the years, a
very effective soldier systems te t bed has
evolved at the nearby Gamboa jungle test
site, one which uses trained and acclimated
troop in controlled test scenarios. The
ready trOOP suppOrt means that local sol­
diers are, in actuality, an extension of the
TropicTest Site testing team.

One of the many advantages of tropic
testing is the outstanding co tire ults ratio
offered to customers. Customer testing ex­
penses tend to be much lower, for local per­
sonnel COSts differ significantly from tho e
in the continental United States. Also the
flexibility of tropic te t personnel and U.S.
Army South solders in adapting to changing
test requirements ba been proven time and
again.

"The great benefit of tropiC testing is that
it combines the realism of operational test­
ing with the control of development, or
technical, testing. This provides objective
data in a tough natural environment that is
likely to uncover lUOte equipment problems
quicker than anywhere else; according to
Williamson. "The development customer
tru1y acquires the best testing bargain. The
ultimate customer, the oldier, is the big win­
ner on the battlefield."

"If a test item is good enough to get
through tbe testing we offer, it's good
enough to be used almost anywhere in the
world.TIle value of tropic testing to the sol·
dier is something never to be overlooked or
taken for granted.'

For more Information on tropic environ­
mental testing. conract Roger Williamson,
site manager, at tbe U.S.ArmyTropicTest Site
at :I'orr Clayton, Panama. His phone number
is 0 N (313) 285-5003 or commercial 011­
507-285-5003. He can also be reached via e­
mail at rwi!lia@emhOI.panama..army.mil.

CHUCK IVlJLU!N]OHN is chiefof
the Public Affairs OJjice at the u.s.
Army Yuma Proving Ground. He is
a graduate ofHumboldt State Uni­
versity in California.
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Fostering Systems Interoperability. ..

THE
ARMY
TECHNICAL
ARCHITECTURE

Introduction
The Army acquisition executive (ME)

and vice chief of staff of the Army (VeSA)
approved the Army Technical Architecture
(ALA) version 4.0 on Jan. 30, 1996, and man­
dated its use by anyone involved in the man­
agemeOl, developmeOl, or acquisition of
new or improved Army system. The ATA
provides the foundation for interoperability
among all tactical, strategic, and sustaining
base systems that produce, use, or exchange
information electronically. It serves as the
"buildIng code" for the Army's system devel­
opment which satisfies the operational re­
quirements defined by theTraining and Doc­
trine Command.

10 addition to fostering interoperability,
the tandards and guidelines found within
the ALA are intended to reduce life cycle
costs and speed the development and field·
ing times of these Army systems. The ATA
V4.0 supersedes the Army C41 TechnicalAr­
chitecture, Version 3.1, dated March 31,
1995.

Background
10 tlle summer of 1994, at the request of

the director of information systems for cnm­
mand, control, communications, and com­
puters (DISC4), the Army Science Board
(ASB) completed a study whicb recom·
mended the development of a technical ar­
chitecture eTA) and the associated technolo­
gies required to digitize the battlefield. The
ASB Summer Study Panel cnnsisted nf ex­
perts familiar with TA concepts, Army re­
search, development, and acquisition pro­
grams, and specialized technical knowledge
of the Latest information technologies found
in the private sector.The ASB Summer Study
Panel recommended that the technical ar­
chitecture exploit the concepts and tech­
nologies from open-system commercial
standards, the 000 technical architecture
framework for information management,
and the DOD data-standardization program,
and that dle LA be mandated in all Army bat­
tle·command system procurements. They
also recommended that the responsibility
for establishing and overseeing the develop­
ment and implementation of the TA be
given to the AAE. Furthermore, they recom­
mended that an Army systems engineer
(ASE) and engineering staff be assigned to
support the AAE in executing this responsi­
bility.

Based on the recommendations from this
ASH study, the AAE and VCSA signed a mem­
orandum on ep. 28, 1994, whicb estab­
lished the responsibilities for creating, main­
taining, and enforcing the Army's technical,
system engineering, and operational archi­
tectures. The AAE was designated the Army

By Paul c. Manz

technical architect (i.e. the ingle TA over­
sight authority). The Director of the Com­
munications-Electronics Command Re­
search, Development, and Engineering Cen­
ter was designated the ASE. The ASE was di·
rected to report to the Army technical archi­
teet on system engineering and technical ar­
chitecture matters.The Dlsc4 was directed
to support the Army technical architect by
developing and maintairting the technical
architecture for both batdefield system and
installations. In executing these responsibili­
ties, the DISC4 would receive matri.x sup­
port from the ASE.

The Army Systems Engineering Office
(ASEO) was established by the ASE to sup­
port the Army technical architect and the
ASE. The ASED's responsibilities include:
evaluating solicitations, proposals and sys­
tem design for compliance; evaluating sys­
tems as they are developed to ensure com­
pliance; evaluating conformance to interop­
erabiliry objectives; interfacing with joint or
coalition technical agencies; partidpating in
and influencing commercial tandards de­
velopment and forun1S; providIng expertise
in the latest information processing tech­
nologies; evaluating hands-<>n commercial

technologies; and providing recommenda­
tions for updates to the techn.ical architec­
ture.

On March 31, 1995, the Army technical
architect approved the technical architec­
ture entitled ·Department of the Army-C41
Technical Architecrure, Version 3.1" (now
superseded by the ATA V4.0).Tbe Army C41
TA V3.l focu cd on tactical, strategic, and
sustaining base Army Infonnatton systems.
It consisted of a minimum set of mandates
that covered I'l/ormat/o,. Proces lng, In­
formation Transport, Information Stan­
dards, and Human-Computer interfaces_
While it was applicable to all soldier,
weapon, and information systems, the Army
acknowledged that the standards in the
Army C4J TA would have to be augmented
to better address the needs of sustain.ing
base and office automation, and embedded
C41 systems.

The A.A.E and VCSA jointly directed each
program executive officer (PED), program
and product manager (PM), advanced tech­
nology demonstration (AID) manager, ad­
vanced concept and technology demonstra­
tion (ACTO) manager, majorArmy command
(MACOM), and milestone ded ion authority

•
July-August 1996 ArmyRD&A 35



be responsible for complying witb tbeArmy
C4ITA.

The Army Digitization Office (ADO) was
direCted to coordinate and oversee the inte­
gration ofArmy battlefield digitization activi­
ties and ensure implementation of the TA in
all digitizatioo efforts.To pennit this coordi­
nation and e tabU h that the e system will
migrate to the ATA standards, PEOs, PM',
ATD managers, ACfD managers, and MA­
COMs were and are required to submit TA
migration plans (which identify program
cost, schedule, and performance impacts) to
the ADO.

Army Technical Architecture
The ATA V4.0 was officially released on

Jan. 30, 1996.TheATA, revised under the au
pices of the or C4, expands the scope and
applicability of the origi.naI Army C4ITA.The
ATA applies to all systems that produce,
u e, Or excllange information electronically
and must be used by anyone involved in the
management, development, or acquisition of
new or improved ~l'stems.Since information
exdlaoged between weapon systems often
travels via automated command, control,
and communications systems, the standards
found in the former Army C41D. remain the
core and baseline of tbe expanded AD.. In
order to be more discriminating in the ap­
plicability of standards, and to extend the
ATA without complicating the base docu­
ment, four appendices have been added for
eadl of four focus areas or "domains"-S'/S­
taining Base and Office Automatto'J, C3I.
Weapon Systems, and Modeling and Stmu..
[tUioll. These appendices COntain excep­
lions (replace a core standard with a do­
main standard) or exten ion (add a domain
standard in addition to a cOre standard) for
eadl "domain." Ongoing efforts related to
the Weapon System appendix are being
pursued via tbe Weapon ystem Tedlnical
Architecture Working Group under the di­
rection of the Army Materiel Command
(AMC).

The baseATA document expands on the
mandates found in the former Army C41 TA
and now includes standards for information
security. The Information Processing sec­
tion covers the common operating environ­
ment concept and individual processing
standards. The Infonnalton Transport sec­
tion mandate the use of open-systems infor..
mation transport standards and profiles that
are es ential to interoperability and seam­
Ie s communications. The Informal/on
Modeling and Data Excbange Standards
section has two primary subsections. The
first mandate the u e of formal information
modeling (i.e. integrated definition func­
tional modeling and integrated definition in­
formation modeling) to define functional

and information requirements. The second
requires the interim use of existing standard
mess.1ge formats (e.g. variable message for­
mat, U.. message text format, etc.) until
mecl13nisms for exdlanging standard data
elements are finalized.

The Human-Computer Illterface section
ptovides a common framework for design­
ing and implementing the interface be­
tween soldiers and automated systems. The
Illformatioll Security section prescribes
what standards and protocols are used to
satisfy the security requirements of a system
(while maintaining the interoperability ob­
jectives of the ATA) until the Defense goal
security architecture is implemented. inli­
lar to the former Army C41 TA, the ATA's In..
formalioTl Transport and Informalion
Modeling and Data ExcbalJge Standards
sections are primarily directed towards in­
teroperability, while its Information P"a­
cessing and Human-Computer Interface
sections focus more on standardi.zation. In
addition to mandates found .in eadl section,
tbe ATA also lists "emerging standards" that
are not yet mandatory (but are likely to be
adopted in the near future) to provide a
"look-ahead" for deSigning compatibility
into systems and system upgrades.

TIle ATA reflects the continuing evolu­
tion of standards, information tedlnologies,
and the commercial marketplace, and in..
eludes additional tandards which cover
areas not addressed in the previous Army
C4I TA, sudl as asynchronous tranSfer mode
(ATM) private nerwork-nerwork interface
(PNNl) standards and multimedi.a standards.
The ATA is fully consistent with DOD's pol..
icy to minimize the use of military specifica.­
tions. To the greatest extent practicaL, the
ATA cites commercially- upported open
standards. However, the ATA does cite joilll
military specifications when DOD-gener­
ated prollies of commercial standards are re­
quired for interoperability among sy tem ,
or standardization is critical in an area
whidllacks acceptable commercial equiva­
lents. All non-commercial standards man­
dated in the ATA have met the requirements
of DOD commercial standards policy and
have been waived.

Implementation
The KrA's mandated standards are used

when a particular service for that standard
is required. In other words, the ATKs man..
dated standards must be implemented by
systems Ulat have a "system design" require­
ment for the corre ponding service . U a
system does not bave a "system de ign" re­
quirement for tbe services provided by an
ATA standard, then the standard need not be
implemented.

As previously stated, all PEOs, PMs, ATD

managers, ACfD manager , and MACOMs
are required to submit migration plans to
the ADO. The A.AF. and VCSA have extended
this requirement to all advanced concept
and tedlnology (ACT) IT managers and di­
rected that Battle Labs use the AD. to ensure
that the fielding of theit "good ideas" are not
unduly delayed by the cost and time needed
for wholesale reengineering to meet inter­
operability standards.These migration plans
sbould have sufficient detail to:

" confirm that system elements comply
with the applicable standards of tbe AD.;

" ubstantiate that a given standard is
deemed not applicable to the system; and

• fully describe the performance, cost,
and sdledule impacts associated with mi­
grating non-compliant portion of tile sys­
tem to the applicableATA mandates.

The ADO and ASliO have developed a mi..
gration plan suppon system software pro­
gram to simplify and assist the creation of
migration plans in accordance with the
ATA.

Future Activities
TIle ATA V4.0 serves a the baseline docu­

ment for a joint tedlnical architecture cur..
rently under development by DOD. Repre­
sentatives from the DISC4 have the lead for
the Army in this joint actiVity; Any future
process must insure that all standards are
regularly revi ited and kept current so they
maintain their value and utility in fostering
interoperability and standardization amidst
the rapid evolution of information technolo­
gies.The bottom line is that the tedlnical ar­
chitecture is an essential component of the
Army's eutClprise trategy and supports tbe
ultimate objective of prOViding tbe war
figilter with a seamless flow of timely, accu­
rate, accessible, and secure information that
gives our forces a decisive edge on tomor­
row's battlefield.

PAUL C. MANZ is a senior systems
engineer in the Army Systems Engi­
neering Office. He holds a masters
ofpublic administration and a B.S.
in electrical engineering. Manz was
a recipient oftbe "Ten Outstanding
AMC Personnel of the Year" Award
in 1994, and is a senior member of
the Institute of Electrical and Elec­
tronics Engineers and a certified
systems planning research, develop­
ment and engineering level III
member of the Army Acquz'sition
Corps.
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Introduction
To many individuaIs, performance specifi­

cations seem like a new idea.This is because
their use in the contracting process is a rela­
tively tecent requirement. However, require­
mems that meet the intent of performance
specifications have actually existed for
years.

The Tri-Service Fuze Engineering Stan­
dardization Working Group (FESWG) is the
custodlao of critical initiation standards, sev­
eral more than 30 years old, which establish
the practice necessary to prevent acdden­
tal munition explosive events. These stan­
dard do not meet the current format for
performance requirements, but are exam­
ples of specifications that meet the intent.

Documenting the Intent
The FESWG is using a lesson learned that

could be widely applied.The lesson learned
is that the intent of a requirement should be
commuulcated. The term intent embodies
more than the letter of the requirement. It
includes why the requirement is sigulficant,
and sometimes a clarification of its mean­
ing.A special guidance appendix WdS devel­
oped for an FESWG standard for this pur­
pose. This form of additional information
was endorsed by industry at a recentAmeri­
can Defense Preparedness Association meet­
ing where a draft of the standard was pre­
sented.

A weU-written performance requirement
often communicates intent, but not always.
It's difficult to prepare a specification that
requires the same thing from a cooperative
but ignorant non-developmental item (NDI)
producer, and from other developers see.k·
ing convoluted interpretations for their cOn·
venience. Specification requirements are a
balance between a variety of constraints in­
cluding brevity, contractual or legal lan­
g\l3ge, compromise berween individuals (or
verbiage that supports more than one inter'
pretation), format, financial constraints and,
of course, human limitations.

Further, even when a requirement is
clearly stated it can be mis.interpreted, per­
haps because the reader is anticipating cer·
tain wording rather than reading, or because
a requirement applies to more than one
type of munition. That has happened with
FESWG documents and, where it is com­
mon, FESWG found it advantageous to pro­
vide additional information by elaborating
on tbe requirement, instead of asking later
for corrections to \wacceprable hardware.
For example, for mechanically-implemented
safety and arming devices, there is a require·
ment to directly lock the interrupter me­
chanicaUy in the safe position by at least
two safety features.

A
HISTORICAL
LESSON
LEARNED
FROM
MILITARY
STANDARDS

By Jeffrey A. Lienau

The use of the words direct and lock
seem clear enough, but the implications are
sometimes missed, even by experienced de­
vdoperswho may U5e two locks, but with
only one directly interlaced to the moving
part-or by using detents instead of locks
(locks do not release during normal envi­
ronmental forces but a detent Will). The in­
tent of the requirement is ro use rwo direct
locks so if one is left out or fails, the critical
component is stiU locked in the safe posi­
tion, even if the ordnance is bandied
roughly.

Intent is missing from many of Our speci·
fications and standards, even the newest.
For example, in the current MlL-STD-962
that established the format for all specifica­
tions and standards, one of the most impor­
lant paragraphs deflOes sta..da1'ti practice
as "important." This is because it is one of
the two types of standards that can be re­
qUired inArmy COOtr'dCts without a waiver.A
standard practice according to MIL-STD-962
is "A standard that specifies procedures on
how 10 conduct certain non·manufacCUring

functions. Standard practices are developed
for functions that at least some of the time
are obtained via contract from private sec­
tOr firms." There is no orher explanation.
Procedure and practice are terms that
should be explained to better discriminate
berween a design guide and a standard prac­
tice.

Intent
Often, when there are technology

changes, ir is not the lefler, but the intent, of
the requirement that must be met. Any re­
quirement is written considering tbe means
currently used to fulfill the requirement.
Technology changes, however, often make
the wording irl3ccurate and, over time, even
changes in word definitions can change the
requirement. Who knows whether the cur·
rent dissatisfaction with civil and crinlinal
juried conclusions would exist if the found­
ing fathers had emphasized the intent of
what was meant by"a jury of our'peers'?"

Documented intent is important to help
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an NDI contractor comprehend the require­
ment, reduce loss of our corporate memory,
and ensure the requirement won't inadver·
tently be changed because someone forgot
why it was there. Intent also aids interpret­
ing tomorrow's needs based on a require­
ment written about today's technologies. In­
tem is usually not met by the layers of our
old standards, the targets of current criti­
cism.

JlIly-AlIgust 1996

as the statement in the scope declaring a
section is either mandatory or guidance. To
make it easier for the reader, if the informa­
tion contained in a section or appendix is
for guidance only, that could be stated at the
top of the page, similar to classification nota­
tions. Similarly, it would be useful to place a
title on each page of the appendix Witll the
acrual title of the appendix, Cllther than an
alphabetic label such as "Appendix A." ]t's
not clear this is acceptable according to cur­
rent format restrictions, but it would pre­
vent confusion between requirements and
guidance.

JEFFREY A. LIENAU has a B.S. in
electrical engineeringfrom the Uni­
versity ojAlabama, and more than
30 years government experience.
Lienau has been the MICOM repre­
sentative to the A1'my Fu.ze SaJety
Review Boardfor severalyears, and
chairs a current ad hoc group that
is consolidating and updating sev­
eralfuzing military standards.

Learning From Our Mistakes
The changes in our Defense industry

place greater importance on properly
recording requirement . With downSiZing,
there is a loss of corporate memory that can
be compensated for by documenting tile in·
tent of requirements in a pecification. We
can answer, "What does that mean?" before
the question is asked-if we try. orne speci­
fications have included this form of informa­
tion, orne even accompany the additional
information with the acrual requirement,
but it is not a standard practice. Document­
ing in the specification additional guidance
information that reflects the intent of a re­
quirement has extensive potential value to
make pecifications more useful for both in­
dustry and government. Government perfor.
mance specifications can be improved by
applying lessons learned.

Where Should It Be
Recorded?

WWI (a imulation of loose cargo in a cais­
son). Despite regular review it remains a
useful measure. Because of the historical ref­
erence, if it becomes necessary to update it,
we will understand the intent of the test
was to simulate loose cargo.

Often when asked "What does thar
mean?" we respond by giving an example.
Examples are one of the most common
methods of describing intent. Examples are
also useful to describe solutions to a devel·
oper who is not trying to create something
new. The use of examples, however, also
contains risks. Most examples are applica­
tion and technology specific, so to how in­
tent it may be necessary to show several ex­
amples or add some verbiage that assures
the reader does not take the example too lit­
erally.

A solution might be to work harder on
the requirements, but time and manpower
are limited. Another aid might be to obta.in
constructive comments from a potential
user. That's been tried, but comments often
are rare when standards are circulated
through industry.

Where should the information be docu­
mented? Handbooks have been suggested,
and NATO standards called STANAGs have
similar equivalents to contribute additional
information. These are called allied ordi­
nance publications (AOPs). Each AOP can
contain additional information related to a
specific STANAG. Informal surveys indicate
neither the handbooks nor the AOPs are
well used. To be useful, the additional uttor­
mation must be part of the specification or
standard. FESWG is using additional informa·
tion appendices to communicate this infor­
mation in the latest edit of the standard .
That accomplishes several goals. If tile addi­
tional guidance information is pan of the
standard, it's unlikely to grow improperly to
a large volume and, most importantly, it is
Immediately available to the reader.

We are encouraged to use Simple lan­
guage in all specifications. Simple language
may be better for the layman, but it often
conflicts with. brevity when a technical item
is being described. If predse language and
breVity are important, the actual require­
ments probably hould use the conventional
technical terminology. Any additional infor·
mation added for guidance purposes could
use less rechnicallanguage.

The requirements and guidance informa­
tion in the standards will likely be used as a
reference document. If 0, the user will
search for the paragraph he wants and ig­
nore most of the pages that precede it, such
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How Should It Be Recorded?
It could be said that including intent in

performance specifications is met by merely
properly stating tbe requirement. That is
often accomplished. It is easier to do that for
requirement that are intended to be met
than i.t is for performance that must be
avoided. For example, it's fairly direct to
specify we want a vehicle that can carry a
payload between two points in. less than a
specified time. But even the best known and
simplest preventative requirement needs
some clarification. Arguably, the oldest per­
formance requirements are the Ten Com­
mandments. A simple one is "thou shalt nOt
kill;" but, kill what, when, and how? To de·
fine the intent of the commandment, we
need to turn to the Bible for additional infor·
mation.

The Bible records the intent by example
and historical record. Historical .records (or
case history) can be very useful when
changes are being considered. FESWG has
one known test standard that dates back to
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By COL James U. Piersall
and Dr. John P. Solomond

..
l
I

Introduction
The Army Materiel Command (AMe) is re­

sponsible for acquisition of new software as
well as life cycle software engineering up­
port for the U.S. Army. Over the years, more
than 31,000 unique military standards and
pecifications wIve been written to teU a de-

veloper not Only what is needed but, in some
cases, how ro make it. Although these stan­
c:L'lfds and specifications are not applicable to
a current contract, they are often applied be­
cause they were used under a previous con·
tract.When they are needed, they should often
be tailored specifically for the current job.

The number of systems with embedded
software is growing since a software driven
system can usually be modified more
quickly than one which is totally hardware
oriented.This growth in software use threat­
ens to drive the cost of new systems beyond
the level of affordability. AMC now has an
opportunity to realize significant cost av­
ing by adopting a more efficient software
process through use of performance specifi­
cations rather than design specifications.

Motivation
Performance specifIcation expres re-

quirements in the fortD of output, function
Or .operation of items or equipment, thus
specifying "what" is required.They Ie-dve th.e
"how to accomplish" details of design, fabri­
cation, formulation or internal workman­
ship to the producer. By not specifying the
details of design or internal standards, the
producer is free (0 use the most cost effec­
tive practices to develop the product. Any­
time the government requires the producer
to deviate, even in the smallest way, from
the usual practice, the: producer incurs m­
crea ed co t ( ee Figure I, Performance
Specification). Performance specifications
also tend 10 be less restrictive, opening com­
petition 10 producers who can provide a
good product but are unwilling or unable to
meet the special provisions of a design spec­
ification.

Mll-SID-498
MIL-STD-498, "Software Development

and Documentation," is a first step in devel­
oping a new methodology. It is the result of
efforts by a working group to "harmonize"
or merge DOD-STD-2167A, "Defense Sys­
tem Software Development" and DOD-STD·
7935A, "DOD AUlOmated Information Sys-

terns (AIS) Documentation Standards; into
a single document. Formed in November
1991, the group produced a standard suit­
able for both weapon systems and autO­
mated information systems. The standard is
intended for use by contractor and govern­
ment personnel who perform software de­
velopment. Software development, as ap·
plied in this standard, encompasses new
development, modification, reu e, reengi­
Deering, maintenance and all other activi­
ties which result in oftware products.The
standard defines "acquirer" as the organiza­
tion requiring the techuical effort, I.e., the
entity which will use or benefit from the
development effort. n,e "developer" is the
organization performing the techuical ef­
fort, either contractor or government per­
sonnel. MIL-STO-498 supersedes three stan·
dards, DOD-STD-2167A, DOD-STD-7935A
and DOD-STJ}.1703(NS) and combines 52
Data Item Descriptions (DIDs) into 22. The
standard and DIDs can be tailored for each
specific application. Furthermore, this tai­
loring may be different for each type of
software, such as developed vs. database
software, or operational vs. engineering
test and maintenance software. Tailoring
may be speCified by the acquirer or sug-
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Contractor
Design

Alternatives

gested by developer for approval of the ac­
quirer.

A significant change in MIL-STD-498 is
improved compatibility with incremental
and evolutionary development, with non-hi­
erarcJtical design methods and with Com­
puter-Aided Software Engineering (CASE)
tools. It offers greater flexibility in docu­
ment preparation, facilitates software reu e,
introduces software management indica­
tors, emphasizes s'upportability and links de­
velopment to system engineering.

The requirement to "record" or docu­
ment information is interpreted to mean
"set down in a manner that can be retrieved
and viewed."Thu ,information may be pro­
vided as hard copy or electronic "soft copy,"
computer-aided software engineering
(CASE) and project management cools. One
thing £he MIL-STD-498 does not do i refer­
ence other standards, Therefore, there is no
layering of requirements which often leads
to conflicting and obsolete specifications.
This will increase the ease of use for most
applications.

Risks With Military
Specifications

Rapid changes in technology make it im­
possible for AMC to stay current with a.ll
standards and specifications for which it is
responsible. Today's standard are more
complex than they were 10 years ago and
their number i increa ing. Recently, the
DOD and the ervices began effOrtS retiring
or cancelling standards not identified as es­
sential. Some of the e were 0 dated that
they may prevent a developer from using
current technology and require two pro­
duction lines-ll current one for commer-

SYSTEM

System
Documentation

~ 7
Tradeoffs

Figure 1.
Performance Specifications.

cial products and an older one to meet mili­
tary specs. An example was the wave sol­
dering equipment specified by MIL-STD­
2000A, which was cancelled within the
pasr year.

The cost to DOD to keep aU their stand­
ards current i unacceptable. We must
make greater use of existing or modified
commercial standards. Compare Figures 2,
Military Specifications, and 3, Commercial
Specifications. Figure 2 contains a sche­
matic descriptiou of the government's re­
sponsibility a sociated with generating and
revising a government pecification and
then imposing it on a contract with the
necessary tailoring. Figure 3, on the other
hand, contains a contrasting description of
specifications developed commercially. in
this case, the industry or industry group as­
sumes tesponsibility for the development
of the pecification, while the acquirer Or
procuring activity is responsible for taiJor­
ing the specification and imposing it on
the contract.

RecogniZing ti,is situation, Dr. William
Perry, Secretary of Defen e, issued a memo­
randum, in June 1994, requiring greater re­
Uance on industry standards. MIL-STD-498
was approved in December 1994, but was
limited to a two-year trial. Its approval was
based, in part, on an agreement between the
DOD and industry to develop a commercial
replacement for MIL-STD-498.

Commercialization
The Institute of Electrical and Electronics

Engineers ([EEE) and the Electronics Indus­
try Association (ErA) established a joint
working group in October 1994.Tltis group
produced a draft of IEEE SID 1498/EIA IS

(International Standard) 640, "Standard for
Information Technology, Software Life-Cyde
Processes, Software Development, Acquirer­
Supplier Agreement." The intent of this
standard, derived from MIL-STD-498, is to
produce a document which keeps the tech­
nical content of MIL-STD-498 but removes
DOD-specific terms and cootractual refer­
ences while supporting an environment of
free and open competition. IEEE Standard
1498 was approved in December 1995 and
will be one of the primary U.S. commercial
inputs to the ISOIlEC 12207 Standard,"Soft­
ware Life Cyde Processes: which will be
discussed later.

IEEE 1498/EIA IS 640
Like MlL-STD-498, IEEE 1498 is intended

for use by anyone performing software de­
velopment. It will be tailored to eadl spe­
cific appUcation and used for any type of
oftware.Thi standard uses the same defini-

tion for acquirer, developer and software de­
velopment as MlL-STD-498. in order to have
greater applicability, it retains the contrac­
tual language which is easier to adapt to a
specific need.

IEEE 1498/EIA IS 640 lets the acquirer
specify what is needed and the developer
determine how the work i done. The
standard does not specify any particular
methodology or software Ufe cycle model
nor does it pecify any design or program­
ming language. It is intended to be used
contractually between two independent
parties Ot between two groups within an
organization. like MIL-STD-498, IEEE 1498
and its DIDs are meant to be tailored for
specific applications. Tailoring may be
specified by the acquirer or suggested by
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developers, but the acquiret tetains control
of the specific items tailored.

It is significant that IEEE 1498/EIA IS 640
does not incorporate the DIDs of MIl-STD­
498. Instead, the contents of the DlDs are
included as Appendix I, Software Product
Desctiptions (SPDs). Each SPD eliminates
Section 7 of the DID, Application/lnterrela­
tionship, but retains Sectinn 3, Descrip­
tion!Purpose and Section 10, Preparation
Instructions of the DID.

ISO/lEe 12207
Besides superseding three standards,

MIl-STD-498 was targeted for potential use
as a future national or international stan­
dard. During the development of MIL·
STD-498, an international standard for soft­
ware was being developed, ISO/IEC Draft
International Standard (DIS) 12207, "Soft­
ware Life Cycle Processes." ISOflEC 12207
is proposed as a framework to reduce the
proliferation of standards and provide an
international commOn ground for software
development, operation and life cycle de­
velopment, covering uch activities as ac­
quisition, supply, operation, maintenance,
quality assurance and others. The standard
is a harmonization of DOD-STD-2167 (re­
placed by MIL-STD-498), and IEEE 1074,
"Standard for Developing Software Life
Cycle Processes."

The following summariZes MIl-STD-498
and I O/IEC 12207 from a top level per­
spective:

Criterion
Level

Audience
Process

Documentation

MllrSTD-498
Top Level

AcquiSition Agency
Software Development

Broad cope

ISO/IEC 12207
Top Level
All Parties

Life Cycle Processes
Undefined

The primary contribution of ISO/IEC
12207 is to combine the fundamental por­
tions of the standard together with the an­
cillary areas such as resource utilization,
metrics and indicators, specialty standards,
etc. Ultimately, IEEE-1498 will be replaced
by ISO 12207 and harmonized with IEEE
1047 where appropriate (see Figure 4, tan­
dams Relationships).

Improvements in Software
Process Methodology

By not pedfying any particular method­
ology, both the military and IEEE/E1A stan­
dards allow the developer to choose the
best technical solution for the task. The de­
veloper can consider the task to be accom­
plished, the experience of the available

workforce, customer desires and applicable
commercial products. These srandards can
be used with any development strategy
such as, waterfu11, incremental, pital, or con­
tinuous and any method such as object ori­
ented or relational. These standards recog­
nize the value of CASE tools as an alterna­
tive means of documentmentation, eliminat­
ing the need to reformat or create a docu·
ment to meet a specific DID.

Another step in implementing perfor­
mance specifications is to reduce the day­
to-<lay government oversight and approval
requirements. Reviews should be held only
as necessary to provide progress reports_
Approval of interim documents should be
kept to a minimum. Remember, it is the end
products, the functionality and supportabil­
ity of the software that we want to approve
and accept. The acquirer role during devel­
opment sbould be to explain rhe perfor­
mance specifications whenever there is
misinterpretation, not to approve or disap­
prove how the developer accomplishes the
task.

Acquisition Improvement
Implications

The acquirer should focus on getting a
system which meets the stated perfor­
mance factors and allow the developer to
use the most cost effective methods avail­
able. The DOD should place increased em­
phasis on commercial standards, where ap­
plicable. Where commercial standards are

Government Responsibi Ity

Figure 2.
Military Specifications.

Industry Responsibility Acquirer Responsibility

Figure 3.
Commercial Specifications_
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COLjAMFS U. PIERSALL is an In­
dividual Mobilization Augmentee
witb tbe Headquarters, U.S. Army
Materiel Command, A member of
the Army AcqUisition Corps, he re-

Conclusions
The Defen e acqui ition community

must make better use of its shtioking re­
sources. Industry i motivated to develop
workable petfonnance standards and prac­
tices and keep them current with technol­
ogy ill order to stay competitive. The DOD
needs to use the be t industrial practices,
those whjcb respond to the competitive
commercial marketplace, to develop cost ef­
fective Defense systems, The cooperdtive
joint workillg group, Wb.idl developed MJL.
STD-498, is a major step in the right direc­
tion, Transitioruog thi tandard to commer­
cial practice under the auspices of the IEEE
and ElA is the next step, Ensuring that IEEE
1498 is fully implemented in I O/IEC 12207
is a logical conclusion to this effort, Devel­
oping a long-range plan which will transi­
tion other military, IEEE, EIA a,nd jnterna·
tional standards to industry maintained per­
formance standards is necessary.

..

Figure 4, Standards Relationships

AnnyRD&A

Design Leyel (How)

42

Benefits

Performance Leyel (What)

MIL· TD-498, released in December
1994, addresses the dramatic changes in
software development methods and prac­
tices of the 1980 and 199Os, We have left
the "big bang," "all-or-nothing" approach to
software for waterfaJJ, spi.raI and continuous
development methods. Budgets arc drivillg
us to illcremental approaches where eam
fiscal year provides a viable deUverable to
support early capability in ca e funding
does not materialize for the next fiscal year,
With the increased number of reviews and
required level of manpower to develop and
maintain a standard, the DOD is ill-suited to
continue in this role. We need software
whicll is developed to meet our needs, nOl
just to meet tandards,

not applicable or available, performance
specifications should be used, The transi­
tion of MIL-STD498 into IEEE 1498/ElA IS
640 will provide a commercial standard
where none currently exists.The result is an
acquirer-developer relationship in which
the oftware methodOlogy is left open; the
acquirer specifies what is needed, while the
developer determines which software to
use,This conform with current acquisition
reform principles,



SPEAKING OUT

As a Member of the
Army Acquisition Corps,

What Types of Job Assignments
Would You Find Most Challenging?

Thomas Michelli
Program Manager
Army Itlformation Systems
Fort Monmouth, NJ

The acquisition mission facing tbe Army
as it prepares to equip its Force XXI offet
most challenging opportunities for mem­
bers of the ArmyAcquisition Corp (MC).
As the institutional Army downsizes to
help balance the force, there will clearly be
fewer acquisition positions than we have
enjoyed in recelll years. Nonetheless, eadl of the e positions will
create superior challenges for our Me workforce a we field sys­
tems with even greater complexity in a more streamlined manner. In
addition, the added focus on horizontal tecilnology integration, con­
ceived to ensure interoperability within and affordability of the d.igi­
tal battlefield, demands that all MC jobs be far broader in cope
than in the past. In short, it is hard to inlagine any MC position tllat
could not challenge the best minds in our business.

As a 28-year member of me Army and DOD acquisition commu­
nity, I have enjoyed me challenges of numerOus project manage­
ment and sy tems engineering positions.As a senior level manager, I
have served as deputy project manager, program manager and
deputy program executive officer fielding C41 systems in the tacti·
cal, strategic and sustaining base environments. In each of these po­
sitions, I had the good fortune of working wim some of the mo t in·
nO"'dtive folks in the acquisition career field.Together we fielded nu·
merou systems in rwo years or less, through the use of COTS (com·
mercial off-the-shell) tedmology and integrdted product teams, long
before eimer term was commonAAC vernacular.

At this point in my career mere are three MC positions that are
of particular interest to me.The first, one might guess, is program ex­
ecutive officer (PEO). A PEO positioo would de-MIl' be mosr dla!­
lenging,particularly given my desire to judiciously guide the Army in
the fielding of effective COTS systems.

A specific position of interest is as director of the Communica­
tions-Electronics Command Research, Development and Eogineer­
ing Center.This position offers the challenge of a senior leadership
role in me systems engineering and integration of complex com­
mand. control I communications~ and computers j incelligence and
electronic war.fare systems. It would give me me opportunity to
leverage my experiences in COTS integration and direct the systems
engineering of solutions which will help theArmy to deploy with its
garrison based systems.

Finally,l would look forward to the opportunity to be a deputy to
the commander of a major subordinate command. This position
would offer one of the best opportunities to inlplement widespread
acquisition streamlini.ng initiatives, focusing prinlarily on matrix
support to the PEOsIPMs. As the Army continues to downsize, we
must find newer and more innovative ways to provide quality multi­
d.isciplined support to our PMs. I would welcome the chalJenge to
enhance a major acquisition organization's effectiveness by building
upou team relationships and intensively focusing on customer satis­
faction.

Bruce H, Waldschmidt
Director ofAcquisition Policy
Office of the Assistant Secretary
Of the Army
(Research, Development and
Acquisition)
The Pentagon

There are many days when I believe
that I already have the most dlallenging job
assignment in the Army. I suppose we all
feel mat way. Being in the Army Acquisition

Corps is a demanding and, yet, rewarding elo,'perience because we ac­
quire and field equipment for the best Army in the world. Ramer
than name a specific assignment, I have some thoughts on the attrib­
utes of the most challenging job assignments.Those assignments:

• Allow u to challenge the status quo and champion new initia­
tives; allow us to be a catalyst for change and stinlulate others.

·Involve uS in haping plans and decisions on the future of the
Army's acquisition programs; we participate in the decisions, we are
not just bystanders.

•Allow us to work with OSD and the other Services on joint ven­
tures; we expand our horizons beyond our own organization.

• Allow us the maximum amount offlexibility in accomplishin.g the
mission;we are given d,e mission; we determine how to get it done.

•Provide new problems that we have never encountered in order
to stretch our abilities; we can "plow new ground; dlereby eoridl­
ing Our job experience.

Carolyn S_ Thompson
Director, Program Analysis and
Integration Directorate
Missile Defense Space and
Teclmology Center
Space and Strategic Defense
Command
Huntsville, AL

I believe all job assignments which
have been designated as Critical Acquisi­
tion Positions are definitely cilaJJenging,

with perhaps d,e positions of program managers and deputy pro­
grAm managers being me pinnacle of me MOST chaUenging. How­
ever,l submit there is One other position within the core positions
of a PM shop which is extremely critical and definitely chaJJenging.
That position is the chief of me Program and Acquisition Manage­
ment Divi ion (pAMD), i.e. the nrganizational element within the PM
shop which prepares the co t e -tiroates, supports and prepares bud­
get and financial data, monitors costs and schedules, etc. Because of
the nature of the responsibilities within the PAMD, me Chief of this
Division is involved in and, merefore, must be cognizant of every as­
pect of the program.] can speak from experience, as ] held this po­
sition in two different project offices for eight years.

] found mat being ti,e chief, Program a.nd Acquisition Manage­
ment Division of both the Ground Based Radar (GBR) Project Of-
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SPEAKING OUT

fice,1985 to 19 9,and theAntisatellite (ASAT)joim Program Office,
1989 to 1993, were the mosl challenging jobs [ have had in my 28
years of federal service. But I can also say these jobs were my most
REWARDING assignments! Every day brought a new chauenge and
it was exdtlng just to see wbat that chauenge would be. The chal­
lenges were also as varied as preparing text for congressional testi­
mony for the PM and PEO on a particular day and perhaps the next
day working with environmental spedalists on the impaCI to some
endangered spedes of"beach mice."

Experience ha hOWD in numerous project offices that the chief
of the PAMD usuatly becomes the P 1's "right arm." Thi individual
has 10 be knowledgeable about every aspect of the program and
that is a big challenge.This challenge includes being the repository
for "corporate knowledge" on everything that has happened on the
program to dare; also being familiar with current status of cost,
schedule, and perfonnance.lt is always a "chauenge" just to maintain
the [ate t version of the program's acquisition strategy. In the dy­
namic world of today's acquisition, I have known an acquisition
strategy to change three times within one day_

As we au know, program budget issues seenl 10 make their way
intO our Christmas holiday activities.These exercises are always chal­
lenging especiauy when you, as dnef of the PAMD, Ihe PM, and the
DPM are huddled around the table on Christmas Eve morning desper­
ately trying to puI together a new coherent acquisition strategy be­
cause you have just received a cau tllat your program was cut 25 per­
cent.This takes place wlnle everyone else in the command Is in con­
ference rooms and hauways inging Chri tmas carols, etc. and also
while you are concerned about two more gifts you still have 10 buy
and 10 family members arriving at 6:00 p.m. for Christmas Eve dinner.

All of the challenge, how great or mau, are worth it au, however
to know that you have had a part and have made a contribution to
the development and acquisition of a weapon sy tern whieb will
benefit our warfighters.Also it is heartwarming 10 me 10 know that
from my little world [can contribute to helping preserve the free­
dom of our great nation, the Unired Srales ofAnlerica!

As a member of the Army Acquisition Corp ,the type of job as­
signment [ find mo t chauenging is the program manager, but sec­
ond to that is the ch.ief of the Program and Acquisition Management
Division. It is also a lot of fun!

JohnJ. Goodbody
Chief, Aviation/Space Systems
Division
CECOM Acquisition Center
Fort Monmouth, NJ

1 have spent most of my career with the
government in contracting al CECOM. In
the past few years, the way we do bu iness
has changed dramatically. We have made
acqui ition sueamlining a number one pri­
ority, and have taken steps to reduce cycle

time and solicit and award contracts for our customer within newly
established cycle time goals.To realize efficiencies (or the reduction
of cycle time) we have reengineered many of our processes, used
automation to the fullest extent pOSSible and, most .inlportantly, es­
tablished a teaming concept with au our cu tomers, which has re­
sulted in a InghJy motivated multi-functional workforce.

A job/developmental assignment tIlat would be challenging and
certainly a fruitful learning experience would be an assignment
with one of my largest customers or tearn members, the Program
Executive Office (PEO). An Acquisition Corps assignment with this
customer would serve to broaden my perspective on the PEO's di­
rection toward the future and more importantly give me an even
greater visibility of the Army's push in preparing the doctrine for the
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Army of the 21st century. Additionatly, while on this assignment, 1
can enbance the PEO's knOWledge and understanding of the
CECOM Acquisition Center by sharing goals, knowledge and exper­
tise, and becoming fun1iIiar with the correlation and commonaliry of
both positions.

One other challenging assignment would be a developmental p0­

sition with the CECOM Research, Development, and Engineering
Cellter (ROEe), another major customer of the CECOM Acquisition
Center.This assignment would also auow me to learn how to better
satisfy my customers' needs as weU as provide me with a better un­
derstanding of the Army/RDEC mission while expanding my acquisi­
tion knowledge beyond my primary career field.

The outcome of being temporarily assigned to either of these p0­

sitions cnuld only be a positive learning experience tIlat would en­
hance my knowledge and better auow me to satisfy my customers
in a more knowLedgeable and expedient manner.

COL Edward Cerutti
Member of the Officer Personnel
Management
System XXI Precursor Study
Group, HQ, Total Army Personnel
Command, Alexandria, VA

Every member of the Army Acquisition
Corps faces significant challenges and op­
portunities. Acquisition assignments, by
tIleir very nature, are exacting, Given the
currenl environment in whidl we must ac­

complish our mi sions within constrained resources, challenging
postings may be found throughout the entire acquisition community.

In my view, there are fundamentally three a pect to every po i­
tion that determine its level of chauenge. These are the leadersWp
considerations, the level of technical skills required, and opportuni­
tie for innovation.

In the leaderslnp arena, there are many fuctors to consider.A po­
ition that has no supervisory responsibilities may still have ignifi­

canl leadership fucets to it. For example, leadership may be exer­
cised as a member of a staff in the process of obtaining consensus
on particular policies or courses of action. For positions that do
have upervisory responsibilities, the sheer number of people are
inlportant, but nor the only fuctor in making the task more difficult.
The geographic di tribution of personnel and the diversity of taSks
and programs can make the leadership aspects of a position more
daunting. FlOatly, the organization' ievel ofvisibillty has a significant
inlpact on leadership.

The level of lechnical kills required in a particular po ilion can
have a substantial effect on the level of its chauenges. Some posi­
tions require a high level of competence in a particular field. This
may require one to be the expert on a particular topic or topics
within an organization. It can be extremely cI1al1enging ifyou must
learn a new discipline. Other positions may require broad expertise
across a number of fields or disciplines wWeb requires combining a
variety of skill in solving a particular problem.

Finally, ti,e ability to innovate can ignificantly add to the chal­
Lenges of a specific position.The level of chauenge .rises significantly
if given the freedom to seek alternatives and be creative in the ap­
proach to solutions. If only set olutions can be applied to problems,
there is little chauenge.

After consideration of the leadership and technical aspects of a
position as well as the inherent opportunities for innovarion, each
position must also be considered in Ught of the environmenl sur­
rounding it. Rapidly changing statutory, regulatory and budgetary cli­
mates can easily raise ti,e ebauenging aspects of any assignment.
That same situation, whim is the One we find ourselves in today,
makes au ourArmy Acquisition Corp assignments challenging.
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CAREER DEVELOPMENT UPDATE

Frequently Asked Questions

The Q&A section is designed to answer
questions from the members of the Army
Acquisition Corps (AAQ and workforce re­
garding acquisition career management
initiatives. Questions should be e-mailed to
walkerk@sarda.army.mil. Answers will be
published in the following edition of the
Army RD&A magazine.

Q.Am I in the AAC?
A. If you occupy a critical acquisition position as a G5­

14 or above, you should be in the AAe.You should have
received a welcome letter from the director,AAC stating
that you were accessed into the AAC. A Limited number
of G5-13s were also accessed into the AAC in its early
days. Your ervicing Civilian Personnel Office (CPO)
should be able to confirm your membership by looking
at the data on your certification record brief (CRB).

Q. What do I have to do to become an AAC
member?

A. The procedures for becoming a member of the
AAe are currently being revised. With the advent of the
Corps Eligibles Program for GS-13s, the process has
been greatly improved. If you are a GS-13 and are inter­
ested in the Corps Eligibles Program, complete a corps
eligible status application sheet and send it to the
Deputy Director for Acquisition Career Management,
9900 Belvoir Road, Suite 101, Fort Belvoir, VA 22060­
5567. The corps eligible status application is available
on the Internet at http://www.sarda.army.mil/rdaisa/
aacmo02b.htm.If qualified, you will then be designated
a corps eligible. Upon selection to a G5-14 position, yOll
will complete the AAC mobility agreement and then be
accessed into theAAe.

If you are already a G5-14 or above, yOll should con­
tact Kathy Johnston at (703)325-2764 to find out when
the next accession board will convene and the proce­
dures for submitting an application.

Q. What do I have to do to get certified?
A. YOll hould obtain a copy of your CRB, update it to

reflect the training, education, and experience which
qualifies yOll for certification, and have your supervisor
and certifying official sign it.A copy of the signed CRB
should then be provided to your servicing CPO for up­
dating the Army Civilian Personnel System, and another
copy of the CRB or a certification list is sent to Deputy
Director for Acquisition Career Management, 9900
Belvoir Road, Suite 101 ,ATrN:)anet Jones, Fort Belvoir,
VA 22060-5567, for updating the Acquisition Data
Record System.

Q. What courses should I take for certifica­
tion?

A. The courses that are required for certification in
each acquisition career field and at each level are listed
in the DefenseAcquisition University Catalog.

Q. Can I get grandfathered?
A. "Grandfathering" is the term commonly u ed to

define those individuals who qualify for AAC member­
ship based on their having 10 year of acquisition expe­
rience prior to Oct. 1, 1991.If an individual has this ex­
perience AND is Level II certified or meet require­
ments for Level IT certification, then the individual can
qualify for AAC membership.

Q. Can I get my name orz distribution for
the Acquisition Update?

A. The Acquisition Update is a periodic e-mail mes­
sage that contain item of interest to members of the
acquisition community.Your name can be placed on the
list of addressees by sending an e-mall to
walkerk@sarda.army.mil

Q. How do I get a DAU Catalog?
A. The DAD Catalog is available in local CPO training

offices. It can also be accessed on the Internet at:
http://www.acq.osd.m.il/dau/.The Internet site also has
a listing of class schedules and their locations. YOll
should check with your training coordinator to ensure
classes are still being held and that you are scheduled.

Q. What is the Intertzet address for the
AAC?

A. The AAC Home Page can be accessed at http://
www.army.mil/aac-pg/aac.htm.
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FY 97 Military Acquisition
Position List (MAPL)
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26 Graduate
From MAM Course

On March 1, 1996,26 students graduated from the
Materiel Acquisition Management (MAM) COlif e held
at the U.S. Army Logistics Management College, Fort
Lee,VA. Research and development, testing, contracting,
requirements generation, logi tics and production man­
agement are examples of the materiel acquisition work
assignments being offered to the e graduates.

COL HenryW Meyer Jr., Dean, School ofAcquisition
Management, ALMC, gave the graduation addre s and
presented diplomas. The Distinguished Graduate award
was presented to Robert SheibJey, Program Executive
Office-Aviation, t. Louis, MO.

The eight-week MAM Course provides a broad
knowledge of the materiel acquisition function. It cov­
er national policies and objectives that shape the ac­
quisition process and the implementation of the e poli­
cies and objectives by the ..Army. Areas of coverage
include acquisition concepts and policies; research, de­
velopment, test, and evaluation; financial and cost man­
agement; integmted logi tic support; force moderniza­
tion; production management; and contract manage­
ment. Emphasis is placed on developing mid-level man­
agers so that they can effectively participate in the man­
agement of the acquisition process.

July-August 1996



CAREER DEVELOPMENT UPDATE

PERSCOM Notes...

IT 96 LTC Promotion Board Results
TIle FY 96 LTC Promotion Board results were released 011 March

14,1996. For the first time, the Army AcquiSition Corps (AAC) fell
below the Army average for promotion to the rank of lieutenant
colonel.TIlis has caused some concern from the general population
on the perceived promise that the AAC would maintain promotions
at least equal to or better than the Army average.The purpose of tins
anicle is to explain why the AAC selection rate for promotions was
low and to analyze the results of the LTC board.

Promotions at every grade are based on Army requirements. For
the AAC, our requirements a.re generated from the number of
colonels needed. From tllis requirement, a model is built determin­
ing how many lieutenant colonels, majors, and captains are needed.
The model even determines how man)' captains are accessed per
year group. The AAC was initially sized at 250 colonels. In 1994, a
joint deputy cIlief of staff for personnel and director of acquisition
career management decision reduced the requirement for AAC
colonels to 215. Otller grades had to foDow.As a result, theAAC was
left with man)' year groups well over the "downsized" inventory re­
quiremenLAs our larger year groups approach promotion gates, we
can no longer expect AAC rates significantly above the Army aver­
age. The accompanying chart depicts the current AAC inventory
against the requirement to grow 2 ISAAC colonels.

Overall AAe Results
Board members reviewed the files of 205 AAC officers in the pri­

mary zone. From this population, 120 were selected by the board. In
addition, one below the zoue and cwo above the zone officers were
selected for promotion for a total selection of 123 officers for pro­
motion. The resulting primary zone selection l"ate of 58.5 percent
was below the Army Competitive Category primary zone of 60 per­
cent. AAC officers continue to be competitive with basic branch of­
ficers; however, our requirements for lieutenant colonels have been
reduced.Acqulsition Corps results by functional area are as follows:

tential. The leadership ability, warfighting skills and potential of aU
officers are weD-documented on those OERs and easily interpreted
by the 18 board members (17 of whom are basic branch officers).
For this board, ACOM command reports were an important [-acror in
determining success.

The last important iliscriminator appears to be anACOM file with
the concentration of the last five OERs. Board members want to
know how officers performed as majors and, more importantly,
what the senior rater thought of those officers' potential for further
success. Senior raters who best aniculated the promotion, military
school and battalion/LTC command-level potential of successful offi­
cers, helped those officers. Officers who maintained steady ACOM
performance after command were selected. Officers who received a
cwo block OER ju t prior to the board were not likely to be selected
for promotion. Likewise, officers who had a majority of center of
mass OERs after command and who only peaked on the last cwo
OERs prior to the board were also not selected.

The e results are consi tent with a primary zone selection rate of
58.5 percent. With 41. 5 percent of the population not being se­
lected for promotion, a file which can not be rated "above average"
is at risk.TIus was a tough board and we will .lose some good offi­
cers. The message is dear-take the hard jobs and maintain a high
level of performance.

IT 97 LTC PM and
Acquisition Command Board Results

The Military Acquisition Management Branch recently completed
an analysis of the FY 97 PM/Acquisition Command board .results and
ovel"aU command opportunity for Acquisition Corps officers.The fol­
lowing paragraphs summarize these result and inilicate possible
trends.

Overall Acquisition Corps Results
Board members reviewed the files of 365 Acquisition Corps offi­

cers in year groups 1976 through 1979. From tIlis population. the

What Was the Trend for Those Selected?
After the assignment officers re-reviewed tile files of all AAC offi­

cers who went before the promotion board the following trend or
"formula" emerged:

LTC = Command and Staff College complete +Above Center of
Mass (ACOM) Command + ACOM File (usually tbe lastfive
Officl!1' Evaluation Reports (OERs))

It goes without saying, Command and Staff College (CSC) must
be completed (either resident or non-resident) for selection to lieu­
tenant colone1.A1though tills was not a selection board requirement.
aU AAC officers selected for promotion had completed CSC. Of the
AAC officers selected for promotion, 22 percent were solely non-res­
ident graduates. Of the officers who completed resident esc, 93
percent were selected for promotion.We can not emphasize enough
the importance of finishing eSc. If selected to attend a resident
CSC,go!

Company command was also extremely inlportant. Board mem­
bers appear ro use command reports as the mark of leadership po-

I
_Requirements J
o Inventory

Year Group

lffill",
,

88 86 84 82 80 78 76 74 72 70 68 66

200 -,--------=-------=--------­
180 -+----fr---,,--~

160 -+-----=------jH

140 -t--H HI f-lf-

120 --j--trI ft f. r.
100 -+----11 HI fl ftH
80 -+--1 HI HI •• H

60 --

40 -

20 ­

o

AAC YG Requirement
vs.

Inventory

til-..<>:;:

o

Primary Zone
Percent

59.0
57.1
57.7

Primary Zone
Selected

78
16
26

Primary Zone
CoJJ5idered

132
28
45

Functional
Area

51
53
97
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bow selected 33.Acquisltion Corps results by functional area and
year group are as follows;

lowing depicts a May 1996 "snap hot" of the cumulative number
and percentage of officers in groups 1979-1976 that have l>een se·
lected to command.

Functional 1979 1978 1977 1976
Area 1979 1978 1977 1976

51 9 9 4 looks Remaining; 3 2 I 0

53 2 2 I FA51 11 (11%) 21 (25%) 27 (32%) 21 (25%)

97 2 2 I FA 53 2 (5.7%) 3 (I7.6%) 5 (16.6%) 5 (26%)
FA 97 3(9%) 7 (25%) 2(7.6 7 (23%)

FY 97 Army Acquisition Corps
LTC CommandlPM List

Summary
As future PM/Command boards convene, it is imperative for offi·

cers to take the time to personally "scrub" their Of1icer Record Brief
(ORB) and microfiche to ensure accurate information is conveyed
to the bow members.The MilitaryAcqui ition Management Branch
will send pre-bow scrub packets to officers In the zone of consid·
eration 90 day prior to the convene date. The pre·board scrub
packet will consist of an ORB, a fiche, and a checklist. Use this
packet to prepare your file for the board.Although not a part of the
pre·board scrub packet, the photo is an important part of the bow
me. It is recommended that if a photo is more than two year old,
then it Is time for a new one. Prior to taking a new photo, dleck
your awards, bmnch and U.S. insignia etc. Attention to detail does
make a difference.

Finally, as a caprain/major, seek career broadening experiences to
become competiti e for early selection as a PM/Commander. With
limired positions in tile program of1ices, PERSCOM will rotate cap­
tains and majors at 24 months to ensure a sufficient pool of experi·
enced brandl qualified of1icers for future PM positions. Officers
wanting to be competitive for contracting commands hould seek
warranted contracting officer positions in both pre-awaro and post­
award environments.

Product Managers

Contracting Command

2
51
53
53
53
51
51
51
51
51
51
51
51
51
51
51
51
51

1
13
35
88
25

15
91
12
12
92
15
15
35
35
t5
91

Career Field

Career Field
1 2
91 97
92 97
92 97
91 97

Branch
OD
QM
QM
OD

Branch
FA
MI
TC
SC
FA
AV
OD
AR
AR
QM
AV
AV
MI
MI
AV
OD
AR

Name
BROWN, Mary K.
LEO ARD,A1vin].
MILLS,AinSWonh B.
STRICK, Donald E.

Name
BLANCA, Damian P
BRlTO,Joseph M.
BUCKINGHAM,Mildred
BURKE,John D.
BUSBY,Thomas E.
CRJPPS, David B.
DEFATIA, Richard P.
DOWUNG, Edmund A.
FAIR, Matthew J.
GAULT, Clovis G.
GINDER, Lawrence J.
GROTKE, Mark L.
HAllAGAN, Robert E.
HILLENBRAND, Edward
HUFF, Donald C.
JONES, LaurisT. IT
KATHER, George It..

Who Got Selected?
All officers selected have master's degrees, two have Ph.D.s. Only

10 of tile selectees have not preViously l>een selected for resident
Command and taff College. Of the 29 officers elected to l>ecome
PMs,27 have at least two years of experience in a progmrn office Or
in the Office of theAsslsrant Secretary ofrheArmy (Research, Devel·
opment and Acquisition) (OASARDA). All three officers selected to
be contracting commanders have at least four years of contracting
experience in either the Defense logistics Agency (DLA), U.S.Army
Materiel Command (AMC), Or OASARDA. Two of the wee have
more than two years of contracting experience in both DLA and
AMC.

Command Board Procedures
The board selected officers in twO categories; Product Manager

(PM) and Acquisition Command. The bow selected 29 officer to
be product managers and four to be acqui ition commanders. PER·
SCOM slated each of these officers to PM/Command po itions after
considering DA Iating guidance, position criteria, experience, train­
ing, and personal preferences.

Command Opportunity
TIle Army Acquisition Corps continues to afford officers, in aU

three functional areas, a healthy opportunity to command.Army Ac­
quisition Corps opportunity 10 command has compared ftvorable
with the Army average of 1()'14 percent for the past three years.

Since each year group is considered four times for command,
total opportunity to command for a particular year group cannot l>e
determined until that year group receives its fourth "look." The fol-

General Observations
The file quality of officers selected for PM/Command continues

to improve. Competition is longh for these key positions. Generally,
officers are selected for command the first or secnnd time consid·
ered.To l>e competitive for PM/Command, one must eek out and do
well in those po itions which will branch qualify an officer as a
major. For product managers, previou program office experience is
mo t imponant. However, there is no evidence that consecutive or
repetitive program office tours better qualify an officer for PM selec·
tion. On the contrary, a successful performance office tour, coupled
with successful performance in other qualifying positions (e.g. test,
combat development, DAijoint staff) is a common formula for PM
election. Cootracting officers require extensive conmcting training

and experience in pre-award and post-awaro contracting. Succes in
other acquisition positions enhance over;tll file strength toward se­
lectioll.

Analysis
Based on the analysis applied to the above information, it is ap­

parent thaI officer who complete at least two years in a program
office are competitive for PM selection. Officers competing for con­
tracting commands require at least three years of "hands on" con·
tracting experience (preferably in DLA or AMC) to be competitive.
The inf1ation of Our current OER slem requires "top block" perfor·
mance in these key developmental poSitions.
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COmmand Opportunity
This year's command selection rnte (39 percent) is somewhat

accession into tile Me.
For more details regarding theMCACS program, contact theMC

ACS Manager, CPT Bob Marion at commercial (03)325-2760, DS
221-2760, or at the follOWing e·mall addres : marion@hoffman·
embl.army.mil.

Who Got Selected?
Two officers have baccalaureate degrees, 21 have master's de­

grees, and one has a Ph.D. Twenty-three have been selected for or
have completed Senior Service College (19 or 24 resident).AU of the
10 officers selected for project manager previously served as prod­
uct managers. Of the 14 selected for acquisitinn command, 12
erved as lieutenant colonel commanders or product managers.

FY 97 Colonel PM!AAC Command
Board Results

Overall COlonel Results
Board members reviewed the flles of 61 Acquisition Corps

colonels and promotable lieutenant colonels and 16 civilians in the
grnde of G5-15, or eligible for promotion to G5-15. The board se­
lected 24 officers and one civilian. (Names of selectees were pub­
lished in the Ma)':!une 1996 issue ofAnny RD&A magazine.) Results
for military by functional area and year group are as follows:

Functional Area
Selection Percentage

36%
23%

100%

1972 1973 1974 1975 1976
3 8 2 2

2
4

Punctional
Area

51
53
97

Analysis
Of the 61 officers who competed, 56 have been lieutenant

colonel commander or product managers. In general, officers were
selecled at a h.igher rate as PMs Or R&D commanders if they served
on tile Army staff and had two tours in a program office, including
LTC PM. Officers selected as contrn.cting commanders generally
served tiuee or mOre years in contracting po ilion with Dl.A or
AMC. Of the seven selected as contracting commanders, five have
progrnm office experience. Officers selected as software cenler
commanders all have at least eight years of software acquisition ex­
perience.

Command Board Procedures
The board membership consisted of six senior military and two

senior civilian members. AU were members of the Army Acquisition
Corp . Officers were selected in twn categories: project manager and
acquisition command. This was tbe first DA centrnlized selection
board to select the best quaJified individual among senior civilian ap­
plicants and eligible colonels for selected positions in tile project
manager category.TwoACAT I programs were designated by theAc·
quisition General Officer Steering Committee to be filled by tile best
quaJified candidate, either civilian or military. AU other PM and AAC
command positioClS were open to military only.This was also me first
year that officers currentiy serving as, Or with previou colonel PM or
command experience, were not eligible for considerntion.

The board selected one civilian and 10 officers to be projecl
managers and 14 officers to be acquisition commanders.The board
slated selectees for the two ACAT I programs designated to be liUed
by the best qualified candidate. PERSCOM slated all other officers in
accordance with slating guidance from the Army chief of staff.

KELLER, Brian e. 00 91 51
lAKE, William G.). AV 15 97
LEYVA, Gabriel F. SC 25 53
LOFGREN,)o eph D. AG 53
MAHONY,)ohn o. IN II 51
MATfHEW ON,)ames D. AD 14 51
MCCLELLAN, HarryW. EN 21 51
MCCOY, Curtis L. AR 12 51
OGG, Roberr D.)r. AR 51
SCHNEllER, George R. 00 91 51
TARANTINO, Frederick IN 51
VAUGHN, Mark M. IN II 51

Advanced Civil Schooling Program
A new strategy was approved in January 19% that governs the

policies surrounding the execution of the Army Acquisition Corps'
(MC) Advanced Civil Schooling (ACS) program. This strategy was
designed to ensure that officer were afforded the maximum oppor­
tunity for ACS, while also providing them the greatest opportunity
for continued acquisition field experience.This article describes the
AACACS program and informs officers on how to apply.

The ACS program consi ts of approximately 80 full-time, fully
fimded allocations per flScal year.ACS also encompasses degree com­
pletion (fully funded and funded by the officer).l1le program is man­
aged by Military Acquisition Management Brnncl1 (MAMB), at PER·
SCOM. The goal of tile ACS program is to produce officers with the
educational background necessary to become successful program
managers and contrncting commanders.Therefore, specific curriculums
were designed for acqui ition officers at the Naval Po tgraduate SChool
(NPS) and Florida Institute of Technology (FI1)-Fort Lee.l1lese pro­
granlS include the Systems Acquisition Management and the Acqui­
sition and Contract Management programs at NPS and the Material
Acquisition Management program at FIT. ApproxinlateJy one·half of
the total allocations for ACS are for slot at those two institution .

The only other alIocatinns for ACS associated with a specific insti­
tution are five annual lot for the IGRAD Program.This is a two-year
progranl that combines ACS and Trnining With Industry, and culmi­
nate With the award of a master's in busines administration
(M.B.A.) from the University ofTexas-Arlington.

The remainder of allocations are divided among various cunicu­
lums and officers u ually attend the school of their choice. However,
universities must be accredited and not have tuition greater than
$13,000 annually. Curriculum choice include computer science, in­
formation technology management, engineering and science, opera­
tions research and systems analysis, and M.B.A.

To apply for ACS, officers must forward the following information
to: Commander,Total Army Persormel Command,ATIN:TAPCOPB-E
(CPT Bob Marion), 200 Stovall Street, Alexandria, VA 22332-0411.

• a completed DA Porm 161B-R (located in the back ofAR 621·1);
• a copy of their GRE or GMAT results;
• a copy of their lmdergraduate transcripts; lUld
• a letter of acceptance from the university they wish to attend.
If an officer is applying to NPS, he or she must include an original

wldergraduate rranscripr and the ACS officer at MAMB will request
the letter of acceptance.

For FY 97 school allocations, MAMB conducts two boards. The
June 19% board selected officers for school start dates from )anu­
ary-)uly 1997.11le next board will convene during January 1997 to
select officers with start dates from August· eptember 1997.AU offi­
cers considered by the board will be notified of the results in writ­
ing. It is critical that officers desiring to attend ACS send all the ap­
propriate paperwork to tbe ACS manager at MAMB at least two
weeks prior to the board convening. Board dates in subsequent fis­
cal years will be scheduled to target officer inlmediately after their
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Summary
As in all other branche and functional areas, selection for promo­

tion to colonel and colonel command in the Acquisition Corps is
highly competitive. Becau e most officers selected fOr colonel have
successfully served as as lieutenam coJonel PM or commander. con­
sistently high performance in a range of career broadening aSSign­
ments is still the overriding factor in selection for colonel PM or ac­
quisitioo command.

higher than last year's rate (33 percent). This is due primarily be­
cause. this year. for the first time, officers who bad previously com­
manded at the colonel level were not eligible for consideration.This
rate is mucb higher than the overall Army colonel command selec­
tion rate (14 percent).

Tills year, 75 petcent of tbe officers selected were being consid­
ered for tbe first tim .Second time selectees made up 21 percent of
the slate.As the number indicate, chances for selection are greatest
during the first two years of eligibility. Selection rates as a function
of time considered are as follows:

Time Considered
1st
2nd
3rd
4th

Considered
32
12
14
3

Selected
18
5
1
o

Percent
56%
42%

7%
0%

NEWS BRIEFS

Personnel Officer
Selectees Announced

Carol Ashby Smith, Deputy Assistant Secretary of the Army
(Civilian Personnel Policy) and Director of Civilian Personoel, re­
cently announced the selection of personnel officers for dvilian
per onnel operation centers. Congr-dtulations to the selectees
who are listed below with their respective regions:

• Daniel M. Clawson. Soutbwest Region Fort Riley, KS;
• Conrad M. Uicy. Nortb central Regioo, Rock Island Arsenal,

1I.;
• Michael L. Vajda, Nortbeast Region, Aberdeen Proving

Ground,Aberdeen, MD; and
• W. Lee Williams. South Central Region, Redstone Arsenal,

Huntsville,AL.
Selection of tbe West Region director will be made after tbe

site election prace i complete.

New Army Product Manager
Established

Based on recommendations from senior Army leaders and a
Department of the Army general officer steering committee, tbe
Product Manager-Soldier Support Office was recently estab­
lished at tbe U.S.Army Soldier Systems Command in Natick, MA.

The PM-Soldier Support Office will be responsible for acquisi­
tion of soldier support systems and equipment, i.e., "materials
and services that directly support tlle soldier individually or col­
lectively in a tactical. operational or administrative environ­
mem." Soldier support item include field feeding equipment,
showers, rigid and soft wall shelters, latrines, heaters, field laun­
dry systems and air delivery systems.

By providing centralized executive management of these pro­
grams, the soldier/customer will have a "one stop shopping" ad­
vantage. PM-Soldier Support will be responsible for trade-off
analyses to address cost, schedule and performance parameters.
Ever mindful of funding constraints, the office will ensure lim-

ired resources are u ed efficiently, providing the best possible re­
tum on investment . Even in ligh t of 'tbese business objectives.
tbe PM- oldier Support Office will always ensure that warlight­
ing req ui.rements are identified and addres ed.

It is artticipated tbat the PM-Soldier Support Office will be
fully operational in October 1996 witb a board selected product
manager identified by the end of tile calendar -year.

Thomas Takes Over as
MESA Director

COL James A. Thomas, former Deputy to the Director for Ac­
quisition Program Integtation in the Office of tbe Under Secre­
tary of Defense (Acquisition and Technology), has as umed new
duties as Director of the Army AcquiSition Executive Support
Agency, Office, Assistant Secretary of the Army (Research, Devel­
opment and Acquisition).

Backed by more than 26 years of active military service,
Thoma served earlier tours as a Program Analyst. Acquisition
Re ources,Acqui ition Program Integration, Office. Under Secre­
tary of Defense (Acquisition and Technology); Course Director,
Defense Systems Management College; and as a program analyst
in the Office of the Assistant Secretary of the Army (RDA).

He holds an M.S. degree in systems management from the Uni­
versity of Soutbern California, a B.S. degree in chemical engineer­
ing from Purdue Univer ity and i a Virginia Polytechnic Instirute
Ph.D. candidate in public administration. In addition, he bas com­
pleted tbe Army War Colleg • the Program Managers Course at
tile Defense Systems Management College, and the Army Com­
mand and General Staff College.

Thomas is a recipient of tbe Defense Superior ervice Medal,
Legion of Merit, Defense Meritorious Service Medal with one
OLC, Meritorious Service Medal with two OLC Army Commen­
dation Medal with two OLe, Office of tbe Secretary of Defense
Identification Badge, and the Army Staff Identification Badge.
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BOOKS

subordinates. Facilitators are good at team building, participa­
tive decision-making, and conflict management. InnovatOrs
are creative tllinkers and live with and manage change. Bro­
kers create and maintain a power base, have effective negoti­
ation and influencing skills, and effective oral presentation. Fi­
nally, leadership is a process of social exchange berween a
leader and his or her follower. It is located in a complex web
of organizational and societal contexts.

]ust being "competent" is not enough to make a person a
good leader or manager. Organizations are no longer run by
managers, but by heroes who are in anely great in what they
do.They are the empowered individuals who have learned to
work together on teams and, although they may be wary of
change, still embrace and master it. They are the new em­
ployee directed, produced, coordinated, monitored, men­
tored, facilitated, innovated, and brokered by a master man­
ager who has developed a "strategy for change."
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Force XXI-Land Combat
In the 21 st Century
Published by U.S. Army Training and
Doctrine Command
Foreword by General William W. Hartzog
Reviewed by Joe Sites, Vice President, Director
Defense of Systems, Baum Romstedt Technology
Research Inc., Fairfax, VA.

The U.S. Army Training and Doctrine Command
(TRADOC) has just published Force XXI-land Combat in
tbe 21st Century, the fourth in a serle of "black books."This
book describes the actions taken to determine requirements
for the Army of the 21st century.These actions include devel­
opment of concepts, experimentation and incorporation of
experience gained in recent operations. The document pro­
vides reviews of the Advanced Warfighting Experiments
(AWE); TC 94-07, Prairie Warrior 9;,Theater Missile Defense
(TMD), Focused Dispatch and Warrior Focus.

Based on the work done to date, TRADOC has decided to
focu its force developmental work on six military opera­
tions: Project the Force; Protect the Force; Gain Information
Dominance; Shape the Batdespace; Decisive Operations; and
Sustain dle Force.

In summary tables, TRADOC has provided the concepts,
enablers and technologies which are relevant to each opera·
tion. Of particular interest to tlle RD&A community are the
lists of technologies. For example, for Protect the Force, the
following technologies have been listed: Enh,U1ced Land War­
rior; Air and Ground-Based Sensors; Standoff Mine Detection;
Army Battle Command System; and SOF,ATACMS, Comanche,
Apache Longbow.

Force XXI-Land Combat in the 21st Century is not just
another pamphlet. Although it is an eJrcellent reference
source for those interested in recent AWEs, its real impor­
tance is that it provides a summary of what is needed by our
future Army. This document should be "must" reading for
those involved in RD&A activities.
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A Strategy of Change:
Concepts and Controversies
In the Management of Change
By David C. Wilson, Routledge, New York,
1992
Reviewed by Sheryl Ann Turner, Quality Assurance
Specialist, U.S. Army Yuma Proving Ground
Quality Assurance Office.

Change is inevitable. It can be frightening to those who
fear it and are reluctant to change; or, challenging to those
who embrace it and have become masters at it. However, de­
ciding a strategic plan and understanding the chaos that
change brings, as well as preparing for and implementing a
process for change, is not only necessary, it is essential in
today's organizations, companies, and government.

It would seem reasonable that most individuals responsi­
ble for the strategic direction of their organization would
have a "strategy of change." David C.Wilson, author ofA Strat­
egy of Change: Concepts and Controvet'sies in the Manage­
ment ofClJange, advises his readers that"Managers should, if
tlley are not already, be 'masters of change.'"

Strategies of change can be applied to individuals, groups,
organization , business sectors, and ultimately to whole
economies and nation states. Planned change relies upon a
model of organization in which there is uncritical acceptance
of the managerial role. Change can occur if managers learn to
lead, motivate, negotiate with, and dominate other parts of
the organization. Managers lead the way, et the example, and
encourage meir employees to do the sanle.

How one view, accepts, struggles against, or promotes or­
ganizational change will depend to a great extent on whemer
one is a woman or a man. Equally, homosexuality and lesbian­
i m are subject to their own set of discriminatory organiza­
tional practices, mostly aimed at suppression and encourag­
ing the taff to be hetero exual.

Wilson offers several strategies for managers to use as
model in developing their own individual strategy for man­
aging change in their specific organization. Mission state­
ments, encouraging employee empowerment, and working
in teams are just a few of the strategies offered by Wilson. Re­
alizing that each person is an individual is key in aiding a
manager in his or her pursuit of developing an organization
willing to accept change. Respecting each individual's his­
tory, background, and difference will assist me manager in
planning a program that will encourage teamwork and coop­
eration.The "master manager" is a manager who is a director,
producer, coordinator, monitor, mentor, fucilitator, innovator,
broker and leader.

According to Wilson, directors take initiative, encourage
goal setting, and effectively delegate work to meir employ­
ees.As a producer, he or she encoumges personal productiv­
ity and motivation, time and stress management, and moti­
vates others. CoordinatOrs pian, organize, and control work
flow.A monitor writes effectively, reducing information over­
load. A mentor understands one's self and others; has effec­
tive interpersonal communication; and develops his or her



Fro. The
Acquisition
Reform Office•• .,

Procurement Management Reviews
In order to gain a first-hand look at how acquisition reform is

being implemented Army·wide, the Contr'dct Support Agency devel­
oped a new format for conducting Procurement Management
Reviews (PMRs).The format provides visibility and follow-up on ac­
quisition reform initiatives such as the Purchase Card Program, past
performance, best value source selection, electronic
commerce/electronic data interchange/federal acquisition com­
puter network (EC/EDIIFACNET), acquisition and administrative
lead time reductions, performance based service contracts, conuner­
ciaI pmctices, integmted process/product te-d.tl.1S, and partnering.

MEDCOM Consolidates Requirements
In the past, each Medical Treatment Facility (MTF) has either

leased or purchased all of the equipment and chemicals required for
the conduct of various types of chemistry tests. Recently, the South
East Health ervice Support Area has changed its way of doing busi­
ness and awarded a consolidated service contract for use by each of
its nine MTFs.As the re ult, the average cost for each test performed
(based on cost per reportable), has been reduced by 87 percent
(from 97 cents to 13 cellts). MEDCOM estimates annual savings of
$4.3 million over the life cycle of tile new contract.

Multiyear Contracting
We C"m no longer afford to indiVidually "re-invent the wheel" each

tim.e we have a contracting requirement.With our dwindling budget
and subsequent drawdowns, we must employ smart contracting
methods and practices. More multiyear Or multiple years with op­
tions that combine like requirements is one such method. However,
the operative word here is "smart." Bundling of requirements that
are not alike may well lead (Q higher costs and/or Jess efDclency in
some requirement areas. Also, we must not forget about other fac­
tors such as socioeconomic .responsibilities. Wileo combining re­
quirements into a multiyear contract leads to dimini hed opportuni·
ties for small and disadvantaged businesses, strong goals for subcon­
tracting to these businesses must be incorporated into any resuitant
sollcitatioo and contract. 10 his Memorandum For Acquisition Com­
munity, dated Marcil 18, 1996, tile deputy assi tant secretary of the
Army (procurement) clarified the Army pollcy on cootraet offload­
ing.Teaming with other Army commands or other Services within a
region or local area to combine like requirements may well be belle­
ficial to all coocemed. If one command or Service has a stroog area
or a successful contract for a requiremem that can be sbared, con­
tracting work can be divided between the activities. Tllls will take
cooperation on the part of all concerned to ensure that each Ser­
vice's requirement is fully supported.We need to employ economi­
cally advantageous methods in COlltra.cting that do not take away
from quality and that may well improve quallty when employiog
best commercial practices. If you h:we a good idea for mart con­
tracting, please share it with us.

TACOM!UDLP Acquisition Task Force
The U.S. Army Tank-automotive and Armaments Command

(fACOM), and tile Offices of the Program Executive Officer-Field
Artillery Systems and Progmm Executive Officer-Armored ystems

Modernization, have joined together and worked with the United
Defense Limited l"Mtnership (UOLP) to achieve common quality
processes at its facilities in Pennsylvania, Alabama, California, and
South Carolina.This partnering effort has expanded from achieving
common quality processes to achieving single process initiatives
through partnership councils established for each initiative. For ex­
ample, the Quality Partner h.lp COlillcil-the oldest of the coun·
cils-has fostered 13 individual teams, eight of which have final pro­
posals in process with prelimioary savings/cost avoidance e timated
at $8 million. Other council achievements include time aviogs in
various areas.

TRADOC Reviews Requirements
The U.S. Army Training and Doctrine Command (TRADOC)

scrubbed all existing contracts and pending olicitations to pcrfornl
a detalled review of all requirements in order to idcotify any !Jut
overstate minimal needs. Focusing primarily on contracts over
$100,000, TRADOC identified requirements which could be re­
duced or eliminated. entirely, resulting in future cost savings and
avoidances estimated at $19.3 million. These funds have been
shifted to other operational needs.

Morse Named Contracting FCR
The assistant secretary of the Army (research, development and

acquisition) recently named Estherlene S. Morse the Functional
Chief's Representative (FCR) for the Contractiog and Acquisition Ca­
reer Field (CP-14). TIle FCR oversees and develops policy for train­
ing, education aod care",r management. Morse is currently on the
staff of the Office of the Deputy Assistant Secretary (procurement)
and serves as the Deputy for the Defense Acquisition Regulations
Council, where she represents the Army in promUlgating !lew and
revised contracting and acquisition policy for incorporation in the
Federal Acquisition Regulation (FAR) and the Defense FederalAcqui·
sition Regulation Supplement COFARS).

Morse entered govenunent service as an Army intern, completing
mandatory training and rotational assigllJllents witil distinction. In
1995 she joined the Office of theASA(RDA), assluning responsibility
for developingArmy contracting policies for worldwide contracting
activities. She authored the Army's implementing guidance to
launch the Credit Card Progmm, which ha become one of the
Army's great success stories. She also authored the Army's guidance
on unsollclted proposals.

A 1990 recipient of tbe Army's Competition in Contracting
Award, Morse is a 1992 graduate of the Program Managemeot
Course at the Defense Systems Management college COSMe) and a
1995 gmduate of the Industrial CoUege of the Armed Forces (leAF).
She holds a B.S. degree in business and an M.S. degree in national re­
ource strategy. Morse also completed Ule SeniorAcquisition Course
~hile attending leAF, conducting re eardl on Singapore's Acquisi·
tion Process and served on the Army's first accession board to bring
professionals into the Army AcquiSition Corps. he bas achieved
Level III certification in contracting and progr.un management. She
has held nwnerous offices in the National Contract ManagementAs­
sociatioo (NCMA), is currently the Mid-Atlantic Regional Employ·
ment Chair and is an NCMA Fellow.
..Morse is a "people person," a very desirable asset for tlle FCR po­

sition. Her strategic vision and initi.ltives for CP-14 wilI contribute to
producing the caliber of dynamic contracting and acquisition lead­
ers and managers to meet the challenges of the 21 st century. Please
feel free to contact Esther Morse bye-mall at morsee@sarda.army.
mil or telephone at DSN 225-3039, commercial (703)695-3039 or
fax (703)614-9505.
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Biographical Sketch
Include a short biographical sketch of the author/so This should include the author's educational back­

ground and current position.

Clearance

All articles must be cleared by the author's security/OPSEC office ana public affairs office prior to sub­
mission. The cover letter accompanying the article must state that these clearances have been obtained and
that the article has command approval for open pUblication.

Submission Dates
Author's Deadline

23 October
23 December
23 February
23 April
23 June
23 August

Issue
January-February
March-April
May-June
July-August
September-October
November-December

Authors should include their address and office phone number (DSN and commercial) with all submissions.
In addition to providing a printed copy. authors should submit articles on a 3 1/2-lnch disk in ASCII
format. or MS Word. Articles may also be sent via e-mail to:bleicheh@aim.belvoir.army.mil
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