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e.  Army CSB members may present recommendations, assessments, evaluations, and other issues for consideration by 
the CSB, but programmatic decisions remain at the sole discretion of the MDA. The CSB Chairman may establish standing 
and ad hoc subgroups to address specific issues. 

 
Figure 8 – 3.  Sample Army CSB notification memorandum 

 

Chapter 9 
Talent Management for the Army Acquisition Workforce 
 

Section I 
Acquisition, Logistics, and Technology Workforce Overview 
 

9 – 1.  General 
Personnel supporting the capability requirements and acquisition processes require enhanced training, education, experi-
ence, and certification. This chapter provides processes and procedures for implementing an overarching talent manage-
ment strategy for the Army Acquisition Workforce (AAW). It also incorporates specific direction contained in an 2017 
Army directive. 
 

9 – 2.  Acquisition Workforce definition 
The DAWIA was initially enacted by Public Law 101 – 510 on 5 November 1990. It requires the DOD to establish education 
and training standards, requirements and courses for the civilian and military acquisition workforce. The DAWIA has 
subsequently been modified by amendments to 10 USC, Chapter 87. OSD recently published an updated DODI 5000.66. 
As identified in the above documents, the AAW comprises those persons who occupy acquisition-coded positions. 
 

Office Symbol 

MEMORANDUM THAU PROGRAM EXEUCTIVE OFFICER 

FOR ARMY ACQUISITION EXECUTIVE 

SUBJECT: Program Name Configuration Steering Board (CSB) Needed 

Program Name has the potential to deviate from its currently approved Acquisition Program Baseline 
(APB) dated month, day, year, if it executes the change requested by organization nc,me. The program 
will experience a Nunn-Mccurdy unit cost breach to the Average Procurement Unit Cost (APUC) and the 
Program Acquisition Unit Cost (PAUC). 

The APUC deviation is estimated at xx% and the PAUC at xx%. The cost increase is 
primarily/entirely/partly attributed to ... 

A revised APB will be submitted if the change to the program is approved by the Milestone Decision 
Authority. An exception Selected Acquisition Report will also be submitted. 

The program name is an ACAT ID program. 

Project Manger 
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9 – 3.  Composition of the Army Acquisition Workforce 
The AAW is made up of approximately 40,000 Army Civilian and military professionals who work throughout the life 
cycle of a system in 20 different commands throughout the Army. The AAW includes military (officer and enlisted), 
civilian, U.S. Army Reserve and Army National Guard members. 
 

9 – 4.  Army Acquisition Workforce career fields 
Civilian members of the AAW are in acquisition-coded positions identified by 13 acquisition career fields (ACFs) as 
follows: business-cost estimating; business-financial management; contracting; engineering; facilities engineering; indus-
trial/contract property management; information technology; life cycle logistics; production, quality and manufacturing; 
program management; purchasing; science and technology manager; and test and evaluation. Military officers, including 
officers in the Army National Guard and U.S. Army Reserve workforce are managed by areas of concentration (AOC), 
which directly correspond to three of the ACFs, as follows: program management (51A); contracting (51C); and test and 
evaluation (51T). 
 

9 – 5.  Acquisition Corps and Army acquisition 
a.  The Acquisition Corps is a subset of the AAW. The requirements for Acquisition Corps membership are established 

by DAWIA and DODI 5000.66. 
b.  Civilians and military AAW members who meet the education, training, and experience requirements and are qual-

ified for selection to a critical acquisition position (CAP) may request acceptance into the Acquisition Corps. Minimum 
criteria for acceptance is as follows: GS – 13, step one equivalent pay or major(P); bachelor’s degree; 24 business hours; 
Level II DAWIA certification; and at least 4 years of acquisition experience. 

(1)  CAPs are a subset of the acquisition corps and are senior-level acquisition positions designated by the AAE as 
critical. By statute, all military acquisition positions required to be filled by a Lieutenant Colonel and above, to include 
CSL positions, are designated as CAPs. For civilian AAW members, CAPs are typically supervisory NH – O4/GS – 14 or 
broadband/payband equivalent and above. 

(2)  Key leadership positions (KLPs) are a subset of CAPs with a significant level of responsibility and authority and 
are key to the success of a program or effort. Required KLPs are identified in DAWIA and the DODI 5000.66 and can be 
designated by the AAE. KLPs at a minimum will consist of PEOs, deputy PEOs, ACAT I and II PMs, ACAT I deputy 
PMs, including MAIS; senior contracting officials, and ACAT I chief, developmental testers, program support managers 
(lifecycle logisticians), engineers, and business-financial managers. Only an Acquisition Corps member with required KLP 
credentials and specific acquisition experience may fill these positions. 

(3)  Non-Acquisition Corps members must be assessed into the Acquisition Corps prior to occupying a CAP or KLP, 
unless a waiver is granted to allow extra time to meet credentials. 

c.  The DACM office within the USAASC has an automated system to review the records of individuals seeking Ac-
quisition Corps membership to ascertain qualifications and process applications for membership. A service obligation 
agreement (tenure) is required for all Acquisition Corps members selected for a CAP/KLP. 

d.  Military officers are accessed into the AAW by a quarterly Voluntary Transfer Incentive Program at approximately 
their 7th year of service. Military accession into the Acquisition Corps is limited to those who meet the minimum require-
ments for Acquisition Corps membership, apply, and are accepted. The acquisition management branch (AMB), U.S. 
Army Human Resources Command (HRC) is responsible for the accession of functional area 51 acquisition officers. 
 

Section II 
Army Acquisition Workforce Talent Management Strategy Framework 
 

9 – 6.  Framework guiding principles 
The AAW talent management framework rests on Army doctrine. 

a.  The Army defines talent management as a deliberate and coordinated process to optimize leader development prac-
tices and align talent with current and future Army requirements to improve the individual and the organization. Talent 
management is guided by the philosophy of mission command and is complementary to leader development. 

b.  Talent management aligns systematic planning for the right number and type of people to meet current and future 
Army talent demands with integrated implementation to ensure the majority of those people are optimally employed. Talent 
management extracts the most productivity and value from an organization’s greatest asset – its people. Army talent man-
agement integrates people, acquisition, development, and retention strategies. It begins with entry-level employees and 
aligns their talents against the demand for them during their entire careers, to include positions at the very top of the Army. 
By better understanding the talent of the workforce and the talent needed by units, the Army can more effectively acquire, 
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develop, employ, and retain the right talent, at the right time. The Army Talent Management Strategy is the organizing 
concept for the Army's future-focused human capital management practices. 

 
Figure 9 – 1.  Army Human Capital Life Cycle 

 

9 – 7.  Army talent management priorities 
Establishment of an AAW talent management strategy aligns with the Army talent management priorities. 

a.  The Army is working to improve the way it acquires, employs, develops, and retains human capital to optimize the 
talent management of all Army professionals and teams for their mutual benefit so they can thrive and win in a complex 
world. 

b.  In support of this vision, the U.S. Army Combined Arms Center published the Talent Management Concept of Op-
erations for Force 2025 and Beyond as a comprehensive effort to change and improve land power capabilities in support 
of the Joint force. 

Army Human Capital Life Cycle 

Employ, 
- Retain&,---. 

Workforce 
Planning 

Train 
& 

velop 

Recruit 
& 'ire 



 

134 DA PAM 70–3 • 17 September 2018  
 

c.  The Army human dimension strategy established the development of a talent management strategy for the Army 
Total Force as a required key task. This strategy must establish the talent management principles that will be applied to 
the core functions of the Army’s human capital management enterprise and the career life cycle of all Army professionals 
through a holistic, integrated approach. These core functions are workforce planning, acquisition, development, employ-
ment, and retention. This strategy must establish a framework for managing talent management systems and required 
capabilities. It must identify the ways and means for integrating talent management solutions across DOTMLPF – P do-
mains. 

d.  An effective talent management strategy must facilitate comprehensive organizational transformation. The funda-
mental purpose of this concept of operations is to inform the development of an Army talent management strategy. 
 

9 – 8.  Enabling the Army Acquisition Workforce 
The AAW consists of over 40,000 Army acquisition professionals who are involved in the development, acquisition, and 
procurement of everything from tanks, helicopters, missiles, body armor, radios, and software to services. We must ensure 
we have the best talent in these positions to give our Soldiers the finest equipment they need to fight and win wars. Talent 
management is the key enabler for the AAW to ensure that the right person is in the right job at the right time. The AAW 
currently has numerous programs and processes in place along with a number of tools for managing talent, particularly in 
the area of recruiting, development and retention. When it comes to competing for talent, we must continue to be innovative 
in finding ways to make the Army a great place to work and the talent will follow. A talent management strategy must be 
forward thinking and our personnel policies should not create unnecessary obstacles to recruit, develop, and retain a world 
class acquisition workforce. 
 

9 – 9.  Developing an enterprise level strategy 
The development of an enterprise level AAW talent management strategy in FY 2014 led to numerous AAW initiatives. 
One was the establishment of civilian-only centrally selected product and project director (PD) acquisition positions 
throughout the AAW. In the first quarter of FY 2015, the principal military deputy to the ASA (ALT), who is also the 
Director, Army Acquisition Corps (DAAC), convened the first civilian only Product and Project Director Centralized 
Selection Board. Additionally, the initial Talent Management Board of Directors (BOD) consisting of the DAAC, the 
DACM and PEOs was organized with the objective of slating the FY 2015 selectees and discussing talent management 
initiatives. Another talent management initiative was the introduction of a standard taxonomy for acquisition program 
leader positions which created a basis to distinguish positions for AAW talent. These initiatives combined with several 
others since 2014, formed the basis for an enterprise level AAW talent management strategy. 
 

9 – 10.  Army acquisition reform 
Talent management within the Army Acquisition Corps (AAC) is one of nine major emphasis areas under Army Acquisi-
tion Reform Initiatives, which are intended to streamline and improve the acquisition process following the enactment of 
the FY 2016 National Defense Authorization Act (NDAA). Enhancing the talent management of our capability require-
ments, acquisition, and resource management workforces to improve acquisition outcomes is a top priority. Personnel 
supporting the capability requirements and acquisition processes require enhanced training, education, experience, and 
certification. As a result and in support of the ASA (ALT) strategic goal to develop the AAW, the Army DACM office 
implemented several talent management initiatives to foster growth and posture Army Acquisition professionals for future 
success. Some of these initiatives are further codified in the AAW Human Capital Strategic Plan (HCSP) that focuses on 
professionalizing our most valuable asset – a dedicated and talented acquisition workforce. The AAW HCSP, established 
in FY 2016, created an enduring talent management process, which supports a strategic human capital life cycle to enable 
workforce planning, recruitment, hiring, training, development and career management. 
 

9 – 11.  Senior leader commitment 
Talent management of the AAW is a senior leader priority. 

a.  It is incumbent upon our leaders to identify and manage our high performing/high potential acquisition professionals 
to meet the mission and vision of the AAC to ensure we have the very best trained and qualified acquisition professionals 
across the enterprise to lead and manage our acquisition programs. 

b.  The Army DACM is responsible for the development and execution of the processes and practices to ensure talent 
management is instilled within the AAW human capital management resourcing strategy. The Army’s DACM office main-
tains the responsibility for the education, training, career and leader development of all Army acquisition civilian and 
military professionals. The Director of the USAASC serves as the DACM, and the Army DACM office resides within 
USAASC. 
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c.  Future military and civilian workforce turnover, including the reduction to CSL positions, and potentially limited 
civilian promotion opportunities are a reality. Therefore, it is incumbent upon our leaders to identify and manage high 
performers and high potential acquisition personnel to meet the mission and vision of the AAW. Crucial to creating these 
leaders is the development of a cohesive plan with strategic messaging, which highlights both individual and leader ac-
countability. Most importantly, there is no substitute for PEO and command day-to-day personnel development and man-
agement responsibilities. 

d.  Military acquisition talent management remains a model for our civilian workforce. The current officer and noncom-
missioned officer (NCO) career models identify acquisition categories to depict career progression from functional, to 
career broadening, to our most senior levels and further defines high-visibility positions to be filled by high-perform-
ing/high potential officers and NCOs. This allows us to view the military acquisition talent pool and identify personnel 
with the potential for these higher-level job responsibilities from the more junior grades all the way to general officer. 
However, we must also be diligent to ensure the highest potential military and civilian acquisition personnel are identified 
and developed to ensure proper succession planning and to support a robust talent management strategy. 
 

9 – 12.  The talent management framework 
The talent management challenges are complex and sustainment of the AAW depends upon the investment we make today. 
Talent management must be based on creating strategic-focused military and civilian acquisition leaders who can prepare 
the force for the future. Our talent management framework will guide us as we continue to develop tools, processes and 
programs to ensure we develop our best and brightest talent to meet our future AAW senior leader requirement. 

 
Figure 9 – 2.  Talent management framework 
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Section III 
Army Acquisition Workforce Talent Management Strategy Tools 
 

9 – 13.  Identification of talent 
It is incumbent upon the Army to identify high performing/high potential acquisition personnel and manage that talent to 
meet the mission and vision of the Army and the AAC. 

a.  The Army DACM office establishes the methods/tools to develop the talent management talent pool at all levels with 
input from AAW senior leaders and commanders. Senior leaders set the criteria for evaluating talent, however evaluation 
of high performing/high potential AAW personnel must include subjective measures. Talent should be identified through 
the use of established techniques, tools and practices. 

b.  The Army DACM office also works with PEOs to establish tenure agreements for critical acquisition and key leader 
positions and provides guidance on the increased use of management directed reassignments, both for the purpose of 
expanding developmental and broadening opportunities and meeting acquisition reform initiatives within the PM ACF. 
Additionally, coordination and collaboration with all other Army commands and organizations helps by providing guid-
ance and assistance with the expansion of developmental and broadening opportunities for AAW personnel. 
 

9 – 14.  Appraisals 
The DOD Performance and Management Appraisal Program, Defense Civilian Intelligence Personnel System, and the 
various personnel demonstration projects evaluate the quality of performance associated with the current duties and con-
tributions to the acquisition mission. Leaders must ensure supervisors and managers effectively utilize these annual ap-
praisal systems to properly counsel and evaluate performance. Setting expectations and creating clear objectives during 
initial and mid-point counseling sessions will ensure the means to identify and develop the best talent. 
 

9 – 15.  Senior rater profile evaluation 
The senior rater profile evaluation (SRPE) is used to evaluate the potential of acquisition civilian employees to perform in 
positions of increased responsibility. 

a.  The SRPE is a tool to assist leaders of AAW civilians to measure leadership potential and assist in identifying the 
potential of civilians considered for senior programs or positions. It assesses leadership potential. It does not evaluate 
performance. SRPEs also assist acquisition civilians with identifying their strengths and under-developed areas and offer 
recommended positions to enhance their professional and leadership development. 

b.  Reinstating tools to assist with AAW talent management began in July 2015 with the phased introduction of an 
annual mandate for the SRPE. The Army DACM office, DCS, G – 1, and the Office of General Counsel worked collectively 
to establish policy and procedures to implement the SRPE among AAW civilians which measures leadership potential for 
civilians applying for competitive positions in several senior leader programs. An annual SRPE is required for AAW 
personnel in the grades from GS – 12 though GS – 15 or their broadband/payband equivalents on a fiscal year cycle. 
 

9 – 16.  The Defense Acquisition Workforce Improvement Act 
The DAWIA responded to the need for increased emphasis on the development of a qualified and professional Defense 
Acquisition Workforce. The SRPE supports this goal by providing Army senior raters of AAW employees with a tool 
designed to assess leadership potential strengths and weaknesses related to a set of competencies needed by professionals 
and in comparison to the potential of other AAW employees within the organization. Secondly, Section 1733(a) of the 
DAWIA requires that the best-qualified individuals, whether military or civilian, be selected for acquisition positions. By 
evaluating and documenting the leadership potential of civilian employees, the SRPE provides a document that allows 
selection boards to more easily and equitably compare a civilian candidate's leadership potential with that of a military 
candidate, as well as their civilian peers. Selecting officials/boards also use the SRPE to evaluate the leadership potential 
of candidates for civilian key leadership positions, and training, career and leader development opportunities within the 
AAW. 
 

9 – 17.  Counseling 
Supervisors at all levels are a key component to the development of AAW professional objectives and goals. Honest and 
frank conversations with people, reviewing their performance against their objectives from the past year, and discussing 
their new objectives are extremely important components of an integrated talent management strategy. When it comes to 
competing for talent, AAW leaders must be creative in finding ways to make sure that unnecessary obstacles, and imped-
iments in existing regulations and policies are eliminated. Supervisors and leaders must understand problems and assist 
with solutions as well as be responsible for setting and managing expectations of acquisition professionals. They must use 
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their technical expertise and leadership experience to provide timely feedback and skilled guidance to enable AAW devel-
opment and growth. 
 

9 – 18.  Army Acquisition Workforce Talent Management Board of Directors 
Senior leaders at all levels within Army organizations that include acquisition personnel must be actively involved in the 
identification of talent and provide opportunities for their development. The semi-annual AAW talent management BOD 
was established in FY 2015. 

a.  The talent management BOD consists of the DAAC, DACM, and all PEOs, and/or deputy PEOs. It meets semi-
annually to discuss civilian talent and various talent management initiatives and programs. The talent management BOD 
is dedicated to slating incoming PDs selected by the centralized selection board and discussing broadening and develop-
ment opportunities for civilian talent. Its use as a venue to discuss talent management ideas and initiatives and a means for 
slating centrally selected program management personnel, is a best practice for the creation of AAW talent management 
and succession planning programs. 

b.  The talent management BOD also seeks feedback on the effectiveness of the talent management programs and facil-
itates cross-talk, information sharing, and collaboration among senior acquisition leaders. The long term goal of the talent 
management BOD is to bring all AAW organizations and commands together to discuss talent and share best practices. 
 

9 – 19.  Centralized acquisition recruitment cell 
Best practices or lessons learned has led to focused utilization of all acquisition hiring authorities (for example, direct 
hiring authority or expedited hiring authority using open continuous announcements with a not-to-exceed date and provid-
ing 30 to 60 day referral lists from those announcements, bundling of like positions, and so forth). Success is measured 
and defined using Lean Six Sigma objectives in speed and quality, reducing hiring time in days as measured against his-
torical hiring averages, and assessing customer and manager satisfaction through the use of a consolidated hiring cell. The 
ability to use the Defense Acquisition Workforce Development Fund (DAWDF) for acquisition hiring allows the AAW to 
thoroughly examine recruitment and hiring processes and take advantage of the applicable tools and exceptions and ensure 
we provide the right acquisition skills at the right place at the right time. A concentrated focus and collaboration with our 
Civilian Human Resources Agency (CHRA) partners should provide the capability to lean and refine our processes and 
analyze opportunities which may assist in delivering the necessary AAW manpower resources. 
 

9 – 20.  The virtual acquisition career guide 
The virtual acquisition career guide is the first virtual human-based simulation within the DOD that uses personalized 
information from AAW members to provide tailored career advice and guidance. Designed for AAW members, the web-
based system (available at: https://vacg.simcoach.org/simcoach/example_launch.html) features an integrated, interactive 
Institute for Creative Technologies virtual character, also known as “Ellie,” to serve as a personalized career mentor and a 
virtual help desk, and provide 24/7 acquisition career management response to the entire Army acquisition personnel 
workforce. The virtual acquisition career guide focuses on virtual helpdesk abilities – allowing the AAW to receive instant 
answers to day-to-day workforce development questions or issues. The “Ellie” portfolio of capability is primarily tied to 
the acquisition career record brief, offerings of the Defense Acquisition University (DAU) courses, Individual Develop-
ment Plans (IDPs), and Certification/AAC membership. Additionally, “Ellie” provides personalized checks of current and 
acquisition personal certification status, IDP currency, and compliance under the Army’s Continuous Learning Policy. The 
virtual acquisition career guide is designed to eventually include the ability to provide personalized career management 
guidance relative to individual positions within any of the 14 Army ACF road maps. The goal of the virtual acquisition 
career guide deployment is to decrease the workload of acquisition career managers who answer approximately 20,000 
helpdesk tickets every year. 
 

9 – 21.  Career development models 
The Army DACM office is charged with enhancing and improving civilian acquisition career models for all 14 of the 
Army ACF and ensuring AAW members are familiar with what they are and how to integrate them with the development 
of an IDP. Supervisors and leaders must become familiar with career models and must use them to counsel, mentor and 
provide annual feedback to their personnel. Acquisition professionals must utilize the AAW civilian acquisition career 
models for their ACF. Civilian career models must mirror military career models so they are easily recognized and accepted 
by the AAW and senior leadership. Acquisition career models must be synchronized with acquisition OSD-level functional 
integrated product team and functional subject matter experts and be fully vetted through career program functional rep-
resentatives or points of contacts. Up to date and accurate acquisition education & training programs and leader develop-
ment classes must be infused in career models. Acquisition career models assist in the attainment of a comprehensive 

https://vacg.simcoach.org/simcoach/example_launch.html
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acquisition talent management plan and allow both supervisor and employee a non-prescriptive plan for acquisition career 
development and succession planning. 

 
Figure 9 – 3.  Army Acquisition Career Development model 

 

9 – 22.  Career Acquisition Management Portal/Career Acquisition Personnel and Position Management 
Information System 
AAW members currently manage the details of their acquisition IDP, ACFs, DAWIA certifications and other professional 
credentials through, a common access card-enabled web-based resource developed and managed by the Army DACM 
office (available at: https://rda.altess.army.mil/camp/). All Services and related activities have been forced to adapt to 
downsizing environments, without sacrificing capabilities. One way to do so is through improving tools to ensure the 
necessary education, training, and development of the AAW. The Army DACM office has been leading such an effort 
focused on career management and advancement for its AAW members. The Career Acquisition Management Portal 
(CAMP) houses all AAW personnel data inside the Career Acquisition Personnel and Position Management Information 
System (CAPPMIS) database (access the CAMP website available at: https://rda.altess.army.mil/camp/, then use the 
CAPPMIS link to access CAPPMIS). CAPPMIS allows users to view, update and seek out information and guidance 
related to their ACFs, such as personnel information, DAWIA certification requirements, leadership training, development 
plans and much more. CAPPMIS is the tool that allows the Army DACM office to monitor and report DAWIA requirement 
status and completion. CAMP/CAPPMIS has numerous automated modules such as the Army Acquisition Professional 
Development System which can be utilized for all centralized board processes and provides the ability for virtual board 
selection of any and all AAW programs and opportunities to include Army and AAW centralized boards and DOD/Army 
awards and recognition boards. 
 

Section IV 
Army Acquisition Workforce Talent Management Strategy Programs 
 

https://rda.altess.army.mil/camp/
https://rda.altess.army.mil/camp/
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9 – 23.  Enhanced recruitment programs 
a.  AAW recruitment and hiring challenges require strategic-focused acquisition civilian professionals/leaders who can 

prepare the force for the future. These professionals/leaders must continue to develop tools, processes, and programs to 
recruit, hire, develop, and retain the best and brightest talent to meet future AAW requirements. 

b.  As a result of the USD (AT&L) Civilian Human Resources Workforce Joint Summit in July 2015, the 
USAASC/Army DACM office established the AAW recruitment cell in Aberdeen, MD. In coordination and collaboration 
with the CHRA, a centralized acquisition hiring cell pilot was established to assess and standardize all acquisition civilian 
hiring authorities. The objective of this cell is to look at current acquisition hiring authorities, eliminate confusion caused 
by different interpretations of hiring authorities across the Army civilian personnel advisory centers, and enhance utiliza-
tion of those authorities. Working with CHRA headquarters, the cell will analyze AAW hiring challenges across organi-
zations that hire civilian acquisition personnel; address the hiring lag within the AAW, and leverage unique acquisition 
hiring authorities. A problem set was established and several best practices with the DOD and Army were researched. 
After successful coordination with CHRA headquarters, a concept used by the Army medical community was determined 
to be the best course of action for the implementation of the AAW pilot program. 
 

9 – 24.  Onboarding programs 
Onboarding activities to energize new acquisition personnel to the critical importance of the acquisition mission, acclimate 
them to the acquisition team, reinforce retention, and must be used from day one to guide, mentor and coach them on their 
acquisition functional responsibilities. To enhance onboarding, the USAASC/Army DACM office provides a welcome 
letter bimonthly to all new acquisition personnel upon their assignment, a videotaped message from senior ASA (ALT) 
leadership, and an orientation briefing by senior acquisition leaders delivered on behalf of the DACM. Acquisition organ-
izations must provide timely, relevant, and realistic introduction to acquisition as a part of their organizational onboarding 
procedures. The USAASC/Army DACM office assists in these efforts. 
 

9 – 25.  Mentoring 
Mentoring is another way to retain the best talent, and provides an opportunity for senior leaders to develop newer members 
of the AAW. 

a.  The Army DACM office fielded an online AAW mentoring toolkit capability based on feedback and lessons garnered 
from 2014 cohort program participants. 

b.  Mentoring is relationship oriented and provides a safe environment to share whatever issues affect workforce mem-
bers’ professional and personal success. Although specific learning goals or competencies may be used as a basis for 
creating the relationship, its focus goes beyond these areas to include such things as work-life balance, self-confidence, 
self-perception, and how personal influences affect performance. Leaders should take the time to personally engage 
through mentoring. Effective mentoring helps AAW members understand that not only are they a valuable part of the team 
and well appreciated, but they also know they can receive interaction with seasoned leaders who can show them what the 
future might hold and prepare them to grow in the acquisition profession. Mentoring is a long-term activity and requires 
time for both partners to learn about one another, build a climate of trust, and create an environment in which they can feel 
secure in sharing the real issues that impact their success. To be successful, mentoring relationships should last at least 
nine months to a year. Mentoring is development driven and develops the individual not only for the current job, but also 
for the future. This distinction differentiates the role of the immediate supervisor and that of the mentor. It also reduces the 
possibility of creating conflict between the employee's supervisor and the mentor. 

c.  Mentoring within the PM community was identified as an important need as a result of the “Section 809 Panel” and 
“Section 853” review as well as through several PM functional integrated product team recommendations. We must expand 
on best practices of providing mentors and mentees training throughout the AAW through preparation for mentoring, 
coaching for mentors, and assessment for mentors and mentees. A biographical match of mentors and mentees has also 
proven to be useful. Another program that can be expanded is the establishment of a mid-term (10 to 12 month) mentorship 
program for both mentors and mentees. Partnerships with local colleges could also assist with development of mentoring 
skills for civilian and military acquisition members. 
 

9 – 26.  Coaching 
Coaching is another technique to provide professional growth and development of acquisition leadership talent. Coaching 
is a powerful tool to bring about sustained behavioral change and advance leadership performance and competencies. 
Coaching is task oriented and focuses on concrete issues, such as managing more effectively, speaking more articulately, 
and learning how to think strategically. It is a partnership which provides a forum to achieve individual and specifically 
tailored goals for the employee which is built around self-learning, growth and change. Coaching is performance driven 
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and improves the individual's performance on the job and involves either enhancing current skills or acquiring new skills. 
The immediate supervisor is a critical partner in coaching. The supervisor provides the coach with feedback on areas in 
which the employee is in need of coaching. The coach uses this information in the coaching process. Organizations must 
prioritize the establishment of self-sustaining mentoring and/or coaching programs to allow for the professional growth of 
our acquisition talent. 
 

9 – 27.  Army Acquisition Workforce development programs 
The DAWIA mandates professionalism and specifies an acquisition career and leader development focus. The Army 
DACM office, partnering with acquisition leaders, continues to create and enhance centralized developmental programs 
for future AAW leaders. Providing the necessary resources required to professionalize the workforce through training and 
educational opportunities with a focus on building competencies from the ground up to AAW KLPs, will be paramount to 
the success of the AAW talent management strategy. Development programs for acquisition personnel must be relevant, 
realistic and constantly evolving. 

 
Figure 9 – 4.  Army learning environment 

 

9 – 28.  Junior leader development programs 
Inspiring and developing excellence in acquisition leaders (IDEAL), is an acquisition specific leader development program 
consisting of two, 3-day classes facilitated by the Army Acquisition Center of Excellence. Created specifically for the 
AAW, the IDEAL program is intended to develop and nurture leadership skills in high performing GS–12s and GS – 13 (or 
equivalent broadband/payband) acquisition civilians with demonstrated leadership ability. Topics are selected based on 
feedback from senior personnel regarding the skills and knowledge that AAW members need to be successful leaders as 
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an acquisition professional. The program utilizes a practical learning approach and includes coaching, discussion, feedback 
and simulation. IDEAL is not about abstract concepts or theory; it uses a hands‐on behavioral approach with practice and 
simulation. 
 

9 – 29.  Acquisition Leadership Challenge Program 
The Acquisition Leadership Challenge Program is a leadership development seminar which is designed to establish a 
foundation of self‐awareness and assist in the overall leadership and diversity development within organizations. The 
course offers four levels of programs to ensure GS – 7 to GS – 15 or broadband/payband equivalent AAW civilians across 
the workforce receive leadership development. The course objective is to ensure attendees can communicate at all levels 
through common language, creating an innovative culture by helping to understand each individual’s personal preferences 
and behaviors and help develop leaders who value individual styles and behaviors. The goal is to create a leadership corps 
more capable of critical thinking/problem solving, teamwork/collaboration, and creativity/innovation. This approach in-
cludes addressing people’s unconscious biases to allow them to see new ways of doing things and emphasizing the strength 
and power in accepting individual differences. The senior course focuses on the major challenge for new organizational 
leaders: to incorporate individual talents into a cohesive work force. Building a shared and executable vision enhances 
self-awareness and engagement through continuous self-assessment and development, which fosters a commitment to-
wards lifelong learning and is intended to target those individuals in the organization who are in a mid to senior level of 
leadership. 
 

9 – 30.  Competitive Development Group/Army Acquisition Fellowship 
The Competitive Development Group/Army Acquisition Fellowship is a 3-year leader developmental program for AAW 
high-performing/high-potential civilian GS – 12/13 or broadband/payband equivalents, certified in any acquisition career 
field. Selectees are provided centrally funded leadership training and developmental assignments offering a series of edu-
cation, leader development and broadening assignments. 
 

9 – 31.  Training with Industry 
Training with Industry provides Army acquisition officers and NCOs with hands-on experience in top defense, information 
technology, and pioneering commercial companies and creates a mutually beneficial relationship. Selectees actively expe-
rience industry best practices through one year assignments with leading industry partners in order to benchmark lessons 
learned and affect positive change in the AAC. The Army DACM office analyzes the utility of TWI experiences for the 
civilian acquisition workforce to enhance developmental experiences and cultivate long-term partnerships. Assignments 
following TWI should provide significant value and return on investment to the Army, AAW member and the AAC. 
 

9 – 32.  Senior leader training 
a.  The DAU offers a variety of DAU 400 series (PM and acquisition-specific) leader development courses for senior 

acquisition professionals. These courses primarily focus on skill retention and refinement, DOD policy updates, case study 
analysis, insights into acquisition best practices, risk management, and leadership. 

b.  Senior level acquisition professionals are also afforded the opportunity to attend senior Army level centralized pro-
grams such as Senior Service College (SSC) and Federal Executive Institute. The DAU SSC Fellowships at Aberdeen, 
MD, Huntsville, AL, and Warren, MI, are an alternative opportunity for those senior civilians who are not readily mobile. 
Attendance at these courses usually occurs prior to assuming a colonel or GS – 15 broadband/payband equivalent acquisi-
tion command or program. 

c.  The Army DACM office has also identified education and leader development opportunities with an enterprise and 
strategic/executive leadership emphasis for senior level acquisition professionals post-command and post-program. Sev-
eral development/education opportunities at a number of institutions of higher learning are available and include but are 
not limited to: Brookings Institute, Darden and Harvard Business Schools, Cranfield University, and several others. These 
institutions have robust curriculums that when completed, can equip our senior acquisition professionals with frameworks 
and processes to expand their leadership, knowledge, and capabilities and to excel under the most difficult circumstances, 
which is critical in today’s increasingly complex environment. Further development of a senior level (O – 6/GS – 15 or 
broadband/payband equivalent) fellowship program with one or more of these institutions is an HCSP goal. Fellowships 
will be tailored for our most talented leaders within the O – 6/GS – 15 or broadband/payband equivalent community and 
centered on highly successful AAW PMs during the last two years of their tenure. Fellowships will create a means to share 
case studies, best practices, and lessons learned while providing an opportunity to identify the highest potential leaders for 
follow-on assignments/mentoring within the Army Acquisition community. 
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9 – 33.  Senior military acquisition advisor/adjunct professor at Defense Acquisition University 
The FY 2017 NDAA contained provisions for selecting and designating a senior military acquisition advisor/adjunct pro-
fessor at DAU. The Army DACM office is responsible for developing a process that ensures fair and open competition 
among high potential talent and a procedures to evaluate and select that talent. 
 

9 – 34.  Advanced civil schooling 
Advanced civil schooling provides the AAW with the capability to educate high potential acquisition officers and NCOs 
at civilian universities nationwide. Masters degrees are offered in information technology, business administration, tech-
nology management, acquisition, acquisition management, project management, operations management, acquisition pro-
curement management, systems engineering, and finance management in acquisition, or masters of science degrees in 
systems engineering, aerospace engineering, global leadership, and acquisition and contract management. Although formal 
advanced civil schooling programs are not available to acquisition civilians, organizations are encouraged to find alterna-
tive solutions to facilitate educating the best acquisition talent. 
 

9 – 35.  Acquisition Tuition Assistance Program 
Acquisition Tuition Assistance Program is an off-duty tuition assistance program available to acquisition civilians and 
NCOs requiring a degree in order to meet their position certification requirement. The program primarily supports the 
educational requirements under the DAWIA for permanent civilians and NCOs with contracting military occupational 
specialties. Acquisition Tuition Assistance Program also funds required courses towards AAC membership or acquisi-
tion/business related courses towards a bachelor’s or master’s degree. 
 

9 – 36.  Degree Completion Program 
The Degree Completion Program is a full time program available to acquisition noncommissioned contracting officers 
who have 24 months of experience and who require a degree in order to meet their position certification requirements. The 
program length is normally 12 to 18 months, and selectees attend school in a full time status to complete a bachelor’s 
degree in a business-related field. Quotas are allocated by fiscal year. Students are responsible for all costs associated with 
the degree, to include books; however the GI Bill, Veteran’s Administration, and student loans can be used. 
 

9 – 37.  Naval Post Graduate School 
The Master of Science in Systems Engineering Management (Program 522) for military and the Master of Science in 
Systems and Program Management (Program 722) for civilians are designed to provide acquisition professionals with a 
distance learning formatted curriculum to acquire the knowledge, skills, and abilities to lead and manage more effectively 
through advanced concepts, methodologies and analytical techniques necessary to manage successful programs and pro-
jects within complex organizations. Naval Postgraduate School programs are designed to solve a wide range of systems 
engineering and integration challenges by providing the technological tools relevant to better meet the needs of the cus-
tomer. High performing/high potential acquisition civilians at the GS‐11 through GS‐15 or broadband/payband equivalent 
level are eligible to enroll. 
 

9 – 38.  Employee engagement and expanded Army Acquisition Workforce outreach 
As a function of the AAW HCSP, the Army DACM office will continue to expand outreach and communication efforts to 
the AAW. Development of an acquisition workforce-wide communications plan to ensure comprehension of career devel-
opment resources is paramount to the success of this talent management strategy. Communicating changes to the AAW 
through the USAASC/Army DACM office website (https://asc.army.mil/web/dacm-office/), publishing DACM news ar-
ticles, making proponent visits, and an enhanced social media presence are several of the methods to accomplish this effort. 
 

9 – 39.  Army Acquisition Workforce supervisory development programs 
a.  A FY2015 Federal Employee Viewpoint Survey section dealing with leaders/supervisors identified the need for the 

DOD and Army to review and prioritize efforts to improve supervisor training and development. An Army employee 
engagement team analyzed Army supervisor training and certification and found there were critical gaps and capabilities 
which were lacking among the civilian workforce. 

b.  The ASA (M&RA) recognized a need to develop a framework to meet the capability gap, and the result was the 
development of a new supervisor onboarding and coaching program model (refer to paras 9 – 24 and 9 – 26). The goal to 
train new supervisors on how to effectively lead civilians and improve their supervisory and leadership skills is outlined 

https://asc.army.mil/web/dacm-office/
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by an effective 18-month onboarding, coaching, and training program for new supervisors. The intent is to enhance em-
ployee engagement by ensuring supervisors are aware of and accountable to their roles, responsibilities, and expectations. 
The outcome: competent and confident supervisors. 

c.  Enhanced supervisor training and relations is an integral component of an integrated talent management strategy. A 
part of the AAW HCSP, the Army DACM office continually analyzes AAW programs and collaborates with the ASA 
(M&RA) to find solutions to fill critical supervisor capability gaps. The AAW HCSP must ensure enhancement of super-
visors’ knowledge, their increased engagement, and improvement in supervisors’ leadership skills through training, feed-
back, performance management and coaching. 
 

9 – 40.  Standardized Army Acquisition Workforce positions 
Common or standard nomenclature and position descriptions for all acquisition positions is a tenant of an integrated talent 
management strategy. 

a.  As a follow-on to the development and execution of an AAW civilian-only PD centralized selection program, the 
Army DACM office has standardized a group of positions in the PM ACF and created a standard vocabulary for all pro-
gram leads. This best practice has been applied to development of standardized position descriptions for use throughout 
the AAW. 

b.  Standardized position description/position requirements documents were classified in the fully Automated System 
for Classification—the Army’s civilian position description database. Only civilian acquisition professionals serving in 
AAW-approved positions will utilize the CHRA approved standard position description/position requirements document 
which is applied to PD, product lead, assistant program manager, deputy PM, program officer, and systems acquisition 
officer positions. 
 

9 – 41.  Military acquisition position list or centralized selection list 
An annual military acquisition position list/centralized selection list review includes a review and validation of all civilian 
and military centrally selected program management and contracting positions. The military acquisition position list/cen-
tralized selection list review process includes criteria to evaluate each program for cost, schedule, performance, funding 
profile, ACAT level, and complexity, in order to delineate between project/product managers, project/product directors, 
project/product leads, contracting brigade/battalion commanders, and acquisition directors. All military acquisition posi-
tion list/centralized selection list positions will be identified on the appropriate organizational table of distribution and 
allowances. The Army DACM office reviews all submissions during an annual review board to determine and validate 
program types and establish a standard naming convention. 
 

9 – 42.  Centralized selection programs 
a.  Project and product managers.  PMs must be the best qualified and highest potential military and civilian AAW 

members in the program management acquisition career field, and be at the grades of lieutenant colonel/GS – 14 and colo-
nel/GS – 15 (or broadband/payband equivalent levels). An annual AAC key billet/CSL board process will centrally select 
these AAW members. Board announcements and application information will be posted by the Army HRC for military 
members and by the Army DACM office for civilians. The announcement will identify the qualifications, the selection 
and slating process timeline, and all the necessary application requirements. Civilian PMs will be required to have experi-
ence in S&T, T&E, and contracting before becoming a GS – 15 or broadband/payband equivalent PM. The development of 
a broadening assignment program for all DA Civilians through memorandums of agreement (MOA) to institute broadening 
assignments across S&T, T&E, materiel development, and sustainment will enhance talent management and develop lead-
ers who have a broader understanding of the generation of Army requirements and acquisition. Section IV further deline-
ates how program managers gain experience through experiential and broadening assignments. 

b.  Annual Army acquisition executive civilian centralized selection board process.  The centralized PD program em-
ploys a similar approach as that described in paragraph 9–42a, identifying high performing civilians with leadership po-
tential to fill civilian PD positions commensurate with their military counterparts, thus ensuring we meet the future needs 
for experienced senior leaders. Project and project director positions will be centrally managed by the Army DACM office, 
in coordination with the PEOs. AAW leaders should encourage high potential/high performing GS – 14/GS – 15, or broad-
band/payband equivalent civilian acquisition professionals, to apply for consideration. PD slating will be completed at the 
talent management BOD and selectees (principal and alternate) will be slated by order of merit, geographic/regional pref-
erence, and by skills/experience match. The DAAC approves the final slating. Tenure for each of these positions is 3 years 
with the ability to extend to 5 years to meet critical program timelines. 

c.  Contracting commanders/acquisition directors.  Contracting commanders and acquisition directors will be the best 
qualified and highest potential military AAW members in the contracting ACF and will be at the lieutenant colonel and 
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colonel levels. An annual AAC key billet/CSL board process will centrally select these AAW members. Board announce-
ments and application information will be posted by HRC. The announcement will identify the qualifications, the selection 
and slating process timeline, and all the necessary application requirements. Contracting assignments focus on officers 
leading teams that provide contracting support worldwide to expeditionary operations throughout the entire spectrum of 
military operations. These officers will lead contingency contracting teams, contracting efforts for installations, military 
construction, and weapon systems procurement. They execute contract awards, manage contract administration, and pro-
vide industrial management/oversight at contractor facilities worldwide. Contracting officers coordinate the appropriate 
contracting action with the supported warfighter or program manager to address requiring activity needs at both the Army 
and DOD level within the U.S. Army Corps of Engineers and the Defense Contract Management Agency. 
 

9 – 43.  Program manager development 
PM development required the development of a talent management plan for PMs to gain skills and experience in S&T, 
T&E, and contracting before becoming a colonel/O – 6 or GS – 15 PM. 

a.  Development plans for colonel/O – 6 and GS – 15 or broadband/payband equivalent PMs may vary dependent on per-
sonal experiences and career timelines, but will include these specified types of experiences prior to assignment to an 
colonel/O – 6 or GS – 15 PM or broadband/payband equivalent position. Army PMs must understand the full lifecycle of the 
services and materiel to effectively manage the myriad portfolios in which the Army invests. Ensuring PMs are well versed 
in the operational needs of their users and customers as well as a deeper understanding of all functional aspects of program 
management only helps the Army provide the best equipment in the right place and at the right time to Warfighters. Having 
a wide range of training, education, and experience is vital to allowing PMs to reach their full potential. While DAWIA 
certifications allow officers to become experts in a primary career field, the intent of the following PM development strat-
egy is to provide a unique opportunity to focus additional efforts on our most important resource, the immensely talented 
population of our AAW. 

b.  To improve on a rotational development program to grow high performing/high potential AAW members utilizing 
DAWDF funding, the Army DACM office will develop a broadening assignment program for all AAW civilians across 
contracting, T&E, S&T, materiel development, and sustainment. The program purpose is to enhance talent management 
and develop leaders who have a broader understanding of the generation and acquisition of Army requirements. MOA 
with ATEC, AMC, and RDECOM will be established to create experiential assignments for high potential AAW members 
specifically to ensure acquisition program management colonels and GS-15s’ (or broadband/payband equivalents) develop 
the necessary skills to provide the very best acquisition outcomes. The AAW HCSP provides an annual goal for the utili-
zation of DAWDF to ensure 1 percent of the AAW participates in meaningful developmental assignments. 
 

9 – 44.  Military (colonel/O – 6) program manager development 
a.  DA Pam 600 – 3 outlines that FA – 51 officers are functional experts and are, therefore, required to develop expertise 

in an at least one AOC. AOCs for acquisition officers are aligned with the DOD ACFs originally established by the USD 
(AT&L). For acquisition officers, program management (AOC A) and contracting (AOC C) are the two primary AOCs in 
which officers should pursue education, training and experience that will lead to professional certification. Focusing on 
one of these two AOCs will provide the army with the expertise needed to develop, acquire, deliver, and sustain the systems 
and services needed for our 21st century professional Army. FA – 51 officers’ ultimate goal is to achieve DAWIA level III 
certification in their primary AOC before promotion to lieutenant colonel. 

b.  Army acquisition PMs focus on the management of materiel systems or services across all phases of life-cycle man-
agement. Continuing education, training, and a wide breadth of experience are all essential to increasing the proficiency 
of a PM. Table 9 – 1 outlines relevant cross-functional skills, experiences and assignments for 51As to increase their effec-
tiveness as PMs. 

c.  Program management officers should have a wide range of experiences leading up to their colonel/O – 6 CSL PM 
assignment, including experience in S&T, T&E, and contracting. Senior leadership will manage military PMs to ensure 
these officers gain experience in multiple functions while serving as an assistant PM in a PEO, based on the Acquisition 
Workforce Qualification Initiative (AWQI) and acquisition qualification standards. Officers will work with their leadership 
to ensure the essential experience is documented within their IDP, marked complete within their AWQI workbook, and 
appropriately annotated on the officer evaluation report. Senior leaders will ensure complete understanding of required 
experiences and ensure officers are counselled appropriately upon assignment to the PEO. Military PMs will coordinate 
with their assignment officer to ensure their assignments offer opportunities to gain experience in these functionalities as 
well as an operational assignment. To gain a deeper understanding of warfighter needs and requirements, Army acquisition 
officers are required to be assigned for a minimum of 12 months in an operational assignment (for example, division and 
below, Worldwide Individual Augmentation System tasker, TRADOC, ATEC). 

d.  To ensure proper development of our military PMs, leaders, supervisors and talent managers are required to— 
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(1)  Ensure newly accessed acquisition officers are trained to DAWIA level III standards in PM and contracting, and 
level II standards in S&T and T&E prior to their first duty assignment. 

(2)  Capture appropriate gained experience through the use of AWQI checklists, IDPs and officer evaluation reports. 
(3)  Collaborate to ensure officers are placed in positions to cultivate broadened expertise in various functional areas 

related to program management as well as an operational assignment. 
(4)  Utilize various special operations command, combat training center, and ASA (ALT) forward operating team rota-

tions for officers to gain additional operational experience. 
(5)  Ensure the officer career development model encompasses these requirements. 
e.  Additional opportunities to receive operational experience are in table 9 – 1. 

 
Table 9 – 1 
Relevant experiences and assignments — Continued 
Relevant experiences  
Examples: see Acquisition Qualification Standards (AQS) for Program Managers Version 4.6b  

Science and technology Test and evaluation Contracting Operational experience 

Assess coverage, gaps, and 
trade space relative to cur-
rent/future user needs and 
current/required sci-
ence/technology efforts. 

Appraise the process for evolu-
tionary testing techniques suita-
ble to an evolutionary acquisition 
program strategy, and spiral ac-
quisition/development. 

Describe conditions that 
shape whether or not busi-
ness is conducted in ac-
cordance with all applica-
ble laws, regulations, and 
contractual obligations to 
ensure boundaries are un-
derstood for effective pro-
gram management. 

Rotation as an augmented 
observer/controller at a com-
bat training center.  

Conduct a technology readi-
ness assessment. 

Appraise testing required at dif-
ferent ACAT levels  DOD 5000 
series. 

Establish and/or update 
the requirements for the 
acquisition of services 
and/or products. 

Rotation in the U.S. Special 
Operations Command fo-
cused on rapid acquisition 
processes. 

Oversee management tech-
niques for reducing the se-
curity risks when introducing 
new technologies into the 
acquisition process from la-
boratories and research cen-
ters, academia, and foreign 
and domestic commercial 
sources. 

Appraise value of the test and 
evaluation strategy and how it 
can evolve/evolved into the 
TEMP. 

Develop and evaluate the 
appropriate contract strat-
egy and associated con-
tract documents for ser-
vices. 

 

 Appraise various S&T pro-
cesses external to DOD (for 
example, SBIR). 

Appraise need for comprehensive 
T&E program including modeling 
and simulation. 

Evaluate various contract 
types and options (cost 
versus fixed price; sole 
source, versus competi-
tive, alpha contracting, in-
teragency contracts). 

 

Compare practices for: pro-
tection of technologies, sci-
ence and technology track-
ing, technology engineering, 
and transition techniques. 

Compare key T&E stakeholders 
internal and external to the pro-
gram, to include communication 
and collaboration. 

Contract management: 
Ability to guide the devel-
opment of appropriate doc-
uments and focusing con-
tracting actions in pre-
award, source selection, 
and post-award contracting 
activities relating to acqui-
sition management. 

 

Evaluate a program’s S&T 
transition team and capabil-
ity roadmap. 

Aid in planning of a developmen-
tal  or operational test event. 

Evaluate contracting lead 
times and how they impact 
schedules. 
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Table 9 – 1 
Relevant experiences and assignments — Continued 
CLMs in Science and Tech-
nology Core+ Development 
Guide section of DAU iCata-
logue. 

CLMs in Test and Evaluation 
Core+ Development Guide sec-
tion of DAU iCatalogue. 

CLMs in Contracting Core+ 
Development section 
Guide of DAU iCatalogue. 

 

Level 2 DAWIA training.  

Research acquisition officer. T&E officer. Contracting team leader. Acquisition officer at 
TRADOC Center of Excel-
lence. 

Cyber research manager. Senior acquisition officer. Contract management of-
ficer. 

Worldwide Individual Aug-
mentation System tasker. 

Military science advisor. Evaluation officer. Contracting brigade/battal-
ion staff officer. 

Test officer 

Program director Experimental test pilot. Program integrator. Evaluation officer 

Acquisition officer 
(RDECOM). 

 Administrative contracting 
officer. 

Contracting brigade/battalion 
staff officer 

R&D PM.   ASA (ALT) forward operating 
team. 

 
 

9 – 45.  Civilian (GS – 15) program manager development 
The Army Acquisition Reform Initiative also required the establishment of a developmental and broadening experiential 
program to develop S&T, T&E, and contracting competencies and skills for all AAW civilians prior to their selection and 
slating as a GS – 15 or broadband/payband equivalent level PM. The intent of this initiative is, through the expansion of a 
broadening assignment program, for acquisition civilians to gain the experience across S&T, T&E, engineering, material 
development, and sustainment to enhance talent management and develop leaders who have a broader understanding of 
the generation and acquisition of Army requirements. To meet this intent, the Army DACM office— 

a.  Establishes a developmental assignment program with ATEC, the Office of the Deputy Assistant Secretary of the 
Army for Procurement (DASA (P)), and RDECOM to ensure civilians gain experience in S&T, T&E, and contracting. 
This is envisioned to enhance talent management and develop leaders who have a broader understanding of the generation 
and acquisition of Army requirements. AAW civilians who participate in a developmental assignment will utilize training 
and competency checklists throughout the assignment to validate experiential learning. Competencies will be identified on 
the checklist and annotated when completed through the CAMP IDP process and documented as continuous learning points 
in the IDP. Developmental assignment supervisors will monitor experiences to document competencies gained during the 
assignment. 

b.  Publishes a talent management plan for civilian PMs which includes valid MOAs, assignments, and competency 
checklists for broadening assignments with ATEC, DASA(P) and RDECOM. 

c.  Refines the civilian PM career timeline to clearly depict the required experience with an expanded focus on assign-
ments (see fig 9 – 5). 
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Figure 9 – 5.  Army acquisition civilian program manager development model 

 

 
Figure 9 – 5.  Army acquisition civilian program manager development model—continued 
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Figure 9 – 5.  Army acquisition civilian program manager development model—continued 

 

 
Figure 9 – 5.  Army acquisition civilian program manager development model—continued 

 

9 – 46.  Summary 
The talent management strategy for our PMs will continue to focus on the alignment and development of the most experi-
enced and professional workforce. PMs will be provided those opportunities prior to their colonel/O – 6/GS – 15 or broad-
band equivalent PM assignment to ensure a level of proficiency for the myriad requirements they will face in all phases of 
the program lifecycle. 
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9 – 47.  Talent management utilization 
Utilization of trained talent is an integral piece of an effective talent management strategy. 

a.  Identified talent and centralized selectees can expect multiple broadening or developmental experience and training 
opportunities following assignments. Organizations must identify a civilian post-utilization program, following the con-
clusion of centralized selection tours and/or senior acquisition leader developmental assignments/schooling. 

b.  The post utilization process for our most senior acquisition personnel must not be de-centralized and ad-hoc. This 
approach has affected the candidate pool for many of our AAW career development/talent management initiatives, and 
has allowed the AAW to infer that despite completing some of our most prestigious positions and opportunities, they are 
left to their own recourse for follow on assignments. The Post Utilization Placement Process must commence far enough 
in advance of the tour/schooling conclusion to enable open dialogue with incumbents, and vetting of the most opportune 
post utilization assignments and/or schooling. 

c.  Placement of the highest quality participants in senior acquisition leadership developmental and experiential oppor-
tunities/positions must be a priority. The selection process for these centralized selection programs will identify our top 
talent: 

(1)  Army Senior Enterprise Talent Management SSC. 
(2)  Army CSL PMs. 
(3)  AAW CSL PDs. 
(4)  AAW SSC Fellows Program. 
(5)  AAW Competitive Development Group/Army Acquisition Fellowship Program. 
(6)  AAW Emerging Enterprise Leaders Programs. 
d.  The post-utilization for SSC Fellowship graduates, post CSL PMs, and PDs to positions of “higher-level responsi-

bilities” are not always appropriate or available. However, equal-level lateral developmental and broadening experiences 
that enhance an AAW members’ skills, while allowing them to utilize new-found knowledge, skills, and abilities, is ex-
tremely valuable to both the individual and the Army. Every organization must be accountable for not only identifying, 
encouraging and developing their “top 5 to 10 percent,” but also must develop a plan for and provide opportunities for 
post-utilization. Post utilization may include a variety of senior leader training opportunities, for example, AAE-directed 
assignment to an Army or joint staff high priority mission area, SSC/SSC Fellowship; PEO leadership broadening assign-
ment, TWI assignment, Retreat Rights, or one of several other developmental assignments. 

e.  Although lateral reassignments are the common method of assigning selectees to their positions, management di-
rected reassignments are a helpful tool for implementing strategic talent management. PEOs have the authority and flexi-
bility to implement management directed reassignments in order to broaden expertise, create opportunities and increase 
talent within their organizations. 
 

9 – 48.  Retention/recognition programs 
Programs that look for ways to recognize and retain AAW talent ensure a successful talent management strategy. 

a.  We must accentuate what we offer our acquisition workforce that others can’t - the value of being a public servant 
and of working for DOD; the type of work we do; the fact that people get opportunities early-on to assume more authority 
and responsibility than they would in private industry; and that a lot of what we do is truly unique work that isn’t done 
elsewhere. Leaders should use the authorities and the incentives that are in place to keep our best talent. Recruitment and 
retention does not always depend on financial motivations or incentives. 

b.  One of the best tools for motivating talent and garnering great performance from the workforce can be something as 
simple as recognition for a job well done. Look at nominating AAW members for awards given throughout the year: the 
Army Acquisition Executive’s Excellence in Leadership Awards; the Secretary of the Army Excellence in Contracting 
Awards; and the David Packard Excellence in Acquisition Award from OSD. Recognizing people by taking the time to 
nominate them for an award sends a strong message. Recognizing hard work and success not only provides great personal 
incentive, but shares those successes with our broader acquisition community. Use the tools that are there for particular 
classifications and job series, career fields and categories, most of which are available to almost every organization and 
member of the workforce. Additionally, nominate the best acquisition talent for training and development programs under 
the Army’s Senior Enterprise Talent Management and Enterprise Talent Management centrally selected programs. 

c.  Be creative and encourage initiative and creativity, when and where it makes sense. Offer incentives such as telework, 
alternate work schedules, compressed work schedules, and flexible leave. Use programs like the Voluntary Early Retire-
ment Authority and Voluntary Separation Incentive Pay. 
 

9 – 49.  Student Loan Repayment Program 
This AAW, annually funded, centrally selected program is designed to repay federally insured student loans, and can be 
used as a retention incentive for civilian acquisition employees with critical acquisition skills. The program is centrally 
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funded by 10 USC 852 from the DAWDF. The AAW Student Loan Repayment Program is considered an incentive pro-
gram under 10 USC and FY funding is determined and built into the Army FY DAWDF Plan. Each recipient, after approval 
by first and second line supervisors, receives up to $10,000 per person, per year, payable directly to the indebted institution. 
Recipients must reapply each year. 
 

9 – 50.  Succession planning 
Succession planning is taking those steps to prepare an organization to maintain its effectiveness when experiencing key 
leader or key staff member attrition by retirement, promotion or other means. Succession planning is an important element 
in any talent management strategy and human capital plan. When key personnel leave an organization they take with them 
the knowledge and expertise required for the job. Oftentimes this knowledge and expertise spans decades. An effective 
succession plan will ease that transition. The AAE supports succession planning by providing the resources and programs 
necessary to enable the workforce leadership to execute their succession plans. Each acquisition organization must take 
the responsibility for its own succession planning and should develop programs that provide a means for accelerating 
experience, diversification, and development of our future leaders. It is at this level that the most effective measures can 
be employed. 
 

9 – 51.  Dedicated talent management staffing 
AAW talent management strategy is planned and implemented by the AAW talent management branch within the Army 
DACM office. The AMB within HRC in conjunction with the Army DACM office has assisted in the identification, de-
velopment and management of military acquisition officers for many years. As a comparative measure, the AMB employs 
eight full-time officers and six civilians to manage the development and utilization of over 2,000 Regular Army and Army 
Reserve acquisition officers. AMB provides counseling, military schooling, and assignment guidance and execution for 
the Army acquisition officer corps. A key to the success of identifying and solving hiring challenges is the placement of a 
human resources strategist (occupational series 0201) who will be the AAW subject matter expert on DAWIA, acquisition 
hiring authorities, AAW hiring processes and challenges, and partnering with the Army CHRA to develop a center of 
excellence strategy for acquisition personnel hiring within the Army. Critical to the implementation of this talent manage-
ment strategy is the reorganization of our AAW management process. The development and continuous improvement of 
a team within the Army DACM office with the unique skills required to integrate talent management initiatives, design 
strategies for development of our AAW, and execute talent management will ensure successful fulfillment of not only 
statutory requirements and implementation of statutory authorities, but also will facilitate and ensure our ability to comply 
with Army Acquisition Reform Initiatives. 
 

9 – 52.  Special provisions for non-acquisition leadership positions in the Army Test and Evaluation 
Command 
All non-acquisition military and civilian personnel serving in a leadership position in ATEC are given a higher priority to 
attend DAU resident courses in accordance with DAWIA of 1990 (10 USC 1735). Accordingly, the AAE directed that the 
DACM change the training priority placement for ATEC non-acquisition leadership personnel from priority 5 to priority 
3. The following procedures are included as part of this policy change: 

a.  Approval of requests from ATEC leadership personnel to attend DAU training is provided by Headquarters, ATEC 
in coordination with the Office of the DACM, acquisition education and training branch. 

b.  If required, ATEC is responsible for all travel costs for non-acquisition personnel to attend applicable DAU training 
(DAU travel funds can only be authorized for personnel serving in AAW-coded positions). 
 

Chapter 10 
Army Unique Procedures 
 

Section I 
Type Classification and Materiel Release 
 

10 – 1.  Type classification 
a.  Type classification (TC) is the Army process used to establish the degree of acceptability of materiel for Army use 

prior to the expenditure of procurement funds. Acquisition programs are required to obtain TC Standard prior to the Full 
Rate Production Decision Review. 

b.  The AR 700 – 142 and DA Pam 700 – 142 defines the TC process and provides the TC designations, general assign-
ment policy and procedures, exemptions and prerequisites for TC. 




