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EXECUTIVE SUMMARY 
CHAPTER I-INTRODUCTION 

There are three distinct elements within the Department of De- 
fense Acquisition System: (1) the policies, procedures, and processes 
which govern the operation of the acquisition system; (2) the orga- 
nization of the resources (people, management structure, capital, 
and facilities) that execute the policies and procedures; and, (3) the 
people within the organization that make the system work. Al- 

. though it has been-recognized in studies and commissions (includ- 
ing the First and Second Hoover Commissions in 1949 and 1955, 
the Fitzhugh Commission in 1970, the Commission on Government 
Procurement in 1972, and the Packard Commission in 1986) for 
over thirty years that the quality and professionalism of the de- 
fense acquisition workforce should be improved, the great majority 
of reform efforts have focused on changes in policies and proce- 
dures, or organization. Acquisition workforce issues have not been 
ignored, either by the executive branch, or Congress, as is evident 
by the legislation adopted and administrative changes that have oc- 
curred, primarily over the last five years. Yet most remain uncon- 
vinced that enough has been done. 

Before considering the adoption of any of the myriad proposals 
for improvement of the acquisition workforce, the Committee on 
Armed Services believed it crucial to conduct an in-depth analysis 
of the state of the acquisition workforce-including an analysis of 
the qualifications and professionalism of acquisition personnel as 
well as a review of various DOD efforts of the department to estab- 
lish and manage the career development of the acquisition work- 
force. It is hoped that through this effort a better assessment of 
cause and effect can be made-providing greater assurance that 
changes adopted will in fact bring about the desired result. In 
making that assessment, the report will attempt to answer four 
major questions: 

(1) Are the Services appointing Program Managers, 
Deputy Program Managers, and Contracting Officers with 
the experience, education and training required by law 
and regulation; and are Program Managers being retained 
in their positions the mandatory four-year minimum? 

(2) Is there a career program structure to develop quali- 
fied and professional contracting and program manage- 
ment personnel-both civilian and military? 

(3) Is there an appropriate mix of military and civilian 
personnel within the workforce? 

(4) What impediments exist that must be overcome in 
order to develop a quality, professional workforce, and how 
can that be accomplished? 
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The answers to the questions posed will be developed in the 
report first by setting the stage within which the key acquisition 
players operate-who are these people, what is their function or 
role, how are they selected, and where do they fit in the organiza- 
tional hierarchy (Chapter 11). Because personnel management plays 
such a crucial role in the development and selection of the acquisi- 
tion workforce, Chapter I11 sets the stage in terms of personnel 
management-the personnel organization, how that organization 
interfaces with the acquisition organization, what personnel poli- 
cies relate to the acquisition workforce, and what automated infor- 
mation systems are being utilized to manage personnel. Chapters 
IV through VI will provide the data developed on the characteris- 
tics of the acquisition workforce-moving from the broadest seg- 
ment-the acquisition workforce as a whole, to contracting oficers 
and Program Managers specifically. Chapter VII will highlight the 
issue of the professionalism of the acquisition workforce, with par- 
ticular emphasis on education and training. Chapters VIII and IX 
deal with two vexing issues relating to the workforce-the mix of 
military and civilians, and compensation. 

While there is certainly no agreement on many of the terms of 
reference used by the acquisition community, for purposes of this 
report we attempted to utilize the most commonly accepted defini- 
tions. Accordingly, the "acquisition process" is used when referring 
to the process that begins when the agency has established its 

- needs, and includes the articulation of the user's needs in terms of 
hardware solutions, validation of the requiremenh through the 
planning, programming and budget process, concept exploration, 
demonstration/validation, full-scale development and production, 
deployment and support. The "procurement process" is a sub-set of 
the acquisition process and includes the development of a long- . 
term plan for selecting a source or sources, translating the govern- 
ment's needs into a request for proposal from industry, selection of 
a contractor, and administration of the contract. The "acquisition 
workforce" refers to military personnel in acquisition assignments 
and to civilian employees who are serving in the competitive serv- 
ice in the series of positions designated under Draft DOD Manual 
5000.52-M as acquisition positions. In judging the "quality and pro- 
fessionalism" of the workforce, we are forced to rely on measurable 
characteristics such as level of education, training, and experience, 
while attempting to assess the traits of professionalism that are not 
subject to quantification. 

It is important to note at  this juncture that the data utilized in 
this report was developed, in many cases from raw statistical data, 
using existing data bases within the Department of Defense, and 
data and information available from a number of sources both 
within and outside the government. Conclusions drawn from the 
data must be viewed with the knowledge that there are problems 
with the data bases, either because the information is not pure be- 
cause of lack of agreement on definitions used, or the data system 
does not track the information gleaned in the form utilized. The 
data utilized was collected from January to June 1989, and accord- 
ingly does not reflect recent changes made by the Department. 

CHAPTER 11-ACQUISITION ORGANIZATIONS 

Acquisition functions in the DOD are conducted by the Office of 
the Secretary of Defense, the three military services, and several 
defense agencies. The Under Secretary of Defense for Acquisition 
(USD(A)) ia responsible for supervising DOD acquisition and estab- 
lishing acquisition policy and is given authority to direct the Serv- 
ice Secretaries and agency heads with regard to matters for which 
the Under Secretary has responsibility. 

Each of the services organize their acquisition functions differ- 
ently (reflecting historical and mission differences), although there 
are some general characteristics shared by each. Program Manage- 
ment has been primarily conducted through the procurement or 
"systems" commands, although the Department is in the process of 
implementing a new Program Management structure that will cir- 
cumvent the major procurement commands and place Program 
Managers under a Program Executive Officer that reports directly 
to the Service Acquisition Executive. Most Program Management 
organizations are either matrix or project organizations. Matrix or- 
ganizations-those in which the Program Manager is supported by 
certain core offices assigned exclusively to the Program Manager, 
and by organizations representing the various functional disci- 
plines that are matrixed (can be collocated or physically separate) 
to the Program Manager, are the norm. Project or program organi- 
zations, in which one finds all the necessary functional resources in 
a self-contained, vertically arranged organization are also used, but 
not often. 

Contracting organizations support the weapons system acquisi- 
tion process and provide field level support a t  all organizational 
levels. Systems contracting is centralized, and has typically been 
primarily conducted within a major procurement command in the 
service, such as Air Force Systems Command, or Army Materiel 
Command. At the operating levels contracting is conducted by di- 
rectorates, divisions, or other organizational entities who work for 
the commander of the installation or other organization that the 
office is within. The great majority of contracting organizations are 
engaged in field level contracting, although the majority of people 
are involved in major systems acquisition. 

Contracting authority flows from the Service Secretary to the 
Heads of Contracting Authority, typically commanders of the vari- 
ous major commands within the service, and from them it is fur- 
ther delegated. Although contracting authority typically flows par- 
allel to the chain of command, responsibility for contract execution 
is through the chain of command. 

Despite these similarities, there are distinct organizational differ- 
ences between the services and DLA. The variety in organizational 
structure between the three services is reflected in the difference 
in number of contracting organizations world-wide: the Army has 
over 250, the Navy including Marine Corps over 900, and the Air 
Force over 200. 



CHAPTER 111-PERSONNEL MANAGEMENT- 
ORGANIZATION, POLICIES, AND DATA SYSTEMS 

To understand the role of the Program Manager and contracting 
officer, and to evaluate the challenges confronting the Department 
in the development and management of a professional a~quisition 
workforce, requires a thorough understanding of the personnel 
management organizations, policies, and systems which collectively 
impact the development and operation of this workforce, as well as 
the underlying distinctions between military and civilian person- 
nel. 

MILITARY AND CIVILIAN PERSONNEL MANAGEMENT 
DISTINCTIONS 

Military officers exist to organize, equip, train, and direct mili- 
tary forces. They first and foremost are members of the military 
officer corps charged with carrying out their service's military mis- 
sion. Civil servants, on the other hand, perform specific technical 
functions for the government similar to those found in the private 
sector. Civilians hold no personnel rank or distinction, since their 
authority resides only in the position they occupy. Despite the fun- 
damental distinctions in these two different types of DOD person- 
nel, in recent years there has been a significant narrowing of the 
technical skill levels between civilian and military personnel and 
in some cases military officers and civilians perform the same func- 
tions. 

As a result of these basic differences, the personnel management 
systems differ. While both systems have the same career phases- 
recruitment or accession, training, career management, and retire- 
ment or separation, there are pervasive differences throughout 
each phase. Recruitment for the military is done centrally, for ci- 
vilians locally. Continuous training and professional development 
are ingrained in the military system while in the civilian system 
these are often difficult to obtain. Career management is central- 
ized in the military, whereas civilian hiring is typically done a t  the 
local level and civilians are almost solely reliant on individual ini- 
tiative in managing their careers. Retirement for the military is 
based on the "up or out" policy with retired members subject to 
recall to active duty in time of national emergency. Civil service 
retirement is based on the precept of inability to continue to per- 
form the job satisfactorily. 

OFFICE OF THE SECRETARY OF DEFENSE-PERSONNEL 
MANAGEMENT ORGANIZATIONS AND POLICIES 

The Under Secretary of Defense (Acquisition) is responsible for 
the training and career development of military and civilian acqui- 
sition personnel. Within his office those functions are split between 
the Assistant Secretary of Defense (Production and Logistics) for 
contracting personnel, and the Director for Program Integration 
for Program Managers. However, there is only one individual, as- 
signed to the ASD (Production and Logistics), responsible for policy 
formulation, guidance, and monitoring the entire DOD acquisition - 
workforce. 

The Assistant Secretary of Defense (Force Management and Per- 
sonnel) is responsible for personnel management systems, career 
development, compensation, training, and the remaining tradition- 
al personnel management functions. In addition, two other organi- 
zations, the Defense Systems Management College and the Civilian 
Career Board Structure, play important roles in the implementa- 
tion of acquisition personnel career development. 

Policy guidance with respect to a career program for certain seg- 
ments of the acquisition workforce has been provided by the Office 
of the Secretary of Defense in some form since the 1960's for con- 
tracting personnel arid for Program Managers, and culminated in 
1988 with the issuance of DOD Directive 5000.52, "Defense Acquisi- 
tion Education and Training Program." DOD Directive 5000.52 
merged the existing contracting and Program Management career 
program guidance and expanded its scope to other personnel 
within the acquisition workforce as well as to the Reserve compo- 
nents. 

DOD policy with respect to contracting personnel began in July 
1961 with the adoption of DOD Directive 1430.6 which set forth 
training requirements for both civilian and military personnel. By 
1966, this had been replaced by DOD 1430.10-M-I which estab- 
lished a civilian contracting career program with mandatory train- 
ing, a central registration and referral system, career counseling, 
and a toplevel career board structure. In 1986, with the adoption 
of DOD Directive 5000.48, the Department established experience, 
education, and training requirements for contracting, quality assur- 
ance, and business and financial management positions at four 
levels of job complexity. DOD Directive 5000.48 was unique in that 
for the first time since the early 1960s it applied the same training 
and education requirements to both military and civilian person- 
nel, as well as to civilians in the competitive and excepted service 
schedules A, B, and C and in the Senior Executive Service. 

Originally, DOD established its basic policy on the qualifications, 
training, tenure, and authority of Program Managers (there re- 
ferred to as Systems or Project Managers) with the promulgation of 
DUD Directive 5010.14 in 1965, which was replaced by DOD Direc- 
tive 5000.1 in 1971. Subsequently, DOD established its policy for 
the selection, training, and career development of Program Manag- 
ers in DOD Directive 5000.23, issued November 26, 1974. That di- 
rective, updated in 1986 to reflect legislative requirements for Pro- 
gram Managers, also required the establishment and maintenance 
of appropriate career fields for military and civilian acquisition 
managers (people who would eventually be subject to selection as 
Program Managers). 

There are currently three DOD Directives affecting the career 
development, training, and education of acquisition personnel (both 
civilian and military). DOD Directive 5000.1 (September 1, 1987) es- 
tablishes the policies for managing defense acquisition programs 
and the streamlined acquisition organization structure (consisting 
of Senior Acquisition Executives (SAE), Program Executive Officers 
(PEO), and Program Managers) for major programs. DOD Directive 
5000.52, issued August 12, 1988, and DOD Manual 5000.52-M 
(draft) and DOD Instruction 5000.52 (draft), consolidated and ex- 
panded the policy guidance on the acquisition workforce career de- 
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velo~ment oromam contained in DOD Directives 5000.23 and 
500648, DOD ~ki t rud ion  5100.58, and DOD Manuals 1430.10-M-1 
and 1430.10-M-2. The DOD Instruction and Manual are still in the 
coordination process and may be revised to reflect actions taken as 
part of the Defense Management Review. 

Responsibility for management of both civilian and military per- 
sonnel in each of the Military Departments rests with the Service 
Secretaries, assisted by the Assistant Secretaries for Manpower and 
Reserve Affairs. The role of the Secretariats is essentially to exer- 
cise civilian control by establishing broad policy and exercising 

. 

oversight of the activities of the military staffs who (1) formulate 
personnel policy and program proposals based on military expertise 
for review and approval by the Secretariat and (2) translate the 
broad policy decisions of the civilian leadership into specific direc- 
tives for the services' field activities to implement. 

ARMY PERSONNEL MANAGEMENT ORGANIZATIONS AND 
POLICIES 

In the Army the Deputy Chief of Staff, Personnel (DCSPER) 
plans and supervises the policies and procedures for both military 
and civilian personnel through his directors for civilian and mili- 
tary personnel. 

Eight operating Agencies report to the Army DCSPER, including 
the Total Army Personnel Command (PERSCOM), which is respon- 
sible for the integration, management, and oversight of the Total 
Army personnel function. Both military and civilian personnel 
management functions are combined within PERSCOM, but 
remain in many respects distinct since they are managed by differ- 
ent directorates within the command. Within the Army in the 
field, both the military and civilian chiefs of personnel work for the 
commanders at  their respective levels, executing military and civil- 
ian personnel policy. 

For management of Army military officers, each career field or 
discipline (both Branch and Functional Area) has a Proponent who 
is responsible for the career development of the military officers 
within that function or discipline. Officer personnel have tradition-. 
ally been managed by branch-for example, armor, infantry, quar- 
termaster, and ordnance, and are generally assigned within that 
branch within their functional specialty, such as contracting. After 
spending about eight years becoming "branchqualified" officers 
may be "dual-tracked" to positions in their functional area, but 
oiltside their branch. 

Within the Army civilian career management system, primary 
responsibility for policy formulation is centralized in civilian per- 
sonnel (although the functional managers are allowed to make rec- 
ommendations), while program execution remains with the com- 
mander and his supporting civilian personnel organization. The 
Functional Chief (either an  Assistant Secretary, Deputy Chief of 
Staff, or commander of one of the major commands) is assisted in 
his civilian career management typically by the highest ranking ci- 
vilian in the functional area. Civilian career paths are institution- 
alized through the Army Civilian Training, Education and Develop- 

ment System (ACTEDS), which establish a systemic approach to 
technical, professional and leadership training and development. 

NAVY PERSONNEL MANAGEMENT ORGANIZATIONS AND 
POLICIES 

The Deputy Chief of Naval Operations (Manpower, Personnel, 
and Training) is dual-hatted as the Chief of Naval Personnel. In 
this capacity he is responsible for military personnel matters, 
which are managed for him by the Naval Military Personnel Com- 
mand. He is advised on civilian personnel matters by the Naval Ci- 
vilian Personnel Center, which also provides civilian personnel 
guidance and services to Navy subordinate commands. 

Policy guidance for Navy civilian personnel matters flows 
through the Deputy Assistant Secretary for Civilian Persorlnel 
Policy and Equal Employment Opportunity, who is responsible for 
the development of all civilian personnel policy for the Navy De- 
partment-including the Marine Corps and Office of Naval Re- 
search. The Directors of Civilian Personnel Programs for each Ech- 
elon 1 and 2 command in the Navy report to their respective com- 
manders, providing advice regarding the development and imple- 
mentation of command-wide civilian personnel policy. Navy and 
Marine Corps shore civilian personnel offices are found at the 
headquarters and field activity levels to provide on-site personnel- 
related services. 

The Naval Military Personnel Command is organized to provide 
centralized personnel management of naval enlisted and officer 
personnel. In addition, support is provided to the Operating Forces 
(such as US Naval Forces Europe) from separate personnel offices, 
and a t  sea through a personnel specialist and, in most cases, a col- 
lateral duty personnel officer assigned to ocean-going ships and 
units. 

The Navy officer corps is organized into three categories: unre- 
stricted line officers who are associated with operations in the 
three fighting arms of the Navy, restricted line officers who are en- 
gaged in direct support operations (e.g. Aviation Maintenance Duty 
Officers), and staff corps officers who perform specialized tasks 
such as contracting, medical, legal, and other functions. Navy per- 
sonnel management of officers is conlplicated by the need to rnain- 
tain shore billets for personnel rotating from sea duty. 

The Navy has followed a traditional, decentralized approach to 
personnel management of its civilian employees with most career 
program development policies delegated to the SYSCOM headquar- 
ters. Primary responsibility for program execution resides with line 
or functional managers who approve plans and policy with the 
servicing civilian personnel oace providing support and adminis- 
tration. 

AIR FORCE PERSONNEL MANAGEMENT ORGANIZATIONS 
AND POLICIES 

In the Air Force, the Deputy Chief of Staff, Personnel, supervises 
policy and procedures for both military and civilian personnel al- 
though the Deputy Chief of Staff, Plans and Resources, also has 
personnel management responsibilities in that he is responsible for 



the sizing and military mix of the Air Force. As such, the DCS, 
Plans and Resources develops and administers policy for the alloca- 
tion of active military and civilian manpower resources throughout 
the Air Force. 

The two most important offices in managing the Air Force work- 
force are the Director of Civilian Personnel and the Assistant 
Deputy Chief of Staff for Military Personnel. Reporting to the Di- 
rector of Civilian Personnel, the Air Force Civilian Personnel Man- 
agement Center (AFCPMC) is responsible for centralized Air Force 
civilian career management. The Air Force Military Personnel 
Center-commanded by the Assistant Deputy Chief of Staff for 
Military Personnel-is responsible for the centralized management 
of the military force, both officers and enlisted. Outside of AFMPC 
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and AFCPMC, there are military and civilian chiefs of personnel 
who work for the commanders at  each organizational level. The 
execution of personnel policy is shared between the traditional 
base and field command personnel organizations and the centrally 
managed functions a t  AFMPC and AFCPMC. 

For the military, force-level planning or modeling, Professional 
Military Education, assignments and promotions are centralized. 
The Air Force has a separate and distinct career path for officers 
in several specific functional areas. For example, there is a specific 
career path for Acquisition Contracting/Manufacturing Staff Offi- 
cers (65XX), as well as the three primary sources of military Pro- 
gram Managers: Scientific (26XX); Acquisition Program Manage- 
ment (27XX); and Development Engineering (28XX). Management 
of military officer careers in acquisition are complicated to some 
extent by the Air Force's effort to maintain rated officers in the 
acquisition career field, while still maintaining their eligibility for 
flight pay. 

For managing its civilian workforce, the Air Force has estab- 
lished a structure and management philosophy that provides for 
career development in a centralized mode, with the heavy involve- 
ment and influence of the senior leadership in that functional area. 
The traditional, routine personnel management functions remain 
within the purview of the local civilian personnel community and 
commander. 

DLA PERSONNEL MANAGEMENT 

In the Defense Logistics Agency, staffing and personnel man 
ment of military personnel is provided by the Army, Navy, 3;; 
Force, and Marine Corps. Management of DLA civilian personnel is 
shared between the DLA Staff Director for Civilian Personnel, who 
provides overall guidance and establishes DLA-wide civilian career 
programs, and the appropriate Principal Staff Elements (such as 
contracting or quality assurance) who provide leadership in devel- 
oping civilian career programs and serve as the component func- 
tional chief for DOD-wide civilian career programs. 

PERSONNEL DATA SYSTEMS 

necessary for the day-to-day operation of a personnel management 
system (e.g. assignments, promotions, and training). An MIS is a 

, necessary tool for planning, coordinating and controlling the work- 
force. 

DOD has been inhibited in managing the acquisition workforce 
by several factors relating to its ADPS and MIS: inadequate ADP 
systems; failure to integrate the various personnel systems within 
the services (each of the services has at least two data systems); 
failure to use common criteria in defining who is in the procure- 
ment workforce; and lack of standardization in reporting data ele- 
ments, thus making it difficult for the Under Secretary of Defense 
for Acquisition to judge compliance with workforce policies. 

CHAPTER IV-THE ACQUISITION WORKFORCE 
As noted in Chapter One, there has always been a problem iden- 

tifying the categories of personnel considered to be in the acquisi- 
tion workforce. Regardless of the definition used, however, there 
has undeniably been a gradual expansion of the jobs and functions 
that are included within the scope of the acquisition workforce. We 
have utilized the latest definition upon which data are based, the 
definition included in Draft DOD Manual 5000.52-M (Dec. 13, 
1988). That definition basically establishes two premises for includ- 
ing a person in the acquisition workforce-that the individual is in 
a "core" or basic occupational series that is inherently "acquisi-- 
tion" in nature regardless of the person's organizational assign- 
ment; or, that the individual is in a "shared" occupational series, 
such as engineering or budget and financial management, that en- 
compasses some acquisition personnel, in which case the individual 
is presumed to be operating in an acquisition function only when 
assigned to an acquisition organization. 

CIVILIAN ACQUISITION WORKFORCE 
Four key factors about the civilian acquisition workforce are 

worth noting (see Exhibits IV-1, IV-2 and IV-3): (1) the Navy has 
the largest percentage of the civilian acquisition workforce (42 per- 
cent); the Army is next with 25 percent; then the Air Force with 20 
percent, and finally, DLA with 13 percent; (2) seventy-three percent 
of the DOD civilian acquisition workforce is classified in a "shared" 
series, and are thus not considered acquisition personnel unless as- 
signed to an acquisition command; (3) there are significant num- 
bers of personnel in core acquisition disciplines assigned (presum- 
ably to perform acquisition functions) to non-acquisition commands; 
and, (4) in no case does the acquisition workforce constitute a ma- 
jority of the civilians assigned to the acquisition or procurement 
commands (in the services,. they are about one-third of all the civil- 
ians assigned). 

An effective automatic data processing (ADP) system and man- 
agement information system (MIS) are critical to managing the aci 
quisition workforce in the most effective manner. ADP systems are 
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EXHIBIT IV-3 

BASIC CIVILIAN ACQUISITION SERIES 
PERCENT ASS1GNED TO ACQUISITION COMMAND 

" 
ARMY NAVY AIR FORCE DtA 

MILITARY ACQUISITION WORKFORCE 

With respect to the military (see Exhibits IV-7 and IV-8): (1) the 
Air Force has the largest percentage of the total military acquisi- 
tion workforce (63 percent), followed by the Navy, with 23 percent, 
and the Army with 14 percent; (2) eighty percent of the Army mili- 
tary acquisition workforce are in the basic series, compared to the 
Air Force, with 53 percent, and the Navy with 34 percent; (3) the 
majority of military in specialty codes considered to be core acquisi- 
tion positions are assigned to the service procurement cornmands- 
Army, 54 percent; Navy, 72 percent; Air Force, 61 percent; and, (4) 
of the military officers assigned to acquisition commands, acquisi- 
tion officers constitute 51 percent in the Air Force, 50 percent in 
the Navy, and only 20 percent in the Army. 

EXHIBIT IV-7 

ACQUISITION OFFICERS 
PERCENT OF TOTAL 
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EXHIBIT IV-8 
EXHIBIT IV-9 

PERCENT OF ACQUlSlTlON OFFlCERS 
IN ACQUISITION COMMANDS 

w 
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COMBINED ACQUISITION WORKFORCE 

As shown in Exhibit IV-9, the Navy has the largest combined 
military officer and civilian acquisition workforce with 86,015 per- 
sonnel, followed by the Army a t  51,049 and the Air Force a t  48,955. 
Of that total, 96 percent are civilians in the Navy and Army, and 
82 percent are civilians in the Air Force. With the addition of the 
27,049 civilians in the Defense Logistics Agency, the grand total for 

1 the department is 213,068, 93 percent of whom are civilians. 
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ClVItlAN MILITARY 

CHAPTER V-THE CONTRACTING WORKFORCE 

MILITARY AND CIVILIAN CONTRACTING WORKFORCE- 
CHARACTERISTICS 

The contracting workforce, a core element of the acquisition 
workforce, is composed of both military and civilian personnel. The 
civilians are with minor exception identifiable by their occupation- 
al series-GS-1102. With respect to the military it is a much more 
difficult pracess because of the practice of dual-tracking-many 
military officers are not captured in the data system because they 
carry the contracting skill identifier as their secondary career field 
(with Infantry, for example, as the primary designator). 

The civilian contracting workforce consists of people in six spe- 
cialties within the GS-1102 personnel series: contract specialist; 
contract negotiator; contract administrator; contract termination 
specialist; contract price/cost analyst; and procurement analyst. 
DOD has historically employed about 75 percent (22,000) of the 
30,000 GS-1102 series personnel in the federal workforce. The GS- 
1102 workforce in DOD grew 71 percent from 1978 to 1987, as corn- 
pared to a 49 percent rate of growth in that same workforce in 
non-defense agencies (Exhibit V-I). The average age and grade is 
slightly lower (41.5 and 10.57 respectively) than the government- 



wide average (41.95 and L0.64), but the DOD workforce is slightly 
better educated (52 percent college graduates as opposed to 51 per- 
cent government-wide). 

EXHIBIT V-1 

GROWTH OF GS-1102 WORKFORCE 

78 79 80 81 82 83 84 85 86 87 
YEAR 

1 Federal Government DOD 

Within the Department, the Air Force has the largest portion of 
the civilian contracting workforce (28 percent), followed by the 
Army (27 percent), the Navy (23 percent), and DLA (22 percent) 
(Exhibit V-4). Until 1984 workforce size increased at a slower pace 
than the increase in dollars obligated, but since then has surpassed 
that rate of increase. 

DEPARTMENT OF DEFENSE 
GS-1102 WORKFORCE (1988) 

The services have the same relative grade distribution within the 
workforce, while DLA's is somewhat lower, and "other DOD activi- " 

ties" have a significantly greater number of people at the more 
senior level. The Army currently has the highest average grade, 
with DLA the lowest. Over time, the Navy has had the highest av- 
erage grade (10.64), followed by the Air Force (10.58), the Army- 
(10.48), and then DLA (10.46) (Exhibit V-11). Average age and 
length of service have been decreasing as the workforce size has in- 
creased (Exhibits V-12 & V-13). 
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GS-1102 AVERAGE GRADE 
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EXHIBIT V-12 
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EXHIBIT V-13 EXHIBIT V-15 

CIVILIAN GS-1102 LENGTH OF SERVICE 
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In terms of educational level, the Air Force leads the way, with 
both DLA and all the services except the Navy showing steady 
progress towards a better educated workforce (Exhibit V-15). It is 
also significant to note that the voluntary quit rate for GS-1102 
series increased over 60 percent between 1976 and 1986. 

Civilian Retirement Eligibility 
(In Percentages) 
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Year 

Army Navy !-J Air Force 

DLA other 0 DOD Total 

Among the services, the Air Force has consistently had the larg- 
est proportion of the military personnel in contracting with 58 per- 
cent in 1988, followed by the Navy with 22 percent and the Army 
with 20 percent (Exhibit V-19). The Air Force also has the largest 
number of officers in contracting a t  the entry levels (the Army 
does not even assign officers in contracting a t  the rank of lieuten- 
ant). Because it brings officers in at a lower rank, the Air Force 
has the youngest average age (followed by the Navy, then Army), 
and the fewest years of service. Approximately 50 percent of the 
military officers in contracting assignments were assigned to acqui- 
sition commands (54. percent Air Force, 50 percent Navy, and 49 
percent Army). 



EXHIBIT V-19 

MILITARY OFFICER CONTRACTING WORKFORCE 
1988 

Army (20%) 

The Air Force has historically had the largest combined military 
and civilian contracting workforce, with the latest figures showing 
a total of 7726 personnel (32 percent), followed by the Army with 
6404 (27 percent), the Navy with 5,233 (22 percent), and DLA with 
4,559 (19 percent). When Air Force enlisted contracting personnel 
are included the total Air Force proportion of the DOD contracting 
urorkforce shifts from 32 to 35 percent (Exhibit V-30. 
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EXHIBIT V-30 
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MANAGEMENT OF ARMY CONTRACTING PERSONNEL 

In the Army, the Functional Chief for the contracting career pro- 
gram is the Assistant Secretary of the Army (Research, Develop- 
ment & Acquisition). He has appointed the Director of Contracting, 
Officer of the Deputy Assistant Secretary (Procurement), a General 
Office, as the Proponent for the FA97-Contracting and Industrial 
Management-career field. 

Army officers generalfy serve five to seven years in their branch 
(i.e. armor, infantry, etc.) before entering the contracting career 
field. Since 1985 Army officers have been allowed to follow either a 
"single" or "dual" track career path. Officers on the "dual" track 
may be assigned to alternating positions in their branch and in the 
FA97 field. Of the 1574 officers currently holding FA97 designa- 
tion, less than 7 percent are "single" tracked. In addition to the 
1574 active duty FA97 officers, there are 649 FA97 officers in the 
Army Reserve and Army National Guard. Fifty-one percent of the 
active Army FA97 officers are a t  the 0-3 level and 70 percent are 
assigned to centralized procurement organizations. 

Army contracting officers compete for promotion with all other 
officers except for the professional career fields (lawyers, doctors, 
etc.) although there are selection floors established a t  the lieuten- 
ant  colonel and colonel rank. Available data indicates that their 



promotion rate at  the 0-5 and 0-6 level is very competitive vis-a- 
vis other Army officers. 

The Army is developing a new career program for its 9,757 con- 
tracting civilians (occupational series 1101, 1102, 1103, 1150 1105, 
and 1106). This program is similar in some respects to the military 
program except that it is largely decentralized. The U.S. Army Per- 
sonnel Command is responsible for the centralized aspects of career 
program management. The Assistant Secretary of the Army (Re- 
search, Development and Acquisition) is this program's Functional 
Chief. The Deputy Director, Army Contracting Support Agency is 
the Functional Chiefs Representative for contracting civilians and 
is assisted by a series of boards, committees and individuals hierar- 
chically organized from Department of Army to installation level. 

In the Army, the career path for contracting civilians, as with 
other occupational series, is found in the Army Civilian Training, 
Education and Development System (ACTEDS), a formal competen- 
cy based system that requires identification of knowledge, skills 
and abilities at  each grade level. Recruiting is generally decentral- 
ized to the organizational level and is normally conducted by civil- 
ian personnel specialists at the request of the functional manager. 
In the case of recruitment for the 1102 series, Army organizational 
recruiters use the OPM register, on-campus recruiting, DOD-wide 
merit promotion announcements or the Outstanding Scholar Pro- 
gram, depending on the desires of local management. Unlike the 
other services, the Army has no centralized contracting intern pro- 
gram. Additionally, there is no current feedback mechanism to 
Armv  to^ management regarding the status and effectiveness of 
the f?eld&anaged intern programs. 

While assignments and promotions of civilians is typically decen- 
tralized in the Arm the contracting and acquisition career field 
was an exception. Gntil 1986 the Army utilized the DODwide 
Automated Career Management System (ACMS) for referrals. 
Since its disestablishment in 1986 the Army has been developing a 
new central referral system, but has been using the Army Civilian 
Career Evaluation System (ACCES), a semi-automated system, in 
the interim. 

MANAGEMENT OF NAVY CONTRACTING PERSONNEL 

In terms of policy guidance, the Navy, at least theoretically, has 
a high degree of management integration of both civilian and mili- 
tary workforces. The Assistant Secretary of the Navy (Shipbuilding 
and Logistics) and the Navy Contracting Career Management 
Board have oversight responsibility for the development and oper- 
ation of the Navy Contracting and Acquisition Career Management 
Program. The Navy Contracting Career Management Board per- 

Q for the con- forms centralized policy and oversight responsibilitie. 
tracting career field (both military and civilian), but it has met 
only three times since January 1987, and its primary emphasis is 
on civilian personnel. The functional career structure and person- 

nel system are both under the cognizance of the Director of Supply 
Corps Personnel. 

Career progression is managed by assignment of subspecialty and 
Additional Qualification Designator codes to Supply Corps Officers. 
Although Navy military contracting officers are generally expected 
to continue alternating between sea and shore duty, they tend to 
specialize in contracting after entering the Navy Acquisition Con- 
tracting Officer Program. The Navy Acquisition Contracting Offi- 
cer (NACO) program develops officers for future assignment to 
middle and senior grade contracting management billets through 
contracting work experience and formal training. 

Assignments are made centrally by the Director of Supply Corps 
Personnel, Naval Supply Systems Command. In the Navy, military 
contracting officers only compete with officers in other subspecial- 
ties within the Supply Qrps. The selection rate for promotion a t  
the 0-5 and 0-6 levels of officers in contracting compares very fa- 
vorably against the selection rate within the Supply Corps and the 
Navy as a whole. Although the number of Navy military contract- 
ing personnel (531 supply corps officers with specialty codes in ac- 
quisition and contracting) is less than a third of that in the Army 
and Air Force, their rank is considerably higher-with 20 percent 
at  the 0-3 level, 38 percent at the 0-5 or 0-6 level, and 1 percent 
who are flag officers. 

NAVY CIVILIAN CAREER PROGRAM (CONTRACTING) 
The Navy Contracting Career Management Board performs cen- 

tralized policy and oversight responsibilities for the civilian PB well 
as military contracting personnel. Beyond this high level, execution 
is broadly decentralized to the functional contracting communities 
a t  the systems commands, supported by the Consolidated Civilian 
Personnel Offices. Reflecting the more decentralized approach of 
the Navy, there is no Navy implementing career program guidance 
beyond SECNAV Instruction 12400.4, although many of the com- 
mands have developed specific guidance on career ladders. Some 
10,868 Navy civilians six series (1101, 1102, 1103, 1105, 1106, and 
1150) are included in the contracting and acquisition career field. 

The Navy relies largely on three means of hiring for the 1102 job 
category: the OPM Contract Specialist register, Outstanding Schol- 
ar  appointments, and reassignment of current 1102's. Recruitment 
and selection of interns under the Navy's Contracting Career Man- 
agement Intern Program are centrally managed by the Navy 
Career Management Center with participation from the recipient 
Systems Command or field contracting activity. Making a conscious 
effort over the past few years to increase its contracting interns, 
the Navy currently has 220 interns assigned to its Contracting 
Career Intern Program. Since the distablishrnent of the DOD Auto- 
mated Career Management system, the Navy has gone to a decen- 
tralized approach for assigning and promoting civilian contracting 
personnel. 



MANAGEMENT OF AIR FORCE CONTRACTING PERSONNEL 

Centralized career management responsibility resides primarily 
with the Air Force Military Personnel Center, however there is a 
high degree of coordination with the Functional Manager, the Di- 
rector of Contracting and Manufacturing Policy. Although the Air 
Force has no established formal contracting career board structure 
or support organization outside the traditional Air Force military 
structure, it does have the most comprehensive career development 
program for its contracting officers. This program is divided into 
four phases, with an established career progression plan and suc- 
cessively higher levels of education and training required. Most Air 
Force contracting officers (65XX career field) follow a single track 
career program and may enter contracting early in their career. 
Fifty-seven percent of the Air Force military contracting personnel 
are either at the 0-2 or 0-3 level. However, a limited number of 
Air Force officers from other specialties or career fields-generally 
mid-level, rated officers requiring supplemental assignments-may 
also receive a contracting designation after specialized training. 

Assignments are centrally managed through AFMPC, with the 
contracting Palace Team responsible for assignment of lieutenant 
colonels and below. Colonel and colonel (select) assignments are 
managed by the Colonels Group within AFMPC. 

The approximately 1,512 active duty Air Force officers in the 
65XX career field compete for promotion with officers from other 
specialty areas. The promotion rates of military contracting person- 
nel are very competitive (and in fact are higher) when compared to 
other officers at the 0-5 and 0-6 levels. However, a t  the 0-4 level, 
their promotion rate is not considered competitive. Air Force en- 
listed contracting personnel compete for promotion under the same 
system as all enlisted personnel and there are no designated pro- 
motion percentages reserved for them. 

There are 606 officers in the contracting career field in the Air 
Force Reserve and Air National Guard. Unlike the other services, 
the Air Force also has 1611 active duty enlisted military personnel 
as well as 152 Reserve and Guard enlisted personnel in contracting 
career fields. Ninety-three percent of enlisted contracting person- 
nel are assigned in the operational MAJCOMs (i.e. TAC, MAC); the 
seven percent assigned to the two major procurement commands, 
AFSC and AFLC, are employed in support of the base contracting 
function. 

The Air Force has been the most effective manager of its civilian 
contracting work force and has accomplished more toward profes- 
sionalizing its contracting workforce than other DOD elements. 
Unlike its management of military contracting personnel, the Air 
Force has integrated civilian personnel management and function- 
al management into a management team through its Contracting 
and Manufacturing Civilian Career bogram (CMCCP). The 
CMCCP Policy Council-chaired by the Deputy Assistant Secretary 
of the Air Force for Acquisition Management and Policy-provides 

for centralized career program policy-making while maintaining 
field involvement and influence. The Policy Council is assisted by 
four panels to address professional development, position, promo- 
tion evaluation patterns and program effectiveness issues. Major 

. Commands may also establish career boards to implement the 
career program and provide feedback through their MAJCOM r e p  
resentative to the Policy Council. The CMCCP is operated through 
a management team-the PALACE Team-out of the Air Force Ci- 
vilian Personnel Management Center. The PALACE TEAM con- 
sists of civilian personnelists as well as functional management; 
through this arrangement, the team has direct communications 
with both civilian personnel and functional management a t  all 
levels. 

In the AirqForce, a career path for the 11,543 Air Force civilians 
in contracting and manufacturing (11 different job categories is 
spelled out in master development plans developed by the CMCCP 
Professional Development Panel and the PALACE Team after ex- 
tensive coordination with functional civilian and military manag- 
ers a t  all levels. Approved by the Policy Council, the plans set forth 
professional development objectives, mandatory and desirable 
training, education and typical assignments for each occupational 
series a t  various grade levels. 

In the Air Force, recruiting for entry-level civilian contracting 
positions is decentralized, with the exception of the CMCCP intern 
programs. For all other positions, internal versus external recruit- 
ing decisions are left to the Major Command (MAJCOM) or local 
base. The Policy Council favors external recruitment of college 
graduates, preferably with a business background, however, the 
Council has not made this approach mandatory for local managers. 
With 344 civilian contracting personnel assigned to one of three 
intern programs (COPPER CAP, PALACE ACQUIRE, and the 
Presidential Management Interns), the Air Force has the largest 
number of contracting interns. With 87 percent of Air Force con- 
traeting interns having a college degree, they are much better edu- 
cated than the total civilian workforce. The Air Force, through its 
Contracting and Manufacturing Civilian Career Program, has re- 
cently implemented a centralized personnel promotion referral 
system which is based on skill codes tied to an individual's experi- 
ence. 

MANAGEMENT OF DLA CONTRACTING PERSONNEL 
Only seven percent of the Defense Logistics Agency's contracting 

workforce is military. DLA military contracting personnel are 
fairly evenly distributed among Army, Navy and Air Force officers. 

Functiqnal management responsibility for the 4,930 civilians in 
the 1102 contracting series in DLA rests with two officials, the Ex- 
ecutive Director, Contracting, and the Executive Director, Contract 
Management. These officials have agency-wide responsibility and 
leadership for planning, developing and administering the DLA 
contracting career programs. However, there is no centralized con- 
tracting career program and most control and activity regarding ci- 
vilian contracting personnel is delegated to the field activities-the 
DCASRs and Supply Centers. 



In DLA, recruitment of new personnel-especially a t  the entry 
levels-is delegated to the local civilian personnel office. Unlike 
the services, over 50 percent of DLA's entry level 1102 contracting 
positions are filled with persons not having a college degree. DLA 
does not have a specific intern program for contracting personnel. 
However, since by DLA definition any individual in a position 
whose target is the full-performance level, all of DLA's GS-5/7 em- 
ployees in the 1102 series are considered interns. 

THE CONTRACTING OFFICER 

Within the contracting workforce and the acquisition process, the 
contracting officer occupies a singularly important position as the 
individual legally authorized to enter into and administer contracts 
on behalf of the United States. The contracting officer is not only 
the person establishing the contractual relationship between the 
government and the contractor, he or she is at the fulcrum of the 
acquisition process-the individual who interfaces with the user, 
the Program Manager, the engineers, the attorneys, the Competi- 
tion Advocate. the Source Selection Authority, and other personnel 
involved in thk acquisition process. 

The contracting officer's authority devolves to him from the Sec- 
retary of Defense (e.g. DLA) or the Service Secretary (the "head of 
agency") and he or she may bind the government only to the 
extent of the authority delegated. Delegations, or "warrants," may 
be unlimited or limited in terms of dollar value or type of contract, 
or type of product being purchased. 

The qualifications or standards for appointment of contracting 
officers are established in general fashion in the Federal Acquisi- 
tion Regulations (FAR). The Army has established no criteria 
beyond that found in the FAR, while both the Air Force and Navy 
SYSCOMs have adopted additional guidance limitations on author- 
ity provided persons of various degrees of qualification. 

The appointment can be specific, in which case contracting au- 
thority is vested in the individual, or by position, in which case the 
authority to contract is granted by virtue of occupying the position 
held rather than by virtue of =y individual qualifications the con- 
tracting officer may have. In the latter case contracting authority 
is typically an adjunct function of a broader job, and often has re- 
sulted in the appointment of a person not qualified in their own 
right to exercise contracting authority. This situation, and a simi- 
lar one in which limited contracting officer warrants are provided 
persons not trained in contracting present obvious problems. 

An additional problem in assigning contracting officers is that 
the personnel systems identify job positions in terms of specialties, 
e.g. contract negotiator, contract specialist, etc., without identifying 
if a contracting officer warrant is required. Since civilian personnel 
hiring is done at the local level the hiring official can always check 
whether the person is warranted, - -  but a with . . the centralized military 
personnel assignment process this is a problem. 

While manual records of appointment are kept by appointing of- 
ficials or the Heads of Contracting Activities, there is no central- 
ized system to consolidate data such as the number of contracting 
officers by warrant type, educational level, etc.. The Air Force is 

able to track such information with respect to its civilians through 
its Contracting and Manufacturing Civilian Career Program 
(CMCCP). Facts gleaned from the Air Force and illustrative of the 
characteristics of the contracting officer workforce are as follows: 
(1) approximately 2,000 civilians have contracting warrants; (2) 79 
percent of the warranted contracting officers are in the two pro- 
curement commands; (3) 89 percent of them are Procuring Con- 
tracting Officers; (4) 90 percent of them are in the grade of GS-11 
and above; (5)  62 percent have college degrees (as compared to 60 
percent for the GS-1102 series personnel as a whole). 

CHAPTER VI-THE PROGRAM MANAGER AND DEPUTY 
PROGRAM MANAGER 

PROGRAM MANAGEMENT PERSONNEL 
Unlike the contracting workforce, which is an identifiable group, 

Program Management is a hybrid career field. Although Program 
Managers are drawn from many different disciplines, most have a 
scientific or engineering background, and operational experience is 
heavily emphasized. This chapter sets forth roles and attributes of 
the typical Program Manager, and the career program, personnel 
management system, and characteristics of Program Management 
personnel within each of the services. 

. ROLE AND ATTRIBUTES OF THE PROGRAM MANAGER AND 
DEPUTY PROGRAM MANAGER 

The Program Manager is responsible for the successful manage- 
ment of the program-he or she must lead a team of specialists 
and experts who must work together to ensure the program results 
in delivery of the required product within the established cost, 
schedule and performance parameters. Because the primary goal is 
to deliver a product responsive to the user's needs, an operational 
and technical background, along with good management skills, 
have historically been viewed as the most critical skills for Pro- 
gram Managers, with a -  basic knowledge of business (contracting, 
etc.) principles a necessity in order to lead the functional experts 
on the Program Management team. The Deputy Program Manager 
has traditionally been relied on for business management expertise 
and management continuity. 

QUALIFICATIONS OF PROGRAM MANAGERS 
A variety of reports over the years have recommended improve- 

ments in the education, training and experience of Program Man- 
agers. Disenchanted with the lack of progress made by the Depart- 
ment, Congress in 1985 adopted a law (The Defense Procurement 
Improvement Act, P.L. 99-145) requiring the Secretary of each 
military department to "prescribe regulations establishing require- 
ments for the education, training, and experience of any person as- 
signed to duty as the Program Manager of a major defense acquisi- 
tion program." The law also prescribed certain minimum educa- 
tional and experience requirements. 



AUTHORITY OF PROGRAM MANAGERS 

The diffusion of authority of the Program Manager has also been 
a concern for a number of years, and was highlighted by the Pack- 
ard Commission report which stated: 

"authority for executing acquisition programs-and ac- 
countability for their results-has become vastly 
diluted . . . it is fundamental that we establish unambig- 
uous authority for overall acquisition policy, clear account- 
ability for overall acquisition execution, and plain lines of 
confmand for those with program management responsibil- 
ity. 

TENURE OF PROGRAM MANAGERS 

Not only must the Program Manager have the requisite author- 
ity, he or she must be in the job long enough to be held accounta- 
ble for his or her performance, and to execute the program effec- 
tively. The Second Hoover Commission observed in 1955 that the 
two -year average tenure of military Program Managers was too 
short, and every Commission since that time highlighted the same 
problem. Despite efforts to improve the length of assignment, in- 
cluding an effort by then Deputy Secretary of Defense Carlucci, 
and the adoption of a mandatory four year minimum assignment 
in P.L. 98-525, improvement in tenure rates have been slow. 
. For purposes of t h i s  report, tenure of Program Managers and 
Deputy P r o s a m  Managers was calculated several different ways. 
It is portrayed first by major programs four or more years old- 
listing the date of assignment of the current Program Manager, 
and the period of assignment of Program Managers who have been 
with the program since the four year tenure requirement went in 
to effect (October 1984). Next, major programs that were ongoing in . 
October 1984 are analyzed in terms of Program Managers appoint- 
ed after that date and who have completed their assignment, and 
Program Manager tenure prior to the October 1984 date (including 
Program Managers appointed before the program was designated a 
major program). 

PERSONNEL MANAGEMENT AND CAREER PROGRAMS- 
ARMY PROGRAM MANAGEMENT PERSONNEL 

There are three categories of Program Management personnel in 
the Army (both civilian and military): Program Managers (typically 
general officers or colonels and in a rare instance a Senior Execu- 
tive Service civilian); program or project managers (typically colo- 
nels and GM-15 civilians); and product managers (typically lieuten- 
ant  colonel and civilian equivalents). 

The development and appointment of military Program Manag- 
ers occurs within the framework of the Army's Materiel Acquisi- 
tion Management (MAM) program, established in November, 1983. 
The program is centrally managed by the U.S. Army Personnel 
Command and the Army Materiel Command. Captains and above 

with at least 5% years of service and a t  least 6 years of remaining 
service eligibility, possessing a degree in business, management, en- 
gineering or science, having completed appropriate military train- 
ing, and having an acquisition related specialty are eligible to com- 
pete for entry into the MAM program. The MAM program is divid- 
ed into three phases: the user/developmental phase (time spent in 
operational assignments); the MAM development phase (assign- 
ments in various Program Management offices, Program Manage- 
ment Course and appropriate military courses during years 6-15 of 
service); and the Certified Manager phase bears 16-20 in various 
positions below the Program Manager level, and Senior Service 
School attendance, and years 21-30 as a Program Manager). MAM 
participants may, however, dual-track, thereby substituting addi- 
tional operational experience for acquisition jobs. As such they 
would be eligible for a Program Manager position with 7% years of 
acquisition experience. 

Both AMC and PERSCOM track and participate in assignments 
of Program Managers. Only MAM certified officers are considered 
for selection as a Program Manager of a major program. Although 
Program Managers compete across the board for promotions within 
the Army, there is a minimum number required to be promoted 
within the career field. MAM officers have generally been promot- 
ed a t  a rate higher than the Army average. 

ARMY CIVILIAN CAREER PROGRAMS 
The Army does not now have a distinct career program for civil- 

ian Program Managers or De?uty Program Managers, but two 
analogous programs are the Logistics and Acquisition Management 
Program (LOGAMP) and the Engineering and Scientist (Elks) Non- 
Construction Career Program. While MAM strives to make func- 
tional acquisition specialists out of generalists, the civilian pro- 
grams try to make generalists out of functional specialists. 

LOGAMP is centrally funded and administered by the Com- 
mander of AMC and a LOGAMP Committee consisting of several 
senior military and civilian officials, who establish program policy, 
make selections, etc. They have submitted a draft LOGAMP Army 
Civilian Training, Education and Development System (ACTEDS) 
to PERSCOM for approval. It sets forth a career roadmap for 
LOGAMP participants including key assignments outside the indi- 
vidual's functional specialty, and inter-disciplinary training. 

The E&S Non-Construction program is one of the career fields 
within the purview of LOGAMP and consists of a four-phase pro- 
gram beginning with a n  intern level and proceeding to the man- 
agement level. A special track has been designated for Program 
Managers and Deputies. 

While the LOGAMP and E&S Non-Construction programs serve 
as sources of qualified civilian Program Managers and Deputies, 
there is no career program specifically designed to develop such ci- 



vilians in Program Management positions. The preponderance of 
civilian Program Managers and Deputies come from the E&S pro- 
gram, but that is not a planned occurrence. Selections are decen- 
tralized, using traditional civil service merit promotion and place- 
ment procedures. There is no career program organization to 
assure that civilians receive the appropriate training orlmeet the 
requirements of statute. 

CAREER PROGRAM ENHANCEMENTS FOR ARMY MILITARY AND 
CIVILIANS 

The Army is presently in the process of restructuring the MAM 
program to better meet its needs and statutory requirements. 
While still allowing some dual-tracking, the new program will 
ensure that all candidates for Program Manager have at  least 8 
years of acquisition experience, completion of an Intermediate 
Service School, an operational assignment while a major, comple- 
tion of a Senior Service School and the Program Management 
Course, and two years experience in a procurement command. In 
addition, the Acquisition Management Mission Cluster Group 
Career Program is designed to integrate civilian and military per- 
sonnel management in the acquisition field. Positions would be 
filled through an identification of qualified individuals, either mili- 
tary or civilian, who meet the criteria for the position. 

CHARACTERISTICS OF ARMY PROGRAM MANAGEMENT 
PERSONNEL 

Program Manager Tenure-Army 
Average of Program Managers of major programs (4 or more 

years old) in place since 1984 (excluding the current Program Man- 
ager) is 24.5 months; this figure increases to 29 months if one ex- 
cludes the time in which Deputy Program Managers held the posi- 
tion while awaiting assignment of a Program Manager. In only 
four instances (SINCGARS, LHX, HTV and Bradley) has the Pro- 
gram Manager served 4 or more years, and in only one instance 
has a Program Manager appointed after the law went into effect 
served 4 or more ears. Thirty-eight percent left because of retire- 
ment, 34 percent { ue to reassignment and 28 percent due to promo- 
tion. Average tenure of Program Managers assigned prior to 1984 
was 23.3 months; the average 29.4 months if one excludes Deputies 
acting as Program Managers. 

EXHlBlT VI-17-ARMY-MAIOR PROGRAMS MORE THAN 4 YEARS OLD 

...................... . . . . . . . .  ............... Advancad Attack Helicopter (AAH) JUH 1981 E P  86-MAY 87 ...................... 1 MAY 86-SEP 86 

Reason lor leaving Months 

................................................ M-1 Abrarnr 
Air Defense Command and Gonirol System 

(ADCCS) (FAADCZ). 
Army Helicopter improvement Program 

(AHIP). 

Advanced Antitank Weapons System 
(RAWS). 

All Source Analysis System (ASAS) ............ 
Army Tactical Missile System (AJACMS) .... 

................................................. Black Hawk 
Bradley ........................................................ 

EXHIBIT VI-17-ARMY-MAIOR PROGRAMS MORE THAN 4 YEARS OLD-Confinued 

Oates Of bite evious 84) PM 
Major program 

Major program 

Current p~ in since 

................. WL 1987 

................. APR 1988 

................. APR 1988 

................. FEB 1988 

........................ JUL 1984 
MAR 1985 ................ 

JULY 1986 ............... 
AUG 1989 ................ 

I 

..................... 

..................... ... ................ 
AUG 81-MAR 85 

Family of Heavy Tactical Vehicles (FHTV) JUN 1989 APR 89-MAY 89 
FEB 86-APR 89 ...................... 

PM in since 

JAN 86-JAN 88 ...................... 
JUN 82-DEC 85 ...................... 

................................................. 
NOV 84-MAR 85 ..................... 
APR 84-NOV 84 ...................... 
NOV 83-JUL 86 ...................... 
JUL 85-AUG 89 ..................... 

.. - 

...................... IAN 83-MAY .86 
........................ IUL 84-IUL 81 
...................... SEP 85-APR 88 
...................... NDV 83-SEP 85 
.. . FEB 88-APR 88 ............... 
...................... APR 85-FEB 88 
...................... OCT @-A!% 85 

....................... / OCT 84-RB 86 
Hellfire ...................................................... FEB 1988 ................. AUG 87-FEB 88 ...................... 

SEP 83-JUL 85 ....................... 
MAY 86-AUG 87 ................... 

...................... JUL 83-MAY 86 
DEC 85-APR 89 ...................... 
MAR 85-DEC 85 ..................... 

CH-470 ....................................................... 

copperhead ................................................... 

....................... 
........... 

ltll 84-AUG 87 
Light Helicopter Experimental (LHX) AUG 1984 

................. ..... Multiple Launch Rocket System (MLAS) SEP 1987 JAN 85-AUG 87 ................... 

Dates of revious PM tenure 
[since 84) 

AUG 1987 ................ 

DEC 1985 ................. 

40 
36 
31 
22 

2 
34 
42 

Reassigned. 
Radgned. 
Reassigned. 
Retired. 
Deputy acting. 
Retired. 

. Promotion. 

..................... 
................. ..................... 

NOV 83-JUN 85 
Position Location Reporting System/Joinl SEP 88-JAN 89 

Tactical Information Distribution System DEC 87-SEP 88 ...................... 
(P. L. RS/ITIDS). ....................... FEB 86-DEC 87 

Months 

Mobile Subscriber Equipment (MSE) ........... 
Family of Medium Tactical Vehicles 

(FMN). 
Patriot ........................................................ 

...................... NOV 85-jAN 86 
..................... NOV 83-NOV 85 

Single-Channel Ground and Airbourne ............... APR 81-AUG 86 ...................... 
Radio System (SINCGARS). 

Reason fw leavrng 

IAN 1986 ................ 
................. JAN 1989 

FEB 1987 ................. 

24 
42 

........... 
5 
8 

32 
49 
22 
15 
34 
40 
10 
42 

1 
38 

16 
6 

37 
......... 

32 
25 
25 
27 
26 
20 
19 
5 

10 
22 
2 

24 
64 

..................... DEC 83-JAN 85 
DEC 83-JAN 86 ...................... 
K T  86-JAN 89 ...................... 
AUG 84-OCT 8fi ..................... 
JUN 85-FEE 87 ..................... 

Education: all have Master degrees. 
Training: 96 percent have completed the DSMC Program Man- 

agement Course; one received a waiver; all have completed a 
Senior Service School. 

Experience: 81 percent have 8 years acquisition experience; 85 
percent were certified in the MAM program; 96 percent had 2 
years experience in a procurement command. 

Retired. 
Reassigned. 

Deputy acting. 
Promotion. 
Retired. 
Retired. 
Reassigned. 
Retired. 
Retired. 
Disestablished. 
Deputy acting, 
Retired 
Deputy acting. 
Completed 

milestone. 
Reassigned. 
Deputy acting. 
Promotion. 

Promotion. 
Promotion. 
Retired. 
Reassigned. 
Retired. 
Promotion. 
Reassigned. 
Deputy acting. 
Promotion. 
Reassigned. 
Deputy accng. 
Retired. 
Promotion. 

.......................................................... stinger 

Tubed bunched Optically Tracked Wire 
Command-Linked Guided Missile (TOW). 

EXHIBIT VI-21-REQUIREMENTS FOR PROGRAM MANAGERS 

NOV 1988 .............. 

JUN 1987 ................. 

[Major hograms] 

SEP 88-NOV 88 ...................... 
JAN 86-SEP 88 ....................... 
AUG 82-DEC 85 ...................... 
APR 84-JUN 87 .................. 

Requirements 

Statutory: 
Carnpiete Program Management Course (10 U.S.C. 1622 (b )  (1)) effective July 1, 1987. ... 
Eight years experience in Acquisition (effective July 1, 1989) ..........................*..................... 

2 
30 
40 
38 

Total 
number 

27 
27 

Deputy acting, 
Promotion. 
Retired. 
Reassigned, 

Number 
complying 

26 
22 

Percent 

96 
81 



EXHIBIT VI-21-REQUIREMENTS FOR PROGRAM MANAGERS-Continued 
[Major Programs] 

Education: 
Baccalaureate ....................................................................................................................... 27 100 
fltermediate Smi re  Schoui o Senior Service ichmi  .............................................................. I 27 j: 110 

Requirements 

Two years experience (Procurement command) (10 U.S.C. 1622 (b) ( 2 )  effective July 1, 
1989. ................................................................................................................................ 

Four years tenure (P.L. 98-525, set. 1243, Defense Prac. Reform Act of 1984). ................ 
Average tenure (months) ..................................................................................................... 

Propam Managers-Major Programs (27 of 28 are military) 

Program Managers-Non-major programs (100 out of 128 military) 

Total 
number 

27 
15 

24.5 

Education: 96 percent have bachelor degrees; 91 percent have 
masters degrees; five have doctorates; and 68 percent have complet- 
ed an Intermediate Service School. 

Training: 80 percent have completed the Program Management 
Course. 

Experience: 83 percent have 3 or more years experience in acqui- 
sition and 77 percent have one year of experience in a procurement 
command. 

Number 
compiylng 

Depu ty Program Managers-Major programs 
None. 

26 
2 

............................ 

Deputy Program Managers-Non-major programs (7 military) 

96 
13 
..... 

Education: 100 percent have baccalaureate degrees. 
Training: none had completed the Program Management Course. 
Experience: 71 percent had 3 years acquisition experience; 43 

percent had one year of experience in a prbcurement command. 

Program Manager--Major Program (1. civilian temporarily assigned 
pending replacement by military) 

Education: Baccalaureate degree. 
Training: has not completed Program Management Course. 
Experience: 22 years acquisition experience. 

Program Managers-Non-Major Programs (28 out of 128 civilian) 
Education: 68 percent baccalaureate degree. 
Training: 11 percent have compreted Program Management 

Course. 
Experience: 89 percent had minimum of 3 years acquisition expe- 

rience and one year of experience in a procurement command. 

Deputy Program Managers-Major Programs (all 28 civilian) 
Education: 96 percent have baccalaureate degrees. 
Training: four have completed Progam Management Course. 

Experience: 100 percent have minimum of 3 years acquisition ex- 
perience. 

Deputy Program Managers-Non-Major Programs (63 civilian, 14 
vacancies) 

Education: 81 percent have baccalaureate degrees; 50 percent 
masters level or higher. 

Training: six have completed the Program Management Course 
and five have completed an Intermediate Service School. 

Experience: 59 percent have a t  least 3 or more years experience 
in acquisition and 58 percent have one year of experience in a pro- 
curement command. 

REPRESENTATIVE PROGRAM OFFICES-ARMY 

MULTIPLE LAUNCH ROCKET SYSTEM (MLRS) 
Program Managers 

Tenure: nine different colonels serving an average of 16.6 
months. 

Education and Training: 100 percent baccalaureate degrees; four 
of nine master's degrees; two Ph.D.s; 100 percent completed Inter- 
mediate or Senior Service School; only one of last four has complet- 
ed Program Management Course. 

Experience: 100 percent have acquisition experience (9 to 20 
years); three were previous Program Managers. 

Deputy Program Managers 
Tenure: two civilians; first served 11 years. 
Education and Training: current Deputy has a baccalaureate 

degree in engineering and a masters degree in mariagement; has 
not completed Program Management Course. 

Experience: 28 years of experience in acquisition; 17 years of pre- 
vious program management experience. 

Con tracting Officers 
Tenure: three different civilians serving an average of 4 years. 
Experience: all 15-20 years experience. 

Program Managers 
Tenure: six military (five colonels; 1 lieutenant colonel) serving 

an average of 16 months. 
Education and Training: last Program Manager had a baccalau- 

reate and masters degrees and attended an Intermediate Service 
School; has completed Program Management Course. 

Experience: over 9 years of acquisition experience. 

Deputy Program Managers 
Tenure: five civilians; previous four served an average of 31 

months. 



Education and Training: 100 percent baccalaureate and masters 
deeees. Current Deputy has Ph.D.; none completed Program Man- 
agement Course. 

Experience: current Deputy has 25 years of experience in acquisi- 
tion and 12 years of previous program management experience. 

Contracting Officers 
Tenure: two civilians; first served 7 years 
Education and Experience: Both have masters degrees and a t  

least 16 years experience. 

Program Managers 
Tenure: eight military and one civilian serving an average of 28 - 

months. 
Education and Training: Current Program Manager has masters 

degree and graduated from the Industrial College of the Armed 
Forces; has completed Program Management Course. 

Experience: Colonel with 19 years of service; 9 years of acquisi- 
tion experience. 

Deputy Program Managers 
Tenure: two civilians; first served 10Yi years. 
Education and Experience: current Deputy has a master degree; 

has 24 years acquisition experience; has not completed Program 
Management Course. 

Contracting Officers - 

Tenure: four contracting officers since 1977. 
Education and Experience: all educationally qualified; current 

has law degree; first three averaged 28 years of experience and cur- 
rent contracting officer has 7 years of experience. 

PERSONNEL MANAGEMENT AND CAREER PROGRAMS- 
NAVY PROGRAM MANAGEMENT PERSONNEL 

The Navy military Program Management career program con- 
sists of two sequential components, the Weapon System Acquisition 
Management (WSAM) Program for the mid-grade ranks, and the 
Materiel Professional (MP) Program for senior officers. The WSAM 
program was instituted in 1975 and reconstituted in 1986 as the 
primary source (more than 75 percent) of candidates for the MP 
program. The program includes both Unrestricted Line Officers 
(URL), Restricted Line (RL) officers with engineering and mainte- 
nance backgrounds, and Staff Corps officers from supply and civil 
engineering. The Naval Military Personnel Command (NPMC) per- 
forms all personnel management functions in coordination with the 
WSAM coordinator. There are eight different career paths, depend- 
ing on the type of officer (URL, RL, or Staff Corps), and different 
tracks within those paths for different career fields (e.g. URL are 
divided into surface warfare, nuclear submarine and aviation offi- 

cer paths; RL into Engineering Duty Officer, Aeronautical Duty Of- 
ficer and Aviation Maintenance Duty Officers). 

The Materiel Professional program, established in 1985, is man- 
aged by the Deputy Chief of Naval Operations (Manpower, Person- 
nel and Training) with the assistance of the Materiel Professional 
Standing Board. Selection for the program is competitive (although 
the number of officers selected from the URL is controlled to 
ensure adequate representation from the aviation, surface warfare 
and submarine warfare communities to fill certain positions) with 
an emphasis on officers with operational experience, engineering 
and materiel management and maintenance experience and cer- 
tain functional skills, such as contracting, finance or logistics. As 
in the WSAM program, both URL, RL and Staff Corps officers 

. follow different career paths once in the MP program. 

PERSONNEL MANAGEMENT OF NAVY MILITARY - 
PROGRAM MANAGERS 

The Secretary of the Navy approves all major system Program 
Manager selections and waivers to statutory requirements for edu- 
cation, training and experience. Selections of Program Managers 
are made from approved MP lists maintained by the Director of 
Materiel Professional Program Personnel Policy. Deputy Program 
Managers are selected by the Systems Commands (SYSCOMS). 

Program Management personnel, including officers in the MP 
program, compete with other line officers and staff corps officers in 
their respective competitive categories. Promotion rates of senior 
Materiel Professional officers are very competitive with their con- 
temporary Unrestricted Line peers. 

In addition, the Business/Financial Manager Career Program (B/ 
FM) provides an expanded population of Sapply Corps commanders 
and lieutenant commanders for future Program Management as- 
signments. High quality junior officers are assigned to the B/FMT 
program a t  either NAVAIR or NAVSEA for two years of financial 
planning, budget formulation and execution, contact management 
and cost analysis experience. 

The Director of Contracts and Business Management, Assistant 
Secretary (Shipbuilding and Logistics) is responsible for the train- 
ing and development - of each Business/Financial Management 
Trainee (B/FMT). B/FMT billets are centrally administered by the 
Fleet Materiel Support Office. 

The Civilian Materiel Professional Program is designed to devel- 
op the Navy's civilian Program Managers and acquisition person- 
nel for the execution of designated Acquisition Category (ACAT) ac- 
quisition programs. Each Navy Systems Command with ACAT 
Navy acquisition programs is responsible for developing and imple- 
menting a Civilian MP (CMP) program. Although minimum train- 
ing, experience and educational requirements have been estab- 
lished by the Navy, additional criteria have been set by the individ- 
ual SYSCOMs. Thus, there is no single, uniform career progression 
path. 
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MANAGEMENT OF NAVY CIVILIAN PROGRAM MANAGERS EXHIBIT VJ-5O-I'iAW MAJOR PROGRAMS MORE THAN 4 YEARS OLD-Contjnued 

The Civilian Materiel Professional program is largely decentral- 
ized. Each SYSCOM is responsibie for identifying CMP billets, pro- 
gram qualifications and requirements and certifying and assigning 
qualifying civilians. The Navy Materiel Professional Standing 
Board exercises policy and oversight authority over implementa- 
tion of both military and civilian MP programs. Presently, 340 Pro- 
gram Management related jobs are designated for Civilian Materiel 
Professionals. 

CHARACTERISTICS OF NAVY PROGRAM MANAGEMENT 
PERSONNEL 

Program Manager Tenure-Navy . 

- Average tenure of Program Managers of major programs (4 or 
more years old) since 1984 (excluding the current Program Manag- 
er) is 41 months; if Deputy Program Managers temporarily as- 
signed as the Program Manager are excluded, the figure increases 
to 46 months; in only two instances since October 1984 has the Pro- 
gram Manager met the 48 month tenure requirement (E-6A, T- 
45TS). Primary reason for leaving was reassignment (53 percent), 
followed by retirement (32 percent). Average tenure of Program 
Managers assigned prior to 1984 was 42.8 months. 

EXHIBIT VI-50-NAVY MAIOR PROGRAMS MORE THAN 4 YEARS OLD 

....................... ............ Steam propulsi~n surface combatant pro. I1UN 1989 . . /  E P  85-JUN 89 / 45 1 Reassigned 

Reasan lor leaving 

I 
Months 

gram. 
Aegis ...................... .................. ............. 

................. CVN-68/71 Nucl Aircraft carrier 
Amphibious ship ........................................ 

............................. Aux/special mission ship 
................................ New design submarine 

........................ SSN-688 nucl attack sob. 

...................................... Trident Ohia class 

................................. AC-E/A-6F & EA-60 
.......................................... AV-88 Harrier 

................................ CH-53 E Sea Staiiion 

........................................ E-22 Hawkeye 
................................ E-6A ( EC-Tacamof 

F-14D Tomcat .......................................... 
................................ F-18 Hornet ... 

....................... Lamps MK Ill/C12 ASW Halo 
............................................... P-3C Orion 

................................................. T-45TS 

D"es of previous (since 84) PM Tenure 
Major program 

19 
109 
60 
93 

......... 
57 
2 
9 

14 
34 

' 6 
33 

8 
10 
34 
30 

3 
29 
36 
62 
50 

4 
48 
48 
35 
5 1 
36 
53 
48 

DEC 82-jUN 85 ...................... 
Air-to-air missile system ........................... FEB l986 ................. JDL 80-FEB 86 .. ..................... 
Standard missile ........................................... ................. JUN 89-1UL 89 ....................... 

Major program curre,,, p~ since Dates of tevious PM Tenure 
[since 84) 

Currefit p~ ig since 

.....,......... MAY 1987 

................ AUC 1985 
................. APR I985 

lUE( 1984 
.............. AUG 1988 
....,........... MAY 1988 

................. JUN 1989 

.............,... 1UL 1987 

................. SEP 1988 

................. JUL 1989 

,........... MAY 1988..: 
................. DEC 1985 

................ NOV 1987 

................ AUG 1986 

................ AUG 1988 
................. DEC 1988 

................. IUN 1989 

Reassigned. 
Reassigned. 
Reassigned. 
Retired. 

Reassigned. 
Interim. 
Reiieved. 
Reassigned. 
Retired. 
Interim. 
Reassigned. 
Reassigned. 
Interim. 
Retired. 
Retired. 
Interim. 
Reassigned. 
Reassigned. 
Retired. 
Reassigned. 
Interim. 
Retired. 
Reassigned. 
Reassigned. 
Reassigned. 
Reassigned. 
Reassigned. 
Retired. 

...................... SEP 85-APR 87 
JUL 77-AUG 85 ....................... 

........................ JUL 8D-IUL 85 
....................... JUL 78-APR 85 

........................................................................... 
..................... NOV 83-AUG 88 
.................... MAR 88-MAY 88 

....................... IllN 87-MAR88 
APR 86-JUN 87 ...................... 
jut( 83-APR 86 .................... 

...................... IAN 89-JUN 89 
APR 86-JAN 89 ...................... 
IUN 85-APR 86 ..................... 

.................... AUG 84-JUN 85 
....................... SEP 84-JUL 87 
.................... MAR 86-SEP 88 

OEC 85-MAR 86 ..................... 
..................... JUL 83-DEC 85 
........................ JUL 86-1UL 89 

MAY 81-JUN 86 ...............%..... 
.................... MAR 84-MAY 88 

...................... SEP 85-NOV 85 
................ AUG 81-AUG 85 ..... 
...................... DEC 83-NOV 87 
...................... SEP 83-AUG 86 
..................... MAY 84-AUG 88 

....................... JAN 86-DEC -88 

....................... JUL 81-DEC 85 

....................... JUN 85-JUN 89 

I 

Months 

Tomahawk .................................................... 

Trident 11 (0-5) .......................................... 
Defense Supr systems (HARM AGM 8 8 4  ... 
AN/BSY-SUBACS ..................................... 

Reason for leaw~ng 

30 
67 
1 

11 1 
29 
40 
73 
22 
18 

Retired. 
Reassigned. 
Interim. 
Retired status. 
Reassigoed. 
Reassigned. 
Retired. 
Reassigned. 
Retired. 

................. SEP 1988 

JUN 1985 ................. 
...........,,,.,. APR I989 

JUN 1987 ................. 

Anti-ship weapon system (Harpmn c!uise 
missile). 

Airborne self-protection jammer ................... 
MI(-48 torpedo ........................................... 
MK-50 torpedo ............................................ 

Program Managers-Major Program (35 of the 37 are militam) 

FEE 80-MAY 89 ...................... 
APR 86-SEP 88 ................... ... 
DEC 82-APR 86 ...................... 
MAY 79-JUN 85 .................... 

....................... JUL ~ ~ - A P R  89 
IAN 85-jUN 87 ..................... 

INISW-89 .................................................. 
........................ Sea lance (ASW stand-off) 

Distributed su~eiHance system ................... 
Phalanx close-in weapon system .................. 

" .  
Education and Training: 100 percent baccalaureate degrees; 65 

percent master degrees; 10 individuals have degrees above the 
master level; six completed a Senior Service School; only 10, or 29 
percent, have completed Program Management Course. 

Experience: 71 percent met experience requirement of 8 years ac- 
quisition experience and two yeaw in a procurement command. 

IUH 1986 ................. 

AUG 1988 ................ 
MAR I987 ................ 
MAY 1989 ................ 

EXHIBIT VI-54-REQUIREMENTS FOR PROGRAM MANAGERS 

MAY 79-JUN 86 ..................... 
JUN 1988 .................I NOV 82-JUN 88 ...................... 

Eight years acquisition effective Juty 1, I989 ........................................................... 
........................................... 

71 Two Years Procurement cmmand effective July 1, 1989 
Tenure: 

Reassigned. 
Reassigned, 

Retired. 
Reassignd. 
Reassigned. 
Retired. 

MAY 84-JUN 87 ..................... 37 
KT 82-IUN 80 ................ / 44 

85 
67 
51 
73 

1988 ............... 
MAY 1988 .............. 
1UN 1984 

[Majac programs] 

Four years (P.L. 98-525, Sec. 1243, Defense Procurement Reform Act of 3984) .... 
Average tenure (in months) ...................................................................................... 

Education: 

AUG 83-AUG 88 ..................... 
JUL 83-MAR 87 ................... 
JUL 88-MAY 89 ................... ... 
JUN 86-JON 88 ....................... 

Retired. 
Reassigned. 
Retired. 
Retired. 

IUL 84-OCT 88 ..................... 
IPR 82-MAY 88 .................... 

............................................................................... 

~accaIaureate degree .......................................................................................... / ;; 1 3; / 
........................................................................... 100 Intermediate or senior service school 14 

60 
44 
10 
24 

,..i 

1 

Rugram Managers-Non-Major Program (47 of 50 are military) 

2% 

10 

Requirements 

Statutory: 
Program Management Course (10 U.S.C. 1622 (b j  (1)) Effective July 1, I987 ...... 

hperience: 

Education and Training: 100 percent baccalaureate degrees; 62 
percent master degrees; seven above master level; six completed In- 

P,mt 

29 

eta ""mkr 

35 



terrnediate Service School: 18, or 38 percent, completed Program 
Management Course Basic (Phase I); 

Experience: only 57 percent have required 3 years of acquisition 
ex~erience including I year in a procurement command. 

Deputy Program Managers-Major Programs (52 assigned to 36 pro- 
prams) 
.a 

Education and Training: 100 percent have baccalaureate degrees; 
three have master degrees; one has a degree above the ruaster's 
level: has none completed Intermediate - Service School; 26 complet- 
ed the Program Management Course. 

Experience: only 18, or 35 percent, meet experience require- 
ments. 

Deouty Program Managers-Non-Major Prograrns (15 of 50 military) * - 
Education and Training: 100 percent have baccalaureate degrees; 

- 

two have master degrees; none has completed Intermediate Service 
School; three completed Program Management Course. 

Experience: only one meets the experience requirements. 

Program Manager-Major Program (two of 37 civilian) 
Tenure: 100 percent meet minimum 4 year requirement 
- 

Education and Training: 100 percent have baccalaureate degrees; 
50 ~ e r c e n t  completed Senior Service School; 50 percent completed 
~rdgra rn  Management Course. 

Experience: 100 percent have at least 8 years acquisition experi- 
ence and 100 percent two years experience in a procurement com- 
mand. 

-ram Managers--Nan-Major Programs (three civilians) - 
Education and Training: 100 percent have baccalaureate degrees; 

one has a masters degree; one has completed Program Manage- 
ment Course; two have completed the Basic (Phase 1) pf the Pro- 
gram Management Course. 

Experience: 100 percent have a t  least 3 years of acquisition expe- 
rience and l year in a procurement command. 

Deoutv Program Managers-Major Programs (37 civilians) * - 
Education and Training: 100 percent have baccalaureate degrees; 

- 

38 percent have a master degree; 58 percent have completed Inter- 
mediate Service School; 32 percent have completed Program Man- 
agement Course. 

Experience: 100 percent have at Least 3 years acquisition experi- 
ence. 

D e ~ u  t-y Program Managers-Non- Major Programs (26 civilians) * - 

Education and Training: 100 percent have baccalaureate degrees; 
eight have master degrees; one has Ph.D.; six have completed Pro- 
gram Management Course. 

Experience: 100 percent have one year of acquisition experience. 

41 

REPRESENTATIVE PROGRAM OFFICES-NAVY 

AIR-TO-AIR MISSILE SYSTEMS PROGRAM 
Program Manager 

Tenure: five Program Managers; first two served prior to desig- 
nation as major program, average tenure 54 months; two served 
after designation as major program an average of 60 months. Cur- 
rent has been serving since 1986. 

Education and 'Training: last &o have master degrees; both have 
completed Industrial College of the Armed Forces; none has com- 
pleted the Program Management Course. 

Experience: first had 23 years of acquisition experience; current 
has 5 years. 

Deputy Program Manager 
Education and Training: master degree in Management Science; 

has not completed Program Management Course. 
Experience: 16 years of acquisition experience. 

Contracting Officers (five assigned to the program) 
Education and Training: 100 percent have baccalaureate degrees 

and two Ph.Ds; 100 percent have completed large number of con- 
tractinn courses. 

~ x ~ & i e n c e :  Average over 11 years of contracting experience. 

PHALANX CLOSE-IN WEAPON SYSTEM (CIWS) PROGRAM OFFICE 

Program Manager 
Tenure: one Program Manager since 1984. 
Education and Training: has a baccalaureate degree, a master 

degree, and has completed Program Management Course. 
Experience: has only 5 years. 

Deputy Program Manager 
Tenure: GM-15 has been on board since June 1988. 
Education and Training: has baccalaureate degree; has not com- 

pleted Program Management Course. 
Experience: has 24 years of acquisition management experience. 

Contracting Officer 
Tenure: since April 1987. 
Education and Training: mastera degree in public administration. 
Experience: less than 8 years total contracting experience. 

NUCLEAR ATTACK SUBMARINE PROGRAM (SSN 688) 

Program Managers 
Tenure: nine since 1968 with average service of 32 months. 
Education and Training: recent Program Managers have pos- 

sessed baccalaureate degrees; current has master degree; none has 
completed a Senior Service School; current Program Manager has 
completed the Program Manager Course. 



~ x ~ e r i e n c e :  last have had a t  least 8 years of 
perience with a t  least 2 years with NL - -  ' 

' weapons-related ex- 
4VSEA. 

Deputy Program Manager 
Education and Training: Senior Executive Service civilian; has 

baccalaureate degree; graduate of Civilian Materiel Professional 
program; has completed Program Management Course. 

Experience: has 20 years of acquisition experience. 

Contracting Officer 
Tenure: since July 1987. 
Education and Training: graduate of Presidential Management 

Intern Program; master degree in business management. 
Experience: 7 years of contracting experience. 

PERSONNEL MANAGEMENT AND CAREER PROGRAMS-AIR 
FORCE PROGRAM MANAGEMENT PERSONNEL 

The Acquisition Management Professional Development Program 
(AMPDP) was designed to professionally develop military Program 
Managers and Deputy Program Managers through the rank of lieu- 
tenant colonel. The Assistant Secretary of the Air Force (Acquisi- 
tion) is responsible for the AMPDP and the operation and manage- 
ment of the program is delegated to Air Force Systems Command. 
Guidance for the implementation of the AMPDP has its origin as 
an  AFSC regulation; the Air Force is planning to make this regula- 
tion Air Force-wide. The Commander of AFSC maintains overall 
executive responsibility for the AMPDP. The AMPDP consists of a 
professional certification program with four distinct levels with 
specific qualification requirements and a formal acquisition rnanag- 
er screening process. Entry into the program is voluntary and com- 
petitive with various selection boards managed by AFSC and is 
open to all Air Force officers with experience in the required areas 
of expertise. Qualified officers are included on the Acquisition Man- 
agers List (AML) and the Senior Acquisition Managers List (SAML) 
for selection by- Systems Command organizational commanders, 
Headquarters Air Force and the Assistant Secretary (Acquisition) 
functional managers to fill key middle and senior management po- 
sitions a t  the grades of major and lieutenant colonel. 

Program Managers are assigned tobeither Systems Command, Air 
Force Logietics Command or Air Force Communications Command. 
Other officers included within the purview of the AMPDP are as- 
signed throughout the Air Force. 

The Air Force has a two-tier career management model with the 
lower tier consisting of the AMPDP and the upper tier consisting 
of the Program Directors List. Program Directors occupy the key 
Program Management jobs in the Air Force and are considered a 
specialty position. Determination of which programs require Pro- 
gram Directors is made by the Commander of Air Force Systems 
Command. There are currently 38 System Program Offices (SPOs) 
requiring Program Directors. 

In addition, the Air Force has a separate acquisition rnanage- 
ment career path for rated officers. These officers, in order to meet 
their required "gates" to be eligible to continue receiving flight 
pay, do not enter into the acquisition career field until their elev- 
enth year, rather than the 6-year point. 

The Assistant Secretary for Acquisition has overall responsibility 
for selection and assignment of qualified Program Managers and 
Program Directors. Military Program Managers compete with 
other line officers for promotions. There is no separate selection 
board. Promotions are not dependent on completion of courses for 
acquisition personnel; however, the assignment process places 
heavy emphasis on course completion. 

There are two civilian career programs under development. Nei- 
ther is fully operational a t  this point. The programs are: l) the Sci- 
entist and Engineer (S&E) Career Program, 2) the Civilian Acquisi- 
tion Management Program (CAMP). In addition, the Systems Ac- 
quisition Career Management for Civilians (SACM'sC) program has 
been in existence in a moribund state for a number of years. 

CHARACTERISTICS OF AIR FORCE PROGRAM MANAGEMENT 
PERSONNEL 

Program Manager Ten ure-A ir Force 
Average tenure of Program Managers of major program (4 or 

more years old) in place since 1984 (excluding the current Program 
Manager) is 25 months; when deputies serving on an interim basis 
as Program Manager are excluded the average climbs to 28 
months; on only seven of 24 programs over 4 years old since 1984 
has a Program.Manager been in place for 4 years (DSP, AMRAAM, 
(2-17, Mark XV, OTH-B, SRAM 11, PEACEKEEPER Silo Pro- 
grams), and on only one program (DSP), has there been a Program 
Manager in place over 4 years since the law was enacted. Reasons 
for leaving, in descending order are: retirement (39 
percent);reassignment (36 percent); promotion (13 percent); and 
death (2 percent). 

EXHIBIT VI-84--AIR FORCE-MAJOR PROGRAMS MORE THAN 4 YEARS OLD 

Major program 

AMRAAM ...................................................... 
ATARS ......................................................... 

ATF .............................................................. 
B1-E ......................................................... 

......................................................... C-17 

PM in since 

AUG 1988 ................ 
MAR 1987 ................ 

DEC 1986 ................. 
AUG 1988 ................ 

IAN 1980-OCT 1986 ............. 
................. SEP 1987 

NOV 1981-JUN 1985 ............ 
.............. KT 1986-AUG 1987 

Dales of revious PM tenure 
/since 84) 

AUG 1984-JUL 1988 ............... 
NOV 1985-FEE 1987 ........... 
IUL 1983-JUL 1985 ................ 
JUN 1983-DEC 1986 .............. 42 Retired. 
JAN 1987-AUG 1988 .............. 19 Reassigned. 

.............. MAY 1985-JAN 1987 1 20 I Retired 

Months 

48 
15 

Reason for leaving 

Promoted. 
Promoted. 

24 Promoted. 



.............. ....................................................... ................. DSP APR 1985 FEB 1983-APR 1985 26 Retired. 

.............. ..................... ................. E-38 Radar improvement APR 1989 NW 1986-AFR 1989 29 Retired. 
............. 1 I - -  AUG 1985-NOV 1986 1 15 I Reassigned. 

WHIBIT YI-84-AIR FORCE-MAJOR PROGRAMS MORE THAN 4 YEARS OLD-Continued 

.............. ................ MAR I988 JAN 1988-MAR 1988 3 Deputy Acting 

.............. I A B  1985-DEC 1981 1 33 / Retired. 

Reason for leaving 

Retired. 
Reassigned. 
Promoted. 
Retired. 
Reassigned. 

.................. F-1 5 .- ................................... 

..................................................... F-16 
.......................................................  STARS 

Months 

34 
18 
15 
15 
22 

Dates Of LI~CO !evmus 84) PM tenure 

.............. FEB 1985-DEC 1987 

............. AUG 1983-FEB 1985 
............... OCT 1987-JAN 1989 
............... JUN 1986-SEP 1987 
.............. AUG 1984-JUN 1986 

Major program 

................... DMSP .. ............................ 

................................................. DSCS Ill 

................. JUN 1987 

.,............... JUL 1986 

................. IUL 1986 

......................................... LANTIRN 

................................................... MARK XV 

.................................................. NAVSTAR 

Current PM in since 

................. DEC 1987 

................ MAR 1989 

..................................................... MAVERICK 

..................................................... MILSTAR 

............................................................. MLS 

.............. .I AUG 1988 ............. OCT 1985-AUG 1988 
............... 1 lUL 1983-93 1985 

............. MAR 1983-AUG 1985 
.............. AUG 1984-1UN 1987 
............... AUG 1983-JUt 1986 
.............. DEC 1985-JUL 1986 
............... JUL  1984-DEC 1985 

.........*....... JUN 1987 

................ JUL 1987 

......................................................... .............. .............. OTH-B E P  1988 JUN 1985-AUG 1988 38 Retired. 
............... 

. . . . . . . . .  .............. ..................................... 
JUN 1982-JUN 1985 41 Reassigned. 

PMCEKEEPER Silos MAY 1989 JAN 1989-MAY 1989 5 Temporaw PM. 
............. MAR 1987-JUN 1989 i 22 ! Retired. 

................ JUL 1987 

................. APR 1989 

................ JUN 1958 

........... I OCT 1986-MAR 1987 
.............. MAY 1982-KT 1986 

29 
34 
35 

7 
17 

.............. MAR 1984-FEB 1985 
............ DEC 1986-MAY 1987 
.............. AUG 1984-DEC 1986 
.............. AUG 1986-JUN 1987 
.............. JAN 1985-AUG 1986 

Reassigned. 
Promoted. 
Reassigned. 
Reassigned. 
Reassrgoed. 

............... APR 1986-All 1987 

............... JUL 1984-APR I986 
.............. FEB 1986-APR 1989 
............... JU1 1983-FEB 1986 
............... OCI 1987-JUN 1988 
............... JUN 1985-OCT 1987 

Program Managers-Major Pmgrams (28 of 29 military) 
Education and training. All exceed the education requirements 

with 28 having a master degree and one above a master degree. Ail 
have completed a Senior Service School such as Air War College; 
only 14, or 48 percent, have completed the Program Management 
Course a t  DSMC (three have received required waivers). 

Experience. 97 percent have a t  least 8 years acquisition experi- 
ence two of which are in a procurement command. Their average 
experience is 17 years. 

11 
6 

28 
10 
19 

................................................ SMALL lCBM 
............................................................ sw 

... SRAM II 
KC-135 Reengining ...................................... 

EXHiBlT VI-89-REQUIREMENTS FOR PROGRAM MANAGERS 

Reassigned. 
Reassigned. 
Reassigned. 
Retired. 
Reassigned. 

15 
21 
38 
31 
8 

33 

Retired. 
Retired. 
Reassigned. 
Reassigned. 
Deputy acting. 
Reassigned. 

................ AUG I985 
................. OeT 1988 

................ NOV 1988 
................. IUN 1988 

[Major programs] 

Deputy Program Managers-Major Program (17 of 29 military! 
Education and Training. All meet the educational requirements, 

with 15 having a master degree and one a doctorate; all 17 have 
completed Intermediate Service School, such as Air Command and 
Staff College; only seven have completed the Program Management 
Course. 

- Requ~rement - 

Statutory: 
Complete Pro~ram Management course (10 U 3 . C  1622(b) (1)) effective luly I. 1 9 8 7 .  
Eight years experience in acquisition (effective July I, 1989) ............................................. 
Two years sxpetience (Procurement command) (10 U.S.C. 1622(b) ( 2 )  effective July 1, 

1989 ................................................................................................................ ................. 
Four years tenure (P.L. 98-525, sec. 1243, Defense Proc. Reform Act of 1984) ................ 

...................................................................................................... Average tenure (months) 
Education: 

Baccalaureate.. ...................................................................................................................... 
Intermediate Service School or Senior Service School .............................................................. 

- 

................ IUL 1984-JUL 1985 
.............. APR 1981-OCT 1988 
............. MAR 1985-APR 1987 

............... JUL 1984-NOV 1988 
........................................ JUN 1984-MAY 

Experience. All meet or exceed the minimum experience require- 
ment and average experience is 16 years, 6 months. 

Program Managers and Deputy Program Managers-Non-major pro. 
grams 

Total 
number 

29 
29 

29 
20 

29 
29 

12 
24 
25 
52 

The Air Force was unable to provide any information about the 
education, training and experience levels of personnel a t  its 192 
non-major programs. ' 

Deceased. 
Reasignmat 
Promoted. 
Petired. 
Reassigned. 

Program Manager-Major Program (1 civilian) 
Tenure. 15 months 
Education and Training. Ph.D. in mechanical engineering; has 

not completed Program Management Course. 
Experience. 25 years of acquisition experience. 

Number 
cornplyrng 

14 1 r8 

29 
29 

Deputy Program Managers-Major Programs (9 civilians) 

28 

28 

........................ 1 
25 i 

1013 
l l j c  

Education and 12aining. 100 percent baccalaureate degrees; 
three of six master degrees are in business administration; four 
have completed Program Management Course. 

Experience. Average 22 years of acquisition experience. 

y i  

9: 
K 

Non-Major Programs 
Information was not available. 



- 
REPRESENTATIVE PROGRAM OFFICES-AIR FORCE 

ADVANCED MEDIUM RANGE AIR-TO-AIR MISSILE (AMRAAM) 

Program Managers 

Tenure. Six Program Managers (all military) serving an  average 
of 23 months. One served 4 years. 

Education and Training. 100 percent master degrees; one com- 
pleted Program Management Course. 

Experience. Average acquisition experience was 12 years. 

Deputy Program Managers 
Tenure. Four colonels averaging greater than 3 years. 
Education and Training. 100 percent have master degrees; one 

completed Program Management Course. 
Experience. Last two averaged 13 years acquisition experience. 

Contracting Officers 
Tenure. Two civilians; first served 9 years and current serving 

since 1985. 
Education and Training. First had master degree; current holds 

baccalaureate degree. 
Experience. Average 17 ?42 years of contracting experience. 

Program Managers 
Tenure. 12 total with average of 22.5 months; last three were 

colonels serving an average of 24 months. 
Education and Training. Last two held master degrees. 
Experience. Average over 10 years of acquisition experience; cur- 

rent Program Manager served previously as a Program Manager 
for two years. 

Deputy Program Managers - - 

Tenure. Last four served an average of 17 months; first two were 
civilians, latter two were military. 

Education and Training. All had masters degrees; two completed 
Program Management Course. 

Experience. Last three averaged over 14 years of acquisition expe- 
rience and 8 years of Program Management experience. 

Contracting Officers 
Tenure. Of present two civilians one has been there since 1985. 
Education and  Training. One master degree; one associate 

degree. 
Experience. Both have 15 years of contracting experience. 

C-17 

Program Managers 
Tenure. Four colonels with average service of 29 months; first 

held position for 6 years, 9 months. 

Education and Training. 100 percent master degrees; one com- 
pleted Program Management Course. 

Experience. Average 9 years of acquisition experience. 

Deputy Program Managers 
Tenure. Have been two civilians and one colonel; current civilian 

has been in place since March, 1988. 
Education and Training. 100 percent have baccalaureate degrees; 

none has completed Program Management Course. 
Experience. Average 14 years of acquisition experience. 

Contracting Officers 
Education and Training. Both colonels had MBAs; civilian had 

baccalaureate degree. 
Experience. One colonel had 10 years and the other 4 years of 

contracting experience; civilian had 13 years of contracting experi- 
ence. 

NATIONAL AEROSPACE PLANE (NASP) JOINT PROGRAM OFFICE 
This is a joint Air Force and National Aeronautics and Space Ad- 

ministration program. The Program Manager reports directly to 
the commander of Air Force Systems Command. 

Program Manager 
Tenure. o n e  civilian-in place since inception (Nov. 1987). 
Education and Training. Far exceeds minimum standards; has 

not completed the Program Management Course. 

Deputy Program Manager 
Tenure. Three Deputies-one each for Navy, NASA, Air Force; 

the Air Force Deputy is a lieutenant colonel (in since March 1988); 
the NASA Deputy a civilian in place since May 1986; and the Navy 
Deputy civilian in place since August 1986. 

Education and Baining. Air Force Deputy has a baccalaureate 
degree and a master degree in business administration. 

Experience. Extensive experience as fighter pilot and test pilot; 
Iimited acquisition experience. 

Contracting Officers (five civilians, one military) 
Education and Training. All six have baccalaureate degrees; four 

have master degrees. 
Experience. Civilians average 13.5 years of contracting experi- 

ence; military has over 5.5 years experience. 

CHAPTER VII-PROFESSIONALISM OF THE ACQUISITION 
WORKFORCE 

Clearly within the Department of Defense, concerted efforts have 
been made to develop a professionalized cadre of officers and enlist- 
ed personnel whose mission in the broadest sense is the defense of 
the United States. While the acquisition of the weapon systems and 
other equipment and material required by the military in perform- 
ing this mission is a critical link in the performance of this overall 



defense mission, there has been far less emphasis placed on devel- 
oping a high quality, professionalized acquisition workforce. 

A premise of this report, and recommendation in many prior 
commission reports, is that the professionalism of the acquisition 
workforce must be improved. A measure of "professionalism" is dif- 
ficult because professionalism embodies attitudes, values, and moti- 
vations, which are difficult to grasp and to measure. Instead, many 
use as a substitute measure membership in a "profession"-the 
entry criteria, required specialized knowledge, public attestation to 
certain ethical standards, etc., being a measure of the characteris- 
tics of people who could be termed professionals in their field. 

THE CONCEPT OF PROFESSIONALISM 

Professionalism, in succinct terms, derives from the act of pro- 
fessing that one is entering into a profession-an occupation which 
requires great skill and specific prerequisites for entry. An occupa- 
tion crosses the threshold into a profession when society recognizes 
the value of those skills-the skills and competencies required do 
not necessarily change-but rather, society's view of the impor- 
tance of those skills. A profession has six qualifying characteristics: 
a specialized body of knowledge, requirements for education and 
training, professional organizations or societies, certification or li- 
censing, a code of ethics, and social utility. 

EDUCATION 

Education-one key element of professionalism-is of crucial im- 
portance in developing a quality acquisition workforce. While a 
formal education is by no means a perfect indicator of technical 
competence, it does represent the best objective measure for which 
data are available. 

The Commitlee's research indicates that Program Managers of 
major and non-major programs, the greatest majority of which are 
military officers, are highly educated. However, there is currently 
no requirement that DOD contracting personnel have a college 
degree, and as of 1987, only 51 percent of DOD70 contracting work- 
force had a college degree. With 59 percent of its civilian contract- 
ing workforce having degrees, the Air Force has the most highly 
educated element of DOD's contracting workforce and the Army, 
with 46 percent, has the least educated element. 

A comparison of the educational level of the civilian contracting 
workforce within DOD and other relevant groups is illustrative (see 
Exhibit VII-2): (1) while the trend is toward an increasing number 
of personnel with college degrees, the percentage of military con- 
tracting personnel holding bachelors degrees has increased over the 
last 15 years from 95 percent to 99 percent (the percentage with 
master degrees increased from 50 percent to 63 percent), the per- 
centage of the civilian contracting workforce holding bachelors de- 
grees has increased from only 40 percent in 1975 to 51 percent in 
1985 (the percentage with master, degrees has increased from 5 per- 
cent to 10 percent); (2) despite the lack of education in the civilian 
contracting workforce within DOD, DOD's workforce is generally 
not less educated that the rest of the federal GS-1102 workforce; (3) 
in comparison to the other professional series, in which all employ- 

ees would be required to have degrees, the percentage is abysmal, 
but in comparison to other administrative series GS-1102 series 
personnel are much more educated (with 54 percent within DOD 
holding degrees as opposed to 38 percent within other administra- 
tive series) (see Exhibit VII-7)). 

EXHIBIT VII-I-EWCATIONAL COMPARlbON OF OFFiCERS TO CIVILIANS 
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EXHIBIT VII-7 
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While the trend has been an increasing number of personnel 
with college degrees, a few points are worth noting about these sta- 
tistics: (1) the Services began from very different starting points 
(the Air Force with 48 percent in 1978 as  compared to the Navy 
with 35 percent); (2) there has been a general increase in the 
number of Americans graduating from college (by 1988 one in four 
Americans was a college graduate as opposed to one in five in 
1978, thus the pool of people entering government service is by 
and large more educated; (31 the percentage of the federal work- 
force possessing college degrees is much greater than the national 
average (31 percent as opposed to 23 percent), and reflects a gradu- 
al trend toward an increasing number of professional and adminis- 
trative employees, as opposed to technical and clerical employees, . 

in the federal workforce. 
Perhaps the most critical factor in analyzing the level of educa- 

tion within the contracting workforce is the form of entry into the 
GS-1102 series. In 1987, 83 percent of those hired into the GS-1102 
from outside the government had college degrees, whereas only 35 
percent of those recruited from within t h e  government had de- 
grees. Paradoxically, however, the trend has been away from hiring 
outside the government (the percentage of outside hires peaked in 
1981 a t  32 percent and has declined since then to 28 percent in 
1987). 

Form of entry is also a factor in attracting persons with degrees 
in business, law and public administration. In 1987, for example, 28 
percent of the external hires were business majors, compared with 

14 percent of the internal hires. While 53 percent of the college 
degree holders hired in 1987 majored in business, only 22 percent 
of the hires from 1979-82 majored in business. This growth is con- 
sistent with the general growth in business major graduates 

. throughout the United States. 
While educational requirements for job entry, including a bacca- 

laureate degree have long been recognized as key elements of de- 
veloping a high quality, motivated corps of technical experts, great 
difficulty has been encountered in establishing minimum educa- 
tional requirements for the civilian contracting workforce. The 
Office of Personnel Management, which must sanction the estab- 
lishment of occupational entry requirements, has historically op- 
posed such .requirements for the field of contracting, contending 
that an analysis of the contracting occupation does not support a 
college degree requirement. OPM points out that the Veteran's 
Preference Act, in Section 3308 of Title 5, United States Code, 
states that  a minimum educational requirement may not be pre- 
scribed except when OPM "decides that the duties of 
a . . . position cannot be perf'orrned by an  individual who does not 
have a prescribed minimum education." According to OPM, con- 
tracting can be performed by a n  individual who does not have a 
prescribed minimum education because a large percentage of the 
people currently performing successfully and advancing to high 
levels in the occupation do not have a specific education back- 
ground. Therefore, to prescribe an educational requirement would 
be directly contrary to law. 

In a July 20, 1985 letter then Deputy Secretary of Defense Wil- 
liam H. Taft IV beseeched OPM to establish a positive degree re- 
quirement for contracting personnel. OPM again exhibited its re- 
luctance to recognize the need for a college degree to perform vari- 
ous contracting functions. Secretary Taft in December, 1986 pro- 
mulgated DOD Directive 5000.48 establishing the holding of a col- 
lege degree as a quality ranking factor for distinguishing amongst 
similarly qualified candidates. On May 13, 1987, responding to di- 
rection from Congress to make recommendations to enhance the 
professionalism of the acquisition workforce, DOD requested two 
legislative changes: (1) a change to Title 5 U.S.C. Section 3308 to 
allow OPM to establish minimum educational standards for con- 
tracting personnel; and (2) a change to Title 5 U.S.C. 4107 to allow 
for payment of training expenses when the primary purpose is to 
provide an opportunity to an  employee to obtain an academic 
degree in order to qualify for an appointment to a position. 
OPM in August 1988 issued new qualification standards for GS- 

1102 personnel which include a requirement for 24 hours of busi- 
ness related courses with a baccalaureate degree; however, individ- 
uals may' still substitute qualifying experience. OPM the following 
month also requested that Congress change 5 U.S.C. 4107 to allow 
the government to pay expenses associated with obtaining a college 
degree. 

TRAINING 
Various studies of the defense acquisition process have recog- 

nized that inadequate training of Program Management and pro- 



curement personnel has frequently been the cause of costly systems 
acquisition deficiencies. These studies have emphasized the need 
for improving training of defense acquisition and contracting per- 
sonnel. Mandatory DOD training requirements for contracting ci- 
vilian personnel date back to 1961. However, while the require- 
ments are long-lived, the military services have traditionally paid 
minimal attention to achieving required contracting training objec- 
tives. 

Deficiencies in W D  contracting training were highlighted in a 
1984 DOD Inspector General Report which found that 67 percent of 
the required contracting courses had not been completed by re- 
quired personnel from the 24 activities reviewed. The DOD IG 
found a number of impediments to compliance, including: (1) an in- 
sufficient number of class offerings; (2) the high turnover of con- 
tracting personnel which resulted in constant hiring of new person- 
nel with new training requirements; (3) no specification of when re- 
quired training should be completed; and, (4) training institutions 
which did not offer sufficient alternative training modes such as 
correspondence courses, seminars, and equivalency examinations. 
Additionally, each service had its own system for identifying con- 
tracting civilians to attend classes, none of which was efficient or 
comprehensive since they generally relied on manual systems. 

The 1984 Defense IG report served as an impetus for implemen- 
tation of activities designed to redress the chronic contracting 
training difficulties prevalent at that time. Recognizing that defi- 
cient funding had been a major problem in meeting training goals, 
in 1985 the Deputy Secretary of Defense issued a memo requiring 
that procurement training plans should support mandatory train- 
ing for 85 percent of mandatory requirements each year. Addition- 
ally, the Deputy Secretary directed a comprehensive review of ac- 
tions needed to promote a more professional contracting, quality 
assurance, and program management workforce. The resulting 
study effort by the Acquisition Enhancement Group culminated in 
the drafting of new DOD training directives and instructions and 
recommended the establishment of a DOD University of Acquisi- 
tion Management. The latter was resisted by the sewices and in 
1987 was rejected by the Under Secretary of Defense (Acquisition). 

Contracting Training Status 
Current information from each of the services and DLA regard- 

ing the percent of its contracting personnel who have completed re- 
quired training was not available because of the continuing defi- 
ciencies in their information systems. In some cases the latest in- 
formation available was developed in 1986 when data was collected 
by a manual survey to respond to a DOD training study. The Army 
reported that in 1986, 65 percent of its contracting civilians and 25 
percent of military contracting personnel had not completed man- 
datory contracting courses. The Navy reported that 59 percent of 
its contracting civilians and 64 percent of its military had not re- 
ceived required contracting training. Comparable DLA information 
indicates that in 1986 48 percent of its contracting personnel had 
not received required training. However, DLA also reported that 
this backlog was further reduced by 1988. Although comparable 
1986 data for the Air force indicates that 60 percent of civilian con- 

tracting personnel and 71 percent of military contracting personnel 
had not received required training in 1986, the Air Force reports 
that its training shortfall in 1989 for contracting civilians was re- 
duced to 32 percent. 

While data from all the services may be somewhat unreliable be- 
cause of the manner in which it was collected, there are indications 
that improvements have been made since the contracting training 
shortfall was originally reported in 1984. However, DOD still has a 
long way to go before achieving the 86 percent training goal which, 
as previously noted, was established as a training goal by the 
Deputy Secretary of Defense in 1985. Exhibit VII-57 provides a 
breakout of current mandatory contracting and syskms acquisition 
training requirements, lists f ~ c a l  year 1990 requests for this train- 
ing, current quotas for these courses, as well as the 86 percent re- 
quired training level for each course. Based on this analysis, only 
36 percent of the 1990 required contracting training can be met 
under the current quotas. 
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Program Manager Training Status 
DOD Directives and policy have not established mandatory train- 

ing requirements for Program Managers. Consequently the only 
Program Manager training requirement is the statutory require- 
ment established in 1985 by Public Law 99-145 which requires Pro- 
gram Managers of major programs to have completed the Program 
Management Course a t  the Defense Systems Management College. 
As of January 1989, 54 percent of the current 93 Program Manag- 
ers of major programs-including 96 percent of the Army, 29 per- 
cent of the Navy, and 48 percent of the Air Force Program Manag- 
ers- had completed the Program Management Course. 
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Training Irstitutions 
There are several key training institutions involved in -systems 

acquisition and contracting training. The Defense Systems Manage- 
ment ColIege (DSMC) has been designated as the executive agent 
for the DOD education and training program for the acquisition 
workforce. DSMC is charged with: certification and identification of 
non-DOD education and training; elimination of duplication in 
course curricula; promotion of higher quality training; development 
of standards for demonstrating competencies in lieu of course at- 
tendance; and genera1 oversight of course quality. Other training 
activities providing systems acquisition and contracting training 
are maintained by each of the services and DLA, including the Air 
Force Institute of Technology (AFIT), Army Logistics Management 
Center (ALMC), Air Force Lowery Technical Training Center, Navy 
Acquisition Management Training Organization, Naval Facilities 
Contract Training Center, and DLA Civilian Service Support 
Office. DSMC, AFIT and ALMC are sponsoring schools which have 
responsibility for a specific course of instruction within DOD's 
mandatory contracting curricula. The other schools have been au- 
thorized to teach mandatory courses when the cognizant sponsor- 
ing source is unable to meet the demand. While the DSMC charter 
suggests that it should have overall management responsibility for 
assuring the availability and quality of training to meet the needs 
of DOD acquisition and contracting personnel, the college lacks the 
authority, resources and supporting information system to effec- 
lively implement the required DOD acquisition training program. 

CHAPTER VIII-CIVILIAN-MILITARY MIX 
The issue of the roles of military officers and civilian employees 

and their proper mix or ratio within the defense workforce has 
been recurrent throughout the history of the Department. Several , 

prominent commissions have studied the issue and determined that 
there are many opportunities for greater civilianization of non- 
combat DOD functions. While specific guidance has been promul- 
gated by OSD and the military services about the procedures for 
determining which functions should be military and which should 
be civilian, the GAO and DOD internal audit groups have deter- . 
mined that the guidelines have not been followed and that in- 
creased civilianization would produce significant savings. 

The directives require that civilian personnel be used in positions 
which do not require military personnel for reasons of law, train- 
ing, security, discipline, rotation, or combat readiness, or that do 
not require a military background for successful performance of 
the duties involved. Military should be assigned when the position 
requires skills and knowledge acquired primarily through military 
training and experience. Conversely, civilians should be assigned to 
positions "when specialist skills required are usually found in the 
civilian economy and continuity of management and experience is 
essential and can be better provided by civilians." 

Although there are some difficulties determining the correct 
numbers within the categories because of definitional and report- 
ing probIems, the best data available indicates that 84 percent of 
the contracting workforce is civilian (Army-93 percent, Navy-93 

percent, Air Force-67 percent, and DLA-93 percent) (Ex hibit 
VIII-2). In program offices the percent of personnel that are civil- 
ian varies dramatically amongst the services-in the Army it is 80 
percent, in the Navy 70 percent, and in the Air Force, only 26 per- 
cent (Exhibit VIII-5). 

EXHIBIT VIII-2 
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EXHIBIT VIII-5 

CIVILIAN MILITARY MIX , 
IN PROGRAM OFFICES 
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In all cases, military are concentrated in the senior positions 
even though they may comprise a small percentage of that segment 
of the workforce. For example, 96-97 percent of the Program Man- 
agers of major programs are military. For non-major programs the 
number of civilian Program Managers is greater, but military Pro- 
gram Managers are still the norm. Civilians do serve in greater 
numbers in Deputy Program Manager positions--in the Army 93 
percent of the Deputies are civilian, in the Navy 48 percent are ci- 
vilians, and in the Air Force-35 percent. This is reflective of the 
practice of having an  officer in the senior position to provide lead- 
ership, and a civilian deputy to provide continuity. 

CHAPTER IX-COMPENSATION 

The issue of compensation has in recent years been a trouble- 
some one for public sector employment in general and more criti- 
cally with regard to the government's acquisition and contracting 
workforce. While there is not always a visible effect (such as high 
turnover rate or empirically valid statistical measure of a reduc- 
tion in the quality of the workforce) of poor compensation, as the 
Comptroller General so aptly concluded, its insidious effect may be 
more critical. As the Comptroller noted: "If the quality of the fed- 
eral workforce is reduced, the quality of government services and . . .  programs is reduced. The bottom line in this situation is less 

. . .  effective government services and, therefore, less respect for 
the government." 

Theoretically, the government follows a long-standing concept of 
"comparability," set forth in the Federal Salary Reform Act of 
1962 (Public Law 87-793), which states that "Federal salary rates 
shall be comparable with private enterprise salary rates for the 
same levels of work." This precept was affirmed in the Federal Pay 
Comparability Act of 1970 (Public Law 91-656), which transferred 
responsibility for adjusting these pay rates from the Congress to 
the President. Despite this policy, since the early 1970's there has 
been a growing divergence in the pay of General Schedule civil 
service employees relative to the private sector. As shown in Exhib- 
it IX-5, based on a comparison of three private sector indices-the 
Professional, Administrative, Technical, and Clerical (PATC) pay 
survey of private section salaries, Employment Cost Index (ECI), 
and Adjusted Hourly Earnings (AHE), while military personnel 
also lack pay comparability, the problem is not nearly so grave as 
for civil service personnel. 

EXHlBlT IX-5-COMPARISONS OF KEY COMPENSATION INDICATORS 

Year 

1972 ................................................................... 
1973 ................................ ... ................................... 

.................................................................... 1974 
1975 .................................................................... 
1976 ................................................................... 
1977 .................................................................. 
1978 ................................................................ 
1979 .................................................................... 

.................................................................... 1980 
1981 ..................................................................... 
1982 .................... .. ......................................... 
1983 ................................................................... 
1984 ............... .. ............................................... 
1985 .................................................................... 

PATC 

67.60 
71.52 
75.38 
80.21 
87.43 
93.55 

100.00 
107.90 
116.32 
126.90 
139.21 
150.15 
160.18 
165.79 

ECI 

......................... 

......................... 

........................ 

......................... 

......................... 
......................... 

100.00 
107.76 
115.98 
126.76 
138.43 
148.43 
157.77 
166.27 

AHE 

65.70 
69.80 
74.46 
80.00 
86.70 
92.90 

100.00 
108.20 
116.80 
127.30 
138.90 
148.50 
155.30 
160.50 

GS civilians 

67.60 
71.07 
76.89 
78.55 
82.47 
86.74 
92.83 
97.90 

104.78 
114.32 
119.81 
124.60 
129.58 
134.12 

Military 

67.60 
71.66 
76.89 
81.10 
85.15 
89.56 
95.85 

101.09 
108.18 
108.18 
120.84 
143.65 
149.39 
155.37 



EXHIBIT IX-10 tween 1970-1988, while there was virtually no growth in civil serv- 
ice pay. 
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Program Management personnel come from several different 
functional backgrounds; therefore, it is difficult to objectively quan- 
tify the specific differences in pay between the public and private 
sectors. However, since most program management personnel have 
a technical or engineering background, a comparison of the differ- 
ences in pay between government engineers and their private 
sector counterparts should be applicable to the general field of Pro- 
gram Management. 

The government has historically had difficulty attracting engi- 
neers. To address this problem, the Office of Personnel Manage- 
ment. under 5 U.S.C. 5303, has authorized special salary - schedules - - - - - - - - 

as will as special hiring authority for engineers allowing for higher 
minimum rates and a corresponding new salary range. By 1987, 
special salary rates authorized under this authority had been ap- 
proved for professional engineers in grades GS-5 through 12. While 
this special pay has lessened the pay gap for civil service engineers 
relative to those in the private sector, the rate of special pay exten- 
sions in the 1980's has failed to keep pace with private sector pay, 
and the comparability gap for engineers has been growing signifi- 
cantly. Another measure is the rate of increase in pay for civilian 
engineers as opposed to private sector engineers. As Exhibit IX-15 
shows, there was a considerable increase in private sector pay be- 

EXHIBIT IX-15-ENGINEERS COMPARABILITY PAY 
[GS-Spc~al pay rates] 

Pay comparability of contracting personnel is more readily ad- 
dressed than that of Program Management personnel since con- 
tracting constitutes a homogeneous group in both the government 
and the private sector. As indicated by Exhibit IX-16, which com- 
pares the pay growth of contracting personnel in civil service over 
the past 20 years relative to that of their counterparts in the pri- 
vate sector, the pay gap between these two sectors has grown sig- 
nificantly. Unlike the field of engineering, government contracting 
personnel have not been authorized special pay rates, and the pay 
gap in contracting is more severe than in engineering. As Exhibit 
IX-25 illustrates, using the private sector as a baseline, the pay 
gap for both military and civilian contracting personnel has been 
growing steadily since 1970. Furthermore, while there is a pay dis- 
parity for both military and civil service contracting personnel, 
since about 1985, the impact has been far n e a t e r  on civil service 
contracting personnel. 
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CHAPTER 1-INTRODUCTION 

The acquisition system within the Department of Defense con-. 
sists of three distinct, but interrelated, elements. The first element 
is the policies, procedures, and processes which govern the oper- 
ation of the acquisition system. The second element is the organiza- 
tion of the resources (management structure, capital, and facilities) 
within the Department of Defense that execute the policies and 
procedures. The last element are the people within the organiza- 
tions that make the system work. 

A properly functioning system requires an appropriate balance of 
all three elements, mutually supporting one another in a synergy 
in which the whole is greater than the sum of the parts. This re- 
quires the development of policies, implementing procedures and 
processes that most effectively support the basic acquisition mis- 
sions of the United States. Policy implementation must occur 
through a rational and streamlined organizational structure that 
enhances, rather than encumbers, the acquisition process by con- 
joining decision-making, authority, and responsibility at the right 

- 

organizational levels while concomitantly striking a balance be- 
tween an integrated team of acquisition experts and the checks- 
and-balances of various acquisition functions necessary to provide 
the decision-maker objective and accurate information. Lastly, 
quality, professional acquisition personnel at all levels are the in- 
dispensable element in the acquisition system. 

The great majority of efforts to improve the acquisition system 
over the past 20 years have focused on changes in acquisition poli- 
cies, procedures, and processes. These have included acquisition 
techniques such as Total Package Procurement, Design-To-Cost, 
emphasis on various contract types, and the use of multi-year con- 
tracting. Major legislative changes include the Competition In Con- 
tracting Act and the Defense Procurement Reform Act of 1984, as 
well as other provisions adopted in the annual Defense Authoriza- 
tion Act. 

There have been fewer efforts to improve the management and 
organizational structure of the acquisition system (with even less 
attention focused on the workforce.) The most notable have been 
the changes implementing the Packard Commission recommenda- 
tion to streamline the acquisition organizational structure. 

It is axiomatic that any organization requires qualified, trained 
and properly motivated personnel to effectively achieve the organi- 
zation's missions and goals. Although good people can get the job 
done even irj the wrong organizational structure, the wrong people 
(unqualified, poorly trained, and lacking motivation) cannot accom- 
plish the mission even in the best organizational setting. Ironically, 
few reform efforts have been directed towards improvements in the 
quality of acquisition personnel. Lack of reform, however, is not 



synonymous with lack of concern. In the case of the acquisition 
workforce within the Department of Defense (DUD), it has been 
recognized for a t  least 30 years, both within and outside govern- 
ment, that the quality and professionalism of this workforce must 
be improved. 

The importance of this issue was best described in the Fjtzhugh 
Commission (Blue Ribbon Defense Panel) report of July 1, 1970: 

The key determinants of the ultimate effectiveness and 
efficiency of the Defense Procurement process are the pro- 
curement personnel who have the challenging responsibil- 
ity for interpreting and applying the regulations . . . The 
importance of this truism has not been appropriately re- 
flected in the recruitment, career development, training 
and management of the procurement workforce. As a con- 
sequence, the Department is faced with a significant 
number of immediate and future problems with respect to 
the availability in adequate numbers of appropriately 
qualified and capable procurement personnel. 

Sixteen years later, the Blue Ribbon Commission on Defense 
Management, chaired by former Deputy Secretary of Defense David 
Packard, noted that the Defense Department "must be able to at- 
tract and retain the caliber of people necessary for a quality acqui- 
sition program." Most recently, former Presidents Carter and Ford 
advised the new Bush Administration that: 

With experienced, competent civil servants and political 
appointees Defense Department acquisition can be rnan- 
aged successfully. Without them no organizational or 
policy changes are going to make any substantial differ- 
ence in DUD management . . . The single most likely way 
to produce further waste in DOD and further procurement 
scandals is to discourage public service by the competent, 
to take no steps to improve the quality of the carew civil- 
ian managers, and to appoint to important positions in 
DOD those who have little or no relevant knowledge of, or 
experience in, defense-type acquisition. (American Agenda: 
Report to the Forty-Erst President of the United States). 

HISTORICAL BACKGROUND 

In addition to the Fitzhugh and Packard Commissions, four addi- 
tional commissions since 1945 have reviewed the acquisition work- 
force within the Department of Defense. The First and Second 
Hoover Commissions (1949 and 1955), the Commission. on Govern- 
ment Procurement (1972), and the Grace Commission (1983), all ob- 
served the necessity to improve the quality and professionalism of 
DOD acquisition personnel. In addition, there have been numerous 
studies and reports from various observers, such as the General Ac- 
counting Office, the Ran.d Corporation, internal Department of De- 
fense studies, and academia. 

In critiquing various aspects of the DOD acquisition organization . 

and process, many of these reports also noted the need to improve 
personnel management of the acquisition workforce. For example, 
J. Ronald Fox observed in 1974 (Arming America) that the "most 

far-reaching reform would be the establishment of a clearly defined 
procurement career field within the military, with senior procure- 
ment managers controlling assignments and promotions. Anything 
short of-this will not resolve the continuing crisis in procurement 
management." However, writing 14 years later (The Defense Man- 
agemen t Challenge: Weapons Acquisi tiorz), Fox observed that efforts 
to establish military career programs for Program Managers and 
procurement personnel had been resisted: 

. . . by senior officers in personnel and combat arms 
units, who were unconvinced of the need for a highly 
skilled and stable professional force to manage the acquisi- 
tion process. Senior combat arms officers (who control 
military assignments and promotions) were also concerned 
that they would lose some of their most able officers to ac- 
quisition careers if they lost control of the assignment and 
promotion process. 

Despite the resistance to change observed by Fox, there have 
been efforts both within and outside the DOD to address the vari- 
ous Commission recommendations. For example, in 1982 the Presi- 
dent issued Executive Order 12352, the first in history to focus 
solely on reform. of the federal procurement process. It required 
each department to establish "career management programs, cov- 
ering .the full range of personnel management functions, that wiIl 
result in a highly qualified, well managed procurement workforce." 
An Executive Committee on Federal Procurement Reform, chaired 
by the. Administrator of Federal Procurement Policy, was formed 
in May 1982 to facilitate implementation. Task Group 6 of the Ex- 
ecutive Committee provided guidance on establishing procurement 
career management programs, and issued 38 recommendations in 
its final report, some of which have been implemented. 

In 1984, Congress enacted provisions (P.L. 98-369, Title VII, Sec- 
tion 2721, 98 Stat. 1185, 10 W.S.C. 2301(6)) requiring the head of 1 
each executive agency to "develop and maintain a procurement 
career management program in the executive agency to assure an , 
adequate professional workforce." The Defense Procurement 
Reform Act of 1984 (P.L. 98-525, Sec. 1243) established a minimum 
assignment for Program Managers of four years or until comple- 
tion of a major program milestone. In 1985 Congress passed a re- 
quirement (Title 10 U.S.C. 1622, Sec. 924, P.L. 99-145) that a person ! 
appointed as Program Manager of a major defense acquisition pro- 
gram have completed the Program Management Course a t  the De- 
fense Systems Management College or a "comparable course," and 
have had a t  least eight years of experience in acquisition support 
and maintenance of weapons systems, a t  least two of which were 
performed while assigned to a procurement command (the Army 
Materiel Command, Air Force Systems Command and Air Force 
Logistics Command, and the Systems Commands of the Navy). 

In April 1986, the Blue Ribbon Commission on Defense Manage- 
ment, or Packard Commission, recommended that: 

Significant improvements should be made in the senior- 
level appointment system. The Secretary of Defense should 
have increased authority to establish flexible personnel 



management policies necessary to improve defense acquisi- 
tion. An alternate personnel management system should 
be established to include senior acquisition personnel and 
contracting officers as well as scientists and engineers. 
Federal regulations should establish business-related edu- 
cation and experience criteria for civilian contracting per- 
sonnel, which will provide a basis for the professionaliza- 
tion of their cfireer paths. Federal law should permit ex- 
panded opportunities for the education and training of all 
civilian acquisition personnel. 

As part of the follour-up to the Packard Conlmission recornmen- 
dations, the Secretary of Defense was directed to provide, within 60 
days, a report to the President on measures to strengthen person- 
nel management policies for civilian managers and employees 
having contracting, procurement or other acquisition responsibil- 
ities (National Security Decision Directive 219 on April 1, 1986). In 
August 1985 the President issued National Security Decision Direc- 
tive 238 to assure compliance with the Packard Commission recom- 
mendations (~~~end ix -1 -1 ) .  

In November 1986 Congress adopted the Defense Acquisition Im- 
provement Act of 1986 P.L. 99-661, Title IX. Section 932 of this Act 
required the Secretary of Defense (SECDEF) to develop a plan to 
enhance the ~rofessionalism and career opportunities available to ----- - 

acquisition pdrsonne~ in terms of examination, appointments, clas- 
sification, training, and assignments, and examine the feasibility of 
designating professional positions and establishing an alternative 
personnel system. The plan was submitted to Congress in May 
1987, as required, and is included as Appendix 1-2. 

The plan consisted of two initiatives. The first proposed a legisla- 
tive change that would allow the establishment of a formal alterna- 
tive personnel management system based on the approach of the 
Navy demonstration projects a t  China Lake and San Mego. The 
proposed systenl has four key features: pay banding, simplified 
classification, pay-for-performance, and market sensitivity in hiring 
new employees. The second initiative was a proposal to improve 
the education of contracting civilians by modifying Title 5 U.S.C. 
Section 3308 to allow the Office of Personnel Management and the 
Department of Defense to establish appropriate minimum educa- 
tional standards for the Contracting, GS-1102, civil service series, 
and to revise Title 5 U.S.C. Section 4107 to allow government pay- 
ment of training expenses for civilians for the primary purpose of 
obtaining an academic degree. 

In addition, Section 934 of the Defense Acquisition Improvement 
Act of 1986 required the Secretary of Defense to submit to Congress 
a report containing a plan for the coordination of DOD educational 
programs for acquisition personnel. On March 2, 1988, the Assist- 
ant Secretary of Defense (Force Management and Personnel) sub- 
mitted a report (Appendix 1-3) setting forth the Department's plan 
for expanding the mission of the Defense Systems Management 
College (DSMC) in order to properly direct, support and coordinate 
the education and training of the acquisition workforce. Specifical- 
ly, it institutionalized the former Acquisition Enhancement (ACE) 
Program Action Group as the ACE Program Office at Defense Sys- 

tems Management College (DSMC), designating it executive agent 
for the education and training of the acquisition workforce. The 
plan further called for the streamlining and consolidation of the 
myriad existing directives, instructions, and manuals on acquisition 
education and training, and established a revised interim curricula 
of mandatory contracting courses for contracting personnel. 

PURPOSE OF THE REPORT 
It  is clear, given this background, that there is no lack of statuto- 

ry, executive order and outside expert identification of problems 
and recommended changes that should be pursued to improve the 
quality and professionalism of the acquisition workforce. Yet de- 
spite these continued calls for improvement and the obvious 
changes madexin the recent pset, few are convinced that enough 
has been done. New and varied proposals to change the organiza- 
tion or character of the acquisition workforce have been espoused 
with increasing frequency. 

Before considering the adoption of any of these proposals, the 
Committee on Armed Services believed that it was crucial to con- 
duct an in-depth analysis of the state of the acquisition workforce 
and any trends that may be evident. Without such an assessment it 
is virtually impossible to determine cause and effect-hence to de- 
termine with any certainty that proposed solutions to this problem 
will bring about the desired result. 
Thus, the objective of this report is to assess the qualifications 

and professionalism of the acquisition workforce-both present and 
past, military and civilian; to review the efforts of the Department 
of Defense and the Military Departments to establish and manage 
the career development of that workforce; and, where appropriate, 
provide recommendations for improving the quality and profession- 
alism of that workforce. In doing this, the report will attempt to 
answer the following questions: 

(1) Are the services appointing Program Managers, 
Deputy Program Managers, and contracting officers with 
the experience, education, and training required by law 
and regulation; and,, in the case of Program Managers, are 
they being retained in those positions for the minimum 4 
year period? 

(2) Is there a career program structure to develop quali- 
fied and professional contracting and program manage- 
ment personnel-either civilian or military; and have the 
Department of Defense, the services, and Defense Agencies 
established the proper organization, management struc- 
tures, and policy guidance necessary to ensure this devel- . 
opment? 

(3) Is there an appropriate mix of military and civilian 
personnel within the acquisition workforce? 

(4) What impediments exist that must be overcome in 
order to develop a quality, professional workforce, and how . 
can those impediments be overcome? 



SCOPE OF THE STUDY 

The answers to the questions posed will be developed in the 
report first by setting the stage within which the key acquisition 
players operate-who are these people, what is their function or 
role, how are they selected, bnd where do they fit in the organiza- 
tional hierarchy (Chapter 11). Because personnel management plays 
such a crucial role in the development and selection of the acquisi- 
tion workforce, Chapter 111 sets the stage in terms of personnel 
management-the personnel organization, how that organization 
interfaces with the rest of the Department of Defense, and a few 
words about relevant government-wide and DOD personnel man- 
agement policies. Chapters IV-VI will provide the data developed 
oli the characteristics of the acquisition workforce-moving from 
the broadest segment-the acquisition workforce as a whole, to con- 
tracting officers and Program Managers specifically. Chapter VII 
will highlight the issue of professionalism of the acquisition work- 
force, with particular emphasis on education and training. Chap- 
ters VIII and IX deal with two vexing issues relating to the work- 
force-the mix of military and civilians, and compensation. 

T t  should be noted that information provided by the services on 
program management, contracting, and acquisition personnel was 
obtained from January through June 1989. Accordingly, actions 
taken by the services subsequent to that time are not generally re- 
flected in the report. 

TERMS OF REFERENCE 

At the outset, it is also important to note the parameters, frames 
of reference and limiting factors of this report. 

Acquisition/Bocurement Process. Although there is no clearly ac- 
cepted definition of the "acquisition" process, for purposes of this 
report we consider the ac uisition process to begin at the point 
when agency needs are esta ?I lished, presumably after a threat anal- 
yais, and to include the articulation of the user's needs in response 
to the evolving threat, validation of the requirements through the 
planning, programming, and budgeting procels, concept explora- 
tion, demonstration/validation, full-scale development, full-scale 
production, deployment and operational support. By way of con- 
trast, the "procurement" process can generally be described as the 
process beginning after a decision to procure a particular item has 
been made, and occurring simultaneously with each step of the ac- 
quisition process. "Procurement" includes the development of a 
long-term plan for selecting a source or sources, translating the 
government's needs into a request for a proposal from industry, se- 
lection of a contractor, and administration of the contract. Thus 
procurement is a subset of the "acquisition" process. 

The Acquisition Workforce. In analyzing the acquisition work- 
force, one encounters an immediate difficulty in that the definition 
of acquisition workforce has never been firmly established. As a 
result, although there is a core group of disciplines, such as con- 
t ract i~g,  that are clearly considered part of the "acquisition work- 
force, the inclusion or exclusion of individuals in disciplines that 
are involved in the acquisition process but not of its essence, such 
as quality assurance, engineering or logistics, remains unsettled. 

Even within the Department of Defense, different definitions are 
utilized by the services add OSD. Draft DOD Manual 5000.52-M 
(December 13, 19881, "DOD-Wide Career Program for Acquisition 
Personnel," comes closest to a definition in defining the scope of 
the manual as applying to: military personnel in acquisition assign- 
ments and to civilian employees who are serving under career or 
career-conditional appointments in the competitive service and who 
occupy positions in the following series: GS-1102, Contraeting; GS- 
1103, Industrial Property Management; GS-1105, Purchasing; and, 
GS-1106, Procurement Clerk/Assistant. It also includes those in- 
volved primarily in scquisition duties and responsibilities in the 
following: GS-1101, General Business and Industry; GS-1150, In- 
dustrial Specialist; GS-1910, Quality Assurance series; and, the 
GS-800 engineering series involved in the manufacturing, produc- 
tion, reliability, and quality assurance functions in the acquisition 
process. Beyond this, the acquisition workforce encompasses per- 
sonnel involved primarily in acquisition duties in the business and 
financial management, program management, logistics, systems en- 
gineering and other acquisition specialty series. 

This represents a significant expansion in the definition of the 
acquisition workforce. Prior to 1988, the Defense Manpower Data 
Center, which collects data about the workforce for DOD, used as a 
working definition of the acquisition workforce for purposes of its 
acquisition career program (DOD 1430.10-M-1 and DOD 1430.10- 
M-2), the following civilian (it did not keep data specifically on 
military acquisition personnel) occupational series: 

Series 

In 1988, the Defense Manpower Data Center and the Office of 
the Secretary of Defense proposed an expansion of the acquisition 
workforce to include other series. In contrast to previous criteria, 
in which an entire occupational series was categorized as part of 
the "acquisition workforce" regardless of whether an individual ac- 
tually performed acquisition duties or was assigned to an acquisi- 
tion command, the proposed criteria would be based on the type of 
work performed and organizational assignment of individuals. The 
proposed categories would include personnel engaged in the follow- 
ing functions: 

Title 

1102 ........................................................................................... 
1103 ..................................................................................... 
1150 ......................................................................................... 
1910 .............. : ............................................................................ 

Determination of requirements and deveiopment of spec- 
ifications for weapon systems, system components, and 
other equipment that are fielded or in the process of being 
fielded, and services, except for non-developmental items; 

I 

Contracting and Procurement. 
Industrial Property Management. 
Industrial Specialist. 
Quality Assurance. 

Testing of systems and equipment under development; 
Contract execution and administration, including quality 

control and inspection, audit, other enforcement of con- 
tract specifications and performance, and program fund- 
ing, except for non-developmental items; and, 



Overhead accounts which support acquisition at  least 50 
percent of the time. 

Specifically excluded were "pure" logistics and research and de- 
velopment functions. In the case of the former, this would include 
the functions of cataloging, inventory control, storage and distribu- 
tion of finished products received from industry, and the disposal of 
property. In the case of the latter, this would include personnel in- 
volved in basic research, plus exploratory and advanced develop- 
ment (6.1, 6.2. and 6.3A activities). Personnel in all organizations, 
including the Office of the Secretary of Defense (OSD), the Service 
Headquarters elements, and Defense agencies, both military and ci- 
vilian, would be included. 

As is obvious, an attempt to assess individually the quality and 
professionalism of these myriad factions within the acquisition 
workforce would entail a task of enormous proportions. Thus, while 
providing much data about the acquisition workforce in its entire- 
ty, and a subset of that workforce-the contracting workforce, the 
report focuses on three key individuals in the acquisition process: 
the Program Manager, the Deputy Program Manager, and the con- 
tracting officer. While an analysis of these three groups cannot be 
extrapolated in any scientific manner, we believe that an evalua- 
tian of personnel in these positions, when coupled with the overall 
data provided on the rest of the acquisition workforce, will provide 
a sufficient basis upon which to judge the quality and professional- 
ism of the acquisition workforce. In so doing we of course recognize 
that neither a Program Manager nor a contracting officer operates 
independently, but of necessity, relies on a team of people includ- 
ing engineers, and quality, industrial, property, labor-relations, 
legal and other specialists. 
Quality and Professionalism. In this analysis, we use a definition 

of quality developed by the General Accounting Office (GA0)-"the 
extent to which an individual has desired characteristics such as 
education, job related experience, specific skills, motivation, or 
even certain personality traits" (Federal Workforce: A Framework 
for Studying Its Quality Over Time, B-228638, August 4, 1988). Al- 
though some of these characteristics are measurable, motivation 
and personality traits cannot be quantified. As such, one is limited 
to measuring the objective indicators of quality, such as levels of 
education, training, and experience. While such indicators do not 
assure in and of themselves a person's "quality" they are the only 
factors capable of being measured in the aggregate. 

While the federal civilian personnel system utilizes "knowledge, 
skills and abilities'' (KSAs) to provide a measure of quality, cur- 
rently only the Air Force has an automated system that aggregates 
data on KSAs. Consequently, we have utilized data separately gen- 
erated from various data bases by the services and other sources to 
establish the level of education, training and experience of the 
workforce. Finally, as a point of reference in measuring quality, we 
utilize the basic criteria set forth in legislation and by the DOD 
itself. 

"Professionalism," the second term of reference utilized, is gener- 
ally defined as the conduct, aims, or qualities that characterize a 
profession or professional person. While membership in a profes- 

sion does not guarantee 'Lprofessionalism," and certainly there are 
many persons not in professional fields that could be characterized 
as conducting themselves in a professional manner, the entry crite- 
ria, required specialized knowledge, public attestation to certain 
ethical standards, etc., required for membership in a profession are 
the characteristics found in people who could be termed profession- 
als in their career field. Professionalism is thus a measure of the 
attitudes, values and motivation of the personnel. 

METHODOLOGY 
The information provided in this report was developed through 

interviews with officials within the Department of Defense and the 
various services, analysis of service and Department of Defense re- 
sponses to oral and written interrogatories, and quantitative analy- 
sis of data provided by the services, the Defense Systems Manage- 
ment College (DSMO, the Defense Manpower Data Center (DMDC), 
the Congressional Research Service and the Bureau of Labor Sta- ' 
tistics in the Department of Labor. In addition, a literature search 
and review of various historical documents was conducted. This in- 
cluded a review of the various Commission reports, reports of the 
General Accounting Office, the Rand Corporation, and the Institute 
for Defense Analyses, Hearings of the United States House of Rep- 
resentatives and United States Senate, and monographs produced 
by aezdemia, the Historical Office, Office of the Secretary of De- 
fense, Office of the Chief of Military History (Department of the 
Army), Naval Historical Center, Office of Air Force History, and, 
in academia. Reference was also made to internal Department of 
Defense documents (both current and historical) such as directives, 
regulations, instructions, correspondence, and audit reports. 

In this regard, we must note that the data utilized in this report 
was developed, in many-cases from raw statistical data, using data 
bases within the Department of Defense. Because of the :imitations 
in what is reported in a systematic manner within DOD-for exarn- 
ple, the services have not been identifying contracting officers and 
Program Managers in their standard reporting data systems, the 
data is in some cases limited. 

Extrapolations from that data must be viewed in some cases with 
certain caveats in mind because key concepts have not been ade- 
quately identified or standardized-such as "non-major programs" 
and "acquisition experience." For example, DOD has not provided 
additional clarification or guidance as to the types of assignments 
and duties considered as meeting the statutory requirement of 10 
U.S.C. 1622, as amended by Sec. 853, H.R. 2461 (effective ;i;!y 1, 
19891, for Program Managers to have "experience in the acqulsltlon 
of weapons systems or related items of supplyl" Instead, each serv- 
ice is allowed to establish its own interpretation. 

The Navy categorizes experience in any of 84 different Navy Oc- 
cupational Billet Codes (NOBCs), either within a weapon Systems 
Command (e-g., Naval Sea Systems Command) or outside of the 
SYSCOMS, as acquisition experience. These codes include contract- 
ing, program management, research, development, test and evalua- 
tion assignments as well as more esoteric assignments such as a 
scientific technical intelligence officer. The Navy also recognizes 



experience gained as a Commanding Officer, Maintenaxe Officer, 
Materiel Officer, or Engineering Officer as being in support and 
maintenance of weapon systems and thus meeting the requirement 
of 10 U.S.C. 1622. 

The Army considers officer assignments in the following func- 
tional areas and positions as qualifying acquisition experience: Re- 
search and Development, Test and Evaluation, and Combat Devel- 
opment (FA 51A, B, and C); Contracting and Industrial Manage- 
ment (FA 97); Nuclear Weapons Research (FA 52); and, Systems 
Automation (FA 53), if the work is in materiel acquisition; any as- 
signment as a Program Manager or Program Executive Officer; 
and, any Materiel Acquisition Management (MAM) assignment 
(6T). Also, all jobs in Army Materiel Command that are directly re- 
lated to acquisition are considered as qualifying experience. The 
Army does hot  include support and maintenance of weapon sys- 
tems or operational assignments which clearly are sustainment 
functions, such as logistical support of fielded weapon systems, as 
acquisition experience. 

The Air Force requires that within the eight years of required 
acquisition experience, three years of experience must be in a Sys- 
tems Program Office (SPO). This experience also includes two other 
types of assignments in laboratories, test organizations, acquisition 
headquarters, or operations. All acquisition experience that is cred- 
ited toward the eight years must be in the system acquisition area, 
not the base operating support area. These qualifications are veri- 
fied through the review of a formal application that documents an . 
officer's qualifications to be considered for a leadership position as 
a Program Manager of a major/executive program. 

Significantly, none of the services has similar criteria in place 
for its civilian program management personnel. This is but one ex- 
ample of terms and standards that are not uniform within the De- 
partment, .but it is sufficient to make the point. 

CHAPTER 11-ACQUISITION ORGANIZATIONS 
OFFICE OF THE SECRETARY OF DEFENSE 

At the present time, acquisition functions are conducted within 
the Department of Defense by the Office of the Secretary of De- 
fense (OSD), by agencies reporting to OSD, and by the Army, Navy 
(and Marine Corps), and Air Force. A number of Defense Agencies 
which are shown on Exhibit 11-1 also have an acquisition/procure- 
ment function, including the Defense Communications Agency 
(DCA), Defense Mapping Agency (DMA), and Defense Nuclear 
Agency (DNA). Three defense agencies have an important role in 
the acquisition process: the Defense Advanced Research Projects 
Agency (DARPAI, Defense Logistics Agency (DLA), and the Defense 
Contract Audit Agency (DCAA). The first two report to the Under- 
secretary of Defense (Acquisition) and the latter to the OSD Comp- 
troller. 

The Secretary of Defense is supported in the management of the 
acquisition process by the Under Secretary of Defense for Acquisi- 
tion or USD(A) whose organization is shown in Exhibit 11-2. In re- 
sponse to a recommendation of the Packard commission, the posi- 
tion of USD(A) was mandated by Public Law 99-348. 
. This position and its subordinate offices, such as the Assistant 
Secretary of Defense (Production and Logistics) and the Director, 
Program Integration, are the offices in OSD primarily concerned 
with the acquisition process. 

The USD(A) was designated by law as the "Defense Acquisition 
Executive" (DAE) in 1986. The duties of this position include: su- 
pervising DOD acquisition; establishing acquisition policies; and su- 
pervision of acquisition personnel in the Office of the Secretary of 
Defense. Additionally, the Defense Acquisition Executive was given 
the "authority to direct the Secretaries of the military departments 
and the heads of all other elements of the Department of Defense 
with regard to matters for which the Under Secretary has responsi- 
bility." (10 U.S.C. 5 133(b)(4)) Section 901 of the Defense Acquisition 
Improvement Act of 1986 (P.L. 99-661) designates the USDfA) the 
senior procurement executive for DOD for purposes of Section 16(3) 
of the Office of Federal Procurement Policy Act (41 U.S.C. 414). 
Furthermore, the USD(A) has responsibility for career program 
policy, including the training and career development of acquisi- 
tion personnel. 



OFFICE OF THE SECRETARY OF DEFENSE 



MILITARY SERVICES 

Although each of the services organize their acquisition functions 
differently (reflecting historical and mission differences), there are 
some general characteristics shared by each. Within each Military 
Department, there is a senior civilian official-the Service Acquisi- 
tion Executive (SAE)-who is responsible for acquisition matters 
within thatDepartment. In the Army and Air Force, the SAE also 
serves as the senior procurement executive, while in the Navy, the 
SAE and senior. procurement executive are- not the same individ- 
ual. Exhibit I 1 3  depicts these key acquisition leadership positions 
in OSD and each of the Department secretariats. 

Program management has been primarily conducted through the 
procurement or "systems" commands, although the Department is 
in the process of implementing a new program management struc- 
ture that will circumvent the major procurement commands and 
place Program Managers under a Program Executive Officer that 
reports directly to the Service Acquisition Executive. 

Because program management requires accomplishment of tasks 
that require support from various functional organizations (both 
engineering and business related), most program management or- 
ganizations are currently either project or matrix organizations as 
opposed to functional organizations. 

Functional Organization. A group of specialists which supports 
and is part of a larger organization or activity is a functional orga- 
nization. This is a traditional form of division of labor within any 
organization and represents an assumption that consolidation of 
persons with similar specialties or functional disciplines is the most 
effective way to utilize their expertise. For example, contracts spe- 
cialists, engineers, attorneys, etc. are generally organized into sepa- 
rate functional organizations. 
Matrix Organization. The typical DUD program management 

office follows a matrix management approach. The Program Man-' 
ager is supported by certain core offices in which the personnel are 
assigned exclusively to the Program Manager, such as Program 
Control and Configuration Management, and by organizations rep- 
resenting the various functional disciplines that are matrixed to 
the Program Manager, as shown in Exhibit 11-4. 
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EXHIBIT 11-4 
The "core" offices perform functions that are integral to the pro- 

gram office and work only for the Program Manager. The matrixed 
organizations are those that provide support to the program office 
in the various disciplines or functions, such as Contracting, Engi-- 
neering, Personnel, etc. These rnatrixed organizations work fc.7 

both the head of their functional organization as weil as the Pro- 
gram Manager that they support. People in the rnatrixed orgaoiza- 
tions may be physically collocated with the Program Manager, allri 
in that case typically work full-time on that program (although 
they still receive administrative and technical direction from their 
functional chiefl, or may stay within the their own functional loca- 
tion and be dedicated to the program either on a full-time basis or 
on a task basis. 

Program or Project Organization. In a program or project-basee. 
organization, as opposed to rnatrixed program management, olle 
finds all the necessary functional resources mobilized in a self-coz- 
tained, vertically-arranged organization, as seen in Exhibit 11-5. 
Small groups of personnel from the appropriate functional disci- 
plines are assigned to the program office until completion of the 
project. The internal organization of the project office is functional, 
with the various functional sub-units reporting to the project or 
Program Manager. 

.EXHIBIT 11-5 
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The experience of developing technologically advanced weapon 
systems as  well as large scale projects in the domestic economy led 
to the development of program management as a management and 
organizational construct. The organization and management of the 
Manhattan District Project to develop the atomic bomb in World 



War II remains the example of program or project management 
par excellence. On the civilian side, the development of the Tennes- 
see Valley Authority (TVA) was an even earlier example of the 
project management concept. 

Within the Department of Defense, the Air Force took the lead 
in using program management to acquire weapons systems. The 
Air Force first applied the weapon system program management 
approach in its acquisition of the F-102 aircraft from Convair 
during the early 1950's. This new approach brought together the 
various system component items, such as the engine, airframe, etc., 
and rather than developing them independently, established a pro- 
gram office to manage the entire weapon system acquisition proc- 
ess-emphasizing the compatibility of subsystems and components. 
This development has been characterized as "the biggest formal 
change in Air Force acquisition practice during the cold war era" 
(Thomas McNaugher, New Weapons Old Politics: Amerzcak Mili- 
tary F'rocurernent Muddle, 1989). In the late 1950's, the Air Force 
Air Research and Development Command, forerunner to Air Force 
Systems Command, institutionalized the centralized program man- 
agement approach for the business and technical management of 
selected acquisition tasks through its "375 series" of regulations 
and manuals, which applied initially to the space and missile pro- 
grams. The employment of systems management was a key to the 
successful development of the Atlas and Titan Intercontinental 
Ballistic Missiles (ICBM). 

The Navy began using the program management approach with 
the creation in 1955 of the Special Projects Office (SPO) for the de- 
velopment of the fleet missile system, notably the Polaris missile 
program. This was a departure from the existing approach, which 
was to allow the Navy Bureaus (Ordnance, Aeronautics, etc.) to 
have "cradle to grave" responsibility for items within their areas of . 

technical expertise. Weapons that cut across the technical disci- 
plines led to conflicts among the bureaus, and difficulty in integrat- 
ing the components into the weapon system. The creation of the 
projects office, reporting outside the bureau system, was designed 
to obviate these conflicts, 

By the early 196OPs, each Service was organizing program offices 
for managing the systems acquisition process. Some offices were 
highly integrated; others employed a matrix organizational struc- 
ture; and others continued to rely on traditional functional support 
as needed. In 1965, in an effort to further improve the management 
of the defense systems acquisition process, Secretary of Defense 
Robert S. McNamara directed the services to apply the project 
manager concept to all major systems development efforts with the 
issuance of DUD Directive 5010.14, "SystemlProject Management," 
May 4, 1965. Since that time the organizational structure of pro- 
gram offices has been relatively stable and the focus has shifted to 
concern about Program Manager qualifications. 

Contracting organizations support both the weapons system ac- 
quisition process, and provide field level support a t  all organiza- 
tional levels. Systems contracting is centralized, and has typically 
been primarily conducted within a major procurement command in 
the service, such as Air Force Systems Command, or Army Materi- 
01 Cnrnrnand. At the o~erating levels contracting is conducted by 

Directorates of Contracting who work for the Commander of the in- 
stallation or other organization that the office is within. The great 
majority of contracting organizations are engaged in field level con- 
tracting, although the majority of people are involved in major sys- 
tems acquisition. 

Contracting authority flows from the Service Secretary to the 
Heads of Contracting Authority, typically Commanders of the vari- 
ous major commands within the service, and from them it  is fur- 
ther delegated. Although contracting authority typically flows par- 
allel to the chain of command, responsibility for contract execution 
is through the chain of command. 
- 
Despite these similarities, there are distinct organizational differ- 

ences between each of the Services and DLA. The variety in organi- 
zational structure between the three services is reflected in the dif- 
ference in number of contracting organizations world-wide: the 
Army has over 250, the Navy over 900, and the Air Force over 200. 
The following sections will provide greater detail on these distinc- 
tions. 

The Army, like the other services, has organizations to conduct 
the acquisition of weapons systems and other end items, the sup- 
port of research and development, and centralized wholesale logis- 
tics support. In addition, the Army has established contracting or- 
ganizations to provide field or retail level support-contracting ac- 
tivity classified as "post/camp/station" in nature. The contracting 
organization and function transcends the program management or- 
ganization of systems acquisition organizations. 

Acquisition management, to include contracting and program 
management, falls under the purview of the Army Secretariat, 
which is depicted on Exhibit 11-6. Responsibility for personnel as 
well as contracting for the Corps of Engineers and Health Services 
Command are found within the Army staff. 



The Assistant Secretary of the Army for Research, Development, 
and Acquisition (ASA (RDA)) is the Army Service Acquisition Exec- 
utive (known as the Army Acquisition Executive (AAE))and heads 
the Army's acquisition structure. He or she is responsible for devel- 
oping policies and standards for acquisition; procurement and con- 
tracting; technology base; program evaluation; research, develop- 
ment and acquisition planning and programming; and for oversee- 
ing weapon systems reliability and maintainability. 

As shown in Exhibit 11-7, the ASA (RDA)'s organization is struc- 
tured around five major offices. The procurement office oversees 
the management and execution of Army contracting functions, in- 
cluding contract policy development, contract placement and ad- 
ministration, and contracting program evaluation, organization 
and staffing. The research and technology office directs and man- 
ages the Army's basic research and development activities, over- 
sees space, and strategic systems, and assesses the Army's technolo- 
gy base investment. The program evaluation office formulates 
policy and establishes criteria for program evaluation, baseline de- 
velopment, and reporting procedures, and develops program execu- 
tive office charters. The plans and programs office provides guid- 
ance to field activities on preparing, developing, and justifying 
annual budget and program estimates; develops Army Acquisition 
Executive policy; and monitors program and budget development 
through the Office of the Secretary of Defense and congressional 
hearings. The systems management office oversees aviation, mis- 
siles, air defense, and ground combat systems and coordinates pro- 
gramming and budgeting activities and milestone reviews for these 
programs. 



EXHIBIT fI-7 
Army Contmcting Organizations 

Reflecting the global mission and concomitant deployment of 
Army forces, there a re  over 250 Army contracting organizations 
world-wide. The largest number of organizations are formed to sup- 
port installation or post contracting. However, the largest number 
of personnel and dollars are involved in systems and central con- 
tracting. 

EXHIBIT 11-8 

ARMY CONTRACTING CHAIN OF COMMAND 

SECRETARY OF THE ARMY Y I 
I ASSISTANT SECRETARY OF THE ARMY (RESEARCH, 

DEVELOPMENT AND ACQUSITION) 
(Senior  Procurement Executive) 
(Army Acqusition Executivef 

HEAD OF CONTRACTING ACTIVITY ( H ( I A )  :I 

CHIEF OF CONTRACTING OFFICE c7 I 

CONTRACTING OFFICER I 
Contracting policy and authority flow hierarchically from the 

Secretary of the Army down to the contracting officer, as depicted 
in Exhibit 11-8. Within the Office of the Assistant Secretary of the 
Army (Research, Development and Acquisition) is the Deputy As- 
sistant Secretary for Procurement, a career Senior Executive Serv- 
ice position. The Deputy Director of the Contract Support Agency 
represents the Army on the Defense Contracting Career Manage- 
ment Board (DCCMB), formerly the Defense Contracting and Ac- 
quisition Career Management Board (DCACMB). Within this Depu- 
tate, there are two Directorates, one for Procurement Policy 
(headed by a Senior Executive Service civilian) and one for Con- 
tracting (headed by a Major General). The Director for Contracting 
also serves in a "dual hat" capacity as  the Director of the Contract- 
ing Support Agency, a field operating activity reporting to the Sec- 
retariat. An overview of the Army Headquarters contracting orga- 
nization is provided in Exhibit 11-9. 
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EXHIBIT 11-9 
Within the Continental United States, there are five Army Major 

Commands (MACOMs), all of which have contracting organizations. 
Major contracting missions overseas are conducted in support of 
US Army Europe (USAREUR), US Army Western Command 
(WESTCOM), US Army South (USARSO), and Eighth US Army in 
Korea (EUSAR). The US Army Corps of Engineers has contracting 
responsibility for both DOD construction and a civil works misgion 
and is organized accordingly. The Army Health Services Command 
is responsible for contracting for medical supplies because medical 
logistical support is outside of the standard Army logistical system. 
The Army also has responsibility for providing contract*ing support 
to the National Guard through the National Guard Bureau. 

Except for the Corps of Engineers, Health Services Command, 
and the procurement commands, most other contracting activities 
are organized to perform contracting actions necessary to support 
operations a t  the installation level. Even within Army Materiel 

- Command and other procurement commands, there are contracting 
organizations to provide installation level contracting support for 
their ranges, arsenals, depots and so forth. 

H e a h  of Contracting Activity. Contracting authority flows to 
Heads of Contracting Activities (HCAs), which have received dele- 
gated contracting authority from the Secretary of the Army. Typir 
caly, these HCAs are commanding generals of Major Commands 
(MACOMs). Exhibit 11-10 shows, as an example, the flow of com- 
mand and contracting authority to the Commanding General of 
Training and Doctrine Command (TRADOC). The Commanding 
General, acting as HCA, delegates contracting authority to the Di- 
rectorates of Contracting at the 19 TRADOC contracting actiyities, 
and to all contracting officers (typically the appoiritment of con- 
tracting officers is done by the Principal Assistant Responsible for 
Contracting as the HCA's designee). Exhibit 11-11 indicates the 28 
HCAs within the Army, receiving their authority from the Senior 
Procurement Executive-the Assistant Secretary of the Army (Re- 
search, Development and Acquisition). The numbers within each 
organization reflect the number of contracting organizations as- 
signed to that MACOM. 
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Principal Assistants Responsible for Contracting. The Head of the 
Contracting Activity (HCA) also appoints to his/her staff a Princi- 
pal Assistant Res~onsible for Contracting (PARC), who is responsi- 
ble for oversight and administration of the contracting activity and 
advises the HCA on contracting matters. The PARC is required to 
be organizationally located at the headquarters of the contracting 
activity with direct access to the HCA on matters within their pur- 
view and is to be a t  the same level as other functional chiefs of the 
headquarters staff. 
Central/Systern Contracting. Within the procurement commands, 

such as Army Materiel Command, there is a different organization- 
al structure, reflective of the important role of contracting to ac- 
quisition. Exhibit 11-12 shows the Procurement Directorate at  
Army Missile Command (MICOM). Here one finds an organization 
of procurement divisions in the matrix support concept with con- 
tracting personnel assigned accordingly. For example, Procurement 
Division "C" is matrixed to provide contracting support to the 
HAWK, TOW COBRA, and PATRIOT weapon systems. 
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EXHIBIT 11-12 



Installation Level Contracting. Contract execution and operations 
are conducted by Directorates of Contracting a t  the operating level. 
The Director of Contracting works for the commander of the orga- 
nization. Exhibit 11-13 indicates the organization of a typical Army 
contracting office a t  installation level. The office has a Purchasing 
Division responsible for accomplishing small purchase actions, cur- 
rently under $25,000. A Contracts Division is responsible for exe- 
cuting all contracts over $25,000 and a Contract Administration Di- 
vision for conducting all post-award activities. Finally, there is a 
Support Division responsible for providing data processing and cler- 
ical support. 

marnent, Munition, and Chemical Command (AMCCOM), Aviation 
Systems Command (AVSCOM), Communications-Electronics Com- 
mand (CECOM), Laboratory Command (LABCOM). Missile Com- 
mand (MICOM), Tank-Automotive Command (TACOM), Test and 
Evaluation Command (TECOM), and the Troop Support Command 
(TROSCOM). Within the Major Subordinate Commands there are 9 
depots, 3 arsenals, 5 laboratories, one research office and one re- 
search and development center, 4 proving grounds and one test 
range, one ammunition plant, and 3 Army Plant Representative 
Offices (ARPROs). 

EXHIBIT 11-13 

TYPICAL CONTRACTING OFFICE 

I Army Program Management Organizations 

DIRECTOR 
OF 

CONTRACTING 

SECRETARY / STENO 

Program Managers and their attendant acquisition support per- 
sonnel are predominantly located within the Army Materiel Com- 
mand, the Army Information Systems Command and the Army 
Strategic Defense Command-the Army's "procurement" com- 
mands, as defined by 10 U.S.C 1621. Additional acquisition and pro- 
gram management personnel may be found in the Army Secretar- 
iat, US Army Medical Research and Development Command, and 
in the Army Training and Doctrine Command (TRADOC). 

Procurement Commands. The Army Materiel Command (AMC) is 
generally responsible for research, development, test and evalua- 
tion (RDT&E), systems acquisition, quality assurance, international 
cooperative research and development, and logistical support of 
weapon systems and equipment that has been fielded except for 
those items specifically assigned to other MACOMs such as  Infor- 
mation Systems Command. 

AMC is organized into 9 Major Subordinate Commands (MSCs) 
(Exhibit 11-14) as follows: Depot Systems Command (DESCOM), Ar- 

PURCHASJNG DMSION COiVlRACfS DMSLON 
CONTRACT 
ADMl NISTRATlON SUPPORT DMSION 
DIVISION 
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EXHIBIT 11-1 4 Headquarters Army Materiel Command is organized into three 
major components in addition to the traditional personal and spe- 
cial staff elements (Exhibit 11-15). There are two Deputy Command- 
ing Generals, one for Research, Development, and Acquisition, and 
the other for Materiel Readiness. Most of the acquisition functions 
such as program management, engineering, product assurance and 
production are organized under Deputy Chiefs of Staff (DCS) re- 
porting to the Deputy Commanding General (Research, Develop- 
ment and Acquisition). The Deputy Chief of Staff for Procurement, 
however, reports to the Deputy Commanding General (Materiel 
Readiness). The DCS for Procurement, a civilian Senior Executive 
Service official, serves as the HCA for AMC. The PARC is the As- 
sistant Deputy Chief of Staff for Procurement (a colonel). 
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EXHIBIT 11-15 
Tank-Automotive Command's (TACOM) organization serves to il- 

lustrate the relationship between the Program and Contracting Of- 
fices (Exhibit 11-16] and represents a "typical" Major Subordinate 
Command (MSC) within Army Materiel Command. Special person- 
al and key staff functions, such as the Director of Civilian Person- 
nel, report directly to the Commanding General as well as do the 
commanders of the Lima Army Tank Plant and Detroit Arsenal 
Tank Plant. There are also two Deputies, a Deputy for Research, 
Development and Engineering, and a Deputy Commanding General 
for Procurement and Readiness. The former is headed by a civilian 
and is responsible for engineering, development, and program rnan- 
agernent functions. The latter is a Brigadier General who has pur- 
view over the Directorate of Procurement and Production. The 
Commander of TACOM is the HCA, and the PARC is the Director 
of Procurement and Production, a Senior Executive Service civil- 
ian. The organization of the Procurement and Production Director- 
ate is shown a t  Exhibit 11-17. 
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EXHIBIT 11-16 
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EXHIBIT 11-17 



The Army Information Systems Command (Exhibit 11-18) is orga- 
nized into 14 subordinate commands and Field Operating Activi- 
ties. This Command is an operational command responsible for 
Command, Control, and Communications (C3) and data automation 
within the Army. Concomitantly, it is responsible for the acquisi- 
tion of necessary data automation and communication systems 
within the Army. 
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EXHIBIT 11-18 



The Army Strategic Defense Command (USASDC) is responsible 
for the Army's role in the Strategic Defense Initiative Program. It 
is organized (Exhibit 11-19] into ten project offices such as the 
Ground Based Laser Project Office. There is one Program Execu- 
tive Officer for these Project Offices. There are aIso six Director- 
ates responsible for various systems of the overall SDI architecture, 
such as the Directed Energy Weapons Directorate. These are sup 
ported by functional organizations, such aa the Test and Evaluation 
Office and the Contracting and Acquisition Management Office. 
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EXHIBIT 11-19 



Program Offices. Program Offices are normally organized in a 
matrix support framework. Personnel from various acquisition 
functions may be assigned or matrixed to the Program Office. The 
decision as to how many and what types of personnel that will be 
"matrixed" to the Program Office is negotiated between the PEO 
and the MSC commander and depends on the stage of the life cycle 
in which the program finds itself. Typical matrix support to a Pro- 
gram Office includes the following functions: contracting, quality 
assurance, financial management, personnel support, travel, and 
legal. Various functions and disciplines in Major Subordinate Com- 
mand functional organizations, such as research and development 
laboratories, may be called on to provide technical support, as 
needed. 

Army Acquisition Management Structure 
Exhibit 11-20 shows the organization of the Program Executive 

Officers and Program Managers and their relationship to the tradi- 
tional Army organization command structure. Army Materiel Com- 
mand has ten Program Executive'Officers for 94 weapon system 
project offices. Information Systems Command haa two Program 
Executive Officers for 31 Project Offices. Program Executive Offi- 
cers are organized by broad mission or functional role. For exam- 
ple, within Army Materiel Command there is a Program Executive 
Officer for Heavy Force. Modernization. Varioua land heavy weapon 
system Program Managers, such as the Program Managers for the 
Abrarns Tank and the Armored Family of Vehicles report to this 
Program Executive Officer. 

The Army has designated some non-major program offices as 
non-executive program management offices. These are shown a t  
Exhibit 11-21. There are 63 non-executive programs: 3 have Pro- 
gram Managers, 19 have project managers and 41 have product 
managers. They are not managed in the PEO structure; rather, 
they report through the Major Subordinate Command (MSC) chain 
of command. 

EXHIBIT 11-20 
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The organization of the Navy acquisition functions is based on 
the Navy s overall mission and structure. The Navy Establishment 
is organized into three basic components: the Navy Department, 
the Shore Establishment, and the Operating Forces (Exhibit 11-24). 
The Navy Department, which is the headquarters of the Naval Es- 
tablishment, consists of the Secretary of the Navy, assistants and 
executive offices of the Secretary, Chief of Naval Operations and 
supporting offices, and Commandant of the Marine Corps plus sup- 
porting Headquarters. The Shore Establishment comprises the field 
activities of the Department of the Navy ashore, widely distributed 
throughout the United States and overseas. Their mission is to 
create, maintain, and support the Operating Forces. The Operating 
Forces, sometimes referred to as the Fleet, comprise all seagoing 
forces, naval aviation, the Marine Corps, and the Coast Guard in 
time of war. 

The Under Secretary of the Navy is the Navy Acquisition Execu- 
tive. Two assistant secretaries-the Assistant Secretary for Re- 
search, Engineering and Systems and the Assistant Secretary for 
Shipbuilding and Logistics-also have significant acquisition re- 
sponsibilities. 

The Assistant Secretary for Research Engineering and systems 
has broad responsibilities that include administering the research 
and development appropriation; managing the technology base; for- 
mulating major program decisions; overseeing Navy test and eval- 
uation; and establishing policy and negotiating foreign program ini- 
tiatives. Also, he or she is responsible to the Navy Acquisition Ex- 
ecutive for all aspects of acquisition programs up to full-scale pro- 
duction, including related policy and administrative matters, with 
the exception of shipbuilding programs. 

The Assistant Secretary for Shipbuilding and Logistics is respon- 
sible for all stages of ship design for the shipbuilding program and 
the management of all acquisition programs following the full-scale 
production decision. He or she is also responsible for integrating 
shipboard components, subsystems, combat systems, and life-cycle 
support and serves as the Navy Senior Procurement Executive. 

The Navy has traditionally organized its acquisition commands 
to conform with the basic roles and missions assigned to the Navy: 
Undersea Warfare, Surface Warfare and Naval Aviation. Until the 
1960's the Navy Shore Establishment was organized into Bureaus 
organized to support basic missions and functions. Mission or com- 
modity-oriented bureaus, such aa the Bureau of Naval Weapons 
and Bureau of Ships were dis-established by Congress a t  the re- 
quest of Secretary of Defense McNamara in 1966, but the mission 
remained in the newly estsblished Naval Materiel Command 
(NAVMAT). With the abolition of NAVMAT in 1985, by Secretary 
of the N a w  Lehman, these functions and systems orientations 
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procurement or "hardware" SYSCOMs. The fourth SY,CCOM is 
Naval Supply Systems Command (NAVSUP), which is responsible 
for operating the Navy supply and logistics system bnd for operat- 
ing the Navy Field Contracting System (NFCS). The last SYSCOM 
is the Naval Facilities Engineering Command (NAVFAQ, which is 
responsible for construction arid architect-engineer (A&E) contracts 
as well as services associated with civil engineering and public 
works functions. In addition, the Strategic Systems Program Office 
(SSPO) has responsibility for acquiring and maintaining the Navy's 
portion of the nuclear triad. The SYSCOMs and SSPO constitute 
the Navy's shore establishment along with 10 other Echelon 2 com- 
mands: Naval Intelligence, Naval Education and Training, Naval 
Security Group, Naval Security and Investigative Service, Naval 
Telecommunications, Naval Data Automation, Naval Legal Service, 
Naval Medical, Naval Oceanographic, and Naval Space Commands. 

have-been f6rther refined. 
The Navy has five Systems Commands (SYSCOMs) for acquisi- 

tion, contracting, and support. These are the Navy's procurement - 

commands. Three of the SYSCOMS-Naval Sea Systems Command 
(NAVSEA), Naval Air Systems Command (NAVAIR), and Space 
--A ~ ~ r f i * ~ ~ ~ n  .Cva+orn flnmmnnd [SPAWAR)-are the major system 



110 

EXHIBIT 11-24 

n n n 

Navy Contracting Organizations 
Like the other Services, the Navy organization for contracting 

transcends systems acquisition and encompasses the whole range of 
procurement actions, wholesale and resale, to support the Service 
mission. In consonance with its global deployment, the Navy con- 
tracting organization is large and diverse. 

The Navy has the largest number (over 900) of contracting activi- 
ties within the Department of Defense. The contracting activities 
are performed in all three Navy echelons, but the largest portion is 
within the SYSCOMS. Contracting authority flows from the Secre- 
tary of the Navy to the Assistant Secretary of the Navy (Shipbuild- 
ing and Logistics), who is the Navy Senior Procurement Executive. 
Contracting activities are conducted through two organizations 
within the Office of the Assistant Secretary of the Navy (OASN): 
the Procurement Support Office and the Director, Contracts and 
Business Management. 

The Principal Deputy to the Assistant Secretary serves as Direc- 
tor of the Procurement Support Office, which is a field activity that 
evolved from the dissolution of the Navy Materiel Command 
(NAVMAT) in 1985. It is intended to provide support in implement- 
ing contracting policies within the OASN by providing business 
clearance approvals, approving acquisition plans, legally reviewing 
contracts, and preparing contract reports. Procurements in excess 
of $50 million must be processed through the Procurement Office 
and approved by the Assistant Secretary. 

The Directorate of Contracts and Business Management (CBM) is 
responsible for developing and promulgating contracting policies 
for the Navy. The Directorate is also responsible for the career pro- 
gram management of contracting personnel, both civilian and mili- 
tary. The Director, a member of the Senior Executive Service, is 
also a member of the Defense Contracting Career Management 
Board (DCCMB). The CBM directorate also has operational respon- 
sibilities. For example, the Head, Cost and Profit Review Branch is 
a contracting officer (by position) and authorized to negotiate Navy- 
wide advance agreements for independent research and develop- 
ment and bid and proposal (IR&D, B&P). 

The Assistant Secretary of the Navy (Research, Engineering, and 
Systems) has contracting authority for research and development 
and delegates this authority to the Office of Naval Research (ONR), 
which is responsible for research and development contracting, es- 
pecially in the areas of basic and applied research. Later research 
and development, such as advanced and engineering development, 
is normally procured by the cognizant SYSCOM, as well as by the 
Navy Field Contracting System (NFCS). 

Heads of Contracting Activity. The contracting function is execut- 
ed below the Secretariat primarily through the shore establish- 
ment and the Navy's five SYSCOMS. Contracting authority for the 
five SYSCOMs flows through the contracting "chain-of-command" 
from the Assistant Secretary of the Navy (Shipbuilding and Logis- 
tics) or ASN (S&L). The most extensive contracting effort is the 
Navy Field Contracting System (NFCS), which is managed by 
NAVSUP. NAVSUP is organized, as shown in Exhibit 11-25, into 
contracting and logistical activities such as Supply Centers, Inven- 



tory Control Points, and Depots. The Deputy Commander, Con- 
tracting Management, is responsible for the contracting functions 
within NAVSUP as shown in Exhibit 11-26. 
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EXHIBIT 11-25 
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EXHIBIT 11-26 Navy Field Contracting System. The Navy Field Contracting 
System (NFCS) can most easily be described by what is excluded. 
The NFCS consists of all Navy contracting offices, including fleet 
units, except for the following contracting and contract administra- 
tion offices and organizations: 

(I) Marine Corps and its field activities except for Marine Corps 
Air Stations, such as Cherry Point; 

(2) Military Sealift Command (MSC) and its field activities; 
(3) Office of Naval Research (ONR) and its Branch offices and 

Resident representatives; 
(4) Automatic Data Processing Selection Office; 
(5) SYSCOMS (NAVAIR, NAVSEA, SPAWAR, and NAVFAC) 

except for the supplies and services buying a t  NAVPROS and SUP- 
SHIPS within NAVAIR and NAVSEA. 

Thus NAVSUP has responsibility for all Navy contracting, 
through the NFCS, except for the above-mentioned exceptions. The 
Commander of NAVSUP is the Head of the Contracting Activity 
(HCA) for the NFCS. 

NAVSUP employs a concept of decentralized contracting author- 
ity balanced with regional consolidation of contracting support and 
commodity assignments wherever feasible. The decentralization 
and regionalization of contracting support has the advantage of 
placing the procurement function in proximit to the requiring ac- 
tivities. In terms of regionalization, the NFC 3 uses an area buying 
concept, based on geographical subdivisions as shown at Exhibit 11- 
27. Area buying activities are responsible for centralized buying 
within a specified area for those acquisitions which are in excess of 
the contracting authority granted the activities located within that 
assigned area. Procurements in excess of the area buying activities' 
authority are referred to the cognizant Navy Regional Contracting 
Center (NRCC) or other authorized contracting activity such as a 
Naval Supply Center. Coupled with this regionalized concept is the 
concept of commodity buying assignments (similar to the Army and 
Air Force). 

Items under centralized inventory control will be acquired by the 
respective NAVSUP managed Inventory Control Point (ICP) or des- 
ignated Navy contracting centers for certain assigned material 
classes. Activities may buy material under the cognizance of a 
NAVSUP ICP only to the extent authorized. There are three In- 
ventory Control Points: Aviation Supply Office to support naval 
aircraft, Ships Parts Control Center for naval vessels, and the 
Resale and Service Support Center for non-appropriated funds 
items. Other commodity assignments include computer resources, 
industrial production equipment, and shipboard habitability items. 

Within the NFCS, there are 67 major field contracting activities 
with contracting authority in excess of $25,000-the ernall pur- 
chases threshold. Twenty-nine activities have unlimited contracting 
authority and 38 activities have limitations greater than $25,000 on 
their contacting authority. In addition to the 4 Naval Regional 
Contracting Centers, there are 8 Naval Supply Centers, five Naval 
Shipyards, four Naval and Marine Corps Air Stations, three Naval 
Supply Depots, and the remainder consists of weapons and engi- 
neering centers, and laboratory organizations. There are 59 other 



contracting activities limited to small purchase authority. In addi- 
tion, there are over 800 small activities, most of which are part of 
the operating forces afloat, with limited contracting authority. All 
naval officers within the NFCS who are contracting officers are 
Supply Corps officers. 
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Central Systems Contracting. The Naval Facilities Engineering 
Command (NAVFAC) has cognizance for Navy public and civil 
works. It is responsible for construction and related design a t  
Navy-owned, contractor-operated facilities and is responsible for 
the administration of all contracts for public and civil works and 
for the civil works portions of facilities and all other construction. 
This SYSCOM has a world-wide contracting support organization 
like NAVSUP. There are six different Engineering Field Divisions 
(EFDs) geographically dispersed. These EFDs have unlimited con- 
tracting authority for construction, and architect-engineer services. 
Their work is supported by nine subordinate Public Works Centers 
world-wide with limited contracting authority. NAVFAC also has 
three Construction Battalion Centers and a Civil Engineering Labo- 
ratory at Port Hueneme, and the Officer in Charge of Construction 
of the Trident at. Kings Bay, Georgia, has a contract administration 
role and limited procurement role. Military contracting officers 
within NAVFAC are Civil Engineering Corps officers rather than 
Supply Corps officers. 

The three "hardware" SYSCOMS all have major contracting or- 
ganizations. Most, if not all, contracting officers in support of 
weapon systems acquisitions are "matrixed" to the Program Office, 
that is, they remain within the contracting organizational struc- 
ture but provide dedicated support to the Program Manager. 

Within NAVSEA, there is a Contracts Directorate, which is a 
major functional Directorate within NAVSEA headquarters. This 
office is headed by a Rear Admiral. There are two contract admin- 
istration functions within NAVSEA. The Supervisors of Shipbuild- 
ing (SUPSHIPS) have contract administration responsibility for 
ship construction and are a field activity of NAVSEA. The Naval 
Plant Representative Offices (NAVPROs) have contract administra- 
tion responsibilities under the DOD plant cognizance program. 

The NAVAIR Contracts Directorate, which is headed by a Rear 
Admiral, is depicted by Exhibit 11-28. NAVAIR has two field con- . 
tracting management responsibilities: one consists of the six NAV- 
PROS, which are pait of the contract administration plant cogni- 
zance program, the other is the Naval Aviation Depot Operations 
Center (NADOC). 

The Directorate for Contracts within SPAWAR, shown at Exhibit 
11-29, is headed by a Navy Captain. 

The Office of Naval Research, under the Chief of Naval Research 
is responsible for research and development. The Naval Research 
Laboratory is a field contracting activity of the Office of Naval Re- 
search. Office of Naval Research also has a contract admicistration 
role with resident representatives for research in universities. 
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EXHIBIT 11-28 
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EXHIBIT 11-29 
Navy Program Management Organizations 

Program Managers and the whole .panoply of technical support 
personnel associated with them are located primarily within the 
three "hardware" SYSCOMs-NAVSEA, NAVAIR and SPAWAR 
and the Strategic Systems Program Office. Additional acquisition 
personnel may be found in NAVSUP, the Office of Naval Research 

- and the offices of the Assistant Secretaries (Shipbuilding and Logis- 
tics) and. (Research, Engineering and Systems). Acquisition person- 
nel will also be assigned to the Office of- the Chief of Naval Oper- 
ations (CNO),. specifically to thed.Assistant Chiefs of Naval Oper- 
ations for Undersea Warfare, Surface Warfare, Air Warfare and 
Logistics. 

Exhibit 11-30 indicates the organization of Program Executive 
Offices (PEOs), Program Managers and their relationship to the 
chain of command and the flow of contracting authority. As one 
can see, the Under Secretary of the Navy is the Service Acquisition 
Executive, Acquisition authority flows to the seven separate PEOs. 
The numbers of major weapon system Program Managers are indi- 
cated in parenthesis. For example, there are 17 Program Managers 
within Naval Sea Systems Command. The PEOs are also "dual 
hatted" as Head of Contracting Activity (HCA), receiving their con- 
tracting authority from the Assistant Secretary of the Navy (Ship- 
building and Logistics). These individuals also report for command 
purposes to the Chief of Naval Operations. The latter has responsi- 
bility for establishing requirements and for test and evaluation 
within the acquisition process. 



EXHIBIT 11-30 Systems Commands. NAVSEA, whose structure is depicted by 
Exhibit 11-31, is responsible for material support to the Navy and 
Marine Corps for ships, submarines, and other sea platforms, ship- 
board combat systems, and components, other surface and under- 
sea warfare and weapon systems. In addition to functional director- 
ates, such as contracting and comptroller, it is organized into vari- 
ous major syskem directorates: Ship Design and Engineering, Weap- 
ons and Combat Systems, Surface Combatants, Submarines, and 
Amphibious, Auxiliary, Mine and SeaIift ships directorates. In ad- 
dition, the chief engineer of the Navy and the Nuclear Propulsion 
Directorate are included within the NAVSEA organizational struc- 
ture. The Acquisition, Planning and Appraisal Directorate is ac- 
tively involved in acquisition career management, with responsibil- 
ity for the Professional Development Center. 

NAVAIR is responsible for material support to the Navy and 
Marine Corps for aircraft, airborne weapon systems, avionics, pho- 
tographic and support equipment, ranges and targets. Like 
NAVSEA, NAVAIR, which is depicted by Exhibit 11-32, is orga- 
nized to acquire different types of systems and subsystems. 
NAVAIR employs a management layer between the Program Exec- 
utive Officer, to wit, the Commander of NAVAIR, and the Program 
Managers. Individuals occupying these positions are known as Pro- 
gram Directors-Air (PDAs). Their function is to coordinate the ef- 
forts of several different Program Managers within a family of 
weapon systems and assist the PEO in managing these programs. 
There are five different Program Directors-Air (PDAs): for Tacti- 
caf Aircraft Programs, Weapons Programs, Electronic Warfare 
(EW) and Mission Support, Anti-submarine Warfare (ASW) and As- 
sault Programs, and for Cruise Missile Programs. 

There are three functional Assistant Commanders for: (I) Logis- 
tics; (2) Contracts; and (3) Systems and Engineering. The contracts 
organization is organized, as indicated in Exhibit 11-29, to provide 
support along product lines, e.g. combat aircraft, missile systems, 
cruise missiles. There are five systems engineering directorates 
providing functional support. There are five supporting systems di- 
rectorates: Systems Acquisition, Systems Alternatives, Flight Sys- 
tems, Mission Systems, and Support Systems. All these functional 
organizations provide matrix functional support to the Program 
Managers. 

SPAWAR provides technical and materiel support to the Navy 
for space systems; command, control, communications and in telli- 
gence (C31); electronic warfare and undersea surveillance. Its mis- 
sion includes force warfighting architecture integration. SPAWAR 
directs eight engineering centers, eight Navy laboratories and four 
university laboratories. SPAWAR is organized into nine director- 
ates, five of which are organized according to systems and missions: 
Space and Sensor Systems, Information Transfer Systems, Informa- 
tion Management Systems, Undersea Warfare Systems, and 
Marine Corps Systems. 



124 

EXHIBIT 11-31 

125 

EXHIBIT 11-32 
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EXHIBIT 11-33 
The organization of the Air Force acquisition functions follows 

the Air Force's historical preference for decentralization. Air Force 
Headquarters is organized into two entities: the Office of the Secre- 
tary of the Air Force or Secretariat, which is depicted by Exhibit 
11-38, and the Air Staff under the Chief of Staff of the Air Force. 

The Air Force hsis tant  Secretary for Acquisition heads the Air 
Force's acquisition organization, sen~ing as the Service Acquisition 
Executive and Senior Procurement Executive. The Air Force Ac- 
quisition secretariat's organization is shown on Exhibit 11-34. Over 
54 percent of the staff are assigned within six of the nine systems 
directorates that have top level management responsibilities, such 
as budget development and overseeing program execution, for Air 
Force acquisition programs. Each of the follo-wing mission areas 
has a directorate: space and strategic defense initiative; science and 
technology; special programs; tactical programs; strategic, special 
operations forces, and airlift; and avionics and electronic combat. 
Five of the directors of these organizations are general officers and 
the sixth a colonel, and the technical and managerial staff are pre- 
dominantly military officers. 

As the Air Force Senior Procurement Executive, the Assistant 
Secretary is supported by the Directorate of Contracting and Man- 
ufacturing Policy which is headed by a general officer and staffed 
by a professional staff of military and civilian personnel. The pri- 
mary responsibilities of the Directorate are to oversee and direct 
the implementation of Air Force contracting and manufacturing 
policies and procedures; prepare policies, plans and implerneilting 
procedures for contract pricing, cost monitoring and cost account- 
ing standards; review and process required procurement docu- 
ments, such as acquisition plans, justifications and approvals, 
source selection delegations and plans, and second-source plans and 
waivers; develop manufacturing policies and procedures for the in- 
dustrial base; prepare Air Force positions on protests, Congression- 
at inquiries, and suspension and debarment actions; and oversee 
military and civilian personnel issues affecting contracting and 
manufacturing personnel. The Secretariat staff performing this 
procurement oversight function is smaller than the Secretariat 
staffs performing these activities in the Army and the Navy. 

Within the Directorate of Planning and Integration, responsibil- 
ities include developing acquisition management policy directives; 
integrating current and future year research, development, and 
procurement budget accounts; and serving as the focal point for 
various acquisition documents. 

Although the Acquisition Secretariat serves as the principal ac- 
quisition organization, other headquarters activities in the Office of 
the Chief of Staff also perform acquisition functions, including the 
'Assistant Secretary for Readiness Support, Deputy Chief of Staff 
for Plans and Operations, Deputy Chief of Staff for Logistics and 
Engineering, and the Assistant Chief of Staff for Command, Con- 
trol, Commtrnications and Computers. 
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EXHIBIT 11-34 
Below the Secretariat and Chief of Staff level there are three 

major types of organizations: Major Commands (MAJC0Ms)-thir- 
teen; Separate Operating Agencies (SOAS)-sixteen; and, Direct Re- 
porting Units (DRUs)-eleven. The Air Force categorizes its MAJ- 
COMs into operational commands and support commands. There 
are five sup ort commands: Air Force Logistics Command (AFLC), 
Air Force gYsterns Command (AFSC), Air Training Command 
(ATC), Air University (AU), and Electronic Security Command 
(ESC). The eight operational MAJCOMs are: Alaskan Air Com- 
mand (AAC), Air Force Communications Command (AFCC), Air 
Force Space Command (AFSPACECMD), Military Airlift Command 
(MAC), Pacific Air Forces (PACAF), Strategic Air Command (SAC), 
Tactical Air Command (TAC), and United States Air Forces in 
Europe (USAFE). AFCC, however, is in a transitional stage from 
"operational" contracting to an acquisition or procurement corn- 
mand. AFLC and AFSC are the Air Force's "procurement" com- 
mands as defined by 10 U.S.C 1621. 

Azr Force Contracting Organizations 
The Air Force contracting organization and mission is interna- 

tional in scope with over 200 contracting offices world-wide from 
Alaska. to Panama, from the Philippines to West Berlin, and in the 
Middle East. The contracting mission and organizational structure 
is, like the other Services, significantly larger than just the system 

. acquisition organizations. While systems acquisition is concentrat- 
ed within specific MAJCOMS, contracting is found a t  every organi- 
zational level. Nonetheless, the largest number of personnel and 
contract dollars are concentrated in the central. and systems con- 
tracting organizations of the two procurement commands. 

A number of the Separate Operating Agencies (SOAs) and Direct 
Reporting Units (DRUs) also have contracting organizations to sup- 
port their mission. Notable in this regard are the Air Force Re- 
serve, Air Force Academy, Air Force District of Washington, Air 
Force Commissary Service and Air Force Office of Medical Support. 

Contracting authority and policy emanates in the Air Force Sec- 
retariat with contracting authority flowing from the Assistant Sec- 
retary for Acquisition, who is the Senior Procurement Executive as 
well as Service Acquisition Executive, to the Deputy Assistant Sec- 
retary for Acquisition Management and Policy. This individual, a 
member of the Senior Executive Service, is responsible for acquisi- 
tion program planning as well as acquisition and procurement 
policy. This individual also serves as Chairman of the Contracting 
and Manufacturing Civilian Career Program (CMCCP) Policy Coun- 
cil. 

Also within the Assistant Secretary's office, under the Deputy 
Assistant Secretary (Acquisition Management), is the Directorate of 
Contracting and Manufacturing Policy, which is responsible for de- 
velopii~g contracting and manufacturing policies and procedures, 
conducting surveillance of contracting field activities, plus manag- 

. ing-from a functional perspective-the military and civilian per- 
sonnel policy issues affecting contracting personnel. I t  provides liai- 
son and an operational policy role with regard to the CMCCP. The 
Director is a General Officer with a Senior Executive Service civil- 
ian Associate Director. 



Head of Contracting Activity. Exhibit 11-35 indicates the distribu- 
tion of contracting organizations within the Air Force and identi- 
fies the Heads of Contracting Activities (HCAs), through whom con- 
tracting authority flows. Also indicated are  the number of contract- 
ing offices under their authority. For example, Military Airlift 
Command (MAC) is an RCA and there are 13 contracting offices in 
support of the MAC bases. In the case of Air University (AU) and 
Air Force Reserve (AFRES), United States Air Force Academy and 
Air Force District of Washington, Head of Contracting Authority is 
retained by the Director of Contracting and Manufacturing Policy. 



Central/SystemContracting. Air Force Logistics Command 
(AFLC) and Air Force Systems Command (AFSC), the Air Force's 
"procurement'? commands, are involved in the development, pro- 
duction, and logistic support of weapon systems. Systems and cen- 
tral procurement are related to the weapon systems acquisition 
process and the logistical support of deployed systems respectively. 

AFSC is responsible for the research, development, and produc- 
tion of all systems in the Air Force (Exhibit 11-36). Established in 
April 1961, it replaced the Air Research and Development Com- 
mand (ARDC) which had been formed in January 1950 as a sepa- 
rate command from Air Materiel Command, with primary respon- 
sibility for research and development in the Air Force. It also ob- 
tained the weapon systems procurement and production functions 
from Air Materiel Command. Systems contracting support is ac- 
complished in Program Management offices as well as research 
and development and test organizations throughout AFSC. Pro- 
gram Managers and other acquisition personnel are provided con- 
tracting support by the AFSC contracting organizations within the 
six Product Divisions. In some of the Product Divisions, contracting 
support is provided in a matrix form, and in others it is provided in 
a more traditional, functional fashion. The following listing of 
Product Divisions, Test Ranges, and other acquisition organizations 
outside of Headquarters AFSC all have a supporting contracting or- 
ganiza tion: 

Product Divisions-Munitions Systems Division (MSD), Aeronau- 
tical Systems Division (ASD), Ballistics Systems Division (BSD), 
Electronic Systems Division (ESD), Space Systems Division (SSD), 
Human Systems Division (HSD). 

Research and Test Centers-AF Office of Scientific Research 
(OSR), Air Force Flight Test Center (AFFTC), Arnold Engineering 
Development Center (AEDC), Rome Air Development Center 
(RADC), Eastern Space and Missile Center (ESMC), Western Space 
and Missile Center (WSMC), Space & Missile Test Organization 
(SMTO). 

Contract Administration-Air Force Contract Management Divi- 
sion (AFCMD), which contains Air Force Plant Representative Of- 
fices (AFPROs), Detachments and Operating Locations (OLs). 

Base Contracting-? Operational Contracting Offices. 
While there is no "standard" contracting organization at  Product 

Divisions, the ASD Deputate would certainly serve as a typical ex- 
ample. The Contracting and Manufacturing Deputate at  Aeronauti- 
cal Systems Division is the largest field contracting organization in 
the Air Force. It is organized as shown in Exhibit 11-37 with six 
different Directorates plus the Contract Review Committee. The Di- 
rector for Contracting and Manufacturing is a Colonel with a civil- 
ian Senior Executive Service deputy. 

EXHIBIT 11-36 



EXHIBIT 11-37 AFCMD has responsibility for cen traIized contract administra- 
tion, quality assurance, and contractor performance under the 
DOD plant cognizance program. It has contract administration or- 
ganizations at  30 contractor locations. 

Successor to Air Materiel Command, Air Force Logistics Com- 
mand is responsible for the centralized procurement involved in lo- 
gistically supporting all systems in the Air Force inventory after 
responsibility is "handed off' from AFSC through a management 
procedure known as Program Management Responsibility Transfer 
(PMRT). To accomplish its worldwide logistics mission, AFLC is or- 
ganized into five Air Logistics Centers (ALCs) and other organiza- 
tions overseas and in the United States (Exhibit 11-38). The five 
ALCs are: Oklahoma City (OC-ALC), San Antonio (SA-ALC), Sac- 
ramento (SM-ALC), Ogden (00-ALC), and Warner Robins (WR- 
A T n\ 

  here are contracting organizations a t  each of five Air Logistics 
Centera (ALCs) that provide centralized contracting support. As in- 
dicated in Exhibit 11-39, the Contracting and Manufacturing Direc- 
torates at  the ALCs have two central contracting divisions, a base 
contracting division, a Systems and Support Service Division, con- 
tract management division, a pricing and finance division, and a 
contracts committee. The Directorate chief is a colonel with a 
Senior Executive Service deputy. The two central contracting divi- 
sions are responsible for central procurement of supplies, equip- 
ment, services, and data in logistical support of the Air Force, 
other 'Services, government agencies, and foreign countries. The 
central contracting divisions are responsible for the complete range 
of contracting effort involved in the pre-award contracting cycle. 

Recently, however, AFLC initiated a program, PACER STRIDE, 
to decentralize the central contracting function by moving con- 
tracting personnel into the requirements organizations. At each 
ALC, contracting and manufacturing personnel involved in buying 
systems, items, and components are being physically relocated to 
an area in the System Program Manager's office complex, but still 
report under their functional supervisory channels. AFLC plens to 
collocate over 10Q contracting personnel at  each ALC. 
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In addition to base level support, Wright Patterson Contracting 
Center (WPCC) does centralized procurement of specialized Air 
Force-wide contacting requirements such as contract engineering 
technical services (CETS) and libraw services, and Hospital Aseptic - - - - - - - - - - 

Management ~e&ces  (HAMS). 
Air Force Contract Maintenance Center (AFCMC), one of the two 

centralized contract administration organizations within the Air 
Force (the other is AFCMD under AFSC), is responsible for world- 
wide contract administration of field contractor support services. 
There are 20 AFCMC Detachments or Operating Locations world- 
wide. 
Installation-leuel Contracting. The Air Force recently redesignat- 

ed the traditional base or installation-level contracting as oper- 
ational" contracting. All of the M.AJCOMs have an operational or 
base contracting organization a t  each of their bases as well as a 
headquarters contracting staff. 

In the operational or base contracting arena, the Air Force em- 
ploys a standard organizational structure with a t  least three core 
branches: supplies, services and systems management. Based on 
mission, these standard organizations may be supplemented by con- 
tract administration, contract repair seruice, and specialized con- 
tracting branches as appropriate. 

The predominant number of contracting organizations through- 
out the rest of the Air Force are dedicated to base contracting sup- 
port, although there are some centralized procurement functions 
provided by ATC for training, AFCC for communications, MAC for 
airlift support, and AFSPACECMD. There are a total of 151 base 
contracting organizations as follows: 

Distribution of Opemtional Contmcting Offices 
Alaskan Ajr Command ................................................................................................. 

.......................................................................................... Air Force Communications 
Air Force Logistics Command ..................................................................................... 

...................................................................................... Air Force Systems Command 
Air Training Command ................................................................................................. 

................................................................................................................ Air University. 
Military Airlift Command ............................................................................................ 

............................................................................................................ Pacific Air Force 
Strategic Air Command ................................................................................................ 
Space Command ............................................................................................................. 

...................................... Tactical Air Command -. .......................................................... 
................................................................................................ US Air Force in Europe 

.......................................................................................................... Air Force b r v e  
Air Force Ihtrict of Wash. .......................................................................................... 

........................................................................................................ Air Force Academy 

There are 91 Air National Guard contracting organizations. How- 
ever, these organizations and personnel are under the wntrol and 
supervision of the National Guard Bureau, which receives its con- 
tracting authority from the Army. Thus, the Air Force has allowed 
the Army to assume responsibility for the training and supervision 
of its Air National Guard contracting personnel. 

although there are some Program Management personnel within 
Air Force Logistics Command which are known as system Program 
Managers. Additional acquisition and program management per- 
sonnel may be found in the Air Force Secretariat and Air Force 
Communications Command. 

Program Managers are primarily located in any one of the six 
Product Divisions of AFSC. Within Air Force Systems Command, 
Program Executive Officers (PEOs) are also the commanders of the 
Product Divisions, except for the National Aerospace Plane (NASP) 
program. The NASP Program Office is a separate organizational 
entity reporting directly to the AFSC commander even though it is 
geographically collocated a t  Aeronautical Systems Division, and 
the PEO is the commander of AFSC. Thus, within the Air Force, 
the PEOs are "dual-hatted" with the chain of command. 

For major programs, the Air Force organizes its program man- 
agement function around the Systems Program Office (SPO), which 
is a matrix organization. Personnel from various acquisition func- 
tions may be matrixed to the organization. Exhibit 11-40 portrays 
the typical organizational functions that are either assigned or ma- 
trixed to a SPO. Typically, the Program Manager will have as part 
of the permanent SPO staff Program Control (responsible for man- 
aging and directing financial activities, including cost estimating, 
budgeting and fuhds control; progress tracking; program reporting, 
documentation, and analysis; and serves as the focal point for life 
cycle cost analysis functions); configuration management (responsi- 
ble for configuration control of equipment, facilities, specifications, 
including control over engineering change proposals; idenbification 
and documentation of the functional and physical characteristics of 
a configuration item); Systems Engineering (responsible for techni- 
cal support to the Program Manager and for managing the total 
system engineering function, including engineering integration of 
the system and subsystems); Test and Evaluation (responsible for 
planning, coordinating, and managing the overall system test 
effort); contracting and manufacturing (responsible for contracting 
support to the Program Manager in terms of pre- and post-award 
contract execution plus support ,in the areas production planning 
and surveillance, manufacturing and quality assurance); and Ac- 
quisition Logistics provides technical support to the Program Man- 
ager in the "i1ities"-reliability, availability, and maintainability, 

Air Force P r o p n  Management Organizations 
Rogram Managers and their supporting ac uisition personnel 

bcated to a large degree within Air Force &stems Command, 
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Three categories of engineers are associated with the program 
management function: systems engineers, responsible for the engi- 
neering aspects of program integration (normally collocated); func- 
tional engineers, associated with a particular engineering discipline 
or specialized expertise, such as electronic or aeronautical engi- 
neering (dedicated or collocated); and specialty engineers, found in 
the Product Assurance Division, and primarily responsible for spe- 
cial engineering functions such as Reliability and Maintainability. 

A review of the Aeronautical Systems Division Product Division 
serves to illustrate the organization of Program Offices in the field 
(Exhibit 11-41]. Within ASD, there are 10 major systems SPOs: B- 
IB, B-2, F-15, F-16, C-17, Advanced Tactical Fighter (ATF), Short- 
Range Attack Missile I1 (SRAM 11), LANTIRN, Advanced Cruise 
Missile, and Joint Tactical Autonomous Weapons. There are also 7 
other SPOs for various aeronautical functions such as propulsion 
and training. These are referred to as "basket" SPOs and are re- 
sponsible for the acquisition of systems in support of airframes and 
other aeronautical functions. All the SP0s receive functional sup- 
port from the various functional Deputates and other organizations 
within ASD, including Aeronautical Laboratories. 



Within Air ~ o r c e  Logistics Command, there are the equivalent of 
Program Managers assigned to the Air Logistics Centers. These are 
the Systems Program Managers within the Directorate of Materiel 
Management. They are responsible for logistically supporting these 
weapon systems and for major and minor modifications to these 
systems. In the management of Class 4 and 5 modifications (neces- 
sary to insure safety or provide improved operational capability) to 
the weapon systems, the System Program Managers perform an in- 
herently Program Management type function. The commanders of 
the five Air Logistics Centers also are "dual-hattedJ' as PEO's. 

Air Force Acquisition Management 
Exhibit 11-42 indicates the organization of the Air Force three- 

tier acquisition rpanagement structure of Program Executive Offi- 
cers (PEOs), and Program Managers, and shows their relationship 
to the Service Acquisition Executive (SAE). Acquisition manage- 
ment authority flows from the SAE to one of 13 PEOs. These PEOs 
are also in the normal military organizational chain of command, 
either as the AFSC Commander, as Product Division Commanders, 
m Air Logistics Center Commanders, or as Commander of the Air 
Force Communications Command. There are program management 
personnel and organizations within each of these MAJCOMS. How- 
ever, this exhibit only indicates the number of Program Managers 
of major programs. All major programs are in the Air Force Sys- 
tems Command except for the KC-135 re-engining program, which 
is managed by the System Program Manager a t  Oklahoma City Air 
Logistics Center. Contracting authority devolves from the Assistant 
Secretary of the Air Force (Acquisition) as the Senior Procurement 
Executive. and flows to the Commanders of AFSC, AFCC and ---- - -- 
AFLC, who are all HCAs. 

EXHIBIT 11-42 



The Defense Lagistics Agency (DLA) is a separate agency of the 
Department of Defense under the direction, authority, and control 
of the Undersecretary of Defense (Acquisition). It has three support 
missions for the military services: supply support consisting of 
buying and providing supplies; contract administration; and, tech- 
nical and logistics support. To accomplish its missions, DLA is orga- 
nized, as shown a t  Exhibit 11-43, into a Headquarters, Supply Cen- 
ters, Depots, Service Centers, and Contract Administration Service 
Regions organizations. Headquarters, DLA has a Director and two 
Deputy Directors, all military. The Director is a three-star general 
appointed from one of the Services (generally on a rotational basis). 
One of the Deputy Directors is responsible for Acquisition Manage- 
ment. 

Three Staff Directorates under the Deputy Director for Acquisi- 
tion Management have primary responsibility for contract award 
and management activities within DLA. The Directorate of Con- 
tracting is responsible for the pre-award contracting function and 
has cognizance over the associated contracting activities within 
DLA. The Directorate of Contract Management and the Directorate 
of Quality Assurance have cognizance over the post-award func- . 

tions. 
Acquisition activities are also conducted at: the six Defense 

Supply Centers (Exhibit 11-44) (electronics, industrial,. construction, 
personnel, fuels, and general); a t  the six Defense Depots; and some 

, service centers. 

145 

EXHIBIT 11-43 

n I 1 



146 

EXHIBIT II-44 
DLA Contracting Organization 

The great majority of DLA contracts are awarded by the Supply 
Centers. Within each Supply Center, there is a central contracting 
function that is responsible for the wholesale buying of common 
items managed by that Supply Center. The Directorate is typically 
organized into various Contract Divisions to buy specific classes or 
groups of commodities, a pricing office, a contract review office, 
and a policy office. This organization is similar to a centralized, 
wholesale contract organization in the Services-such as an Air 
Force Air Logistics Center. The Defense General Supply Center in 
Richmond is typical of the Supply Center organization structure 
and its Contracting Directorate (Exhibit 11-45). 

DLA supports the procurement of materiel by centrally adminis- 
tering certain contracts awarded by the services, defense agencies 
and some civilian agencies as well as foreign governments through 
its nine Defense Contract Administration Services Regions 
(DCASRs) as shown a t  Exhibit 11-46. The DCASRs employ 34% of 
DLA's entire workforce. 

Administrative Contracting Officers (ACOs) in the DCASRs over- 
see the full range of post-award contract functions as well as limit- 
ed pre-award activities such as pre-award surveys and cost proposal 
evaluations. Within the DCASRs are DCAS Management Areas 
(DCASMAs)-39, and DCAS Plant Representative Offices (DCAS- 
PROS)-46 total. In addition to the DCASPRO offices, DLA also hm 
resident representatives in about 1,200 contractor facilities. In addi- 
tion, DCAS has responsibility for surveillance of approximately 
17,000 non-resident contractor facilities which it accomplishes on a 
non-resident or itinerant basis. Exhibit 11-47 shows the organiza- 
tion of a typical DCASR organization. 
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EXHIBIT 11-48 

CHAPTER If I-PERSONNEL MANAGEMENT- 
ORGANIZATION, POLICIES, AND DATA SYSTEMS 

To understand the role of the program manager and contracting 
officer, and to evaluate the challenges confronting the department 
in the development and management of a professional acquisition 
workforce, requires an understanding of the personnel manage- 
ment organizations, policies and systems which collectively impact 
the development and operation of this workforce. This chapter dis- 
cusses the: (1) differences and similarities between the military offi- 
cers and civilian personnel who comprise this workforce, and how 
that effects the management of the workforce; (2) elements of the 
personnel management systems; (3) organizational influences 
within the Office of the Secretary of Defense, the Military Depart- 
ments, and DLA; (4) personnel management policy guidance for 
both civilians and military; and (5) personnel management data 
systems in each of the Departments and DLA. 

MILITARY AND CIVILIAN PERSONNEL MANAGEMENT 
DISTINCTIONS 

There are both fundamental similarities and differences between 
military officers and civilian personnel, even though in some in- 
stances both types of personnel may be involved in the same type 
of work. An understanding of these and other differences as well as 
an understanding of the growing number of similarities between 
these two elements of the defense acquisition workforce is critical 
for charting future acquisition workforce requirements and for de- 
veloping the personnel needed to meet these future workforce re- 
quirements. 

Both the similarities and the differences between military and ci- 
vilian personnel are rooted in the unique historical developments 
of each. 

Military Officers Corps 
The officer corps is fundamentally different in its origins, pur- 

pose, and organization than the civil service. This difference is best 
explained by Samuel P. Huntington in The Soldier and the State: 

The officer corps is both a bureaucratic profession and ti 
bureaucratic organization. Within the profession, levels of 
competence are distinguished by a hierarchy of ranks; 
within the organization, duties are distinguished by a hier- 
archy of office. Rank exists in the individual and reflects 
his professional achievement measured in terms of experi- 
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ence, seniority, education, and ability. Appointments to 
rank are normally made by the officer corps itself apply- 
ing several principles established by the state. . . . An offi- 
cer is permitted to perform certain types of duties and 
functions by virtue of his rank; he does not receive rank 
because he has been assigned to an office . . . the profes- 
sional character of the officer corps rests upon the priority 
of rank over the hierarchy of the office. 

Military officers are a product of a long evolutionary develop- 
ment, from the feudal knight through the citizen soldier to the cur- 
rent professional military officer corps of today. Officers develop a 
special military competence, which distinguishes them from civil- 
ians. This special competence is what Harold Lasswell called "the 
management of violence." Officers require a high order of expertise 
and must be prepared and trained physically, intellectually, and 
psychologically to fight. 

I Civil Service 
The development of a modern civil service is inextricably tied to 

the rise of the modern nation-state. Like the military, its reason for 
being is to serve the state. The modern civil service has its anteced- 
ents in two historical models: the 19th century British system and 
the 18th century continental system of France and Prusaia. In fact, 
the 18th century Prussian civil service is considered the prototype 
of the modern civil service. In it one finds the distinguishing char- 

- acteristics of modern bureaucracy. These include the following con- 
cepts: processes and procedures are based on the rule of law; the 
duties of each official to do certain types of work are delimited in 
terms of impersonal criteria and rules; officials are given the neces- 
sary authority, hierarchically ordered, to carry out their assigned 
functions; official business is strictly separated from private busi- 
ness; and, employees must be technically qualified and obey imper- 
sonal rules. 

The United States civil service came into being with the 1883 
Civil Senice Act (Pendleton Act). Based on the European models, 
the most essential characteristic was the concept of merit. This 
notion was best explained by Bernard Rosen (U.S. Congress, House 
of Representatives, Committee on Post Office and Civil Service, The 
Merit System in the United States Civil Service, 94th Cong., 1st 
Sess. (Committee Print No. 94-10), Washington, 1975): 

A merit system is a fair and orderly process for hiring, 
paying, developing, promoting, retaining, disciplining, and 
retiring people on the basis of ability and performance . . . 
a merit system is based on merit: principles; it is designed 
to produce a competent, stable work force to carry on the 
business of government. 

This system of merit has been manifested through three basic 
principles: competence, stability, and political neutrality. Histori- 
cally, the civil service has sought to hire the bestqualified people 
to perform the work of government. This means "recruitment via 
competitive examinations, or on the basis of 'job ability' or 'individ- 
ual competence"' (U.S. Congress, House of Representatives, Com- 

mittee on Post Office and Civil Service, History of Civil Service 
Merit Systems of the United States and Selected Foreign Countries, 
94th Cong., 2nd Sess. (Committee Print No. 94-29), Washington, 
1976). Stability connotes a stable group of employees dedicated to 
carrying out the policies established by officials responsible for 
policy formulation. This requires the absence of arbitrary removals 
and the relative security of tenure. The last principle, political neu- 
trality, is the basis for the civil service's stability and continujty. 
There are two other subsidiary principles of the merit system: equi- 
table and adequate compensation, and training programs to assure 
high-quality performance. 

Herein lie the two root distinctions between officers and civil 
servants. The former, first and foremost, exist to organize, equip 
and train military forces, plan their activities, and direct oper- 
ations in and out of combat. As a result, military officers are mem- 
bers of the officer corps first and, secondarily, technical experts. 
The primary objective of the military personnel system is to devel- 
op an officer corps capable of carrying out the Service's basic mis- 
sions. Civil servants perform civil governmental functions or are 
employed to engage in jobs very similar to these found in the pri- 
vate sector, such as data processing, education, research and engi- 
neering, and numerous clerical and administrative functions. How- 
ever, within the Department of Defense civil servants are charged 
with carrying out the non-combatant missions of their Department 
or Agency. Secondly, military rank resides in the individual, 
whereas for civil servants, the grade resides in the position they 
occupy. 

Notwithstanding the basic distinctions in personnel management 
and orientation between military officers and civil servants, there 
has been an increased tendency to merge the duties of both and to 
narrow the skill differentials between the military and civil serv- 
ice. Morris Janowitz described this tendency in The Professional 
Soldier (1971): 

The new tasks of the military require that the professional 
officer develop more and more of the skills and orienta- 
tions common to civilian administrators and civilian lead- 
ers. The narrowing difference in skill between military 
and civilian society is an outgrowth of the increasing con- 
centration of technical specialists in the military. The men 
who perform such technical tasks have direct civilian 
equivalents . . . 

The growing similarities of functions and duties performed by 
military and civilian personnel in the acquisition workforce will be 
further discussed in Chapter VIII of this report on military and ci- 
vilian mix. 

ELEMENTS OF THE PERSONNEL MANAGEMENT SYSTEMS 

As a result of the basic differences discussed above, civilian and 
military personnel management systems also differ. One salient 
difference is that military personnel management is much more 



centralized than civilian personnel management. Nonetheless, 
there are common personnel management phases for each, which 
can be used to compare the similarities and differences, as follows: 
recruitment or accession, training, career management, and retire- 
ment or separation. 

The accession or recruitment function is the phase in which indi- 
viduals are recruited or hired. The recruitment of military officers 
is centralized in terms of identifying the types and numbers 
needed. In the civil service this function has fundamentally been 
decentralized and is done locally. 

Training represents the second phase in a career program. Im- 
plicit in this concept is the notion that training to provide individ- 
uals the basic technical and managerial skills to perform at an ac- 
ceptable level of competence is on-going throughout a person's 
career or period of service so that their capabilities may be en- 
hanced. Again, there are basic distinctions between the military 
and civilian personnel programs. 

The concept of a military career for officers is long-established. 
This entails professional development, in part through completion 
of Professional Military Education (PME) consisting of entry, inter- 
mediate, and senior level professional military education. For ex- 
ample, at  the senior level there are war colleges in each of the 
Military Departments in addition to the National War College and 
Industrial College of the Armed Forces. Also, the Services have em- 
phasized graduate education in functional and technical specialties. 
Both the management of PME and graduate education tend to be 
centralized with technical training less so. 

There is no comparable system of professional education for civil- 
ians nor is there a recognized emphasis on graduate programs in 
an individual's technical specialty. Instead, civilian training has 
typically been in the form of continuing education-type short 
courses in particular specialties. In recent years, the Services have 
begun to encourage, though on a lesser scale, the same types of 
training for civilians as for military. However, the management of 
the process is much less centralized. 

The next phase, career management, involves the full utilization 
of personnel in current positions and their career development or 
enhancement for progression to more demanding and higher 
graded positions. In the career management phase, the approach is 
far more centralized for military officers than civilians. Officer as- 
signment and utilization is highly centralized, as is the promotion 
process. Civilians are almost solely reliant on individual initiative 
in managing their careers. Civilian jobs have typically been filled 
locally, with local managers and commanders making assignment 
decisions. Normally, the promotion of a civilian is left to the select- 
ing supervisor a t  the local level and the area of competition tends 

to be local unless the Service has established a contravening policy. 
Typical "career enhancing" assignments have long been known to , 

officers whereas established career paths with typical assignments, 
for civilians is a relatively new phenomenon. Officer assignments 
are rarely for a period of more than four years, whereas civilians 
generally know they are in a job or position until they can be pro- 
moted, transferred, reassigned or are separated by resignation, re- 
tirement or removal. 

An essential aspect of career management in terms of promo- 
tions and assignments is the performance evaluation system. There 
are significant differences between the civilian and military per- 
formance systems. Performance evaluations for officers are a key 
aspect of their promotability, and it is not just the last perform- 
ance report that is important; rather, it is the cumulative effect of 
all performance reports that is considered by a promotion board. 
Civilian performance evaluation has tended to play a more neutral 
role in an individual's career development. Although as a general 
rule performance appraisals are not considered beyond three years 
for civilians, individuals with poor ratings do not get promoted, do 
not get merit/incentive pay raises, and do not get additional credit 
for retention in the event of reductions-in-force. Certainly, the civil- 
ian evaluation system, while emphasizing performance, is more for- 
giving than the military system. 

The last phase is retirement and/or separation, and is basically 
concerned with loss management. This last phase is of some conse- 
quence as it affects the planning for future procurement of person- 
nel. There are fundamental distinctions between the two systems. 
In the case of the military, officers must retire (are mandatorily re- 
moved) after a certain maximum number of years. Officers may 
also retire earlier than civilians, after 20 years of active Federal 
commissioned service. However, retired military are subject to 
recall to active duty in the event of a national emergency. This 
conce t of recall is integral to their early retirement system. Con- 
verse&, the Civil Service Retirement System (CSRS) was estab- 
lished in 1920 in response to the growing need for an efficient and 
humane method for removing from the active civil service tenured 
employees whose age or infirmity prevented the satisfactory per- 
formance of their duties. Its primary objective was to improve the 
economy and efficiency of public management by staffing positions 
with employees fully capable of carrying out their duties. Since its 
inception, the focus has changed such that the CSRS has become a 
comprehensive employee income protection program. 

On January 1, 1987 a new civil service retirement system went 
into effect-the Federal Employees' Retirement System (5 U.S.C. 
Chapter 84) or FERS. The new system applied to all employees 
hired after January 1, 1984, and any other employee desiring to 
shift from the CSRS system. Two key provisions of the FERS was 
linkage to the Social Security Act and the "portability" of FERS. 
The benefits payable under FERS were in addition to the benefits 
payable under Social Security. Also, employees covered under 
FERS could take their retirement benefits with them. This will 
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to enter and leave the civil service more easily as 
thev are not held bv the "golden handcuffs" of the Civil Service Re- ----a . 

tirement Systems (GSRS). - 

A11 of these factors tend to lead to different motivations and ap- 
proaches to developing a career force. It is not an exaggeration to 
say that the two comprise different cultures. Military officers com- 
prise a body of professionals with a long, proud tradition-an esprit 
de corps. Modern military officers typically view the military as a 
career, and envision that career advancement requires geographi- 
cal and organizational mobility, as well as continued training and 
education. The attributes of a career program exist within the mili- 
tary. However, we must note that the requirements for career de- 
velopment are the same for any military member and are general- 
ly not directed towards the specific technical specialty of the 
person. For example, continued education and training, as well as 
mobility, are required of all officers regardless of technical special- 
ty. 

The orientation of civilians, on the other hand, has typically 
been their technical specialty. Civil servants in the United States 
have been hired, to a large degree, on a local basis to perform a 
specific job. There was a presumption that when hired the person 
would be qualified to perform that job. Thus career development 
was left to the individual. If the person chose to further their edu- 
cation in order to make themselves qualified for a new job they 
might do so, but specific career enhancement is not required as a 
condition of further job advancement. 

These differences in orientation are evident in analyzing the 
characteristics used to judge the quality and professionslism of the 
acquisition workforce, and must be taken into account in any effort 
to improve the quality and professionalism of the workforce-be it 
military or civilian. 

OFFICE OF THE SECRETARY OF DEFENSE PERSONNEL 
MANAGEMENT 

The Secretary of Defense is supported in the management of the 
Department by the staff of the Office of the Secretary of Defense 
(OSD). While OSD organizational structure was discussed in Chap- 
ter 11, it is important to highlight here the offices of two OSD offi- 
cials having a key role in the career management of the acquisition 
workforce-the Under Secretary of Defense (Acquisition) and the 
Assistant Secretary of Defense (Force Management and Personnel). 

Under Secretary of Defense (Acquisitiortf 
Among his many other responsibilities, the Under Secretary of 

Defense (Acquisition) is charged with responsibility for developing 
policy for the training and career development of DOD military 
and civilian acquisition personnel, a functicn previously assigned to 
the Assistant Secretary of Defense (Acquisition and Logistics). 
Within the office of the USD(A) there is a division of responsibility 

along ful~ctional lines between the Assistant Seczetury of Def'ei-nse 
(Production and Logistics) for contracting persorir~el, and the Direc- 
tor for Program Integration for Program TvIanagers. However, 
within the USD(A)'s organization only one individual, who is as- 
signed to the ASD (Production and Logistics;, is responsible for. 
policy formulation, guidance, and rnonitoidicg the entiw D8D ac- 
quisition workforce. 

As will be discussed in more detail in Chapter VII, the Under 
Secretary of Defense (Acquisition) is assisted by the Defense Sys- 
tems Management College (DSMC) in providing the professional 
education of DOD acquisition and Program Management personnel. 
As the USD(A)'s executive agent, DSMC is charged with providing 
full-time oversight for DOD-mandated acquisition education and 
training. 

Assistant Secretary of Defense (Force Management and Personnel) 
The ASD (FM&P) has responsibility for several pertinent policy 

directives relating to the personnel management of the DOD acqui- 
sition workforce. For example, the ASD (FM&P) is responsible for 
the following: personnel management systems, career development, 
civilian employment and staffing policy and programs, compensa- 
tion for military and civilian personnel, reassignment of military 
personnel, training and education of military and civilian person- 
nel, Total Force structure analysis, military and civilian manpower 
requirements analysis and related resource distribution in support 
of peacetime operations and mobilization needs, work force motiva- 
tion, and the review and evaluation of the requirements of major 
automated information systems requiring Secretary of Defense ap- 
proval for manpower, personnel and training requirements (DODD 
5124.2, July 5, 1985). 

The ASD (FM&P) is to provide overall guidance and policy direc- 
tion for civilian career programs; coordinate their development and 
evaluate their effectiveness; establish DOD-wide civilian career pro- 
grams and provide staff guidance to OSD Principal Staff Assist- 
ants; issue appropriate manuals, forms, and other publications; 
and, provide for automating the central inventory and referral sys- 
tems and operation of such systems. 

In the implementation of acquisition workforce policies, there 
are two important organizations under the auchority of the ASD 
(FM&P): the Defense Manpower Data Center (DMDC) and the 
Training and Performance Data Center (TPDC). Their responsibil- 
ities in this regard are primarily in the area of data collection on 
the training and demographics of the acquisition workforce. DMDC 
has been charged with developing a functional and training-related 
data base to track the training history status of acquisition person- 
nel. The Training and Performance Data Center develops and 
maintains an education and training information data base of 
course requirements. The DOD training infrastructure, including 
courses and facilities, and a newly established Defense Manage- 
ment Education and Training Board also fall under the purview of 
the ASD (FM&P). 



Civilian Career Management Boards 
OSD employs a series of career management boards, such as the 

Defense Management Education and Training Board and the De- 
fense Contracting Career Management Board, as vehicles for facili- 
tating the coordination and implementation of various civilian per- 
sonnel policies. 

The Defense Management Education and Training Board 
(DMETB) is responsible for monitoring the management, education, 
and training within the Department to assure a comprehensive, co- 
ordinated and effective program. Each component is required to 
designate a key official to work with OSD in planning and evaluat- 
ing DODwide civilian career programs, provide component-level 
top management leadership and coordination, implement WD 
wide civilian career programs within their component, and ensure 
line management fulfills its basic responsibilities. Some career 
fields have established DOD civilian career management boards t+ 
wards thk end. 

The Defense Contracting Career Management Board has its ori- 
gins in the Defense Procurement Training Board, established br  
DOD Directive 1430.6, "Defense Procurement Training Program, ' 
March 10, 1962. Later in June 1967, the Assistant Secretaries of 
Defense (Installations and Logisti=) and (Manpower and Reserve 
Affairs) established a Procurement Civilian Career Management 
Board. The purpose war, to assure coordinated planning and imple- 
mentation of the DOD-wide civilian career program for contracting 
personnel. This establishment waa formalized with the promulga- 
tion of DODI 5100.58, Defense Procurement Career Management 
Board, on October 7 1968. The b a r d  was chaired by the Director 
for Procurement Management, OASD (I&L). Each Service designat- 
ed a contracting and a civilian personnel member to the Board and. 
the Defense Logistics Agency (formerly Defense Supply Agency) 
had representatives from both the Procurement and Production Di- 
rectorate and the Defense Contract Administration Services. The 
ASD (M&RA) designated the Director for Employee Training and 
Development to the Board. 

The focus of this early career management board was on con-' 
tracting management and education, to include review and approv- 
al of mandatory courses, equivalency teste and administration of 
training. The Board was also responsible for determining that the 
resourcw required to recruit, develop and retain a competent p r e  
curement work force were being provided and used. 

Later as the Defenae Contracting and Acquisition Career Man- 
agement Board, and currently as the Defense Contracting Career 
Management Board, the civilian career management board concept 
has continued to function. Today, the Defense Contracting Career 
Management Board consists of the senior contracting and acquisi- 
tion managers and civilian personnel representatives from the 
Army, Navy, Air Force and Defense Logistics Agency. It is chaired 
by the Deputy h i s t a n t  Secretary of Defenee (Procurement). DOD 
component functional chiefs, such as the Air Force Associate Direc- 
tor of Contracting and Manufacturing Policy, are members of the 
Board and are responsible for component, or Senrice, implementa- 

tion of the policies recommended by the Board that are adopted by 
the SECDEF. 

OSD PERSONNEL MANAGEMENT POLICIES 
OSD Geneml Personnel Management Policy 

DOD has not established any general personnel career program 
policies with respect to military personnel-leaving military per- 
sonnel policy up to the individual mrvices. It has, however, e s h b  
lished a policy to promote career planning and development for ci- 
vilian personnel to ensure a steady flow of capable, full qualified, 
and trained personnel to fill positions a t  all li?vels. d e  require- 
ments for civilian career development began in 1955 with the issu- 
ance of DOD Instruction 1430.1, "Civilian Career Development," 
September 28, 1955. DODD 1430.2, promulgated on June 13, 1981, 

' 

canceled DODI 1430.1 and requires the development of civilian 
career programs for occupational epecialtiea such as contracting. 

Pursuant to this Directive, the OSD Principal Staff Assistants, 
including the Under Secretaries, are required to promob the estab- 
lishment and development of civilian career programs for those 

. career fields within their reapective areas of reapnsibility. This Di- 
rective sets forth the essential elements of a career program to be: 
(1) clear lines of progression to successively more responsible posi- 
tions; (2) a coordinated training and development ro am for the 
occupational specialt , using in-service and non-fe f era ff facilities to 
improve present perzrmance and prepare employees for higher re- 
sponsibilities, including a specific plan for the use of leadin rnan- 
egernent courses; and, (3) planned work assignments to fevelop 
managerial and technical com etence. 
DODD 5010.16 (July 28, 19f2), which is applicable to both mili- 

tary and civilian personnel, established the DOD management edu- 
cation and training program. This directive also em hasized the 
use of defense management courses over those taught !y academia. 
Under DODD 1430.3 (January 30, 19851, the Services and DOD 

encies are required to provide necessa training of civilian em- 7 Boyees; establish administrative contro a and provide adequate 
staffing to ensure that conducted training contributes to attain- 
ment of mission and program goals; and, to plan, program and 
budget for training programs to meet requirementa for a well- 
trained work force. 

A number of other policy directives have established a frarne- 
work for civilian career rogram management. These include the 
requirement for a civiEan mobility pro am (DOD Directive P 1400.24) to enhance career progression and or improve mission ef- 
fectiveness and the establishment of a DOD-wide automated career 
management system (DOD 1430.10-MI. Finally, OSD has issued 
policy direction for the utilization of civilian ersonnel vis-a-vis 
military personnel. This is addressed in Chapter ~ I I I  of this report. 

OSD Acquisition Personnel Management Policy 
While overall civilian and military policy is an important part of 

the framework for managing acquisition personnel, even more sig- 
nificant is the establishment and implementation of effective policy 
direction a t  the highest level, which is specifically designed for the 



ated a DOD-wide civilian career program for procurement or con- 
tracting personnel. However, the historical antecedents extend to 
1952 when the Secretary of Defense issued DOD Directive 4000.8, 
requiring each Military Department to establish a definitive pro- 
gram of recruitment and training of competent military and civil- 
ian personnel in procurement. In July 1961, DOD Directive 1430.6, 
"Armed Senices Procurement Training Program," established 
training for military and civilian contracting personnel. 

The civilian contracting career program later called for in DOD 
1430.10-M-1 had many attributes of what Task Group 6 of the 
Committee on Federal Procurement Reform posited as a classic 
career program: career patterns through Master Development 
Plans, mandatory training courses, a mandatory central registra- 
tion and referral system, career counseling, career program evalua- 
tion based on management information reports and management 
reviews, and a top-level career board structure. It had three pri- 
mary objectives: (1) to address current and future requirements for 
contracting and acquisition personnel and to provide capable re- 
placements for senior positions on a planned, systematic basis; (2) 
to attract, select, develop and retain on a long-term basis a highly 
qualified work force capable of performing current and future func- 
tions; and, (3) to increase the proficiency of DUD contracting and 
acquisition employees in their present positions and to provide op- 
portunities for broadening experiences and progression commensu- 
rate with their abilities. The Manual also provided that senior, GS- 
13 and above, positions generally be filled through a DOD-wide cen- 
tral referral s stem known as the Central Automated Inventory 
and Referral gystem (CAIRS). This mandatory system was later 
changed to the Automated Career Management System (ACMS) 
and was managed first by the Defense Electronics Supply Center 
within DLA, and later by the Air Force Civilian Personnel Man- 
agement Center. The ACMS referral system was disestablished in 
1986 by the Assistant Secretary of Defense (FM&P). 

On December 9, 1986, DODD 5000.48, was promulgated to estab- 
lish experience, education, and training requirements for contract- 
ing, quality assurance, and business and financial management po- 
sitions. In one sense it was intended as an amplification and con- 
tinuation of the concepts contained in DOD 1430.10-M-1 for con- 
tracting personnel and as well as DOD 1430.10-M-2 (for Quality 
and Reliability Assurance personnel.) However, it made several sig- 
nificant and wide-ranging extensions vis-a-vis these manuals. For 
the first time since the early 1960s, the same training and educa- 
tional requirements applied to military personnel that applied to 
civilians. It also applied to civilians in the competitive and except- 
ed service schedules A, B, and C and in the Senior Executive Serv- 
ice. Second, the scope of applicability was extended to the Reserve 
and National Guard. Occupational series coverage was now expand- 
ed to include three previously excluded series: Purchasing (GS- 
1105), Procurement Clerk/Assistant (GS-11061, and Business and 
Financial Management multiple series as opposed to the GS-1101 
series. It also made positive educational requirements for civilians 
a "quality ranking factor." For the contracting series (GS-1102), 24 
semester hours in "accounting, economics, business law, procure- 
ment, or management-related studies" were required. It rationa- 

acquisition workforce. The Secretary of Defense has promulgated a 
number of personnel and acquisition policy directives affecting the 
training, quality, education, career program and personnel distri- 
bution of the acquisition workforce--both military and civilian. 
The most important of these, for the purpose of this report, are 
listed in Exhibit 111-1. While military personnel policy is generally 
promulgated b the individual Services and will be discussed fur- 
ther in succee l ing sections of this report, some DOD directives dis- 
cussed below apply both to civilian and to military personnel man- 
agement. 

EXHIBIT Ill-1-DEPARTMENT OF DEFENSE POLICY DOCUMENTS 

Date 

August 20, 1954. 
September 8, 1971. 

January 12, 1976. 
July 30, 1378. 
March 21, 1983. 
February 1982. 

lune 13, 1981. 
January 30, 1985. 
September 16, 1987. 
July 8, 1986. 
September 1, 1987. 
August 22, 1988. 
August 12, 1988. 

Draft. 
tuly 28, 1972. 
September 25, 1987. 
July 5, 1985. 
November 19, 1985. 
February 10, 1987. 
August 22, 1988. 

OOOPohcydocument 

1100.4 ,. .................. 
1100.9 ..................... 

1400.24 ................... 
1400.25-M .............. 
1400.5 ..................... 
1430.10-M .............. 

1430.2 ..................... 
1430.4 ................... .: 
1444.2 ..................... 
4245.1 ..................... 
5000.1 .......... : .......... 
5000.52 ................... 
5000.52 ................... 

5000.52-M .............. 
5010.16 ................... 
5100.1 ..................... 
5124.2 ..................... 
5128.1 ..................... 
5134.1 ..................... 
5160.55 ................... 

1 D = Directive. I = tnstrudion. M = Manual. 

- As discussed below, the existence of DOD guidance in this area is 
not new. DOD established personnel policy guidance as early as the 
1960's for contracting personnel and for Program Managers. The 
policies have evolved and been refined through the yea? as the 
concept of acquisition has expanded to include additional functions, 

Typcl 

D 
D 

D 
M 
D 
M 

D 
D 
I 

0 
D 
D 
I 

M 
D 
D 
D 
D 
D 
D 

Cootents 

Guidance for Manpower Programs ............................................................... 
Military Civilian Staffing of Management Positioos In the Support 

Activities. 
Civiiian Mobility Program ..................................................................... 

.................................................................... WD Civilian Personnd Manual 
MID Policy for Cjvilian Personnel ................................................................ 
WD Poiicy and Procedures Manual for Automated Career Management 

Sys tern. 
Civilian Career Management ......................................................................... 

............................................................................ Civilian Employee Training 
Consolidation of Automated Civiiian Personnel Records ................................ 

.............................. Military Department Acquisition Management Officials 
MajM and Non-Maja Defense Acquisition Programs ................................... 
Defense Acqulsltbn Education and Training Program .................................. 

.Reporting Functional and Training-Related Data on DOD Military and 
Civilian Acquisition Personnel. 

................................ DOD-Wide Career Programs for Acquisition Personnel 
Defense Manpower Education and Training Program .................................. 
Functions of the Oepartments d Defense and Its Major Compnenls .......... 
Assistant Secretary of Defense (force Management and Personnel) ........... 
Assistant Secretary of Defense (Aquisition and Logistics) ......................... 
Under Secretary of Defense (Acquisition) .................................................. 

............................ Defense Systems Management College' .... ........................ 



lized and consolidated the mandatory training requirements for ci- 
vilian contracting personnel and correlated them to their military 
counterparts as follows: 

It correlated civilians to enlisted military members in the follow- 
ing series: 

Military rank Level 

I ................................................. ........................................................... 
.................................................. ........................................................ II GS-9/12 

................................................ ............................................... 111 GS/GM-13/15 

I I 
Civilian grade 

0-113. 
0-3/4. 
0-4 and above. 

This Directive laid out a general career path for contracting per- 
sonnel in four specific areas: required and desired education; man- 
datory training; a description of the typical duties of the contract- 
ing specializations at each level; and, the minimum experience .re- 
quired at each level. At Level I, a baccalaureate degree would be 
the only necessary experience. At Level 11, an individual must have 
contracting experience of increasing complexity and responsibility, 
including at  least one year a t  the GS-7 level and familiarity with 
the various functional and technical areas of contracting. At level 
111, the experience requirements were significantly more demand- 
ing and included four ears of contracting experience, at  least one 
year of which was a t  t K e preceding grade level. In addition, the in- 
dividual was required to have demonstrated knowledge of the poli- 
cies and procedures for the full-range of pre-award and post-award 
techniques, negotiation ability, and ability to analyze financial data 
and arrive a t  fair and reasonable negotiation objectives. 

DODD 5000.48 further required that each DOD Component must 
have "a procurement intern program that is centrally managed 
and controlled to provide a source of highly qualified candidates for 
high level procurement positions." It allowed for the "grandfather- 
ing" of the education and experience criteria for current employ- 
ees. However, the training criteria were not grandfathered, but in- 
dividuals would have one year after entering the level to acquire 
this training. Individuals being cross-trained into the series must 
meet the entry level requirements for that function, regardless of 
grade or rank. For example, a colonel entering the career field of 
contracting would be required to meet the training requirements 
for Levels I and XI as well as Level I11 and would have one year to 
obtain this training. However, the DOD components could waive 

ade, experience, education, or training requirements if an in- 
%:ifi=al is determined to be otherwise qualified. 

The USWA) was authorized to modify, extend, or eliminate the 
experience and training requirements in conjunction with the ASD 
(FM&P). The Directive was effective on January 1, 1987, and the 

Components were required to forward copies of their implementing 
.documents to the USD(A) within 120 days. 

Evolution of DOD Personnel Policy for Program Managers. The 
qualifications and tenure of Program Managers has been a long- 
standing concern within the Department of Defense. Secretary of 
Defense McNamara initiated steps to train Program Managers cul- 
minating in the establishment of the Defense Systems Manage- 
ment College. In 1965, DOD Directive 5010.14, "System/Pro'ect 
Management," made it "mandatory that the System/Project dan- 
ager and his staff have a high degree of technical and business 
managerial competence, supplemented whenever possible by recent 
experience in system/project management, and by training in the 
special requirements of such management." This Directive also re- 
quired that System/Project Managers have sufficient rank and 
stature within the organization. Secretary of Defense Melvin Laird 
and Deputy Secretary of Defeuse David Packard were also con- 
cerned with the quality and tenure of quality Program Managers. 

Notwithstanding the existing Department of Defense policy, in 
September 1969 the Defense Science Board Task Force on Research 
and Development Management, in its Final Report on System Ac- 
quisition, concluded that a7"major increase in the recognition, 'the 
status, and the opportunities in Program Management may be nec- 
essary to attract and retain a larger share of the most capable 
career officers" for system acquisition management. The next year 
the Fitzhugh Commission (Blue Ribbon Defense Panel) identified 
the status of Program Management as a weakness in defense acqui- 
sition. In May 1970 Deputy Secretary of Defense Packard issued a 
memorandum "Policy Guidance on Major Weapon S stem Acquisi- 
tion" observing that "Program Management in the &vices will be 
improved only to the extent that capable people with the right 
kind of experience and training" are appointed as Program Manag- 
ers. 

DOD Directive 5000.1, "Acquisition of Major Defense Systems," 
was issued in July 1971, replacing DOD Directive 5010.14, and 
served as the cornerstone of the Department of Defense efforts to 
improve acquisition management. Among other management im- 
provements, it raised the stature and authority of Program Manag- 
ers. 

DOD established policy for the selection, training, and career de- 
velopment of Program Managers on November 26, 1974 with issu- 
ance of DODD 5000.23, "System Acquisition Management Careers". 
Recognizing the necessity for experienced and competent person- 
nel, this Directive required that career opportunities be established 
to attract, develop, retain and reward outstanding military officers 
and civilian employees required as Program Managers or Deputy 
Program Managers. 

DOD Directive 5000.23 established the following minimum stand- 
ards for experience and training of Program Managers: 0-6 and ci- 
vilian equivalents should have previous Program Management or 
system acquisition experience, including one or more assignments 
to a program office. General or flag rank officers should be consid- 
ered only if they had "substantial experience" including experience 
at 05/06 level or civilian equivalent and have completed the Pro- 
gram Management Course or the Executive Refresher Course a t  

Mifilary rank 
I I I 

Civilian grade Ser~ss Level 
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required the development of career pmgres- 
sion plans that identified types of desired experience, training and 
professional education and stipulated that Program Managers 
should change-if necessary-near completion of major program 
milestones. I t  placed Program Management as a career on an equal 
footing with operational, line, and command positions and directed 
the selection of. personnel on the basis of skills and experience re- 
gardless of civilian or military status, although the accompanying 
memorandum favored military over civilian Program Managers. 
W D  Directive 5000.23 was reissued on December 9, 1986 to im- 

plement the provisions of Public Laws 98-525 and 99-145 as well as 
DODD 5000.1, "Major and Non-Major Defense Acquisition P r e  
grams." I t  reiterated eligibility criteria and the policy for selection, 
training, career development, and tenure of DOD personnel as- 
signed as Program Managers, Deputy Program Managers (DPMs) 
and to certain positions in support of acquisition Program Manage- 
ment while incorporating statutory requirements. Unless specifical- 
ly waived by tbe Secretary of the Military Department for Program 
Managers of major programs (or his single, Department-wide repre- 
sentative for less than major programs), every prescribed standard 
must be met before assignment as Program Manager or DPM. For 
civilian personnel, the mandatory educational requirement should 
be treated as "quality ranking factors" to the extent they differed 
from the OPM Handbook 118, "Qu&fication Standards for Po&- - - - --- - - - - - - 

tions Under the General Schedule." 
In addition to the requirements for Program Managers, DODD 

5000.23 also required the establishment and maintenance of appro- 
priate career fields for military and civilian acquisition managers 
(people who would eventually be subject to selection as Program 
Managers). DOD components were directed to: determine the ap- 
proximate number of personnel a t  each rank/grade and specialty 
to man a career field for the foreseeable future; maintain current 
rosters of civilian and military personnel who have formally indi- 
cated a desire to become professionals in a recognized acquisition- 
related-job series, specialty or subspecialty and each one's current 
qualifications; institute methods to centralize em loyment opportu- 
nity information; establish, via identificationban f training, a cadie 
of personnel adequate for future needs; performance measurements 
shall be developed to insure that only the most competent individ- 
uals are retained and advanced and a performance monitoring sys- 
tems shall be maintained. Importantly, from a military perspective, 
opportunities for advancement in acquisition career fields were to 
be considered equivalent to those in operational, line or command 
positions "and the directive provided that where boards are estab- 
lished for the purpose of selecting individuals for advancement, 
they shall include experienced system acquisition managers to 
ensure that only the best qualified individuals, based on dernon- 
strated performance, are selected for promotion." The Directive 
went into effect on October 1, 1987, but allowed grandfathering of 
individuals who had demonstrated performance. DOD components 
were required to submit their implementing documents within 90 
days, and the USIXA) was charged to monitor component imple- 
mentation and to direct or recommend changes in component im- 

plementation after consultation with ASD (FM&P). As previously 
noted, W D D  5000.23 was superseded by DODD 5000.52. 

Current Acquisition Personnel Policy. There are currently three 
acquisition policy Directives affecting the career development, 
training, and education of acquisition personnel (both civilian and 
military)-DODD 5000.1, DODD 5000.52 and DODD 5160.55. The 
latter, as previously mentioned, expanded the role of the Defense 
Systems Management College in training the acquisition work- 
force. 

DOD Directive 5000.1 (September 1, 1987) sets forth the policies, 
principles, and objectives for managing major and non-major de- 
fense acquisition programs. It establishes the streamlined acquisi- 
tion organization (three tier management structure) of Service Ac- 
quisition Executives (SAEs), Program Executive Officers (PEOs), 
and Program Managers. 

In addition, this Directive made the heads of each DOD compo- 
nent having cognizance over acquisition programs responsible for 
assuring that: (1) high quality, experienced personnel are assigned 
to acquisition management positions within the component in sup- 
port of the Service Acquisition Executive, Program Executive Offi- 
cer, and Program Manager, as appropriate; (2) that the tenure of 
key personnel, such as the PEO and Program Manager, is of suffi- 
cient length to provide continuity and management training and 
career incentive programs to attract, retain, motivate and reward 
personnel occupying acquisition management positions; and, (3) the 
performance appraisal system within the component for PEOs and 
Program Managers is consistent with the streamlined acquisition 
management structure. 

As previously noted, DOD Directive 5000.52, "Defense Acquisi- 
tion Education and Training" (August 22, 1988), is the basic policy 
directive on acquisition workforce career development. This Direc- 
tive streamlined and rationalized policy guidance by eliminating 
the previous plethora of DOD policy documents (DODDs 5000.23 
and 5000.48, DUD1 5100.58, DOD 1430.10-M-1 and DOD 1430.10- 
M-2). I t  sets forth the basic DOD policies and expands the applica- 
bility of system acquisition management career programs to the 
Reserve and National . Guard. However, this Directive does not 
stand alone. It is intended to be complemented by two additional 
DOD documents: DODI 5000.52 and DOD 5000.52-M, both of which 
are still in draft and appear in this report as Appendix 111-2 and 
Appendix 111-3. 
- D O  5000.52-M (Draft) which began the formal coordination 

cycle in April 1988, is a rationalized compendium of previous1 ex- 
isting acquisition workforce directives, e.g., DODD 5000.48. &ile 
retaining the basic policy goals contained in DODD 5000.48 and 
5000.23 it expands the scope of the acquisition workforce by now 
including additional occupational series such as the GS-8XX (Engi- 
neering) and GS-11XX (Business and Industry) personnel perform- 
ing manufacturing/production and quality/reliability assurance 
functions; logisticians (multiple GS series); systems engineers; and, 
other acquisition specialties as determined by USD(A). It further 
provides that "where 50 percent or more of the duties and responsi- 
bilities involve acquisition related functions in any other series, the 



individual shall meet the experience qualifications for entry into 
one of the acquisition series defined therein." 

The last accompanying and supporting document is DODI 
5000.52 (Draft). This also began the circuitous coordination process 
in 1987, with a formal draft initiated on August 16, 1988. This in- 
struction addresses the reporting of functional and training-related 
data on DOD military and civilian acquisition personnel. 

ARMY PERSONNEL MANAGEMENT 

Overall responsibility for Army civilian and military personnel 
resides in the Secretary of the Army, who is assisted by the Assist- 
ant Secretary (Manpower and Reserve Affairs). Several Deputy As- 
sistant Secretaries (Exhibit 111-2) including one for Civilian Person- 
nel and another for Military Personnel are ke players in the 
Army's development of personnel management po r icy. 

EXHIBIT 111-2 

ASSISTANT SECRETARY OF THE ARMY 
MANPOWER AND RESERVE AFFAIRS 

ASSISTANT SECRETARY OF THE ARMY (MANPOWER AND RESERVE AFFAIRS) 
I 

DEP ASST SEC OF THE ARMY 
RESERVE FORCES AND MOBIL. REVIEW WARDS & EEOC h CRA 

ASST DEP FOR READINESS ASST DEP FOR TRAINING 
EDUCATION b SIWUTION 

- - - DEP ASST SEC ARMY PERSONNEL DEP ASST SEC ARMY CIVILIm - 
MANAGEMENT & EEO POLICY PERSONNEL POLICY. NON- 

APPROP FUNDS & SECURITY 

HANWUER SYS 

NAF POLICY 

Army Staff/Deputy Chief of Staff for Personnel 
The Deputy Chief of Staff for Personnel (DCSPER), who is a 

member of the Army staff and reports directly to the Army Chief 
of Staff is responsible for developing policies and programs to 
assure proper manning of the Total Army. The DCSPER is support- 
ed by four Directors, as shown by Exhibit 111-3. The Director of Ci- 
vilian Personnel has cognizance over civilian personnel policies and 
programs, and the Director of Military Personnel Management has 
similar responsibilities for military personnel. 

EXHIBIT 111-3 

DCSPER 

ORGANIZATIONAL STRUCTURE 

Director of Civilian Personnel 
The Army Deputy Chief of Staff for Personnel (DCSPER) has 

made the Army Director of Civilian Personnel responsible for man- 
aging all Civilian Career Programs. The Director of Civilian Per- 
aonnel is responsible for policy making, programming, and budget- 
ing plus program operations and evaluations through the civilian 
personnel component within the Total Army Personnel Command. 

Eight Field Operating Agencies report to the DCSPER including 
the Total Army Personnel Command (PERSCOM). This is a cen- 
tralized personnel operating agency (Exhibit 111-4) that is responsi- 
ble for the integration, management, and oversight of the total 
Army personnel function. It recommends and executes military 
and civilian policies, systems and programs. 
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Both military and civilian personnel management functions are 

combined within PERSCOM, but remain in many respects distinct, 
reflecting the basic differences between military and civilian per- 
sonnel management. There are four organizations within PERS 
COM that are relevant to the Army acquisition workforce. The Ci- 
vilian Personnel Management Directorate provides guidance and 
assistance on Army-wide civilian matters. Responsibilities include 
developing Army policy for training and career management; man- 
agement of the centralized civilian resources used to support in- 
terns and other centrally resourced training and development pro- 
grams; and, administration of 15 of the Army's 24 civilian career 
programs. The Officer Personnel Management Directorate manages 
the accession and appointment of active and reserve officers and 
the assignment and career development of all active officers except 
for chaplains and staff judge advocates. The Management Support 
Division convenes officer selection boards; maintains officer records 
and manages the officer evaluation and promotion systems. The 
Deputy Commanding General for Information Management devei- 
ops and maintains personnel information systems. 

Within the Army in the field, both the military and civilian 
chiefs of personnel work for- the commanders at their respective 
levels. At each headquarters level, such aa Major Command, there 
is a Deputy Chief of Staff for Personnel, who works for the Com- 
manding General. These individuals provide advice and assistance 
to the commander as part of the commander's staff. Execution of 
personnel policy occurs at the installation level where the chiefs of 
military and civilian personnel work for the installation comrnand- 
er. 

17 1 

EXHIBIT 111-4 



ARMY PERSONNEL MANAGEMENT POLICIES 

Mi Li tary Personnel Management 
In addition to the general attributes characteristic of personnel 

management of military personnel, the Army Officer Personnel 
Management System (OPMS) has two distinct, Army-wide concepts: 
proponency and tracking (either single or dual). These are dis- 
cussed below within the context of the more traditional concepts of 
branch and functional area. 

Proponency. Under the proponency concept, each career field or 
discipline has a Proponent responsible for the career development 
of military officers within a given function or discipline in the 
Army, such as Program Management or contracting. The Propo- 
nent comes from that specialization or career field for which he or 
she has responsibility. Most of the Army Proponents are associated 
with the Army Branch schools such as Infantry and Ordnance and 
are found in the Army Training and Doctrine. Command 
(TRADOC). The rationale is that the professional development of 
military personnel would remain under military direction. There 
are also Proponents for Functional Areas (FAs) such as Contracting 
(FA 97) and Research and Development (FA 51). Lastly, there are 
Proponents for Career Programs such as the Materiel Acquisition 
Management (MAM) program, discussed in Chapter VI. 

Branch. Officer personnel have traditionally been managed by 
bwnch. There is a significant distinction between branches and 
functional areas. Army officer branches, for example, Infantry, 
Quartermaster, and Ordnance, historically were formed to develop 
officers in the professional skills to perform basic Army missions as 
opposed to particular specialized skills or disciplines more closely 
associated with civilian occupations in the economy. Thus, the 
Army branches provide technical and professional training for the 
officer corps in its three major war-fighting missions of combat, 
combat support, and combat service support. Branches such as Ord- 
nance were closely aligned with the old technical services. All offi- 
cers entering the Army are assigned to a branch and normally 
spend their first eight years on active duty gaining branch profi- 
ciency. 

Functional Areas. Persons with various skills or from specialized 
disciplines may be assigned to functional areas. This entails func- 
tions required by the position falling outside normal branch duties. 
Officers from different branches may be assigned to and perform 
these functions. Officers must be "branch qualified'' prior to going 
into a Functional Area. This means that they will have completed 
both their Officer Branch Basic and Advanced Courses as well as 
serving in branch positions-ideally including a company-grade 
command assignment. 
Single and Dual nack in  . The current Army Officer Personnel d Management System provi es two career patterns for the Army to 

use in developing and utilizing its officers-single tracking and 
dual tracking. The relationship between branch, functional area, 
career programs, and tracking is shown a t  Exhibit 111-5. The single 
track career pattern permits officers to serve repetitive assign- 
ments in a single functional area or branch. Single tracking is per- 
mitted in many functional areas but generally will not be permit- 

ted until after an officer has served a t  least one assignment in the 
functional area. The number of officers who will be permitted to 
single track in each branch and functional area is determined by 
the branch and functional area proponents, PERSCOM, and the 
Army's personnel requirements. Not all branches allow single 
tracking, but branches that have a shortage of officers allow offi- 
cers to single track. 

Dual tracking allows officers to move back and forth between 
functional specialties and their basic branch. For example, an offi- 
cer may be assigned as a contracting officer within Army Materiel 
Command and then subsequently may be re-assigned to an Infan- 
try Division as on infantry officer. The dual track career pattern is 
similar to the dual-specialty system where many officers serve in 
two specialties or have two different areas of concentration within 

. . the same branch. However, under the dual track career pattern, an 
officer will serve in only one branch and one functional area. 
Under the original OPMS, each officer was required to serve in two 
specialties. Qualification in both specialties was difficult for many 
officers to attain due to competing demands for professional devel- 
opment and the Army's overall personnel requirements. For many 
officers, it became increasingly difficult to gain and maintain com- 
petency and competitiveness in both specialties, especially in tech- 
nical areas. The revised OPMS incorporates the concept of primacy 
which acknowledges that during an officer's early career, branch 
qualification is the primary development objective. It also recog- 
nizes that many dual tracked officers must shift the developmental 
emphasis, a t  some point, from the branch to the functional area. 
The Army normally does not allow officem to begin dual tracking, 
that is, working in a functional area outside their branch, until 
they have been branch qualified, normally eight years. 
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EXHIBIT 111-5 

ARMY CAREER FIELD MANAGEMENT 

Civilian Personnel Management 
The Army civilian career management system is a combination 

of centralized policy-making and decentralized execution, which is 
typical of Civil Service personnel systems. Policy recommendations 
by functional managers, such as the Functional Chief, Contracting 

. 

and Acquisition Career Program, is allowed; however, primary re- 
sponsibility for policy formulation remains with Civilian Personnel 
while program execution remains with the commander and his or 
her supporting civilian personnel organization. Basic policy guid- 
ance, contained in Army Regulation 690-950, "Career Manage- 
ment" of September 1988, comprehensively establishes the career 
program management structure and delineates responsibilities of 
participants a t  various management levels. Much of the guidance 
consists of detailed, "hands-on ' procedures. 

Civilian career programs have been developed for professional 
and administrative occupational series such as engineering and 
contracting. Civilian career management is similar to the system 
used for military officers; but instead of a General Officer propo- 
nent, there is normally a civilian Functional Chiefs Representa- 
tive. At the apex of each career program is a Functional Chief who 
is responsible for career management in his assigned functional 
area. Functional Chiefs include assistant secretaries, deputy chiefs 
of staff, and commanders of major Army. commands. Each Func- 
tional Chief is assisted in carrying out his or her career manage- 
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- 
ment responsibilities by a Functional Chiefs Representative, usual- 
ly the highest ranking civilian in the functional area. The Func- 
tional Chiefs Representative is the civilian equivalent to the mili- 
tary Proponent. For example, there is a Functional Chiefs Repre- 
sentative for civilians in the contracting field and a Proponent for 
military personnel in the same career field. 
This system, which is illustrated in Exhibit 111-6, provides for 

oversight by functional specialty a t  a high organizational level. The 
responsibility for managing the career program flows down from 
the Functional Chief's Representative to the major Army command 
(MACOM) level career program manager and on to the installation 
level activity career program manager. Both are high-ranking civil- 
ians appointed by their respective commanders. 

Army civilian career programs are actually executed by the Ci- 
vilian P e r ~ o ~ n e l  Office at the installation working with the activity 
career program manager. The individual employee's supervisor 
serves as the career program interface point with employees. 

Within this overall framework, there are two distinct and paral- 
lel channels of communications. The civilian personnel channel is 
the line for personnel actions and career program regulatory guidi 
ance. The functional line of communication serves as a channel for 
career program policy and general information on the career field. 

EXHIBIT 111-6 
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through the Army Civilian Training, Education and Development 
System (ACTEDS). This provides planned development of the civil- 
ian work force through a blending of progressive and sequential 
work assignments and formal training for career program individ- 
uals as they progress from entry level to key positions. This paral- 
lels the military system, ensuring an orderly, systematic approach 
to technical, professional and leadership training and development. 
ACTEDS Plans for each occupational field, which are developed by 
Functional Chiefs, are now being implemented Army-wide. New 
leadership courses have also been developed by the Army and are 
being offered as part of ACTEDS to strengthen the managerial and 
leadership capability of Army civilian career program employees a t  
four major stages of their development: intern, specialist, supervi- 
sor/manager, and executive. In addition, the Army Management 
Staff College is being institutionalized as a capstone managerial 
courae designed to train Army civilians and military officers. 

Intern Progmms. The Army employs three types of civilian 
intern programs: regular interns, Presidential Management In- 
terns, and Army Mobility, Opportunity and Development (AMOD) 
Interns. The intake, training program, and graduation vary among 
these programs. The entry level for regular interns is normally 
GS-5 or GS-7. The training length may be up to 3 years, but cen- 
tral funding is for 2 years. The Army utilizes the Presidential Man- 
agement Intern (PMI) Office of Personnel Management program to 
hire individuals with advanced degrees who enter a t  the GS-9 level 
and are promoted to the target grade of GS-12 after two years. The 
third program is the Army Mobility, Opportunity and Development 
(AMOD) Intern Program. This is an affirmative action program 
that selects personnel having high potential but who do not meet 
all the OPM minimum requirements for entry into the normal 
intern series and grade levels. Intake may be a t  GS-4, GS-5, or 
GS-7 level. Training length may exceed 3 years, but central fund- 
ing is only for 2 years. 

Intern training and development consists of formal school train- 
ing and on-the-job training. Each career program office functional 
official develops a Master Intern Training Plan (MITP) which sets 
forth the required subject matter to be learned through on-the-job 
training and formal classroom training. Based on MITP require- 
ments, intern supervisors will develop Individual Development 
Plans (IDP) for each intern. Training practices vary among 
MACOMs with training execution the responsibility of the local 
commander, functional management, and civilian personnel. Upon 
successful completion of intern training, MACOMs have the re- 
sponsibility for placing individuals in permanent positions. All in- 
terns are required to sign a mobility agreement, and this may be 
exercised as necessary. PERSCOM receives periodic strength and 
funding reports on intern positions. MACOMs - -  - may survey or assess 
the eff6ctiveness of intern training and development. 
The Directorate of Civilian Personnel Headquarters, Department 

of the Army (HQDA) has assessed the overall program through in- 
depth studies on several occasions and has found the intern pro- 
gram to be highly effective and essential to fulfilling staffing needs 
in Army-unique and hard-to-fill occupations. The Army is currently 
developing the Intern Quality Tracking System which will be used 

to support resourcing requirements and policy decisions for career 
management. 

Referral System. Currently, PERSCOM administers a centralized, 
automated career program candidate referral system for 15 career 
programs. Most of these career programs are, or soon will be, using 
the Army Civilian Career Evaluation System (ACCES) which evalu- 
ates candidates based on knowledge, skills, and abilities determined 
from formal job analysis of career program positions. Best qualified 
candidates are then referred to supenisom for career program va- 
cancies. It is planned that ACCES will be fully integrated in a new 
Army Civilian Personnel Data System, which is expected to be 
fully operational, with training sub-systems, in February 1991. 
There are only six administrators, normally GS-12s, who run the 
referral system for the 15 career programs. Contracting and Acqui- 
sition referrals, formerly adminiatered by the Air Force Civilian 
Personnel Management Center for the DOD Automated Career 
Management System, should be a part of the Army ACCES system 
by September 1990. 

NAVY PERSONNEL MANAGEMENT 

NAVY PERSONNEL MANAGEMENT ORGANIZATIONS 
Responsibility for the management and administration of both 

military and civilian Navy personnel belongs to the Secretary of 
. the Navy. Within the Navy Secretariat, the Assistant Secretary of 

the Navy (Manpower and Reserve Affairs), organized as shown at 
Exhibit 111-7, has responsibility for overall management of rnan- 
power and reserve component affairs of the Navy Department. This 
includes policy and administration of affain related to military- 
active duty and reserve-and civili-an personnel, including general 
guidance and policy on career program matters. 



EXHIBIT 111-7 Office of Navul Operations (OPNA V)/Deputy Chief of Naval Oper- 
ations (Manpower, Personnel and ITZaining;) 

Within the Office of the Chief of Naval Operations is the Deputy 
Chief of Naval Operations (Manpower, Personnel, and Training) 
whose organization is depicted by Exhibit 111-8. This Vice-Admiral 
billet is dual-hatted as the Chief of Naval Personnel. In this capac- 
ity, this individual is responsible for the procurement (or acces- 
sion), distribution, administration and career development of mili- 
tary personnel of the regular and reserve components. 



EXHIBIT 111-8 
Naval Military Personnel Command 

Reporting to the Chief of Naval Personnel is the Naval Military 
Personnel Command (NMPC), which is responsible for the central- 
ized execution of personnel programs for the military. The Naval 
Military Personnel Command, which is depicted on Exhibit 111-9, is 
organized to provide centralized personnel management of naval 
personnel, officer and enlisted, as well as active duty and reserve 
components. It is responsible for the administration and distribu- 
tion of Navy personnel, including Naval officers with contracting 
and Program Management career fields to meet the quantitative 
and qualitative manpower requirements of the Navy. Career pro- 
gram matters, such as the Materiel Professional program, are man- 
aged through its Military Personnel Policy Division, Its Total Force 
Information Systems Management Department is responsible for 
the development, maintenance, and operation of the Navy Military 
Personnel Distribution System data base. There are personnel of- 
fices to support the Operating Forces, such as the US Naval Forces 
Europe and the Operational Test & Evaluation Force. In addition, 
military personnel support is provided a t  sea through a personnel 
specialist and, in most cases, a collateral duty personnel officer as- 
signed to ocean-going ships and unite. 
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EXHIBIT 111-9 Deputy Assistant Secretary for Civilian Personnel Policy and EEO 
The Civilian Personnel Program in the Department of the Navy 

is decentralized along command lines but follows policy guidsnce 
issued a t  the Secretariat level, as previously shown on Exhibit III- 
7. Policy guidance flows from the Assistant Secretary of the Navy 
(Manpower and Reserve Affairs) through the Deputy Assistant Sec- 
retary for Civilian Personnel Policy and Equal Employment Oppor- 
tunity (CPP/EEO), who is responsible for the development of all ci- 
vilian personnel policy for the Navy Department-including the 
Marine Corps. 

Office of Civilian Personnel Management 
The Office of Civilian Personnel Management (OCPM), depicted 

by Exhibit 111-10, is an  operating component of the Assistant Secre- 
tary of the Navy (Manpower and Reserve Affairs) and provides 
staff support for the development of Navy and Marine Corps appro- 
priated and nonappropriated fund civilian personnel and EEO poli- 
cies and programs, including general guidance on career manage- 
ment matters. It also executes delegated authority for civilian per- 
sonnel and EEO matters; issues implementing directives; and, eval- 
uates the programs based on Secretary of the Navy established 
policies. It carries out its responsibilities through five OCPM re- 
gional offices within CONUS, plus one each in London in Hawaii. 
These offices assure regulatory compliance by the operating Civil- 
ian Personnel Offices, provide advice and assistance to functional 
management and adjudicate EEO and labor-management com- 
plaints. 



EXHIBIT 111-10 

OFFICE OF CIVILIAN PERSONNEL MANAGEMENT 
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Naval Civilian Personnel Center 
The Naval Civilian Personnel Center, which is depicted in Exhib- 

it 111-11, reports to the Chief of Naval Personnel and advises this 
individual on civilian personnel matters. It provides civilian per- 
sonnel guidance and services to subordinate commands reporting to 
the Chief of Naval Operations, such as Naval Sea Systems Com- 
mand. It is responsible for centralized civilian personnel matters 
such as civilian mobilization and the Naval Civilian Personnel 
Data System (NCPDS). 
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Civi Eian Personnel Programs 
Each Ekhelon 1 and Echelon 2 command in the Navy has a Di- 

rector, Civilian Personnel Programs. An Echelon 1 command, 
which reports directly to the Secretary of the Navy, include: the 
Chief of Naval Operations (CNO); Assistant for Administration, 
Under Secretary of the Navy; Office of. the Chief of Naval Research 
(OCNR); and, the Commandant of the Marine Corps. Echelon 2 
commands report to the Chief of Naval Operations; these include 
the SYSCOMS, such as Naval Sea Systems Command. In either 
case, the Director, Civilian Personnel Programs reports to the corn- 
mander for advice, guidance and the development/implementation 
of command-wide civilian personnel policy. 

Civilian Personnel Offices 
Navy and Marine Corps shore Civilian Personnel Offices (CPOs) 

are found a t  the headquarters and field activity level to provide on- 
site operating services in such functions- as recruitment, retention, 
benefits, and training of the civilian workforce. Civilian personnel 
policies are implemented at  the activity by the senicing CPO, 
which usually reports to the local activity commander. However, in 
some cases, the largest activity in the area will provide service to 
those units too small to maintain their own CPO. For example, the 
Director of the Consolidated Civilian Personnel Office (CCPO), 
under Naval Sea Systems Command, is an operating CPO responsi- 
ble for providing personnel support to the SYSCOMS in Washing- 
ton including implementation of career programs. Naval operating 
forces which have civilian personnel assigned also receive similar 
service from a shore-baaed CPO, normally located at the home base 
or a t  an  overseas location. All of the over 100 operating CPOs are 
capable of providing administrative support in the implementation 
of career programs. 

Military Personnel Management 
The Navy has organized and manages its officer corps differently 

from, and yet analogous, to that of the other Services. This unique- 
ness is the result of the Navy's mission and requirement for sea 
duty. 

Line Versus Staff Corps. The Navy officer corps has been tradi- 
tionally organized into two categories: line officers (restricted and 
unrestricted) and staff corps officers, Officers of the line are en- 
gaged in operating the Navy, its surface and undersea weapon sys- 
tems, aircraft and operational units-surface, undersea and air 
arms. This categorization is similar to the Air Force's distinction 
between rated officers and non-rated officers. 

The categorization of Naval officers into three types is analogous 
to the Army's three art categorization by mission into Combat, 
Combat Support, and 8 ombat Service Support functions. 

Navy Army I Air force 
I 

..................................................... ..................................... Unresliicted line Combat Rated pikots/navigators. I ......................................... .................................... Restricted line .... . Combat support Rated pilots/navigators. 

Naw I Armv I Air Fnrr~ 

Staff corps ........................................... Combat service suppart. ........................ Non-Raled Support. 

The Navy employs two subcategories of line officers: Unrestrict- 
ed Line Officers (URL) and Restricted Line Officers (RL). URL offi- 
cers are associated with the three fighting arms of the Navy: sur- 
face warfare, undersea warfare, and air warfare. There are five cat- 
egories of URL officers: surface, pilot, naval flight officer, nuclear 
submariner, and general URL. Only officers in these lines may 
command their respective units. For example, 10 U.S.C. 5942 stipu- 
lates that an officer must be a line officer designated as a naval 
aviator or naval flight officer or be otherwise qualified to be eligi- 
ble to command an aircraft carrier, aircraft tender, naval aviation 
unit organized for flight tactical purposes, a naval air station or 
aviation school. Similarly, only surface warfare qualified officers of 
the line may command surface ships such as battleships. The same 
pertains for the submarine service. Restricted Line officers are in- 
volved in directly supporting the operations of the Navy and are 
not assigned to war-fighting billets. Examples are Aviation Mainte- 
nance Duty Officers and Aeronautical Engineering Duty Officers. 

Staff Corps officers are developed to provide support to the Navy 
in specialized skill categories. There are four Staff Corps of the 
Navy established by law (10 U.S.C. 5155): Medical Corps, Dental 
Corps, Judge Advocate General Corps, and Chaplain Corps. The 
Secretary of the Navy, authorized by law to establish other Staff 
Corps, has designated four additional Staff Corps: Medical Service 
Corps, .Nurse Corps, Civil Engineering Corps, and Supply Corps. 
The Supply Corps and Civil Engineering Corps perform acquisition 
and contracting functions. Staff Corps officers are restricted in the 
types of billets they may occupy. Title 10 U.S.C. Section 5945 pro- 
vides that officers in staff corps may only command activities ap- 
propriate to their Corps. For example, the Commander of NAVSUP 
must be a Supply Corps officer. 

Navy personnel management is complicated by the necessity for 
establishing shore billets for officers returning from sea duty, The 
Navy has established a sufficient number of these billets ashore to 
be filled by personnel who are qualified to augment fleet units in 
response to national taskings. In addition, shore billets are allocat- 
ed to the URL community for professional development of its per- 
sonnel. Thus, the career development of URL officers, such as 
naval aviators, will place a heavy emphasis on sea duty and oper- 
ational assignments. Assignments external to operations and sea 
duty are considered as career broadening. The Navy has to special- 
ly manage the career development and assignments of Naval avi- 
ators. Aviation officer requirements include billets in squadrons, on 
ships, on embarked aviation staffs, in Research, Development, Test 
and Evaluation activities and in other aviation units. This may be 
illustrated by the typical career pattern of naval aviators which is 
flying intensive during the first 14 years of service. During this 
time, they may be expected to have a t  least three sea tours and 
shore assignments would entail heavy flying requirements in un- 
dergraduate pilot and flying and in fleet, readiness squadrons. Mid- 



grade career development is split between aviation and career 
broadening billets. According to the DOD Aviator Retention Study, 
Vol I, (November 28, 1988), "few naval aviators have more than 
one non-aviation assignment in their first 18 years of service." The 
Navy assigns senior aviators (captains) to billets in which they may 
utilize their experience including command of aviation units and 
staff assignments ashore. There are also non-aviator billets which 
are allocated to the aviation, surface, submarine, and general URL 
communities for professional development. 

Civilian Personnel Management 
The Navy has followed a traditional, decentralized approach to 

personnel management of its civilian employees with career pro- 
gram development policies generally delegated to the SYSCOM 
headquarters. Primary responsibility for program execution resides 
with line or functional managers who approve plans and policy 
with the servicing civilian personnel office providing support and 
administration. 

AIR FORCE PERSONNEL MANAGEMENT 

Responsibility for Air Force civilian and military personnel in- 
heres in the Secretary of the Air Force, assisted by the Assistant 
Secretary far Manpower and Reserve Affairs, who is responsible for 
the overall supervision of manpower, personnel, and reserve com- 
ponent affairs. Three major areas of responsibility under this As- 
sistant Secretary are: (1) manpower and organization; (2) military 
and civilian personnel including their procurement (accession), as- 
signment, training, promotion, career development, compensation 
and utilization; and, (3) manpower management programs to in- 
clude manpower mix policies and military essentiality of positions. 
The structure of the Office of the Assistant Secretary for Manpow- 
er and Reserve Affairs is depicted by Exhibit 111-12. 
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Air Staff Organizution/Deputy Chief of Staff (Personne 1) 
Within the Air Staff, the Deputy Chief of Staff, Personnel, whose 

organization is depicted by Exhibit 111-13, plans and supervises the 
policies and procedures for Air Force civilian and military person- 
nel activities. Four organizations under the Deputy Chief of Staff 
(Personnel) are of particular interest within the context of this 
report. First, General Officer Matters plans and effects the man- 
agement of the General Officer force and coordinates their assign- 
ments. This organization is critical because it controls the assign- 
ment and tenure of all General Officers, including Program Direc- 
tors. Second, the Director of Personnel Programs is responsible, 
among other things, for: all education and training activities (in- 
cluding budgeting) within the Air Force; determining required 
force levels; establishing budget programs to support these levels; 
providing guidance to the Air Force Institute of Technology and 
other Air Force schools responsible for acquisition training; moni- 
toring specialty changes in the Air Force Classification System; 
and, for determining the impact of converting military positions to 
civilian positions. 



Director o f  Civilian Personnel 
7 -. - - 

The two most important offices in managing the workforce are 
the Director of Civilian Personnel and the Assistant Deputy Chief 
of Staff for Military Personnel. The Director of Civilian Personnel 
directs the formulation of policy for comprehensive civilian person- 
nel program management. To carry this out, the Directorate is or- 
ganized as shown in Exhibit 111-14. The Director-who is "dual 
hattedp'-also serves as the Director of the Air Force Civilian Per- 
sonnel Management Center and is a member of all Air Force 
Career Program Policy Councils. 

The Assistant Deputy Chief of Staff for Military Personnel wears 
a "second hatp' as  the Commander of the Air Force Military Per- 
sonnel Center. This individual supervises and directs the overall 
management of military personnel (all enlisted and officers in the 
grade of colonel and below), including their distribution. The Mili- 
tary Personnel Center (Exhibit 111-15) operates the military person- 
nel system and is the single manager for the personnel data 
system: active duty, civilian, Air Force Reserve and National 
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EXHIBIT 111-15 Deputy Chief of Staff (Programs and Resources) 
The Deputy Chief of Staff, Programs and Resources is responsi- 

ble for the sizing and civilian-military mix of the Air Force. As 
such, this individual develops and administers policy for the alloca- 
tion of active military and civilian manpower resources throughout 
the Air Force. 

Direct Reporting Units 
The Air Force Civilian Personnel Management Center 

(AFCPMC), a Direct Reporting Unit to the Director of Civilian Per- 
sonnel, is responsible for centralized Air Force career management. 
To accomplish its mission, there are two separate Divisions. The In- 
tegrated Systems Management Division is responsible for the oper- 
ation and enhancements to the Personnel Data System-Civilian 
(PDS-C). The Career Management Division is responsible for career 
program management and recruiting of Air Force interns. 

Each civilian career program is organized as a PALACE Team 
with a chief from that functional area, such as Contracting and 
Manufacturing. Currently, there are ten PALACE Teams for 19 
career programs as some of the smaller career programs are con- 
solidated into one Team, such as, the Team for Manpower and Per- 
sonnel. Within broad parameters, each PALACE Team and career 
program is tailored to meet the needs of that functional career 
field and its. senior leadership. Each career program generally has 
the following characteristics: centralized operation in terms of re- 
cruiting, training and funding for interns, and centralized referral 
for senior positions. Thus, in terms of career program management 

. and the PALACE Team structure and operations, the Air Force 
system is centralized and vertically integrated with close coordina- 
tion between functional management and civilian personnel. 

The Air Force Military Personnel Center (AFMPC) is responsible 
for the centralized management of the military force (both officers 
and enlisted). It also employs a PALACE Team concept for the 
management of assignments and is responsible for the following 
functions: officer and enlisted evaluation systems; the procurement 
of personnel; the promotion system; retention, retirement and sepa- 
ration; and, operation of the Air Force Personnel Data System. 

The PALACE Teams consist of individuals from a career field, 
such as contracting, who are assigned to AFMPC for a normal duty 
tour. The AFMPC (Contracting) PALACE Team has contracting 
(AFSC 65XX) officers and enlisted personnel assigned. Their pri- 
mary purpose is to manage the contracting military workforce in 
terms of accessions and assignments. While independent of the 
senior military contracting leadership, they have established lines 
of communication and consult with the Air Force contracting lead- 
ership. 

Outside of AFMPC and AFCPMC, the military and civilian chiefs 
of personnel work for the commanders at each organizational level. 
Each major field activity has a staff personnel function, military 
and civilian, which works for the commander. At  the installation 
or base level, there is a military Consolidated Base Personnel 
Office and a civilian Central Civilian Personnel Office. The execu- 
tion of personnel policy is shared between the traditional base and 



field command personnel organizations and the centrally managed 
functions at  AFMPC and AFCPMC. 

Military Personnel Management 
Military acquisition personnel management is built on, and is an 

extension of, the basic Air Force career development concepts and 
personnel management principles embodied in AFR 36-1, "Officer 
Classification," March 15, 1985 and AFR 36-23, "Officer Profession- 
al Development," January 1, 1989. AFR 36-1 describes the duties, 
responsibilities, and qualifications required of the various Air 
Force Specialty Codes (AFSCs) assigned to Air Force officers, in- 
cluding those in the Program Management and contracting areas. 
AFR 36-23 outlines the Air Force Officer Professional Development 
Program and provides career path information for use by officers 
in each of the applicable Air Force Specialty Codes in planning 
their Air Force career progression and includes specific chapters 
for the different utilization fields within the Air Force. 

Accordingly, there is a separate and distinct career path for Air 
Force Officers in various functions. For example, there is a specific 
career path for Acquisition Contracting/Maanufacturing Staff Offi- 
cers (65XX), as well the three primary sources of military Program 
Managers: Scientific (26XX); Acquisition Program Management 
(27XX); and Development Engineering (28XX) utilization fields. 

The most important career development activity for junior offi- 
cers (second lieutenant through junior major) is work that en- 
hances career specific professional/technical competencies. Accord- 

, a limited number of captains would serve in lower staff jobs 
whi inglr e a significant number of majors would serve in such jobs. 
Lieutenant colonels would receive a broader range of experience 
with emphasis on demanding staff jobs. Professional military edu- 
cation (PME) and academic education are important and should 
parallel and support the requirements of the job. There are three 
levels of Air Force PME in ascending order: Squadron Officer 
School (SOS), Air Command and Staff College (or another Interme- 
diate Service School) and Air War College (or another Senior Serv- 
ice School). 

The Air Force military personnel management system is a mix- 
ture of centralized and decentralized functions. Force-level plan- 
ning or modelling, Professional Military Education, assignments 
and promotions are centralized. Professional development is left to 
the individual officer in conjunction with the local commander or 
su~ervisor and the servicing Consolidated Base Personnel Office - 
(CBPO). 

Rated Force Management. Beyond the traditional characteristics 
of a military personnel management system, the Air Force man- 
ages its military personnel pursuant to its unique "fly and fight" 
mission. This calls for special handling of its rated force, composed 
mainly of aviators and navigators. Rated officer management, how- 
ever, applies only to officers in the grades of lieutenant through 
lieutenant colonel. All colonels are considered to be a separate 
management asset and are thus treated as a separate group. Thus, 
there is a dichotomy in the management of rated vis-a-vis non- 

rated officers: non-rated officers cannot be assigned to operational 
positions whereas rated officers can be assigned to support posi- 
tions. 

The Air Force rated force requirements are determined by the 
wartime missions of the Air Force. In determining the total num- 
bers of rated officers required, consideration is given to line cockpit 
aviator positions required based on crew ratios for primary author- 
ized aircraft. There is also a staff requirement for the rated posi- 
tions necessary to provide management and operational staffs at 
all levels of command. While military aviation careers are general- 
ly flying intensive, they also include non-flying assignments. The 
Air Force uses the management tool of rated supplements to place 
rated officers in non-flying assignments. 

Rated Supplements. The Air Force identifies certain non-aviation 
positions, designated as rated supplements, for rated officers. The 
size of the rated supplement is established by a board of General 
Officers-the Rated Supplement Requirements Board (RSRB)- 
which examines each functional specialty in the Air Force and de- 
termines an appropriate level of rated officers for each area. A 
number of acquisition positions are designated as rated supplement 
positions. 

The Air Force believes the use of rated supplements provide two 
benefits, according to the DUD Aviator Retention Study, Volume I 
(November 28, 1988). 

First, the operation of a functional area is enhanced by 
the direct infusion of rated skills and experience. . . . At 
the same time, there are benefits for the officer filling the 
supplement position. The individual gains knowledge in 
other areas of the Air Force, outside of rated operations. 
This adds to officer professional development and supple- 
ments professional military education. 

In January 1989 an Air Force General Officer level authoriza- 
tions conference decided to redefine the requirement for rated offi- 
cers in non-aviation duties. Rather than define a level of rated offi- 
cers to be assigned in each functional specialty, a process was initi- 
ated of converting previously nonrated positions to rated positions 
when the specific duty calls for rated expertise. When this conver- 
sion process is complete, the remaining rated supplement authori- 
zations will be phased-out. When the conversion and phase-out are 
complete the Air Force. will have a definitive position-by-position 
statement of requirements for rated skills. The Air Force may still 
use rated officers in acquisition, technical, and scientific fields 
when a rated officer's skills can be justified as necessary to the or- 
ganization's mksion. 

The Air Force pilots' professional development pattern as shown 
in Exhibit 111-16, is important since the application of the rated 
supplement affects the management of the contracting and Pro- 
gram Management career fields in the Air Force. This is especially 
so when coupled with the concept of "flying gates." * 

Flying Gates. The Aviation Career Incentive Act of 1974 (P.L. 93- 
294) established aviation career incentive pay (ACIP) to attract and 
retain officers for aviation careers. To continue receiving ACIP, or 
"flight pay," officers must meet specified ACIP gate requirements 



at  12 and 18 years of aviation service to maintain this entitlement. 
An officer must have at least 6 years of operational flying duty at 
the 12 year gate to be entitled to continuous ACIP until the 18th 
year of service. At the 18 year gate, the requirement is 9 years of 
operational flying to be entitled through the 22nd year of service. 
They need 11 years of operational flying to be entitled through the 
25th year of service. Failure to meet these gates results in termina- 
tion of continuous payments. 
This is relevant to both Program Management and contracting 

as the Air Force has decided to use rated officers as Program Man- 
agers for major aircraft weapon systems acquisitions. In addition, 
most senior General Officers in Air Force Systems Command, such 
as the Program Executive Officers, are rated. 
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Generalists. Another policy which affects management of the Air 
Force miIitary workforce is the concept that in senior positions the 
management and leadership skills of the officer are most critical. 
The Air Force developed a system of generalist Air Force Specialty 
Codes to identify this requirement. For example, a position requir- 
ing the skills of a rated officer, but not the specific skills associated 
with a particular weapon system such as the F-16 pilot would fall 
into the generalist category. The requirements for some test pilots/ 
navigators and the majority of the research and development staff 
falls within the General Operations Staff (GOS) category. This is 
most pronounced a t  the senior grades. About 80 per cent of the re- 
quirements for rated colonels is GOS. Also, all General Officers 
hold the same AFSC of 0002, regardless of their position. 

Civilian Personnel Management 
Air Force civilian personnel management is a combination of 

centralized policy-making and decentralized execution of the tradi- 
tional personnel functions. Superimposed on the traditional civilian 
personnel structure is a centralized career program structure in 
which *senior functional and civilian personnel operate as an inte- 
grated team. Basic policy guidance is contained in Air Force Regu- 
lation 40-110, "Civilian Career Program Management," October 3, 
1988. It establishes Air Force Career Program policies, goals, re- 
sponsibilities, and management structures. It also sets forth the 

' 

basic elements and procedures characteristic of Air Force career 
programs. Individual career programs, through their respective 
Policy Councils, issue supplementary guidance, via specific volumes 
to AFR 40-110, that is applicable to their program. 

At the apex of each career program is a Policy Council, composed 
of both senior functional managers (civilian and military) plus the 
Director of Civilian Personnel. Most career programs are chaired 
by a Senior Executive Service civilian, such as the Deputy Comp- 
troller of the Air Force or a Deputy Assistant Secretary. Some, 
however, are chaired by a senior military officer. 

The Air Force established its Procurement Career Management 
Board in response to the contracting career management program 
requirements established by DOD Instruction 5100.58, "Defense 
Procurement Career Management Board", discussed above. This 
was done prior to the establishment of the Air Force Civilian 
Career Program structure: the organization and relationship of this 
Air Force Board to the Defense Procurement Career Management 
Board is depicted a t  Exhibit 111-17. 
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For career program purposes the Air Force classifies its work- 
force into three categories: career general force, career executive 
force, and career broadening positions. Career executive force ap- 
plies to all positions centrally-managed, i.e., filled using the central 
referral system. Career broadening positions are positions reserved 
for limited tours in which an individual will acquire new knowl- 
edge, skills, and abilities not available through normal career pro- 
mession. The career general force applies to all other positions, 
Gs-5 and above in the workforce. 

The Air Force has established a centrally-managed and funded 
intern program known as PALACE ACQUIRE, which provides for 
centralized recruiting of interns on college campuses for the vari- 
ous career programs. Some managerial and technical training is 
centrally managed. In addition, executive and long-term full-time 
training is centrally managed through the career program concept. 
Referrals to mid-level and above positions within the career pro- 
gram structure is centrally managed by senior functional manage- 
ment with the support of the Director of Civilian Personnel and 
the Air Force Civilian Personnel Management Center. 

Thus, the Air Force has established a structure and management 
philosophy that provide for career development in a centralized 
mode, with the heavy involvement and influence of the senior lead- 
ership in that functional area. The traditional, routine personnel 
management functions remain within the purview of the local ci- 
vilian personnel community and commander. 

DLA PERSONNEL MANAGEMENT 

The Defense Logistics Agency has responsibility for the career 
management and development of its civilian personnel, including 
civilians employed in the contracting function. Military staffing 
and personnel management is provided by the Army, Navy, Air 
Force, and Marine Corps-hence providing for DLA's 'purple suitJ' 
character. Military officer career development remains with the re- 
spective Services. 

Personnel management responsibilities are shared between the 
DLA Staff Director for Civilian Personnel, who provides overall 
staff guidance and establishes DLA-wide civilian career programs, 
and the appropriate Principal Staff Element (PSE). The Staff Direc- 
tor issues regulations and manuals as required, coordinates pro- 
gram development, evaluates the effectiveness of DLA career pro- 
grams, and assists in evaluating DOD-wide civilian career pro- 
grams. The Staff Director is supposed to initiate professional pro- 
grams to meet the specialized needs of functional managers. 

The Principal Staff Elements (PSE) are the heads of various 
headquarters Directorates, such as contracting or quality assur- 
ance. They provide, in a generic sense, the leadership in developing 
civilian career programs and serve as the component functional 
chief for DOD-wide civilian career programs. The PSE is responsi- 
ble for tailoring the career program to the needs of its functional 
community by establishing specific provisions, such as mandatory 
training, providing technical advice and guidance to commanders 
of the Primary Level Field Activities (the supply centers, depots, 
service centers and DCASb), and monitoring/evaluating program 

effectiveness to ensure that shortfalls are addressed and resolved. 
Each PSE also sits on the DLA Headquarters Advisory Council, 
which advises the DLA Director on career program and personnel 
matters. 

In addition to the Headquarters staff elements, the Commanders 
of DLA Primary Level Field Activities are responsible for collabo- 
ration among the functional directorates and civilian personnel of- 
fices in implementing and administering career programs. They 
also assure that current Office of Personnel Management (OPM), 
DOD, and DLA qualification requirements, appraisal and counsel- 
ling programs, and training/development programs are implement- 
ed and that there is an adequate annual intake of interns who will 
be candidates for key positions in the future. Managers and super- 
visors in the Primary Level Field Activities are responsible for the 
career development of individuals within their organization. 

PERSONNEL DATA SYSTEMS 
An effective automatic data processing system (ADPS) and at- 

tendant management information system (MIS) are critical to man- 
aging the acquisition workforce. This is especially true in the case 
of the Department of Defense where a large workforce serves in 
many different functional areas requiring varying qualifications, 
education and training, and is distributed in many different loca- 
tions around the world. This section further discusses this impor- 
tance, describes attributes of an effective system and discusses the 
status of current and planned DOD systems designed for this pur- 
pose. 

IMPORTANCE OF EFFECTIVE DATA AND MIS SYSTEMS IN PERSONNEL 
MANAGEMENT 

The necessity for effective ADP and management information 
systems was highlighted in the previously discussed Task Group 6 
report: 

The agency Procurement Executive needs a system to col- 
lect and maintain information on the agency procurement 
work force which will provide the basis for management 
decisions related to the Procurement Career Management 
System. . . . Knowledge of the shortfalls in the agency pro- 
curement work force and the use of centralized resources 
to overcome those shortfalls requires an agency-wide pro- 
curement personnel information system. . . . For a large 
agency, the procurement personnel information system 
could involve extensive computer capability and dedicated 
people. 

An effective ADP system is necessary for the day-today oper- 
ation of a personnel management system. ADPS may be used to 
support various personnel management functions such as the as- 
signment and promotion process, position management, and the 
training and education of the workforce as well as other personnel 
functions. An ADPS is essential for military personnel manage- 
ment as so many of the personnel management responsibilities, 
such as assignments and promotions, are centralized in a military 



personnel center. Civilian personnel management may rely on 
manual systems so long as the civilian personnel function remains 
decentralized. However, career management of the workforce in 
large agencies such as the Department of Defense requires an 
ADPS. The ADPS also serves as a basis for required reports to or- 
ganizations such as the Defense Manpower Data Center and the 
Office of Personnel Management. 

An effective MIS provides deckionmakers another taol in terms 
of planning, coordinating, and controlling-the workforce. Thus, the 
MIS database must contain the types of data needed, and this data 
must be readily acoessible. There is a nexus to the operational 
ADPS, because the data input in the ADPS may be refined and 
used as management information in the MIS. Since the relation- 

.. ship between inputs and outputs is reciprocal: outputs define or 
drive data requirements; inputs control the nature and accuracy of 
information provided as outputs, defining the output and identify- 
ing the input is critical. This issrucial as the most sophisticated 
technology cannot extract precious ore from an empty mine shaft. 

LACK OF COMMON CRITERIA AND STANDARDIZATION IN CURRENT 
PERSONNEL SYSTEMS 

Limitations in personnel data systems have been identified as a 
key factor inhibiting the effective management of the acquisition 
workforce. For example, a 1987 GAO report on the government's 
procupement workforce i.iBwcurement Personnel: Information on the 
Procurement Workforce, B-222782, November 5, 1987) noted that 
the failure to use common criteria in defining who is in the pro- 
curement workforce adversely impacted the government's ability to 
determine the condition of the procurement workforce. The report 
noted that the Federal Acquisition Institute (FAI) information sys- 
tems did not identify all those personnel and excluded employees 
who were not in the procurement workforce. Additionally, GAO 
found that the Federal Acquisition Personnel Information System 
(FARIS), which was developed by FA1 to report on the procurement 
workforce, did not include essential information on personnel such 
as their training and experience levels. They found that although 
FAPIS covers 28 different occupational series and contains data on 
number of employees, turnover rates, average age and average 
grade, and educational levels, the system has many limitations. For 
example, it cannot identify contracting officers. Since some agen- 
cies have contracting officers in other than the core series (GS- 
1 t02), the FAPIS can "neither - - precisely nor comprehensively iden- 
tify the procurement workforce." 

Lack of standardized requirements for reporting data on DOD ac- 
quisition personnel has also been identified as a problem. Recogniz- 
ing this deficiency, the Defense Manpower Data Center (DMDC) 
which, along with the Assistant Secretary of Defense (FM&P), has 
responsibility for management reporting of DOD personnel data, 
has sought to establish standard requirements for reporting data 
on contracting, Program Management, and other acquisition per- 
sonnel. This would include identification of contracting officers and 
Program Managers of both major and non-major programs. Howev- 

er, the Services have not yet agreed to develop the data system 
structure. 

Additionally, as will be discussed in more detail below, there is 
no single or standard automated data system or management infor- 
mation system within the Department of Defense. Rather, each 
Service has a t  least two data systems: one for civilian personnel 
and one for military personnel. Each Agency also harr its own data 
system for its civilian employees. As a consequence, there is pres- 
ently no automated management information system providing 
pertinent personnel information to the leademhip within the De- 
partment. Since 1987, the DMDC has been trying to establish 
standard requirements for reporting data on contracting, Program 
Management, and other acquisition personnel (DODI 5000.52 
(Draft)). This would include identifcation of contracting officers 
and Program Managers of both major and non-major programs. To 
date, the Services have not agreed to develop the data system 
structure to meet these requirements. 

Army Data Systems 
The Army currently has four different personnel data systems 

applicable to the acquisition workforce: one for military officers 
and three for civilians. The Deputy Commanding General, Informa- 
tion Management within the Army Personnel Command (PERS 
COM) has overall responsibility for developing and maintaining all 
Army personnel information systems. The Personnel Information 
Systems Command (PERSINSCOM) is responsible for automation 
of the data systems for PERSCOM as well as field office systems, 
most notably the Standard Installation Division Personnel System 
(SIDPERS). The latter is the primary installation-level data inter- 
face to the centralized Army personnel data systems. 

A11 Army personnel data systems require further enhancements 
to meet the requirements of DOD Directive 5000.52, DOD 5000.52- 
M (Draft), and DODI 5000.52 (Draft). Neither the military nor civil- 
ian system currently identifies contracting officers and Program 
Managers. Furthermore, neither system identifies mandatory train- 
ing requirements or the training status of civilian and military per- 
sonnel. 

Officer Personnel Management Information System. This is a cen- 
tralized military ersonnel data system under the cognizance of the 
Deputy Chief of l ta f f  for Personnel (DCSPER). This system is used 
by PERSCOM for centralized management of the officer corps to 
include promotions, assignments, selection for training, command 
selection, the Officer Evaluation Reporting System (OERS), and 
strength data. 

Civilian Personnel Data Systems. On the civilian side, the Army 
has three different civilian personnel data s sterns: the Standard 
Civilian Personnel Management Information stem (SCPMIS), the 
Civilian Personnel Accounting System (CPA!&, and the Corps of 
Engineers Management Information System (COMIS). All three 
systems are either fully or partially automated. There ie also a Ci- 
vilian Personnel Information Management System (CTVPERSINS) 
a t  Headquarters Army level. 

In 1980 the Army began to develop a single, standard data 
system. The importance of this undertaking was reiterated when 



President Reagan's Management Improvement Program (Reform 
88), established in 1981-1982, directed that there be only one func- 
tional, e.g., civilian personnel, data system in an agency. After 4 
years of tergiversation, the Director of the Army Staff decided in 
December 1984 to develop the Army Civilian Personnel System 
(ACPERS). With deployment scheduled from July 1987 through 
September 1988, it was intended to upgrade and standardize auto- 
mated data processing support capabilities for civilian personnel 
administration functions such as training and development and 
staffing. Once implemented, this system was intended to support 
the 174 Army civilian personnel offices world-wide. However, 
ACPERS encountered software engineering difficulties and cost- 
growth problems. As a result of an Army study team's recommen- 
dations, the Under Secretary of the Army decided in April 1988 to 
cancel the ACPERS, after spending 27 million dollars, and adapt 
the Air Force Personnel Data System-Civilian. This alternative had 
previously been rejected by the Army in September 1983 for techni- 
cal reasons. According to the General Accounting Office (Acquisi- 
tion of Army Civilian Personnel System, B-229709, March 3, 1989), 
authority to approve ACPERS system development decisions has 
been-restored to the Major Automated Information System Review 
Council (MAISRC). 

The upshot is that the Army currently lacks an automated civil- 
ian personnel data system for operation of civilian personnel pro- 
grams in contracting and other acquisition/Program Management 
career fields. The Army will be unable to effectively manage its ac- 
quisition workforce until a supporting data system is operational. 
The Army's decision to purchase the Air Force PDS-C is restricted 
to the base-level PDS-C functions, which will be known as the 
Army Civilian Personnel System (FIELD ACPERS). This system 
will be used for data input and installation-level personnel manage- 
ment. It is further planned that the FIELD ACPERS will be able to 
interface with an Army developed Headquarters ACPERS. But the 
primary focus of the latter is on strength reporting and accounting. 

Navy Data Systems 

Officer Personnel Information System. The Navy has a standard 
automated data system-the Officer Personnel Information System ' 
(0PINS)-for headquarters level management of the officer corps. 
It supports traditional centralized officer personnel management 
functions for assignment, promotion, performance, strength report- 
ing, and data reporting of other corporate systems, such as the De- 
fense Enrollment Eligibility System (DEERS). Data elements were 
developed and instituted to support generic requirements across all 
personnel specialities, for example, Aviation, Nuclear, and Staff. 
The system supports career development and DOPMA manage- 
ment requirements. The OPINS database is not a real-time infor- 
mation system, nor does it provide specifically tailored data to sup- 
port the Department of Defense training and reporting require- 
ments of the DOD Directive 5000.52 series a t  corporate or activity 
level. At present, OPINS cannot identify all mandatory training re- 
quirements for acquisition personnel within the purview of DOD 
5000.52. 

- 
Civilian Personnel Data System. The Navy's civilian career man- 

agement system is decentralized as is civilian personnel manage- 
ment information systems. Although having acquired portions of 
the Air Force Personnel Data System-Civilian (PDS-C), the Navy is 
not presently using this data system for career program manage- 
ment purposes, but rather to support the operations of local civil- 
ian personnel offices in their o rations. This situation is an im- 
pediment to providing standarrrnanagement information to the 
Navy senior leadership in critical areas such as training and re- 
flects the Navy's traditional, decentralized approach to civilian per- 
sonnel management. Feedback is thus provided manually, or 
through face-to-face meetings. Individual activities and SYSCOMS 
also have their own feedback mechanisms. For example, at 
NAVFAC individual progress is tracked on a command-wide 
system which monitors training completions, education, contract- 
ing officer warrant levels, rank, grade, duty location and other rel- 
evant career management information. This provides an excellent 
management tool for NAVFAC in identifying training require- 
ments, allowing them to effectively utilize their training resources. 
A master procurement training data base is maintained a t  Port 
Hueneme, California, and utilized by Headquarters NAVFAC on a 
daily basis to monitor the overall state of the training program. 
Other SYSCOMS have also established their own unique manage- 
ment information mechanisms to monitor the overall state of their 
career programs. What is lacking is a standard Navy system. 

The Navy's Officer Personnel Information System, while suffi- 
cient to support traditional centralized officer personnel manage- 
ment functions is not sufficient to manage an acquisition career 
force. While the Navy has command-wide systems for tracing spe- 
cific aspects (such as training) of civilian career development, the 
Navy has no centralized personnel data system that can provide 
standardized data on the civilian workforce, and any data to be 
used for career program management on a centralized basis must 
be assembled manually. Furthermore, significant changes are 
needed to comply with the Draft DODI. 

Air Force Data Systems 

The Air Force has two standard automated personnel data sys- 
tems, one for military and the other for civilian personnel. Both 
systems are operated on the same computer hardware, located at 
each Air Force base or activity and a standard, common computer 
system run by the Air Force Military Personnel Center a t  Ran- 
dolph Air Force Base, Texas. However, there are two distinctly dif- 
ferent software programs and data bases to meet the distinctive 
needs of the military and civilian populations. Common to the mili- 
tary and civilian personnel data systems is a division in both be- 
tween base level and centralized Headquarters Air Force (HAF) 
level systems. In both military and civilian s stems, data flows 
from the various Air Force bases via AUTODIK to Randolph Air 
Force Base. 

Military Personnel Data System (PDS/. While the Military Per- 
sonnel Data System is the sin le official Air Force military person- 
nel data system, Air Force ystems Command (AFSC) has devel- tf 
oped its own information system to facilitate the management of 



personnel in the Acquisition Management Professional Develop- 
ment Promam, developed and operated by the Air Force Military 
personnel-Center . 

The PDS supports the personnel management operations of the 
base-level Consolidated Base Personnel Office (CBPO) and the Air 
Force Military Personnel Center for military members-officer and 
enlisted. Assignments, promotions, separations and accessions, Pro- 
fessional Military Education and other traditional personnel man- 
agement actions are centrally managed by using PDS. The PDS is 
developed, operated, and maintained by AFMPC. PDS is used for 
work force analyses and modelling to project accession require- 
ments and future trainin needs. 6 The PDS has the capa ility to provide various types of rnanage- 
ment information to functional managers upon request. For exam- 
ple, work force information on contracting members is provided to 
the Director of Contracting and Manufacturing Policy periodically. 
Nonetheless, enhancements to PDS would be required to comply 
with the acquisition career program requirements in the DOD 
5000.52 series, especially in the areas of training and Program 
Management. This is especially the case in identifying contracting 
officers, Program Managers, and in monitoring mandatory training 
status. 

HQ Air Force Systems Command maintains a MAJCOM-unique 
database containing all officers enrolled in the AMPDP. The per- 
sonnel data system maintained b AFMPC contains a field describ- B ing the level of certification an o ficer has attained in the program. 
This provides direct feedback to the officer enrolled and manage- 
ment feedback to each field organization of AFSC as well as other 
Air Force MAJCOMs. Currently, neither the AFSC data system 
nor the Air Force PDS have the capability to identify individuals 
who are Program Managers or Deputy Program Managers for 
major and non-major programs. 

Civilian Personnel Data System. The Air Farce developed and 
uses an automated data system known as Personnel Data System- 
Civilian (PDS-C) for managing its civilian personnel. It consists of 
a base-level system and a centralized Headquarters Air Force level 
system, and uses the same computer systems that support the mili- 
tary PDS. PDS-C is extremely flexible, and programming changes 
to improve its capacity or enhance its capabilities are frequently 
made. Several other Federal agencies, including the Army and 
Navy, have adopted various segments of the Air Force base-level 
PDS-C system. PDS-C operates the Air Force-wide centrally man- 
aged career program referral s stem known as the Promotion and 6 Placement Referral System ( PRS). It also provides a tool to 
manage the other aspects of career management, such as training. 
PDS-C interacts with other data systems, such as the training 
Pipeline Management System (PMS). This system is used by the 
Contracting and Manufacturing Civilian Career Program to 
manage its civilian workforce Air Force-wide. 

AFCPMC has developed a near real-time career program MIS as 
an extension of PDS-C to allow PALACE Teams to better manage 
career program elements. The data base is extracted from the 
HAF-level PDS-C file. It provides information on positions, regis- 
trants, training, and other elements. Civilian PALACE Teams are 

able to use this information and to extract other management re- 
ports from PDS-C to provide the top civilian and military manag- 
ers in the Air Force information on promotions, training, interns, 
and other essential information to manage the Air Force civilian 
workforce. 

Defense Logistics Agency Data System. 
The Defense Logistics Agency lacks an effective automated data 

system to help manage its workforce and receive feedback informa- 
tion. Hence, management has to rely on manual means such as 
training surveys. A Headquarters Civilian Personnel Managemmt 
Survey of primary level field activities is conducted periodically to 
assess field program operations. At that time, training and career 
management initiatives are evaluated and reports provided to field 
commanders. Other elements of the civilian contracting career pro- 
gram that are evaluated are recruitment, intern progress, assign- 
ments, and promotions. 

The current field system, the Automated Payroll, Cost and Per- 
sonnel System (APCAPS), is deficient in the training area. For ex- 
ample, it does not collect training requirements on a centralized 
basis, a situation highlighted by the fact that DLA has no current 
training data readily available. The most current overall data is 
based on field reports from Fiscal Year 1985. Periodic summary re- 
ports on military service school space requirements are obtained on 
a Fiscal Year basis. 

On several past occasions, DLA initiated projects to design uni-- 
form ADP programs to enhance the management of training. Each 
effort was unsuccessful as resources were either not available or 
other ADP priorities were considered more important. Accordingly, 
each field activity was left to its own devices to collect and main- 
tain such training requirements data as it judged necessary. Some 
activities developed manual systems and others developed rudimen- 
tary computer programs. As a result, there was no uniformity of 
data nor a capability to centrally manage the data. In March 1985, 
DLA decided to press for the use of one or more existing local man- 
agement information systems agency-wide as an interim measure. 
Ultimately, it was decided to adopt a system developed in the 
Boston DCASR for Agency use. This system ie known as the DLA 
Interim Training System (DITS). Barring funding or equipment 
problems, DITS should be in operation throughout DLA by FY90. 
Meanwhile, DLA is working to develop a new upgraded APCAPS 
Training Subsystem which should occur by FY91. However, as cur- 
rently configured this system will not provide OSD all the informa- 
tion required by Draft DODI 5000.52. 



CHAPTER IV-THE ACQUISITION WORKFORCE 

As noted in Chapter I, the Department of Defense has had diffi- 
culty in identifying the categories of personnel for inclusion within 
the acquisition workforce. Over the years, there has been a steady 
expansion of the jobs and functions that are to be included within 
the scope of the acquisition workforce. Nonetheless, it has proven 
difficult to translate the definition of acquisition into the identifica- 
tion of personnel involved in the acquisition function. 

CIVILIAN PERSONNEL IN THE ACQUISITION WORKFORCE 

Utilizing the proposed criteria of the Draft DOD Manual 
5000.52-M (Dec. 13, 1988), the Defense Manpower Data Center 
(DMDC) has categorized the civilian acquisition workforce to in- 
clude personnel in nine "core" or basic occupational series, plus 
more than sixty additional "shared" series when those personnel 
are assigned to a procurement or acquisition command. Individuals 
in the core or basic series are considered part of the acquisition 
workforce no matter where they are assigned. Conversely, individ- 
uals in the shared series have skills or specialities that are not ex- 
clusively in an acquisition function; these individuals are identified 
as part of the acquisition workforce only if assigned to an acquisi- 
tion organization (this presumes they are performing acquisition 
functions in that organization). 

The nine core acquisition series are: 

CORE ACQUlSiTlON SERIES 

Series I rjtie 

Civilians assigned to a procurement or acquisition command, 
who are in the following shared occupational series are also includ- 
ed in the acquisition workforce: approximately twenty different en- 
gineering series such as general engineer, mechanical, aeronauti- 
cal, naval, electronic, and industrial engineer; life sciences; physi- 
cal sciences including physics and chemistry; mathematics, cornput- 
er science, and operations research; business and industry; equip- 

(211) 

GS-246 ....................................................................................... 
...................................................................................... GS-340 

GS-345 ............................................................................... 
(3-346 ...................................................................................... 
GS-511 ....................................................................................... 
GS-1102 .................................................................................... 
a-1103 .......................................................................... 
flS-1104 .................................................................................... 
GS-1150 .................................................................................. 

Contractor Industrial Relations. 
Program Management. 
Program Analysis. 
Logistics Management. 
Auditing. 
Contracting. 
Industrial Property Management 
Property Disposal. 
Industrial Specialist. 



ment specialist; supply and transportation; budget and financial 
management; and, quality assurance. 

The table at Exhibit IV-I provides a complete tabulation of ac- 
quisition civilians both within and external to the acquisition com- 
mands: 

EXHIBIT IV-l 

CIVILIAN ACQUISITION WORKFORCE 
TOTAL WORKFORCE 

AIR FORCE 
20% 

ClVlUAN ACQUISITION WORKFORCE 

........................................................ Shard series (acquisition command) 
.......................................................... Basic series (acquisition command) 

Basic series (non-awuisition) 18026 ....................................................................... 

- 
Serics/assignment kmy 

From this table, four key factors about the acquisition workforce 
can he derived. First, the Navy has the largest percentage of the 
total Mia civilian acquisition workforce (42 percent), followed by 
the Armv (25 penxmt), the Air Force (XI percent), and lastly, the 

tween shared and basic series by Service and Agency is displayed 
by Exhibit N-2: 

-- - -- 
I I 1 I 

Navy Air Face 

EXHIBIT IV-2 

DM DDD Total 

PERCENT DISTRIBUTION OF 
ACQUlSlTlON CIVILIANS 

Shared Series Baslo Series 
OISTRlBUTlON OF ACQUISiTION ClVlLlANS 

m ARMY NAVY c I  AIR FORCE 

@%! DLA TOTAL DOD 

PERCENT DISTRIBUTION OF ACQUlSlTlON CIVILIANS 

Shared Series ............................................................................................... 
Basic Series 

Third, while the great majority of personnel in the basic or core 
acquisition disciplines are assigned to acquisition commands, there 
are signifcent numbers assigned and presumably pedoming ac- 
quisition function8 in non-acquisition commands. For example, the 
largest portion of the Navy's basic acqui~ition civilian workforce is 
assigned to the acquisition commands (84 percent), followed by the 
Air Force (70 percent), the Defense Logistics Agency (59 percent), 
and the Army (57 percent). Exhibit IV-3 shows the distribution of 
the personnel in the nine core or basic acquisition series by service 
and type of command. 

---- - -  

Defense Logistics Agency (13 percent). 
Second, ~eventy-three percent of the DOD civilian acquisition 

workforce is claesified in "shared" eerie8 (not considered acquisi- 
tion unless assigned to an acqukition command). The breakout be- 



EXHIBIT IV-3 

BASlC CIVILIAN ACQUlSlTlON SERIES 
PERCENT ASSIGNED TO ACQUISITION COMMAND 

ARMY NAVY AIR FORCE DL A 

The Army has six different specialty skills that may be consid- 
ered core or basic to acquisition. These skills and their distribution 
are shown in Exhibit IV-4. 

BASIC CIVILIAN ACQUISITION SERIES 

EXHIBIT IV-4-ARMY OFFICER CORE SPECIALTIES 

Program/budget ..................... .. .................................................................................... 
.......................................................................................... Research and developmenl 

Test and evaluation ........................................................................................... 
Contracting and industrial management .................... .. ................................................ 
Contract management ........................................................... .. ...................... 

f 
Industrial management ........................................ 

Total ............................................................................................... 818 710 1528 

DM 

8100 
5673 

13773 

About 54 percent of the Army's personnel in basic acquisition 
specialties are assigned to acquisition commands. The Army also 
has 381 officers in I1 different occupations or specialties that are 
considered part of the acquisition workforce while assigned to an 
acquisition command. 

Arr force 

8931 
3888 

12819 

As shown in Exhibit IV-5, the Navy has officer positions in 19 
specialties or occupations (known as Navy Officer Billet Classifica- 
tion (NOBC) codes) that are considered basic acquisition functions. Navy 

10254 
1974 

12228 

..................................................................................................... Acquisition wmmands 
Won-acquisition commands ........................................................................................ 

Total ............................................................................................................. . 

EXHIBIT IV-5-NAVY OFFICER CORE ACQUISITION SPECIALTIES 
I 

Army 

8617 
6491 

15108 

Fourth, in no case does the acquisition workforce constitute a 
majority of civilians assigned to the acquisition or procurement 
commands. For the S e ~ c e s ,  the proportion of civilians in the ac- 
quisition field assigned to the acquisition commands is about one- 
third of all civilians assigned. 

MILITARY PERSONNEL IN THE ACQUISITION WORKFORCE 
Again using the proposed new criteria, the military acquisition 

workforce has been identified in terms of personnel in basic or core 
specialties that are considered -acquisition positions by definition, 
and personnel in certain specialties that are included in the acqui- 
sition workforce when assigned to an acquisition or procurement 
command. The specialties included are different for each of the 

84 - Percent assigned to acquisition commands ................................................................ 70 57 59 

1476 
1480 
1485 
2161 
2162 
2163 
2164 
2165 
2 166 
2167 
2168 
2170 
6708 
6717 
6914 
7330 
7445 
7450 

1015Auditingofficer ................................................................................................................ 
Procurement management officer ............................................................................... 
Procurement contracting officer ................................................................................ 
Administrative contracting officer .................................................................................... 
Majar project manager (Select) ..................................................................................... 
Deputy designated project manager ................................................................................ 
Manager, designated project functional element ...................................................... 
Designated project business administrator ........................... 
Designated project systems integration coordinator ...................................................... 
Designated project engineering mdinator  ........................................ 
Designated project test and evaluation coordinator ......................................................... 
Designated project integrated logistics system coordinator ........................................... 
Designated project tupp31-I officer .................................................................................. 

..................................... Weapons procurement officer ... 
Program manager, Weapons systems .......................... .. ..... ....... .......... 
Naval plant representative .......................................................................................... 
Engineering materiel planning and procurement officer .............................................. 
Production engineering oftier ............................................................................... 
Shop prduction officer ................................................................................................... 

Total .................................................................................................................... 

28 
20 
57 
84 

0 
2 

10 
4 

10 
0 
6 
3 

4 5  
1 

15 
14 
1 
5 
8 

313 

I 

2 
34 

105 
24 
63 
27 
I05 
40 
42  
9 

13 
15 

263 
1 

26 
16 
0 
2 
1 

788 

30 
54 

162 
108 
63 
29 

115 
44 
52 
9 

19 
I8 

308 
2 

41 
30 

i 
7 
9 

1101 



The great rnajority (72 percent) of the personnel in the basic spe- 
cialties are found in the Navy acquisition commands. The Navy 
also has 2,165 offieen, in 139 diflerent shared ~pecialties that are 
assigned to acquisition cornman& and t h u ~  considered part of the 
acquisition workforce. 

The Air Force hm 12 different specialties or Air Force Specialty 
Codes (AFSCs) in the core acquisition series, as shown in Exhibit 
IV-6. 

EXHIBIT N-6-AIR FORCE OFRCFR COaE ACQUfSlTIOfl SPECIALTIES 

................................................................................................................ Ro@t engiaec# 
Wfsition cont&tInp/~nufaduring staff officer ....................... .......... ............--.-... 

.......... ............*.................... ........................... pp&ct .~/~a~factur ing .. ........ ............... .-.. 
.. Acquisition contncting officer ............................................................. ............................ 

Manufacturing englmring ................................................... .............................................. 
,@lisltk~n contracting/manufacturlng dirertor ................................................................ 

........................................................................................................... &)st anafysls officer 

In the case of the Air Force, 61 percent of the personnel in the 
core specialties are assigned to the two procurement commands, 
Air Force Systems Command and Air Force bgistia, Command. 
The Air Force also has 4,190 off~cers from 29 different shared 
A W s  sasigned to the two acquisition commands and thus consid- 
ered part of the acquisition workforce. 

As ~hown by Exhibit IV-7, the Air Force has the largest number 
of military acquisition officers within the Department of Defense 
(63 percent), followed by the Navy (23 percent) and h y  (14 per- 
cent). 

EXHIRXT IV-I 

ACQUlSlTlON OFFICERS 
PERCENT OF TOTAL 

NAVY 
23% 

ACQUISITION OFFICERS- (September 1988) 

T 

In terms of the proportion of shared to basic acquisition series, 
the Army has the largest proportion of its officers in the basic 
series (80 percent) compared to the Air Force (63 percent) and Navy 
(34 percent). The Air Force and Navy acquisition officers within 
their respective acquisition commands represent 51 and 50 percent 
of the assigned military officer strength respectively, whereas the 
Army acquisition officers represent only 20 percent of all officers 
in their acquisition organizations as indicated by Exhibit IV-8. 

Acquisition commands: 
S h a d  ................... , .................. .. .......................... 
Basic .................................. .. ......................................................................... 

Man-acquisition command: 
Basic ............................................................................................................. 

Totaf .............................. , , .............................................................................. 

Percent of total ................................................... : .............................................. 

381 
818 

710 -- 
1909 

2165 
788 

313 

3266 

4190 
2901 

1866 

8957 

14 

6736 
. 4507 

2889 

14132 

63 23 100 



EXHIBIT IV-8 

PERCENT OF ACQUISITION OFFICERS 
. IN ACQUISITION COMMANDS 

V 

ARMY NAVY AIR FORCE 

OFFICERS ASSIGNED TO ACQUISITION COMMANDS- (September 1988) 

COMBINED MILITARY AND CIVILIAN ACQUISITION 
WORKFORCE 

Although the Air Force has the largest acquisition officer corps, 
the Navy has the largest acquisition workforce when military off- 
cers and civilians are combined. The Navy, with 86,015 personnel, 
is followed by the Army at 51,049, and the Air Force at 48,955. 

As can be seen by the tables in Exhibit N-9, both the Navy and 
Army have a very large civilian acquisition workforce (96 percent), 
whereas the Air Force has a civilian proportion of 82 percent. In 
fact, the number of Air Force officers in acquisition is larger than 
the number of Army and Na officers combined. 

The percentage columns fo 7 lowing civilian and military indicate 
the relative proportion of civilians to military in each category. 

Air Form 

7091 
6804 

13895 

. . 51 

.......................................................................................................................... Acquisition off iars 
.................................................................................................................... Nan-acguisition officers 

Total ................................................................................................................................... 
- 

....... ........................................ .................... P e r ~ n t  acquisition officers in acquisition commands ; 

The last percent column reflects the total distribution among the 
series categories. 

EXHIBIT IV-9 

Army 

,1199 
4665 

5864 

20 

ACQUISITION WORKFORCE 
PERCENT CIVILIAN/MILITARY 

Navy 

2953 
2980 

5933 

50 

ARMY NAVY AIR FORCE 

ACQUISITION WORKFORCE 

CIVILIAN MILITARY 

ARMY ACQUIS/TION WORKFORCE- (OFFICER AND CIVILIAN) 

.......... ............ .........*..........., Shared series.: 1 ..,.... 
........................................................................... Basic (acquisition) 

Basic (non-acguisilion) ................................................................. 

Total .......................................................................................... 49140 1909 51049 ........... 

Sefies , 

NAVY ACQUISITION WORKFORCE-(OFFICER AND CIVILIAN) 

Series 

Ovlian 

Shared series ....................................................................................... 
Basic (acquisiiian) ........................................................................ 
Basic (non-acquisition) ................................................................... 1974 313 2287 

Total ........................................................................................ 86015 ........... 

,$lge Mil~trry z;Be T o t  
Series 
pr- 

centage 



Including the 27,049 acquisition civilians in the Defense Logistics 
Agency, the total Department of Defense acquisition workforce is 
213,068. Ninety-three percent, or 198,936, are civilians. 

AIR FORCE ACQUISITION WORKFORCE-(OFFICER AND CIVILIAN) 

.CHAPTER V-THE CONTRACTING WORKFORCE 
MILITARY AND CIVILIAN CONTRACTING WORKFORCE- 

CHARArnERISTICS 

Series 
per- 

centage 

The contracting workforce, a core element of the acquisition 
workforce, i~ composed of both military and civilian personnel. The 
civilians are an homogeneous group, who are defined by their occu- 
pational series: the GS-1102, Contracting, occupational series. 
While there are civilians outside of the GS-1102 series who may 
perform contracting functions, it is not possible to describe their - 
characteristics because they are not identified as performing con- 
tracting functions in the DOD data systems. 

The military also uses skill identifiers to identify their personnel 
in contracting, such as the Army Specialty Skill Identifier (SSI) 
and the Air Force Specialty Code (AFSC). Individuals carrying 
these as their primary skill are included within the data capture 
and reports of the Defense Manpower Data Center, but the infor- 
mation provided is problematic in two particulars. First, as with 
the civilian workforce, military personnel outside the contracting 
career field may be contracting officers-and frequently are. 
Second, because of the practice of dual tracking, many military 
contracting personnel do not carry a contracting career field desig- 
nation as their primary career field though they are engaged in 
contracting functions. For example, the Army had a small number 
of officers (62) a t  the end of fwcal year 1988 with a primary Special- 
ty Skill Identifier (SSI) of' FA97 (contracting) assigned and reported 
to the Defense Manpower Data Center. However, the Army had a 
total of 539 officers assigned to contracting positions, most of whom 
had a secondary or duty SSI of 97 assigned. In fact the Army has 
1574 officers with a primary or secondary (because they are dual- 
tracked) SSI of 97 (contracting) assigned, a significant variance 
from the 62 reported in the data system. 

While the inability to include-in the reporting system persons 
not in the contracting career field who are performing contracting 
functions is a problem, the inability to identify military personnel 
with contracting skills as a secondary skill identifier probably has 
a much greater impact on the overall numbers. 

Notwithstanding the fact that on a limited basis others may per- 
form contracting actions, the GS-1102 series is ipso facto the civil- 
ian contracting workforce. This is the classification used by the 
Office of Personnel Management, Office of Federal Procurement 
Policy, and the Department of Defense in defining the contracting 
workforce. Accordingly, the information provided applies only to 
the GS-1102 series. 

Military mzie Total $ige Series Civ~lian 



This series is described in the OPM Classification Standards of 
December 1983, which superseded those of 1969, as encompassing 
positions that manage, supervise, perform or develop policies and 
procedures for work involving the procurement of supplies, serv- 
ices, construction, and research and development using sealed bid- 
ding and negotiation, evaluation of contract proposals, and admin- 
istration, termination and close-out of contracts. There are six spe- 
cialties within the GS-1102 series. 

Contract Specialist positions require knowledge of pre-award and 
post-award procedures from describing requirements through con- 
tract delivery. It encompasses two or more of the following five 
contract functions. 

Contract Negotiator positions require specidized knowledge of ne- 
gotiation techniques with emphasis on the pre-award aspects of the 
contracting process. 

Contract Administrator positions require specialized knowledge 
of post-award contracting procedures to assure compliance with 
contract terms and conditions, 

Contract Termination positions predominately require a special- 
ized knowledge of post-award -procedures and negotiation tech- 
niques to represent the government in Termination for Conven- 
ience and Termination for Default actions and in claims or settle- 
ments from terminations. 

Contract Price/Cost Analyst positions require specialized knowl- 
edge of cost/price analysis techniques to evaluate cost and/or price 
proposals, for both pre-award and poetaward contract actions. 

Procurement Analyst positions require broad knowledge of pro- 
curement policies and procedures to plan, analyze or evaluate pro- 
curement programs, and review proposed contractual actions for 
conformance with regulatory requirements. 

Comparison. of GS-1102 Series Personnel Government-wide 
Size. The Department of Defense has historically been the largest 

employer of contracting civilians in the Federal government. For 
example, the Department of Defense in 1987 employed over 22,000 
GS-1102 personnel, or 75 percent of the 30,000 contracting person- 
nel employed by the Federal government. There was a significant 
increase in the size of the contracting workforce within the Gov- 
ernment between 1978 and 1987, as can be seen by Exhibit V-1. 
During this period the size of the contracting workforce in the De- 
partment of Defense increased by 71 percent and the non-DOD con- 
tracting workforce increased by 49 percent, resulting in an overall 
increase of 65 percent. 

EXHIBIT V-I 

GROWTH OF GS-I102 WORKFORCE 

78 79 80 Sf 8 2  83 84 85 88 87 

YEAR 

Federal Government DOD 

. Demographic Comparisons. As shown in Exhibit V-2, the Depart- 
ment of Defense workforce compares favorably with the Govern- 
ment-wide contracting workforce in several key areas. 

EXHIBIT V-2-GS-1102 CUMPARiSON FISCAL YEAR 1987 

The average grade and average age in the Department of De- 
fense is slightly lower than the Government-wide average but the 
Department of Defense workforce is better educated, and has a 
slightly lower loss or quit rate. The number of retirement eligibles 
within the Department of Defense overall is about the same as in 
the total Federal workforce but the rate of internal to external 
hires is lower. In comparing the average grade within the Depart- 
ment of Defense with other large contracting agencies within the 
Federal government, the Department of Defense has had lower av- 
erage grades except for the Veterans Administration. 

Number .............................................................. 
Average grade ................................................... 
Averageage .................................................... 
Coltegegrads ................................................. 
lossrate ....................................................... 
Retirement eligiMe ............................................ 
Ratio internal to external hires ........................... 

wide 

29,668 
10.64 
41.95 
51% 

9.8% 
6% 

2.4:I 

K I D  

22,350 
10.57 
41.5 
52% 

9.4% 
6% 
2:1 

Army 

6,299 
10.55 
41.5 
46% 
9.2% 

6% 
7 

Navy 

4,821 
10.56 
40.0 
50% 

11.646 
6% 

2 . 6 1  

hr Force 

6,156 
10.57 
41.8 
59% 

9.7% 
5% 

1.8:1 

DM 

4,826 
10.52 
42.4 
55% 

7.3% 
9% 
2: 1 



Comparison of GS-1102 Series Personnel with Administrative Series 
Personnel in DOD 

It is instructive to compare the GS-1102 series to other acquisi- 
tion occupational series and to all administrative series within the 
Department of Defense. In March 1987, the Defense Manpower 
Data Center did an analysis of the acquisition workforce (then de- 
fined as GS-1102, GS-1103, GS-1150, and GS-1910 series) and com- 
pared that  to the overall administrative workforce from 1976 to 
1986 to determine macro-level changes. It compared the GS-1102 
personnel to all administrative series and the other three "acquisi- 
tion" series. There was a 42 percent increase between 1976 and 
1986 in personnel in all administrative series and a 52 percent in- 
crease within the acquisition series. However, contracting person- 
nel (GS-1102) showed a 77 percent increase. As Exhibit V-3 indi- 
cates, personnel in the GS-1102 series have had fewer years of 
service both in 1976 and in 1986 than did personnel in either the 
acquisition occupational series or all administrative series. A11 
three groups experienced a decrease in average years of length of 
service (LOS) between 1976 and 1986. Both in 1976 and in 1986 the 
68-1102 series had a smaller percentage of retire'ment eligibles 
than either of the other two groups. Compared to the other groups, 
the GS-1102 workforce was better educated in both 1976 and in 
1986. 

EXHIBIT V-3-COMPARISONS OF KEY INDICATORS 
[I976 lo 19861 

ices and DLA. As shown by Exhibit V-4, the Air Force employed 
the  largest share of the GS-1102 civilians overall, followed by the 
Army, Navy, and then DLA. Exhibit V-5 indicates the size of the 
DOD GS-1102 workforce each year from 1972 to 1988. Throughout 
this period the Army and Air Force had the largest number of con- 
tracting personnel. During many of those years, the Air Force had 
the largest number of civilians in the contracting workforce, fol- 
lowed by the Army, Navy, and DLA respectively. However, in sev- 
eral years the Army had a slightly larger number of civilians in 
contracting than did the Air Force. 

The graph a t  Exhibit V-6 compares the percent change in the 
total DOD civilian workforce each year from 1972 to 1987, to the  
change in contract dollars awarded both in current year and con- 
stant  year (1988) dollars. As shown, there was a slight decline in 
the .number of personnel from the 1972 base year until 1977, and a 
rather significant increases in personnel from 1983 to 1987. In 

' every year through I983, the change in workforce size lagged 
behind the increase in dollars obligated. Only from 1984 on did the 
increase in workforce surpass the increase in dollars obligated. 

EXHIBIT V-4 

DEPARTMENT OF DEFENSE 
GS-1102 WORKFORCE (1988) 

Number: I 

Administla- 
t i i  

......................................................................................................................... 1976 
...................................................................................... .................................. 1986 .. 

.................................................................................................... Difference (percentage) 
Average length of service (years): 

............................................................................................................................. 1976 
1986 ............................................................................................................................. 

................................................................................................................ Difference (years) 
Retirement Eligibility (percentage): 

........................................................ 1976 ..................... .. 

muisltion 

1986 ........................................................................................................................... 
Difference (percentage) ..................... .. ........................................................................... 
C6Hege degree (percentage): 

.......................................................................................................................... 1976 

GS-1102 

.......................................................................................................................... 1986 
Difference [percentage) ........................................................................................................ 
Average Grade: 

..... ................................................................................................................ 1976 10.8 

............................................................................................................................ 1986 10.6 
........................................................................................................................... Different8 - 0.2 

Comparison of  GS-1102 Series personnel within DOD 
Size. A comparison of the civilian -work force among the three 

Services and the Defense Logistics Agency shows that the Air 
Force has the largest proportion of the contracting work force. In 
1988, the distribution of civilians was fairly even among the Serv- 



EXHIBIT V-5 

CIVILIAN GS-1102 WORKFORCE 
NUMBER OF WORKERS 
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EXHIBIT V-6 

PERCENTAGE CHANGE OF MONEY OBLIGATED 
TO DOD CONTRACTING 

72 73 74 75 76 77 78 79 80 81 82 83 84 85 86 87 

YEAR 

Civilians Current Dollars Constant Dollars 

IN FY89 CONSTANT DOLLARS 

Grades. As shown in Exhibit V-7, during the years 1976 through 
1986, there was rn increase in entry-level grades (GS-5 and GS-7) 
and in the GS-12 level grades, but a decline in senior level person- 
nel and GS-9s. A comparison of the GS-1102 work force with all 
other administrative+series shows that the average grade is about . 
the same. 



EXHIBIT V-7 
U H I B I T  V-9-STRATtFICATION OF GS-1102 WORKFORCE 

[level and percent] 

DOD OCC 1102 GRADE DISTRIBUTION 
PERCENT I 

5 7 Q 11 12 13 14-15 

GS/GM GRADE 
1976 @$@ 1986 

Exhibit V-8 provides a stratification of the workforce by level- 
Level I (GS-5/8), Level I1 (GS-9/12), Level 111 (GS-13/15) and shows 
that a significantly large percentage of the workforce is at the jour- 
neyman level (Level 11). 

EXHIBIT V-8-PERCENT OF GS-1102s IN EACH LEVEL 
[Average dislribullon 1972-1988 in percent] 

level: 
......................................................................................... 1 1 1 5  161 161 101 15 

Army 

]I ..................................................................................... 70 63 65 73 50 68 
ill ....................................................................................... / 1 5  2 1 )  191 121 101 17 

Total ............................................................................. 1 100 1 100 / 100 1 100 1 100 1 100 

Navy 

The highest number of senior grade personnel exist in "other 
DOD activities". This difference is primarily attributable to the 
higher grade levels of the OSD staff. Among the Services, the Navy 
has the highest and DLA the lowest percentage of personnel in 
Level 111 grades. The Army has the largest proportion at  the jour- 
ne man level. 

6xhibit V-9 provides a stratification of the percentage of person- 
nel at  each level by Service. 

1: 
Army. ................................................................................................................ 

Air Force 

Navy ....................................................................................................................... 
Air Force ................................................................................................................. 

Army ................................................................................................................... I 

DIA 

Navy ... .................................. ........................................................................ 
Air Force .............................................................................................................. 
DM .................. ... ............................................................................................. 

111: 
Army ....................................................................................................................... 
Navy.. .............................................................................................................. 
Air Force ............................................................................................................. 
DM ................................................................................................................. 

Over time, one sees the relative increase of the entry levels from 
1985 when the workforce was expanding. By 1988, many of the 
entry level personnel had moved to the journeyman level. As 
shown by Exhibit V-I0 in terms of average grade (excluding the 
"DOD other" category), by 1988 the Army had the highest average 
grade with the DLA lowest. 

000 other 

EXHIBIT V-10 

Total 

GS-1102 AVERAGE GRADE 
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Exhibit V-ii portrays the average grade of the GS-1102 work- 
force over the period 1972 to 1988. During that period, the GS- 
1102s in the Navy had the highest composite average grade (10.64) 
followed by the Air Force, Army, and then DLA. 

EXHIBIT V-11 

GS-1102 AVERAGE GRADE 

ARMY NAVY AIR FORCE DLA OTHER 

AVERAGE VALUES (1972-1888) 

Age and Experience. As shown by Exhibits V-12 and V-13, the 
GS-1102 workforce is becoming younger and less experienced as 
memured by the average age and length of service (LOSI. For a 
number of years, the Navy has had the youngest contracting work- 
force and its personnel also have had the fewest years of service. 
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EXHIBIT V-12 

AGE OF CIVILIAN CONTRACTING WORKFORCE 

72 73 74 75 76 77 78 79 80 81 82 83 84 85  86 87 88 

YEAR 



EXHIBIT V-13 

CIVILIAN GS-1102 LENGTH OF SERVICE 

YEAR 

PyRMY NAVY AIR FORCE DLA OTHER ) 

On the other hand, as shown by Exhibit V-14, the Navy also has 
generally had the fewest number of personnel in contracting who 
are eligible for retirement. 

EXHIBIT V-I4 

Civilian Retirement Eligibility 
(In Percentages) 

72 73 74 76 70 77 78 79 80 81 82 83 84 85 86 87 88 

Year 

Army Navy Air Force 
DLA other 0 DOD Total 

Education. The Air Force contracting civilians are the best edu- 
cated, followed by the Defense Logistics Agency, the Navy, and the 
Army. From 1972 to 1988, the Air Force has led the DOD with the 
highest percentage of GS-1102s with a college degree. Exhibit V-15 
shows that, with the exception of the Navy, all the services and 
DLA have shown steady progress in achieving a better educated 
contracting workforce. 
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EXHIBIT V-15 EXHIBIT V-17 

Civilian Workforce with College Degrees 

Year 

Army Navy Air Force DLA 

Attrition. Between 1976 and 1986, the DOD GS-1102 workforce 
had an average annual separation rate of 9.3 percent. This rate 
consists of three elements: voluntar quits, retirements, and trans- 
fers out. As indicated by Exhibit dY-16, retirements accounted for 
the largest component of the attrition rate, followed by transfers 
out, and ,voluntary resignations: The highest attrition rates oc- 
curred in 1980 and 1984-85. Broken down between the components 
of DOD, the average attrition rate between 1976 and 1986 was: 
Navy-10.04 percent; DLA-9.95 percent; Army-9.04 percent; and 
Air Force-8.94 percent. 

EXHIBIT V-16-GS-1102 SEPARATIONS-1 976-1986 

o / u o t a ~  qui. ................ .............................................................................................................. i:: i : ~  1 2.2 
Retirements .. ................................................................................................................... 3.5 .................. 

................................................................................................................................... Transfers out 2.2 3.2 3.3 

i (In wwtl 

Significantly, the voluntary uit rate for GS-1102 personnel in- % creased markedly (60 percent) etween 1976 and 1986; there was 
also a relatively large increase in transfers out during this period. 
Exhibit V-17 portrays the GS-1102 separation rates by service 
from 1974 to 1988. 

CIVILIAN GS-1102 SEPARATf ON RATES 

P 
1s 8, 

Average 

74 75 76 77 78 79 80 81 82 83 84 85 86 87 88 

YEAR 

I i I 
1986 category 

A R M Y  NAVY =AIR FORCE D l A  

1976 

GS-1102 Civilians in Acquisition Commands. Exhibit V-18 shows 
the percentage of the contracting workforce in each Service as- 
signed to acquisition commands. 

EXHIBIT V-18-GS-1102 CIVILIANS 1N ACQUISITION COMMANDS 

The Navy has the largest concentration of contracting personnel 
within its system commands, with this concentration increasing 
over the last 8 years. The proportions within the Army and Air 
Force have remained fairly constant, with slight increases in the 
size of the non-acquisition command workforces. 

Army .................................................... .................................................................................... 
N ~ V Y  ..................................................................................................................................... 

.......................................................................................................................................... Arr Farce 

Comparison of Military Contracting Personnel Within DOD 
Size. Among the Services, the Air Force has consistently had the 

largest number of military personnel in contracting. In 1988 58 per- 
cent of all officers in contracting within the DOD were in the Air 
Force (Exhibit V-19). Data to develop the percentage of military 
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60 
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92 
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contracting personnel displayed in Exhibit V-19 was provided by 
the Services and represents the officers occupying contracting posi- 
tions in each Service. The relative proportions change depending 
on the criteria used for measurement. For example, while the 
Army had 539 contracting positions, there were 1,574 Army officers 
with a contracting specialty. However, 1,471 of these officers (93 
percent) were considered to be in a "dual track7' in contracting, 
with only 103 "single track" contracting personnel. Thus the pro- 
portion changes if you include officers- whether assigned to a con- 
tracting position oraot ,  accordingly Air Force (42 percent), Army 
(43 percent), and Navy 6 5  percent). Conversely, if one includes only 
those Army officers with a "single.track" in the 97 career field, the 
proportions change as-follows: Air Force (70 percent), Navy (26 per- 
cent), and Army (4 percent). 

EXHIBIT V-19 

MILIMRY. OFFKER CONTRACTING WORKFORCE 
1988 

The Defense Manpower Data Center (DMDC) only includes in its 
reports Army officers with a 97 "single track". Based on the DMDC 
database, the number of Air Force officers in contracting remained 
relatively constant a t  around 1400 until the 1980's, when it began 
expanding, and by 1985 exceeded 1500. At the same time, the Navy 
officers in contracting declined slightly while the number of Army 
officers with a primary skill identifier of contracting declined sig- 
nificantly between 1972 and 1986. Based on data from the DMDC 
data base, the number and percentage of military officers in con- 
tracting from each service are displayed in Exhibit V-20. 

EXHIBIT V-20-MILITARY OFFICERS IN CONTRACTING-DMDC DATABASE 
[Percent by service] 

Grade. The Air Force has consistently had the largest number of 
officers at the entry levels (0-1 and 0-2) while the Army has ceased 
to assign officers in contracting at the rank of lieutenant. This is 

. due to basic personnel management differences; the Army is in- 
clined towards dual specialization whereas the Air Force favors a 
single career track for its support officers. AB shown in Exhibit V- - 
21, the largest percentage of officers in the contracting field occurs 
at the 040-6 level in the Army and a t  the 0-3/0-4 level in the 
Navy and Air Force. 
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Army ......................................... 
........ Navy ....................... .... 

........................... Air Force 

EXHIBIT V-21-DISTRIBUTION OF OFFICERS BY RANK WITHIN EACH SERVICE 
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0-1/0-2: 
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0-310-4: 

Age and Experience. As shown in Exhibit V-22, since 1912 the 
Air Force has consistently had the youngest military contracting 
workforce, followed by the Navy and then the Army. 
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EXHIBIT V-22 

MILITARY CONTRACTING OFFICERS 
AVERAGE YEARS OF SERVICE AVERAGE AGE OF 

MILITARY CONTRACTING WORKFORCE 
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A comparison of Exhibits V-24, V-25 and V-26 shows that Air 
Force officers tend to have more years of actual contracting experi- 
ence than do officers in the contracting field in the other services. 
An analysis of the contracting experience of Air Force officers in 
contracting, which is provided by Exhibit V-24, shows that over 70 
percent of all officers at  the fieid grades (rnajor/lieutenant colonel 
and colonel) have 8 or more years of experience. On the other 
hand, senior Air Force officers having little contracting experience 
who come into contracting on rated supplement tours account for 
only small percentages (3 percent for colonels and 2 percent for 
lieutenant colonels and majors) of the Air Force military contract- 
ing workforce. 

Exhibit V-23 indicates that Air Force military contracting per- 
sonnel had the fewest years of service, while Army officers had the 
most. The differences in average age and years of service is prob- 
ably attributable to the Air Force policy of allowing entry into con- 
tracting at the rank of Lieutenant. Conversely, the Army does not 
bring officers into contracting until service year 7 or 8. Because the 
Air Force is bringing people into the career field a t  a much lower 
rank, the average rank and age are reduced. 

EXHIBIT V-24-AIR FORCE OFFICERS CONTRACTING EXPERIENCE 
[Number of officers and prmtageJ 

Years I ~mnt  / :{ / ~iunt / W/LI I Percent / iota1 / ~ncent 



The average Air Force Contracting and Manufacturing colonel 
had less than 15 years of contracting experience, with the excep- 
tion of the approximately 5 percent assigned to the Secretariat. 

As shown by Exhibit V-25, in the case of the Army, only 23 per- 
cent of the field grade officers in contracting have 8 or more years 
of experience. More than 90 percent of Army captains have four or 
less years of experience with an average of 2.9 years. Over 50 per- 
cent of the majors and lieutenant colonels have 4 or less years; 
majors average 4.3 years and lieutenant colonels average 7.9 years. 
There are no Army colonels with less than 2 years of experience, 
and as a group, they average 11 years of experience. 

EXHIBIT V-25-ARMY OFFICERS CONTRACTING WPERtENCE 
[Number of oflicets and percentage] 

Years itC/Maj. / Rronl 1 ~pt/11 / percent / Total / Fenent - 
I I 1 I I 

The Navy had contracting experience data only for officers as- 
signed to three of its Systems Commands: NAVSEA, NAVAIR, and 
SPAWAR. Developed from this limited data, Exhibit V-26 provides 
a breakout of the contracting experience of Navy officers in con- 
tracting. As indicated, senior Navy officers all had more than 8 
years of contracting experience, with Navy captains in contracting 
averaging 17 years of contracting experience. At the other end of 
the spectrum, junior officers predominately had 2 or less years of 
contracting experience. 

EXHIBIT V-%-NAVY OFFICERS CONTRACTING EXPERIENCE 
fNumber of oHrcers and percentage] 

Military Contracting Personnel Assignments. Exhibit V-27 com- 
pares the percent of officers in contracting assigned to acquisition 
and non-acquisition commands in each service, based on the crite- 
ria developed by DMDC. As of September 1988, 54 percent of Air 
Force officers in contracting, about half the Navy officers, and 
slightly less than half of Army officers in contracting were as- 
signed to acquisition commands. In the Army and Navy between 
1985 and 1988, there was a shift of military officers in contracting 
from acquisition to non-acquisition commands; while in the Air 
Force, the shift resulted in an increase in the proportion of mili- 
tary officers in contracting assigned to acquisition commands. 
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EXHIBIT V-27-MILITARY OFFICER ASSIGNMENTS IN CONTRACTING BY SERVlCE 

Perant 

34 
11 
16 
5 

34 

[In percent] 

1985 I 1 QRR 

Percent It/lt(jg) 

9 
1 
1 

2 1 0 0 0  
0 

Total Percent 

20 
15 
25 

30 

Command type 

Cdr/LCdr 

4 
3 
5 

6 

Exhibit V-28 shows the distribution of military officers in con- 
tracting within each service, by specialty area within the contract- 
ing career field, and by assignment to acquisition or nun-acquisi- 
tion commands. 

Army ................................................................................................................ 
Nay ................ ... ..................................................................................... 
Air Force ..................................................................................................... 

Percent 

0 
0 
0 
0  

100,  

Years 

0-2 ...................................................... 
2-4 ...................................................... 
4-6 ....................................................... 
6-8 ....................................................... 
8+ ........................................................ 

82 
9 
9 

0 

EXHIBIT V-28-ARMY 

Cpt, 

0 
0 
0 
0  
7 

13 
4 
6 
2 

13 

*mM, 

54 
55 
52 

97A Contracting and lndustriil Management Officer (97A) ................... 
978 Contracts Management Office .................... ............................. 
97C lodustrial Management off .......................................................... 

. I  

o n  

.""" 

Code 

NAVY 

Atq"j~it,, urn- 
aquisltiin 

51 
50 
46 

46 
45 
48 

Title 

49 
50 
54 

Code 

AIR FORCE 

*" 
1 

Proc mgt off ............................................... 
Proc cont off ................ .. ...................... 
Admncoflto ff ........................................ 
Wpn proc off ............................................... 
Nav @ant rep .............................................. 
Eng materiel ................................................ 

........................................... Prod eng off 
............................................. Shop prod off 

..................................... Total ... 

rjtk 

Acq cont/mfg staff off ................................................................. 
Prod/rnfg .................................................................................. 
Acq cont off .................................................................................... 

.................................................. ....................... Mfg engineer .., 

........... ..................................................... Acq cont/rnlg director :. 

Total ....................................................................................... 

'her 

10 
26 
10 
0 
6 
0 
0 
1 

53' 

Code 

It should be noted these numbers reflect officers assigned within 
the respective Services and does not include officers on joint assign- 
ments, such as the Defhse Logistics Agency. 
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Acquisi- 
tion total 

10 
1 49 
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1 
1 
0 
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0 

63 

Jftle 

flAWP 

Nan- 
acquisition 

9 
17 
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0 
5 
0 
4 
0 

48 

I I 

AFSC 

fatal 

MAW4 
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6 
3 
0 
0  
4 
0 
0  
0 

13 

Acqursi- 
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SFAWAR 

35 
95 
25 
1 
16 
0 
4 
1 

171 

Nan. 
acquisition 

t$$;, 
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20 
57 
78 

1 
12 
I 
5 
6 

180 

w?'?im 

55 
152 
103 

2 
28 

1 
9 
7 

357 

. 



Size. ~xhibit V-29 provides a breakout of civilian and military 
personnel in contracting for each service and DLA. As previously 
discussed, the contracting workforce is largely civilian. Additional- 
ly, the relative ,proportions of civilians among the services and 
DLA has been very stable, even though there have been large in- 
creases in the size of the-total contracting workforce. Further dis- 
cussion of the civilian-military mix of contracting personnel is pre- 
sented in Chapter VIII. 

EXHIBIT V-29-COMBINED ClVlLlAN AND MILITARY OFFICER CONTRACTlNG WORKFORCE 

Army: 
....................................................................... civilian 3759 3363 3960 5828 6299 

Miur .............................................................................. 4 4 0  4551 1 4 8  7 5  105 

Navy: 
.......................................................................... Civifian 2122 2230 2586 4052 4821 
.............................................................................. ~fiiar 4 9 8  4281 3691 8 2  412 

Air Force: 
........................................................................... Civilian. 

Mficer ........................................................................ 

The Air Force has historically had the largest combined military 
and civilian contracting workforce, with the latest figures showing 
7,726 contracting personnel in the Air Force (32 percent), 6,404 in 
the Army (26 percent), 5,233 in the Navy (22 percent), and 4,826 in 
DLA (20 percent). As shown in Exhibit V-30, when the 1,680 Air 
Force enlisted contracting personnel are included, the total Air 
Force proportion of the W D  contracting workforce shifts from 32 
to 35 percent. 

TOTAL DOD CONTRACTING WORKFORCE 

CIVILIAN, OFFICER & ENLISTED CIVlLlAN & OFFICER 

FORCE 32% 

OTHER DOD (1% 

MANAGEMENT OF ARMY CONTRACTING PERSONNEL 
As discussed above, the Army has both military and civilian con- 

tracting personnel. While the latter constitutes a significantly 
larger portion of the workforce, military officers have important 
positions in the Army contracting function. 

The concept of functional proponency, previously discussed in 
Chapter 111, is applicable to the contracting career field. Equally a 
propos is the Army personnel concept of dual and single tracking. 

The military Functional Area 97 Career Field encompasses the 
Contracting and Industrial Management career field. Officers and 
positions associated with the 97 Functional Area are classified 
under one of three separate areas of concentration: Contracting 
and Industrial Management Officer (97A), Contracts Management 
Officer (9?B), and Industrial Management Officer (9'7C). At the 
apex is the Contracting and Industrial Management Officer, who is 
responsible for overall development, implementation, management, 
direction and control of contracting programs and functions. The 
Contracts Management Officer is responsible for carrying out the 
full range of contracting actions, such as pre- and post-award proce- 
dures, and is targeted to be a contracting officer. The Industrial 
Management Officer is responsible for applying industrial, manu- 
facturing, and production technical expertise within the contract- 
ing function. The Army is presently planning to consolidate the 
three separate 97 skill identifiers into one capstone 97 skill identifi- 
er. 



Management 
The Functional Chief for the contracting program is the Assist- 

ant Secretary of the Army (Research, Development, and Acquisi- 
tion), who is also the Service Acquisition Executive for acquisition 
management and the Service Procurement Executive for contract- 
ing matters. This management structure is depicted in Exhibit V- 
31. The ASA (RDA) has appointed the Director for Contracting, 
Office of the Deputy Assistant Secretary (Procurement)-a general 
officer-as the Proponent for the FA 97 career field. At the same 
time, a Senior Executive Service civilian was appointed as the 
Functional Chief's Representative for the civilian contracting 
career field. This is the only Proponency and Functional Chiefs 
delegation within the Assistant Secretary of the Army (Research, 
Development and Acquisition) office. All other acquisition-related 
functional and proponency delegations, such as for the MAM pro- 
gram, have been made to the Army Materiel Command. Like other 
officer career programs, the FA97 career -field is managed within 
the overall framework of the Army Officer Personnel Management 
System (OPMS). 

EXHIBIT V-31 



EXHIBIT V-32 

I 
Career Path 

DA Pamphlet 660-3, Chapter 97 establishes standards and the 
career path. The FA97 is not aligned with any one branch of the 
Army. In general, officers will not be assigned to FA97 until they 
have completed basic branch qualification; consequently, Army offi- 
cers normally enter the contracting career field a t  about year 7 or 
8 of commissioned service. However, the Army is currently moving 
the Functional Area 97 designation to year 5 of active commis- 
sioned service. 

Since 1985, officers have been allowed to follow a "single" or 
"dual" career track. Officers on a dual track may be assigned to 
alternating positions between their Branch and FA97, whereas the 
single track officer will only receive FA97 assipments. Single 
tracking is voluntary and requires an officer to have completed at 
least one tour in an FA 97 assignment. A PERSCOM selection 
board, which includes an FA 97 representative, meets annually to 
consider officers who have applied for single tracking. Most Army 
officers continue to follow a "dual- track." 

Under the new concept, the typical single track career path for 
FA 97 officers is shown at Exhibit V-32. Officers will serve in their 
basic branch through year 5 rather than year 7. In year 6 selected 
officers will begin their first FA 97 assignment rather than year 8. 
They are required to complete the Management of Defense Acquisi- 
tion Contracts (Basic) course prior to their first assignment in con- 
tracting. Exhibit V-33 indicates the typical dual track career path. 
In this case, the dual track officer would receive an operational as- 
signment a t  the 11 year career mark after 5 years of contracting 
experience, whereas such an operational assignment would be o p  
tional for the single track officer. The dual track officer may re- 
ceive an operational or contracting command assignment about 
year 18 while a single track officer would only receive a contract- 
ing command assignment. 
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EXHIBIT V-33 Exhibit V-34 portrays the FA 97-MAM track. In this case the of- 
ficer would enter the Materiel Acquisition Management (MAM) 
program (which is discussed further in Chapter VI) during the ini- 
tial contracting assignment. Like the dual track career path, the 
officer would be assigned to an operational unit about year 11. 
However, unlike the single and dual tracked officers, MAM partici- 
pants would follow the operational assignment by attendance in 
the Program Management Course before returning to a contracting 
assignment. About year 18, participating officers would expect as- 
signment as a Program Manager. Chapter 97 of the Career Pro- 
gram guidance also contains a number of recommended courses, 
some of which will be mandatory for officers under DOD 5000.52- 
M. As a result, the Army has recently extended these m.andator-y 
requirements to all officers in FA. 97. 
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EXHIBIT V-34 There is a one-year Training With Industry (TWI) program for 
ollicers entering the FA 97 career field. Consisting of three parts, 
officers new to the career field are assigned for one year to an in- 
dustrial firm on a work-study program, which includes prerequisite 
courses. At the end of the program, these officers receive a follow- 
on assignment in FA 97 utilizing the new skills they have acquired. 
The standard Training With Industry program consists of assign- 
ment to a firm. TWI participants become familiar with industry's 
organizational structure, managerial methods and internal proce- 
dures. They acquire firsthand knowledge of financial operations, 
engineering processes, production, subcontractor management, and 
quality control. They are able to acquire insight into the contrac- 
tor's perspective of doing business with the government. The 
second type of TWI is with the Defense Contract Audit Agency 
(DCAA). In this case, the officer will be assigned to work and train 
in a DCAA office within a contractor's plant to acquire an in-depth 
knowledge of the auditing process. The last type is TWI with the 
Administrative Contracting Officer (ACO). In this case, the officer 
would be assigned to work for an ACO in a DCASPRO and be 
trained in administration of a high value Army program. The 
Army Materiel Command Deputy Chief of Staff for Procurement 
and Production has been acting as the Army's Executive Agent in 
administration of the TWI program. Currently, there are 21 par- 
ticipating companies. The quotas for contracting personnel for Aca- 
demic Year 1988-1989 were 26 and are 41 for 1989-1990, 

Under revisions to the 97 career path discussed above, officers 
would begin their TWI assignment after entry into contracting 
rather than under the current concept where TWI introduces the 
officer to contracting. Army policy also encourages FA97 officers to 
participate in the MAM program. Under the existing MAM pro- 
gram, 300-or.more than 50 percent-positions were coded to re- 
quire a MAM qualified individual. Under the restructured MAM 
program, there will only be 31 critical MAM (42) positions. 

Program Scope 
Of the 1,574 officers currently holding the FA97 identification, 

only 103 (less than 7%) are "single-tracked". A large majority may 
move back and forth between contracting and their basic branch 
based on the needs of their branch. The distribution of FA97 offi- 
cers to positions and tracks is depicted on Exhibit V-35. The per- 
cent column indicates the relative percentage of single track offi- 
cers to dual track a t  various ranks. 

EXHIBIT V-35-INVENTORY OF FA97 OFFICERS 

0-3 ........................................................................................... 
0-4 ...................................................................................... 
0-5 ................................ .,.. ................................................... 
0-6 ....................................................................................... 

Total ............................................................................... 103 1,574 

-- - -  

I Aulhonzd 
7 

Curient lnvenlory 

Rank Dual Track Posrt~ons 
I I I I 

Total Single Track Perant 



When both dual and single tracks are included, there is a suffi- 
cient inventory of FA 97 oEcers to man the authorized positions, 
except for the grade of colonel. 

Over 70 percent of all FA97 officers are assigned to the central- 
ized rocurement organizations, when one includes both Army Ma- 
terief command and the Defense Logistics Agency. The distribution 
of FA97 authorizations is shown in Exhibit V-36. 

EXHIBIT V-36-DISTRIBUTION OF FA97 OFFICER POSlTlONS 

AcWy I kthoritatin 1 Percent 

AMC ......................................................................................................................................................... 266 
................................................................................................................................................ Army staff 

................................................................................................................................................. FORSCOM 
TRADOC .................................................................................................................................................... 

................................................................................................................. Europe ................................. .. 
........................................................................................................................................................... Korea 1 5 

In addition to the approximately 1600 FA97 officers in the Active 
Army, there are 649 FA97 officers in the Army Reserve and Army ' 
National Guard. Thus, the Reserve Component constitutes about 
one-third of the total Army officers in contracting. The distribution 
of the 203 Army reserve officers in contracting is shown on Exhibit 
v-37. 

joint ........................................................................................................................................................... 
Other ......................................................................................................................................................... 

Total ................................................................................................................................................ 

EXHIBIT V-37-DlSTR!BUTION OF RESERVE OFFICERS 

42 l5 

539 

3 
8 

100 

As depicted by Exhibit V-38, there are also 446 Army National 
Guard contracting personnel. 

Total MaWr 

Troop program tinit ......................................................................................... 
Individual mobilization augrnentee ................................................................. 
individual reae  reserve ................................................................................. 

Total ......................... .. ............................................................................ 

EXHIBIT V-38-DISTRIBUTION OF NATIONAL GUARD OFFICERS 

lieutenant Colonel 

.................................................................................................................................. Army National Guard technlclans 371 
Active guard ................................................................................................................................................................. 
Army civilians .................................................................................................................................................................. 
Regular Army .......................................................................................................................................................... 

3 
16 

I 

20 

Reserve training and development is programmed and managed 
by the U.S. Army Reserve Personnel Center in St. Louis, Missouri. 
The National Guard Bureau manages the career development and 
training of both Army and Air Force Guard personnel. Implement- 

ing guidance to DOD Directive 5000.52 (Defense Acquisition Educa- 
tion and Training Program) has not been issued to either the 
Guard or Reserve. 

1 
93 

7 

101 

The officer career management system is centrally managed 
through the Army Personnel Command, especially in terms of as- 
signments. The career program Proponent provides technical input 
to PERSCOM and communicates directly with officers on career 
program developments. Career development and training of FA97 
officers is a mixture of individual career planning along with the 
individual's commander, director, and the career program manager 
at PERSCOM. The individual Major Commands (MACOMs) retain 
overall responsibility for assuring officers receive necessary train- 
ing. 

Promotions 

..................... 
79 
3 

82 

Promotions are centrally managed and selection floors are estab- 
lished a t  the lieutenant colonel and colonel rank. FA97 officers 
compete for promotion with all other Army officers except for the 
professional career fields-medical doctors, chaplains, and lawyers. 
Data available for officers in the 97 career field, either single or 
dual tracked, indicates that colonels and lieutenant colonels in the 
97 career field are very competitive vis-a-vis other Army officers. 

4 
188 
11 

203 

EXHIBIT V-39-COMPARATIVE PROMOTION RATES 
Iln percent] 

No board 

Fiscal year 

Program guidance for the contracting career field is found in 
Chapter 14, AR 690-950, written in 1967 and currently under revi- 
sion. The Army is presently developing a new career program for 
its contracting civilians, similar in some respects to the military 
program. The main difference is that the civilian program is large- 
ly decentralized in operation. Like its counterpart for the military, 
the U.S. Army Personnel Command is responsible for the central- 
ized aspects of career program management. 

Management 
The Director of Civilian Personnel designates the career program 

Functional Chief, in this case the Assistant Secretary of the Army 
(Research, Devet'opment and Acquisition). The cognizant Functional 

Cdonel 

FA97 

Leutenant Colonel 

Army FA97 
1 

Army 
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Chiefs Re~resentative for contracting civilians is the Deputy Direc- 
tor, ~ r m ~  *Contracting Support ~ ~ e n c ~ .  

To assist the Functional Chiefs Representative, a series of 
boards, committees and individuals are hierarchically organized 
from Department of Army down to instidlation level. At the pinna- 
cle is the Army Departmental Career Program Policy Committee, 
on which the Functional Chiefs Representative serves. There are a 
series of functional boards a t  various Army levels to support the 
career program. Membership consists of the Functional Chief, the 
Functional Chiefs Representative or designated representative, a 
personnel representative from the Civilian Personnel Central Re- 
ferral Office and key personnel from Department of Army, Major 
Commands (MACOMs) and installation levels, The task of these 
boards is to help implement the career program. 

Career Path 
The Army career path for Contracting and Acquisition (C&A) ci- 

vilians is found in the Arm Civilian Training, Education and De- 
velopment System ~ K ~ E D W  enclosed as Appendix V-1. ACTEDS 
is a formal, competency-based system that requires the identifica- 
tion of critical tasks and associated knowledge, skills and abilities 
through a detailed job analysis a t  each grade level. 

Program Scope 
There are approximately 9,757 Army civilians working in the oc- 

cupational series as depicted in Exhibit V-40. 

EXHIBIT V-40-ARMY CIVILIAN WORKFORCE 

Serles 1 Number I Percent -- litle 
I 1 

The GS-1105 and GS-1106 series are clerical and administrative 
support and small purchase buying series. When considering only 
the technical or professional series, the contracting (GS-1102) 
series constitutes 86 percent of the total civilian workforce. For 
career program purposes, the Army categorizes its workforce into 
four levels: Intern (GS-4/71, Specialist (GS-9/12), Intermediate 
(GS-lB/GS/GM-13); and Management (GS/GM-13/15). 

General business ................................................................ 
Contracting .................................................................... 
Property ........................................................................... 
Industrial specialist ............................................................ 
Purchasing agent ............................................................ 

........................................................... Procurement clerk 

Recruitment 

GS-f 101 ........................................................ 
GS-1102 ........................................................ 
GS-1103 ........................................................ 
GS-1150 ....................................................... 

........................................................ GS-1105 1,140 
GS-1106 ....................................................... 

Total ............................................ 9,757 100 

Within the Army, recruiting for civilian personnel is generally 
decentralized to the organizational level and is normally conducted 
by civilian personnel specialists a t  the request of the functional 
manager. For example, within the Army Materiel Command, re- 

cruitment and hiring is done by civilian personnelists from three 
field placement offices. They centrally recruit for all career pro- 
grams in response to specific requests. In the case of GS-1102s, the 
recruiters will use the OPM register (GS-1102 examination) or on- 
campus recruiting, depending on the desires of local management. 
The stated emphasis within Army Materiel Command is on exter- 
nal recruiting. In the case of Training and Doctrine Command 
(TRADOC), recruiting is both internal and external. For internal 
placement, TRADOC uses a DOD-Wide Merit Promotion Announce- 
ment. Externally, TRADOC hires Outstanding Scholars via a gen- 
eral announcement or use of the OPM GS-1102 examination. Civil- 
ian personnel screen candidates for basic eligibility, but selections 
are made by functionalists after interviewing candidates. In the 
past, TRADOC has relied most heavily on internal recruiting, but 
the trend is towards Outstanding Scholars due to the positive feed- 
back on the quality of personnel thus hired. In fiscal year 1987, 510 
out of 921 new hires, 62 percent, were hired internally. 

In tern Program 
The Army has a large intern program with between 3,400 and 

3,800 interns. In fiscal year 1987, there were 440 Contracting and 
Acquisition interns; 310 or 70 percent were in Army Materiel Com- 
mand. The Army currently has limited information on its intern 
workforce. It appears, based on manually gathered data, that the 
Army favors internal hiring of interns. In fiscal year 1987, approxi- 
mately 50 percent of central interns (authorized and funded by 
PERSCOM) were recruited externally. Of local interns (not funded 
and managed by PERSCOM), only 15 percent were hired external- 
ly. Of those hired externally, it appears most were Outstanding 
Scholars. The breakdown of intern hires for fiscal year 1987 is dis- 
played in Exhibit V-41. 

EXHIBIT V-41-INTERNAL VERSUS EXTERNAL HIRING 

j l ~ - -  
(percent) (peront) 

Central interns ..................................................................................................................................... 
local interns .......................................................................................................................................... 
Combined .................................................. .... ............................................................................... 66 

The contracting intern program in the Army is decentralized, 
with operational control delegated to the MACOMS. Two examples 
of how these intern programs are conducted are the programs at 
Army Materiel Command (AMC) and TRADOC. In AMC, there is st 
Directorate of Intern Training (DIT) at  Fort Lee. Directorate repre- 
sentatives travel to AMC activities to meets interns, conduct orien- 
tation courses and receive periodic feedback. The AMC Activity 
Career Program Manager (ACPM), who is a functionalist, works 
with the CPO to assure interns receive their required training. 
Also, the AMC Deputy Chief of Staff for Procurement receives 
copies of the intern performance appraisals. TRADOC conducts an 
annual intern workshop for its contracting interns in conjunction 
with its acquisition conference. There is no current feedback mech- 



anism to Army top management, that is, the Functional Chief or 
Functional Chiefs Representative. 

Assignments and Promotions 
Civil service vacancies for existing or new positions are filled 

through the lateral reassignment of qualified individuals at  the 
same grade or competitive promotion of the best qualified individ- 
uals. Traditionally, these personnel actions have been accomplished 
by the servicing Civilian Personnel Office in a decentralized mode. 
However, the Contracting and Acquisition career field has been an 
exception, utilizing the DOD-wide Automated Career Management 
System (ACMS) for referrals. However, with its disestablishment in 
1986, the Army began to develop a new central referral system. At 
this time, however, the Army lacks a viable central referral 
system. Individuals seek their own career opportunities under local 
merit promotion procedures. Civilian Personnel Offices, operating 
under the technical direction of the Army Director of Civilian Per- 
sonnel, operates the referral system. 

As an interim solution, the Army Materiel Command Civilian 
Personnel presently operates the Department of the Army An- 
nouncement Distribution System. Army Materiel Command per- 
forms as executive agent for the Army in running this system for 
15 career programs. It is a voluntary, and basically manual, system 
for CPOs to fill higher-level positions. The upshot is that promo- 
tions for contracting personnel is currently decentralized. 

This system will be replaced by the Army Civilian Career Eval- 
uation System (ACCES), a combination of manual operations a t  the 
local level supplemented by data processing operations a t  PERS- 
COM. Based on job analysis, ACCES is intended to measure the 
knowledge and abilities of registrants. The knowledge ratings are 
developed by personnel specialists arid functional experts based on 
exhaustive job analysis with validation by functional Subject 
Matter Experts. Individuals can rate themselves independently on 
the various tasks in their job family. Independently, supervisors 
and reviewing officials will also rate them. There are no potential 
ratings. Individuals also describe, in narrative form, their accom- 
plishments. These are evaluated and rated by panels of Subject 
Matter Experts normally a t  the GS-13 level. The total point distri- 
bution is presented by Exhibit V-42. 

HHIBIT \I-42-WEIGHTING OF KNOWLEDGE AND ACCOMPLISHMENT 
[In percent] 

When vacancies occur, the selecting supervisor requisitions 
against the knowledge and abilities required. The local official has 
great latitude in deciding what skills are required and who may be 
considered. 

Knowledge 

MANAGEMENT OF NAVY CONTRACTING PERSONNEL 

Abilities/ 
acmplrsh- 

mats 

The Navy also has both military and civilian personnel in con- 
tracting. In terms of policy guidance, the Navy has achieved, theo- 
retically, a relatively high degree of integration of both the civilian 
and military workforces. The Navy's overall career program struc- 
ture for military and civilian contracting personnel is found in 
SECNAVINST 12400.4, issued on May 9, 1986. It applies to all 
Navy and Marine Corps activities employing contracting and acqui- 
sition personnel and military personnel assigned to billets with pro- 
curement or business management responsibilities. 

INTEGRATED MANAGEMENT OF CIVILIAN AND MILITARY PERSONNEL 
The Assistant Secretary of the Navy (Shipbuilding and Logistics) 

is the Navy Senior Procurement Executive, and thus is responsible 
for the development and operation of the Navy Contracting and 
Acquisition Career Management Program. Responsibilities include 
establishment of annual procurement workforce goals and objec- 
tives, periodic evaluation to assure satisfactory progress, prepara- 
tion and submission of an annual report to the Secretary of the 
N a q  and certification of the career program to the Secretary of 
the avy pursuant to Executive Order 12352. 

The Director, Contracts and Business Management, Office of the 
Assistant Secretary of the Navy (Shipbuilding and Logistics) estab- 
lished an implementing board structure on January 28, 1986. The 
Navy Contracting Career Management Board, formerly the Con- 
tracting and Acquisition Career Management Board, supports the 
Navy Senior Procurement Executive by ensuring the development, 
implementation, and maintenance of the career program and pro- 
viding periodic review- and evaluation. This Board is chaired by the 
Director, Contracts and Business Mana ement, within the Office of 
the Assistant Secretary of the Navy ( fi hipbuilding and Logistics). 
Members include a mix of senior military and civilian procurement 
managers (Commanders and GM-15 respectively and above) from 
NAVSEA, NAVAIR, NAVFAC, SPAWAR, NAVSUP, Office of 
Naval Research, Commandant Marine Corps, Military Sealift Com- 
mand, Strategic Systems Program Office, and Naval Telecommuni- 
cations Command. There are also representatives from Deputy 
Chief of Naval Operations (Manpower, Personnel and Training), 
Deputy Chief of Naval Operations (Logistics), Consolidated Civilian 
Personnel Office, and Naval Civilian Personnel Center. 

While this Board has theoretical responsibility for both military 
officers and civilians, the primary emphasis is on civilian person- 
nel. Policies and direction of military officers is restricted by the 
traditional Navy officer personnel career management chain. The 
Board does, however, exercise influence over the career program of 
Supply Corps Officers in contracting and, to a lesser degree, Civil 
Engineering officers in NAVFAC. The Board was initially support- 
ed operationally by the Contracting and Acquisition Career 
Branch, in the Office of Naval Acquisition Support (ONAS), but the 
functions were absorbed into the Office of the Assistant Secretary 
of the Navy (Shipbuilding and Logistics) when ONAS was disestab- 
lished. Day-to-day oversight functions and Board support responsi- 
bilities thus repose within OASN (S&L). 



EXHIBIT V-43 

Officers in the contracting field are assigned, trained, and pro- 
moted within the framework of the Navy military personnel man- 
agement system. All officers are in the Supply Corps except for 
those assigned to NAVFAC. 

Management 
The functional career structure and personnel system are both 

under the cognizance of the Director of Supply Corps Personnel. 
Career progression is managed by assignment of subspecialty and 
Additional Qualification Designator (AQD) codes to these person- 
nel. Demonstrated performers having direct contracting experience 
are identified by subspecialty code 1306s. Personnel acquiring a 
post-graduate degree in acquisition or contract management are 
identified by subspecialty code 1306P. Individuals are also assigned 
Additional Qualification Designators (AQD) 916 and 917 for having 
acquisition contracting and contract administration experience re- 
spectively. The inventory of specialty coded officers is monitored by 
the Naval Military Personnel Command. 

Recently, the Chief of the Supply Corps-who has cognizance 
over most officers in contracting-instituted a Professional Subspe- 
cialty Forum for Acquisition/Contract Management to review both 
the billet and officer inventory on a biennial basis. The purpose of 
this review is to assess the importance of the procurement and con- 
tracting subspecialty to the Navy, to assess its health, and to deter- 
mine if the inventory of such officers is sufficient to satisfy the 
planned needs of the Navy and provide career development poten- 
tial for officers in the subspecialty. 

Career Path 
There is a general 1306 Model Career Path which is depicted by 

Exhibit V-43. Basically, officers may enter the career program as 
lieutenants either through the Navy Acquisition Contracting Offr- 
cer (NACO) program, the DLA NACO program or a procurement- 
related assignment. They are generally expected to continue alter- 
nating between sea and shore duty, but they tend to specialize in 
acquisition job8 after entering the program. By the rank of lieuten- 
ant commander 0-4, they may become contracting officers. 
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The Navy Acquisition Contracting Officer program is a pre- 
cursor to the full-performance career path. For a number of years, 
this has served to develop officers for future assignment to middle 
and senior grade contracting management billets. The purpose of 
the program is to provide officers the opportunity to learn the ac- 
quisition contracting system through actual contracting work expe- 
rience and formal training. Each NACO is required to work in a 
wide variety of contracting functions at major Navy contracting ac- 
tivities and to complete specified formal courses. 

Program Scope 
As of January 31, 1989, there were 531 Supply Corps officers 

with subspecialty codes 1306P or 1306s or Additional Qualification 
Designators 916/917. Exhibit V-44 shows the distribution of these 
officers by rank. 

EXHIBIT V-44-INVENTORY OF OFFICERS IN CONTRACTING 

Rank I Number I Percent 

Flag ............................................................. .. .................................................................................. 
0-6 ..................................................................................................................................................... 
0-5 ..................................................................................................................................................... 

Total ............................................. ,: ................................................................................................ I 5 3 1  100 

In addition, the Navy has 32 NACO billets, most of which are in 
Naval Suppl Systems Command (NAVSUP). Exhibit V-45 pro- 
vides a distrigution of these NACO billets. 

EXHIBIT V-45-NAW ACQUISITION CONTRACTING OFFICERS (NACO) 

Organization 

................................................................................................................................. SPAWAR ..................................... .... 
Aviation Supply Office (AWf ......................................................................................................................................... 
Ships Parts Control Center (SPCC) ................................................................................................................................. 
3 Naval regional contracting centers {NRCC) ................................................................................................................. 
7 Naval supply centers (NSC) ..................................................................................................................................... 
Navat surface weapons center ................... .... ................................................................................................................ 

Billets 

The Navy has 156 selected reserve Supply Corps officers in the 
contracting career field, filling mobilization billets as indicated in 
Exhibit V-46. 

HHIBIT V-46-DISTRIBUTION OF NAVAL RESERVE OFFICERS 
[ ~ n  ecquisition contracting billets] 

U(HI0IT V-46-DISTRIBUTJON OF NAVAL RESERVE OFFICERS-Continued 

Organiratiofl 

[In acquisition contracttng billets] 

I I I I 1 
CAM 

.................................................................... DL4 .................. .. 
Other ....................................................................................... 

Total ..................................................... ., ........................ 63 156 

Organization 

Assignments 

CDR 

Assignment of Supply Corps officers is centralized with responsi- 
bility for assignment of most military contracting personnel resid- 
ing in the Director of Supply Corps Personnel, Naval Supply Sys- 
tems Command (NAVSUP). However, the career management and 
assignment of Civil Engineer Corps officers to contracting officer 
billets within Naval Facilities Engineering Command (NAVF'AC) is 
the responsibility of that SYSCOM. In making assignments, the 
needs of the billet are matched with the qualifications of individual 
officers, including seniority and previous contracting experience. 
Completion of mandatory training courses is considered part of the 
qualification determination. Personnel not meeting all mandatory 
training requirements upon assignment are normally sent to school 
to acquire such training, unless the skills and knowledge provided 
by the specific DOD mandatory course(s) have been obtained by ex- 
perience, education, equivalency test, or alternate training. 

CAR 

Promotions 

LCDR 

Supply Corps officers are selected for promotion among their 
peers and do not compete with line officers or other "non-profes- 
sional" fields. Contracting subspecialists compete equally with 
other subspecialists within the Supply Corps based on performance 
and capacity for future service. 

The senior Supply Corps Officer is the Chief of the Supply Corps. 
He designates selection board members to represent the various 
subspecialties to ensure that the performance of truly outstanding 
individuals across the broad range of business subspecialties within 
the Supply Corps is appropriately considered in selection for pro- 
motion. The Under Secretary of the Navy, as the Service Acquisi- 
tion Executive, can express areas of concern/irnportance to the Sec- 
retary of the Navy for his use in preparing guidance and instruc- 
tions to promotion boards. Exhibit V-47 provides comparative pro- 
motion data for captains and commanders in the contracting field 
compared to promotion data for all naval officers in all fields. For 
example, in FY90, Eleven 1306P officers were promoted to captain; 
this represented a selection rate of 64 percent of eligible 1306P 
commanders compared to a selection rate of 50 percent in the 
Supply Corps and 55 percent in the Navy overall. 

CDR 

LT 

I I I 
LCDR 

Total 

LT Total 
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EXHIBIT V-47-SUPPLY CORPS CONTRACTING PERSONNEL PROMOTIONS 

CAPTAIN (06) SELECTIONS 
L 

I COMMANDER (05) SELECTIONS 
I I I 

As indicated, the selection rate for 0 - 5  and 0-6 for Navy officers 
in contracting is very favorable in comparison to the selection rate 
for the Supply Corps and the Navy as a whole. 

Wcofps 

SEL KT 

Navy 

The Navy has also established a civilian career management pro- 
gram pursuant to SECNAVINST 12400.4. This program seeks to 
emulate the recommendations of Task Group 6 by including the 
following elements within its career program criteria: career devel- 
opment and training; intern programs; contracting officer selection 
and appointment programs; recruitment, classification and position 
management; performance appraisal and award; procurement edu- 

. cation and research; and career programs for small purchase per- 
sonnel. 

FY SEL 

I Managernen t 

1N6P 

SEL FCl 

1306s 

A salient characteristic of the Navy contracting career program 
structure is the apparently high degree of centralized policymak- 
ing. The Navy Contracting Career Management Board (NCCMB) 
performs centralized policy and oversight responsibilities for the 
contracting career field. Its specific membership, responsibilities 
and functions were discussed above. The Board has formally met 
four times since January 1987. 

Beyond this high-level Board, execution is broadly decentralized. 
Contracting directorates a t  each Systems Command (SYSCOM), 
supporting Consolidated Civilian Personnel Offices (CCPO), and the 
Director, Contracts and Business Management (CBM), Office of the 
Assistant Secretary of the Navy (Shipbuilding and Logistics) are all 
involved in providing opportunities for requisite education, experi- 
ence and training. Contracting managers at the SYSCOMS and 
their subordinate field activities, along with support from their re- 

$EL 

spective personnel offices, are responsible for assuring these career 
requirements are met. 

At the SYSCOM level, functional personnel are assigned respon- 
sibility for career development and training. For example, a t  the 
Naval Sea Systems Command (NAVSEA) three individuals are in- 
volved full time in executing and monitoring the career programs 
for NAVSEA's contracting workforce. Within the Contracts and 
Business Management Directorate, two procurement analysts (one 
GM-15 and one GM-14) perform full-time policy and oversight 
functions for the contracting career program, including career de- 
velopment and training. Senior level contracting personnel also 
provide feedback through the Navy Contracting Career Manage- 
ment Board (NCCMB). Thus, the training and career development 
aspecta of the civilian contract specialty are managed by the func- 
tional contracting community, with broad policy and oversight 
under the direction of the Assistant Secretary of the Navy (S&L). 
The civilian personnel s stem provides guidance and administra- 
tive support in terms o recruitment, classification and perform- P 
ance awards on a decentralized basis. 

Career Path 
Reflecting the more decentralized approach of the Navy, there is 

no Navy implementing career program guidance beyond SECNAV 
Instruction 12400.4. For civilian personnel, the provisions of DOD 
Directive 5000.52 of August 22, 1988 pertain, but there is no Navy 
career path for civilians. In line with overall decentralization, some 
commands have developed their own guidance. For example, at 
Naval Sea Systems Command (NAVSEA) more specific guidance on 
career ladders and full performance levels is contained in NAV- 
SEAINST 12410.1 of March 23, 1979, entitled "Career Progression 
Opportunity in the Contracts Directorate" and NAVSEANOTE 
12335 of April 11, 1980, entitled "NAVSEA Career Ladders and 
Full Performance Levels". 

PCI 

Program Scope 
Like the other services, the Navy includes more than contracting 

civilian personnel within the contracting and acquisition career 
program. Rather, as depicted by Exhibit V-48, there are six sepa- 
rate occupational series supporting the contracting function. The 
numbers indicated are from the Navy's Office of Civilian Personnel 
Management database as of October 31, 1988, and represent full- 
time U.S. appropriated fund employees. 

Exhibit V-48-NAVY CONTRACTING AND ACQUISITION CIVILIAN PERSONNEL 
[Nunlber af persons/series] 

Grade 

SES ............................................................................ 
GS/GM-15 ........................................ 
GS/GM-14 .............................................................. 
GSIGM-13 ................................................................ 
@-12 .............. - ...................................................... 
GS- 1 I .................................................................. 
GS-10 ..................................................................... 
GS-9 .................................................................. 

4 
11 
32 
58 
107 
107 
8 

221 

1101 
1 

1102 
I 

1103 1105 



Exhibit V-48-NAVY CONTRACTING AND ACQUISITION ClVl l lAN PERSONNEL-Continued 
[Number of persons/serierl 

.................................................. GS-8 ............. 
(35-7 .... 
GS-6 .......................................................................... 
13-5 ........................................................................ 

.................................................................... Gs-4 

............................................................. (3-3 

................................................................... GS-2 

............................................................ GS-1 
............................................................... bema Proj 

.................................................................. Other 

Again, like the Army and the Air Force, the ificluded series rep- 
resent those functions integral to the contracting process. Exhibit 
V-49 shows the percentage of the Navy's civilian contracting work- 
force in each job series. As indicated, 49 percent are in the 1102 
contracting job series. 

Totat 

EXHIBIT V-49-NAVY CONTRACTING/ACQUlSlTlON 

1150 1106 

.................................................................................................... 1101-General Business and Industrial 
1102-hntracting .................................................................................................... ............................... 
1103-lndustrial Property Management .............. .. .......................................................................... 
lI05-Putcha$ng .................................................................................................................................... 1,750 
1106-Prrcu.ment CClmcl and Arsiptwe 1,983 
1150-lndustrial Specialist 

1 I I I 1 
1105 

. . 

Series and title 

............................................................................................................ 
Total ......................................................... 

1103 

Number 

Recruitment 
The Navy relies on several methods of hiring including: a com- 

petitive merit promotion process, the OPM Contract Specialist reg- 
ister, Outstanding Scholar appointments, and reassignment of cur- 
rent GS-1102s. The Navy's centralized Contracting Career Intern 
Program (CCIP) was also given temporary direct-hire authority by 
the Office of Personnel Management for use in the Washington 
area. The greatest source of recruiting has been external as indi- 
cated on Exhibit V-50. 

1102 Grade 

Petcent 

1101 

EXHIBIT V-50-CCIP RECRUITING SOURCE 

In tern Program 
The Navy's Contracting Career Intern Program (CCIP) serves as 

the primary pipeline of high quality personnel for the contracting 
workforce. As a long-term goal, the Navy plans to replace 50 per- 
cent of annual losses with CCIP graduates. On July 9, 1986, the As- 
sistant Secretary of the Navy (Shipbuilding and Logistics) request- 
ed Secretary of Navy approval to significantly expand the CCIP. 
The Assistant Secretary pointed out that the Navy only had 176 
contracting interns and 138 logistics interns compared to. the Air 
Force's 360 contracting and 400 logistics interns and the Army's 
440 contracting and 445 logistics interns. In August 1986, the Secre- 
tary of the Navy approved the request to increase both of these 
programs by 50 interns per year for the next five years. Exhibit V- 
51 shows this planned CCIP expansion. 

Sam Number 

Internal ...................................................................................................................................................... 
.............. .................................. OPM register ..... .......................................................................................... 

Outstanding scholar .................................................................................................................................. 
Other ........................................................................................................................................... ............. 

Percent 

The numbers for FY87 and forward are ap roved targets. Exhibit 
V-52 shows the distribution of interns by HYSCOM for 1988 and 
1989. 

The "other" category includes Veterans Readjustment Act (VRA), traosfers, direethires, and mvenions. 

22 
77 
86 
35 

EXHIBIT V-51-CCfP AUTHORIZATIONS 

EXHIBIT V-52-CCIP ALLOCATlONS 

10 
35 
39 
16 

Fml Year 

Numberofinterns ................................................... 

The Navy was unable to meet their target for FY88, receiving an 
allocation of 223 vice the target of 227. However, a 3 percent reduc- 
tion was not deleterious as the Navy was only able to bring on- 

1974 

55 

Acfmty 

NAYAIR ...................................................................................................................................................... 
NAVSEA ....................................................................................................................................................... 
SPAWRR .................................................................................................................................................... 
NAVSUP ............................................................................. ........................................................................ 
NAVFAC ......................................... 1 ...................................................................................................... 
Marine Corps .......................................................................................................................................... 

........................................................................ MSC ............................................................................ :., 
ONR ............... ., ....................................................................................................................................... 
Ssm.. ................ - ............ - ........................................................................................................................ 
ADPSO ...................................................................................................................................................... 
TELCOM ................................................................................................................................................... 

1975 

155 

Fiscal year 
1988 

42 
49 
24 
62 
8 
9 

I0 
8 
P 
2 
I 

Fiscal year 
1989 

48 
55 
26 
68 
16 
10 
10 
10 
4 
2 
2 

I;)&- 
i 

176 

I987 

189 

1988 

227 

1989 

276 

1990 

326 

1991 

389 

1992 

426 



board 195 interns as of September 30, 1988, an 11 percent shortfall 
due in part to budgetary difficulties. Only 4 of the 11 subordinate 
activities were able to hire to their authorized allocations: 

The Navy took aggressive action to promote recruitment of Navy 
contracting interns for its CCIP in FY 89. The Navy restructured 
billet allocation procedures to encourage competition among claim- 
ants, sought and obtained critical funding approval from the Serv- 
ice Acquisition Executive, and held numerous senior-level claimant 
meetings to review hiring procedures and resolve recruitment prob- 
lems. Based on these initiatives, the Navy achieved approximately 
a 40 percent growth in its CCIP during FY 89, representing the 
largest annual growth in the 16-year history of the program. By 
J.une 30 there were 253 persons on board. 

Recruitment and selection of interns under the Navy's Contract- 
ing Career Intern Program (CCIP) are centrally managed b the 
Navy Career Management Center (CMC) in Mechanicsburg, 6enn- 
sylvanla, with participation from the recipient Systems Command 
or field contracting activity. The Director of Contracts and Busi- 
ness Management within the Office of the Assistant Secretary 
(S&L) provides oversight for the CCIP. 

Intern entry grades are either GS-5 or GS-7 and program length 
is either 2 or 3 years with target grades varying from GS-9 to GS- 
12. For the CCIP in the Washington, D.C. area, however, the entry 
grade is normally GS-7 and is a 3 year program with a target 
grade of GS-12. As of February 6, 1989, the Navy had 220 interns 
in the CCIP; 92 percent of these interns had a college degree. Sev- 
enty-four percent were assigned to central or systems contracting 
billets, while the remainder were assigned to local or station con- 
tracting positions. 

Navy officials noted that graduates of the intern program are 
generally higher quality individuals who accept greater nsponsibil- 
ities and perform their duties in a more competent and profession- 
al manner. This improved quality is a direct result of the stringent 
selection qualifications for entry into the program and intensified 
formal classroom and on-the-job training received during the two to 
three year internship. Intern performance is closely monitored, 
evaluated, and documented, assuring that aduate interns are 
fully equipped to perform the duties r equ i reEY their target posi- 
tions. The Career Management Center also encourages interns to 
attend, and provides funding for, job-related, after-duty college and 
graduate level coursework. 

Although the Navy does not have any Navy-wide retention data 
with respect to CCIP interns, limited data is available a t  the Sys- 
tems Command level. For example, of the 134 CCIP interns hired 
at NAVSEA Headquarters since 1974, about 46 percent have been 
retained and of the 37 hired since October 1984, about 81 percent 
are still employed a t  NAVSEA. 

Assignments and Promotions - 
Since the disestablishment of the DOD Automated Career Man- 

agement System, the Navy has gone to a decentralized approach 
for assigning and promoting civilian personnel. Recruitment and 
selection of civilian contracting personnel are generally handled on 
a local basis under a competitive merit promotion process. Posi- 

tions above the journeyman level normally require some level of 
contracting officer authority. Thus, an  individual's ability to per- 
form contracting officer responsibilities is often a basis for their 
evaluations and promotion. 

MANAGEMENT OF AIR FORCE CONTRACTING PERSONNEL 
The Air Force has established training and development models 

and a career program development structure for both military and 
civilian contracting personnel. The Air Force also has a capstone 
regulation, Air Force Regulation 70-2, "Air Force Contracting, 
Manufacturing, and Quality Assurance Professional Development 
Program." This regulation was issued under the auspices of the Di- 
rector of Contracting and Manufacturing Policy within the Office 
of the Assistant Secretary (Acquisition) in March 1978 and has 
been under extensive revision for some time. Although the current 
regulation prescribes policies and procedures relative to profession- 
al development of military and civilian contracting personnel, it is 
outdated and will be replaced. The intention of the new regulation 
is to implement DODD 5000.52 (formerly DOD 5000.48) and DOD 
5000.52-M-when published-and supplement Air Force Regula- 
tion 40-110. Vol. X for civilian personnel. 

The Air Force is unique among the Services in that it has both 
an officer and an enlisted workforce. There are a small number of 
enlisted personnel in the Marine Corps assigned to contracting or- 
ganizations and functions. It tends to develop both in their respec- 
tive areas on contracting career paths or tracks specified in AFR 
36-1 and AFR 36-23 for officers, AFR 39-1 for enlisted personnel, 
and DODD 5000.52 for both. 

The Air Force has a long record of a professional contracting 
military workforce. Air Force officers in the contracting and manu- 
facturing career field have a ,well-established career program 
within the overall framework of the Air Force program for officer 
professional development. 

The Director of Contracting and Manufacturing Policy, Assistant 
Secretary of the Air Force (Acquisition) provides career manage- 
ment guidance to the military contracting and manufacturing 
career field. For enlisted personnel, this individual is assisted by a 
senior enlisted adviser (E-9) for the contracting function. 

Management 
Centralized career management responsibility resides primarily 

with the Air Force Military Personnel Center, just as it does with 
other Air Force military specialties. Like the leadership in other 
policy functional career fields, the Director of Contracting and 
Manufacturing can influence the personnel system, especially in 
the area of assignments, and there is a high degree of coordination 
between personnel and functional management. Conversely, there 
is no established formal contracting career board structure or sup- 
port organization outside of the traditional Air Force organization 
structure. 



Career Path 
The Contracting and Manufacturing career field (AFSC 65XX) in- 

cludes planning, implementing, and managing the acquisition of 
supplies, services, construction, and systems. The major functional 
areas are contracting (to include central/systems, operational or 
base-level, and research and development); manufacturing (includ- 
ing quality assurance); and manufacturing engineering. There are 
five different Air Force Specialty Codes (AFSCs) within the career 
field. 

The Manufacturing Officer series (AFSC 6524) covers the ranks 
0-1 through 0-4 and includes four broad functions: evaluation of 
contractor manufacturing ability; monitoring production processes 
to contract compliance; evaluation/monitoring cantractor quality 
assurance; and, evaluation/monitoring of contractor property ad- 
ministration systems. Most of these positions are located in Air 
Force Systems Command, Air Force Logistics Command, and the 
Defense Logjstics Agency. 

The Acquisition Contracting Officer series (AFSC 6534), which 
encompasses the ranks 0-1 through 0-4, covers all aspects of the 
pre- and post-award functions of contracting. This specialty is 
found in all contracting organizations. 

The Manufacturing Engineering series (AFSC 6544) also covers 
the ranks of 0-1 through 0-4. These officers are located primarily 
in Air Force Systems Command and evaluate/rnonitor contractors' 
manufacturing techniques and performance. An industrial engi- 
neering degree is desired for this specialty. 

The Acquisition Contracting and Manufacturing Staff Officer 
series (AFSC 6516) covers the ranks 0-4 through 0-6.  This special- 
ty encompasses the functions of the lower-tiered 6524, 6534, and 
6544 specialties. Officers in this specialty are required to develop 
and coordinate contracting, manufacturing, and quality assurance 
policy and procedures. 

The Acquisition Contracting and Manufacturing Director series 
(AFSC 6596) encompasses primarily the rank of 0-6 with some key 
0-5 positions. Only officers assigned to key positions designated by 
the Director of Contracting and Manufacturing Policy, as requiring 
extensive knowledge and experience in acquisition contracting, 
manufacturing, and quality assurance are eligible for award of this 
AFSC. The relationship of these specialties is shown in Exhibit V- 
53. AFSC 6596 is the capstone specialty, encompassing all the func- 
tions of the 6516, 6524, 6534, and 6544 specialties. Officers in this 
specialty participate a t  the highest levels in policy formulation and 
in managing "operational (base level) contracting, systems acquisi- 
tion, central contracting, logistics support, contract management, 
manufacturing, quality assurance, and related functions." 
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Air Force Regulation 36-1, Attachment 17, "Acquisition Con- 
tracting/Manufacturing Utilization Field (651,'' dated January 1, 
1984 covers each specialty within the Acquisition Contracting and 
Manufacturing Utilization Field and provides a brief description of 
the duties, responsibilities, and specialty qualifications for each 
AFSC. 

Military career planning guidance from a policy perspective is 
formulated by Headquarters, AFMPC and Headquarters, Air Force. 
Most personnel actions of a career nature are centralized. Techni- 
cal contracting training management tends to be decentraiized 
through the Air Force's automated Pipeline Management System. 
There is also a very close relationship between the functional man- 
ager-the Air Force Director of Contracting and Manufacturing 
Policy-and AFMPC-the military personnel manager. Changes to 
the personnel system and officer professional development system 
are closely coordinated between the two organizations. 

AFR 36-23 "Officer Professional Deveiopment," posits the Air 
Force philosophy of professional officer development, stating that it 
occurs at every grade level and echelon with the goal of profession- 
ally preparing officers to assume the responsibilities that go with a 
particular grade. It begins with concentration on primary job/tech- 
nical expertise, broadens throughout the career, culminating in a 
generalist with both depth and breadth of experience. AFR 36-1 
sets out the education and training requirements for entry into the 
65XX AFSC and identifies requirements that should be fulfilled 
prior to upgrading/promotion within the AFSC. Each of the five. 
specialties within the 65XX career group have distinct duties and 
responsibilities. Specialty qualifications, consisting of desired/re- . 
quired knowledge, education, experience, and training are enunci- 
ated. Chapter 27 of AFR 36-23 provides a professional development 
road-map for the 65XX career field and is encapsulated in a time- 
grade chart at Exhibit V-54. 

This Exhibit deviates from AFR 30-23 in that it includes the 
DOD mandatory courses for contracting military personnel set 
forth in DODD 5000.52 and the proposed DOD 5000.52-M (Draft). 
The Air Force made these courses mandatory for its military per- 
sonnel in April 1989. 
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There are four phases in career development: initial development 
phase (years 1 through 4), intermediate development phase (years 5 
through l l ) ,  advanced development phase (years 12 through 16), 
and staff phase (years 17 through 21). 

In the first phase, officers will gain in-depth knowledge of the 
specialty by serving in most cases in one office; the majority of as- 
signments are within the Air Force Systems Command. Education- 
ally, a baccalaureate degree is required, preferably in a contracting 
or manufacturing subject. Officers should also complete all manda- 
tory training. 

In the second, or intermediate phase, it is intended that officers 
increase their in-depth technical knowledge with assignment rota- 
tions through various contracting and manufacturing functions in 
central, systems, operational, and research and development con- 
tracting operations. Officers should complete all mandatory train- 
ing a t  this level, obtain an advanced degree and attend Squadron 
Officer School. In the third, advanced development phase, officers 
should broaden their experience by serving in staff jobs at  Major 
Command (MAJCOM) or Air Force Secretariat level. But the ma- 
jority will serve as branch or division chiefs a t  System Program Of- 
fices (SPOs) and AFPROS, or as Base Contracting Officers (BCOs). 
All required intermediate level training courses should be complet- 
ed as well as an Intermediate Service School. In the final, or staff 
phase, the majority of officers will serve ae SPO contracting direc- 
tors, AFPRO, Air Force Contract Maintenance Center (AFCMC), 
and DCASPRO commanders, and as Base Contracting Officers a t  
larger operational contracting offices. A few selected officers will 
serve on MAJCOM or Secretariat staffs. Officers should complete 
the senior level training courses, obtain an advanced degree in 
their management area, and complete a Senior Service School. 

Most officers in the contracting career field follow a single track 
or vertical career progression within the 65XX specialty. However, 
a limited number of officers from other specialties or career fields 
such as officers on rated supplement tours may enter the 65XX 
career field through either retraining via a Duty Air Force Special- 
ty Code (DAFSC) change or through either the Air Force Institute 
of Technology's Education With Industry (EWI) or graduate degree 
programs. The majority of the EWI positions are used for officers 
transferring into the career field. Officers broadening into the field 
normally will not be placed in a key position identified by the Di- 
rector of Contracting and Manufacturing in the 6596 AFSC. 

Education With Industry 
The Air Force established its Education With Industry (EWI) pro- 

gram for military officers in 1949. EWI participants are centrally 
selected a t  the Air Force Military Personnel Center (AFMPC). 
They are primarily captains, with some f i s t  lieutenants and 
majors. The primary purpose is to access new officers into the con- 
tracting and manufacturing career field. Officers selected for EWI 
do not have a background in contracting. EWI quotas are provided 
by Headquarters, Air Force Deputy. Chief of Staff for Personnel. 
The functional community has an input in determining the 
number of quotas. Selection of Air Force officers is done by the 
PALACE Team career monitors in AFMPC. After initial screening, 

candidates are referred to an AFIT Selection Board at  AFMPC. 
This is basically an "in-basket" process where the various colonels 
will review the individual's record and potential and make the 
final selections. After selection, AFIT negotiates with various firms 
for placement in training within their organizations. At the conclu- 
sion of their training, EWI graduates will receive a follow-on as- 
signment in contracting and will remain in the contracting career 
field, with the exception of rated officers, i.e., pilots and navigators. 
In academic year 1988-1989, the Air Force has 51 EWI quotas in 
Contracting and Manufacturing. 

Program Scope 
In November 1988, there were 1,532 officer positions with 1,512 

officers assigned to the AFSC 65XX utilization field (99 per cent). 
Exhibit V-55 provides a breakout of the number of authorized posi- 

. . tions, the number of assigned 65XX officers, and the percentage of 
65XX officers assigned to authorized positions: 

EXHIBIT V-55-INVENTORY OF AFSC 65XX OFFICERS 

I Number 1 Number 1 
Title 

The approximate distribution of these officers by Air Force Spe- 
cialty Code is shown in Exhibit V-56. 

Lieutenant ....................................................................................................................... 
Captain ..................................................................................................... ....................... 
Major ............................................................................................................ ............... 
Lieutenant Colonel ........................................................................................................... 
Colonel .......................................................................................................................... 

Rank 

0-2 
0-3 
0-4 
0-5 
0-6 

EXHIBIT V-56-DISTRIBUTION OF 65XX OFFICERS 
[BY MSCl 

Over 50 percent of all officers are in the grades of lieutenant 
through major. The predominance of officers, especially in the 
senior grades, are in the two major procurement commands, Air 
Force Systems Command (AFSC) and Air Force Logistics Command 
(AFLC), with a total of 914 officers currently on board-61 per cent 
of the contracting and manufacturing officer corps. The remaining 
officers are assigned to operational contracting positions worldwide, 
to the Defense Logistics Agency, or to the Secretariat. A total dis- 
tribution of officer positions at the grades lieutenant through lieu- 
tenant colonel is a t  Exhibit V-57. 

of 
persannel 
asskned 

rile 

Manufacturing officer .................................................................................... .................... 
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EXHIBIT V-57 

65XX Force Management 
Distribution by Major Users 

Lt thru Lt Colonel 

AFSC 51 % 

Authorized: 1378 

The distribution of colonels in contracting is indicated by Exhibit 
58. 

EXHIBIT V-58 

65XX Force Management 
Distribution by Major Users 

- - - -- -. - 

Colonels 

AFSC 54 

w ATC 1 
PACAF 1 ------) 

SPACECOM 1 

AFLC 19 I \ ' M A C  1 

SAC I OTHER 8 

Total: 114 

There are also 316 65XX officers in the Air Force Reserve 
(AFRES). Two hundred ninety are assigned as Individual Mobiliza- 
tion Augmentees (IMA) and 26 officers are members of the Individ- 
ud Ready Reserve (IRR). 

The 290 contracting personnel (officer and enlisted) in the Air 
National Guard include 91 Active Guardsmen and 199 Air Guard 
Technicians. One hundred seventy eight of these are warranted 
contracting officers. All Air National Guard flying bases have full- 
time contracting organizations. Since in peacetime the Air Nation- 
al Guard reports to the Adjutant Generals of the various states. as 
well as thk National Guard Bureau, contracting authority comes 
from the Secretary of the Army through the National Guard 
Bureau. The Army Principal Assistant Responsible for Contracting 
(PARC) within the National Guard Bureau is responsible for all 
contracting policy and training for the Air and Army National - 
Guard. 



EXHIBIT V-59-COMPARATIVE PROMOTION RATES OF OFFICERS 
[In percent] 

Officer Assignments Lieulenaot Colonel 

The Air Force centrally manages the assignment process through 
AFMPC with the contracting PALACE Team responsible for as- 
signments of lieutenant colonels and below. Colonel and colonel 
(select) assignments are managed by the Colonels Group within 
AFMPC. The PALACE Team considers all officers eligible for reas- 
signment and, with the help of the commander or supervisor and 
MAJCOM, examines their qualifications and experience, comparing 
them to existing position requirements. The Colonels Group works 
with the member's MAJCOM or agency senior officer manager in 
determining assignments. Once the individual is selected, the 
PALACE Team or Colonels Group works with the individual and 
the cognizant MAJCOM and processes the assignment. Factors con- 
sidered in the assignment process include the grade and experience 
level of the position, the experience, education, performance, train- 
ing, and availability of the candidates, and force management con- 
cerns such as rated distribution, manning levels, separation dates, 
and rated supplement completion dates for lieutenant colonels and 
below. For all 65XX colonels and key lieutenant colonel assign- 
ments, the Director of Contracting and Manufacturing is closely in- 
volved in the assignment process, along with the assistance of the . 
four other 65XX General Officers in the Air Force. They meet bian- 
nually to review assignments and the general status of the 65XX 
career field. 
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In comparing contracting and manufacturing colonels with their 
peers throughout the Air Force, they appear very competitive by 
objective measure in terms of experience, education, and training, 
as shown by Exhibit V-60, The only area of measurement in which 
colonels in the 65XX career field differed appreciably from Air 
Force colonels in general is that significantly fewer 65XX colonels 
are rated. 

Promotions 

Officers in the 65XX career field compete for promotions with all 
line officers and other mission support officers in the Air Force. No 
designated promotion percentages are reserved for contracting per- 
sonnel. Moreover, completion of mandatory DOD contracting 
courses, pursuant to DOD 5000.52-M (Draft), is not a consideration 
of promotion boards. The 65XX field grade officers have been very 
competitive for promotion in recent years a t  the gra.des of colonel 
and lieutenant colonel when compared to promotion rates in the 
total non-r~ited officer corps. Promotion data on these three grades 
is provided in Exhibit V-59. 

EXHIBIT V-60-CONTRACTING COLONELS 
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As previously discussed, the Air Force has over 1600 enlisted 
military personnel in the Air force contracting workforce. Ration- 
ale for retention of an enlisted force in the contracting career field 
is based on the need to support overseas contracting operations and 
for use in case of deployment overseas in a national emergency- 
for example to provide contracting support a t  Collocated Operating 
Bases. 

The enlisted career field is identified, in accordance with Air 
Force Specialty Codes, as the 651x0 career field. Air Force Regula- 
tion 39-1, "Airman Classification," Attachment 38, "Airman Con- 
tracting Career Field (65)" covers specialty descriptions for con- 
tracting personnel and provides a brief description of the duties, re- 
sponsibilities, and specialty qualifications for each AFSC. Six differ- 
ent skill levels pertain to this field in a career progression hierar- 
chy from Helper through Chief Master Sergeant. The enlisted 
workforce is trained and organized to work primarily in the base- 
level or operational contracting arena. 

Management 
The enlisted contracting career field is identified and managed 

within the overall context of Air Force personnel management of 
the enlisted force. In many respects the career program elements 
of the 651x0 career field resemble those found among officers as- 
signed to operational contracting. The Air Force Military Person- 
nel Center is the central organization which provides policy and 
manages, through the Airman Assignments assignments 
of enlisted personnel. The Air Force Director of Contracting and 
Manufacturing Policy provides career program policy guidance to 
the utilization field. Career planning is generally decentralized 
while control of the career management system is centralized. . 

There is a close working relationship between the Director, Con- 
tracting and Manufacturing Policy, the functional manager, and 
the military personnel managers a t  the Military Personnel Center. 
Changes to the personnel system are closely coordinated between 
the two organizations. 

Career Path 
Functional managers establish education and training require- 

ments for entry into an Air Force Specialty. These requirements 
are reflected in  AFR 39-1, along with the requirements needed for 
upgrade within the specialty. At the entry level is the Contracting 
Specialist, consisting of AFSC 65110 (Helper), 65130 (Semi-skilled), 
and 65150 (Skilled). Individuals are required to perform pre- and 
post-award contracting functions within the base-level contracting 
organization. Educationally, an Associate Degree with 24 hours of 
business-related subjects is desirable. Completion of the basic con- 
tracting s~ecialist course is mandatory for award of the 65130 
AFSC.- 

Next in hierarchical progression is the AFSC 65170 (Contracting 
Supervisor). At this level, an airman may function as a warranted 
contracting officer. Next is the 65190 AFSC (Contracting Superin- 
tendent) who has supervisory responsibilities in managing a con- 

tracting operation but may also perform as a warranted contract- 
ing officer. A baccalaureate degree with a business major is desira- 
ble. The 65100 AFSC is the apex of the enlisted career field and is 
generally held only by a Chief Master Sergeants (E-9). 

Currently, there is no mandatory positive educational and train- 
ing requirement for the enlisted force, beyond AFSC 65150. Wowev- 
er, the new, draft AFR 70-2, "Air Force Contracting, Manufactur- 
ing, and Quality Assurance Professional Development Program," 
intended to implement DODD 5000.52 and the DOD 5000.52-M 
(Draft), provides specific guidance with respect to the minimum 
formal training and experience required. 

Program Scope 
In December '1988, there were 1,749 enlisted positions and 1,611 

individuals (92 per cent) assigned to the AFSC 651x0 utilization 
field. Exhibit V-61 provides a breakout of the authorized enlisted 
contracting positions versus the contracting enlisted force assigned 
to those positions. 

- EXHfBIT V-61-INVENTORY OF 651x0 ENLISTED PERSONNEL 

Grade 
Number of 
personnel 

Airman ................................................................................................................................. 182 
Sergeant ............................................................................................................................. 312 
Sbfl Sergeant .................................................................................................................. 530 
Technical Sergeatit ........... , ......................................................................................... 320 
Master Sergeant ................................................................................................................. 206 
Senior Master Sergeant .................................................................................................. 44 
Chief Master Sergeant ........................................................................................................ 17 

Percent 

The approximate distribution of these enlisted personnel by 
AFSC is presented in Exhibit V-62. 

Total ............................................................................................................................. 

EXHIBIT V-62-DfSTRlBUTION OF 651x0 PERSONNEL 

1,6I 1 

The overwhelming majority of enlisted personnel are found in 
the operational MAJCOMS (93 per cent of the force). The 109 en- 
listed personnel assigned to the two procurement commands, AFSC 
and AFLC, are employed in support of the base contracting func- 
tion. 

There are also 61 enlisted 651x0 personnel in the Air Force Re- 
serve; 13 are assigned as Individual Mobilization Augmentees 
(IMAs) and 48 are assigned as Individual Ready Reservists (fRRs). 

AFSC 

1,749 92 
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Additionally, the Air National Guard has 91 Air National Guard 
contracting organizations. 

Assignments 
Air Force Regulation 39-11, "Airman Assignments," covers en- 

listed personnel assignments in general. There is no single chapter 
or section that specifically addresses the contracting career field. 
Assignments are centrally managed a t  the Air Force Military Per- 
sonnel Center. An experienced functional contracting senior NCO 
is currently assigned to the Airman Assignments Division to 
manage enlisted contracting assignments. 

Promotion System 

Air Force for Acquisition Management and Policy, who reports di- 
rectly to the Air Force Acquisition Executive and Senior Procure- 
ment Executive. Other members include the Air Force Director of . 
Civilian Personnel, the Associate Director of Contracting and Man- 
ufacturing Policy within the Secretariat, and the Associates to the 
Deputy Chiefs of Staff for Contracting at  Headquarters, Air Force 
Logistics Command (AFLC) and Air Force Systems Command 
(AFSC) respectively. All are members of the Senior Executive Serv- 
ice (SES). The operating Major Commands (MAJCOMs) are repre- 
sented by the Director of Contracting for a CONUS-based operating 
MAJCOM-a colonel. This assignment is rotated every two years. 
Non-voting members include the Chief of the Career Program Divi- 
sion in the Air Force Civilian Personnel Management Center, the 
PALACE Team Chief, and Secretariat and Air Staff liaison officers. 

The enlisted promotion system, like the officer promotion system, 
is centralized, but differs from the officer system in that promo- 
tions are made to fill vacancies. Once the actual number that can 
be promoted has been determined, this number is divided by. the 
eligible population to arrive a t  the percentage to be used for each 
AFSC. All AFSC's have the same opportunity, except for those des- 
ignated as chronic critical skills (CCS) who receive 1.2 times the 
non-CCS rate. As a result, no designated promotion percentages are 
reserved for contracting personnel. Promotions to Staff Sergeant 
through Master Sergeant are based solely on the Weighted Airman 
Promotion System, which is comprised of a set of weighted factors 
scored by the computer at the Air Force Military Personnel Center. 
Promotions to Senior and Chief Master Sergeant are accomplished 
by combining a similar weighted factor system with a centrally 
convened evaluation board score. While senior miIitary contracting 
ofXcials have no input into the instructions given to evaluation 
boards, the board members (two colonels and one chief master ser- 
geant) are selected based on their background and experience with 
the career field they will be reviewing. 

In 1985 the Air Force implemented the Acquisition Civilian 
Career Enhancement Program (ACCEP), a comprehensive and inte- 
grated career program for its acquisition civilian work force. In 
March 1989, the Air Force renamed this career program the Con- 
tracting and Manufacturing Civilian Career Program (CMCCP) to 
better identify the personnel with their functional mission. 

Management 
To a large degree, the Air Force has established a career man- 

agement structure that integrates civilian personnel management 
and functional management into a management team. This struc- 
ture has centralized career program policymaking, while maintain: 
ing field involvement and input. 

Air Force Regulation 40-110, Vol. X, which provides guidance for 
the CMCCP program, is included in this text as Appendix V-2. The 
CMCCP organization is depicted by Exhibit V-63. The CMCCP 
Policy Council is chaired by the Deputy Assistant Secretary of the 



EXHIBIT V-63 The career program is operated through a PALACE Team locat- 
ed in the Air Force Civilian Personnel Management Center a t  Ran- 
dolph Air Force Base, Texas. The PALACE Team consists of civil- 
ian functionalists on career broadening assignments, matrixed with 
personnelisis. The Chief of the PALACE Team is a functional 

:expert in contracting who works for the Air Force Director of Civil- 
ian Personnel and the Chairperson of the Policy Council and re- 
ports to the Policy Council. Tours of duty are limited to 2 or 3 
years. 

The Policy Council is assisted by four panels, each chaired by a 
member of the Senior Executive Service and supported by GM-15s 
or colonels from the Contracting and Manufacturing Community. 
The four panels are: Professional Development Panel, Position 
Panel, Promotion Evaluation Pattern (PEP) Panel, and Program 
Effectiveness Panel. Major Commands (MAJCOMs) may also estqb- 
lish Career Boards, composed of functionalists and personnelists to 
implement the career program within their MAJCOM and provide 
feedback through their MAJCOM representative to the Policy 
Council. 

Major Command Directors of Contracting and Civilian Personnel 
Directors provide instructions to their subordinate contracting and 
civilian personnel functions. Contracting managers a t  the base or 
field level work closely with the servicing Civilian Personnel Office. 
Lastly, there are supervisor and employees-key links in executing 
the program. 

Good lines of communication are essential to effective career pro- 
gram operations. There are two normal lines of communication: 
functional-through contracting management channels-and civil- 
ian personnel. However, for career program matters, the PALACE 
Team has direct communications with both civilian personnel and 
functional management at  all levels. 

Career Path 
The career path for contracting and manufacturing civilians is 

spelled out in detailed Master: Development Plans that are included 
in Air Force Regulation 40-110, Volume X. These Master Develop- 
ment Plans were developed by the CMCCP Professional Develop- 
ment Panel and the PALACE Team after extensive coordination 
with functional civilian and military managers a t  all echelons. Ap- 
proved by the Policy Council, the Master Development Plans set 
forth the professional development objectives, mandatory and desir- 
able training, education and typical assignments for each occupa- 
tional series at  various grade levels. Required training and educa- 
tion incorporate the requirements of DUD Directive 5000.52 and 
DOD 5000.52-M (Draft). There is a generic managerial/supervisory 
Master Development Plan that applies to all CMCCP occupational 
series. This document sets forth required management and execu- 
tive training and development. All Master Development Plans are 
incorporated as attachments to the CMCCP regulation, AFR 40- 
110, Vol. X. 

Program Scope 
The 11,443 person Air Force civilian component of the contract- 

ing workforce is larger than the civilian cornpbnent of the other 



Services and also encompasses a broader range of occupational 
series (11 separate series). The CMCCP provides program coverage 
for appropriated fund civilians from grades GS-5 through GM-15. 
The 11 different occupational series are included in three distinct 
but related categories: basic series, shared series, and bridge series. 
The occupational series that are included within the basic series 
belong exclusively to the CMCCP for career management purposes, 
no matter where the positions are located throughout the Air 
Force. Shared series include personnel and positions that are not 
exclusive to the CMCCP, but rather cross career program lines. 
The determination to include the positions in the CMCCP is based 
on the assignment of those positions to contracting and manufac- 
turing functions and organizations. The bridge series includes occu- . 

pational series that are integral to support of the contracting func- 
tion. In addition, individuals in these series are an internal source 
for employees in the higher-graded professional series. Occupation- 
al series within CMCCP are enumerated in Exhibit V-64. 

EXHIBIT V-64-CMCCP OCCUPATIONAL SERIES 

Basic.. .............................................. 

Shared .......................................... 

............................................. Bridge 

The total numbers of CMCCP personnel by series and grade are 
displayed on Exhibit V-65. 
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EXHIBIT V-65-DISTRIBUTION OF CMCCP PERSONNEL 

Contract and procurement 
Industrial property management. 

. Contractor industrial relations. 
General administration. 
General business and industry. 
Industrial specialist. 
General engineer (quality and reliability assur- 

ance). 
Industrial engineer. 
Quality assuraoce. 
Purchasing agent. 
Procurement assistant. 

Fifty-eight per cent of the CMCCP personnel are in the GS-1102 
Contracting series. Almost 70 per cent of the GS-1102 workforce 

- - -  

SES ......................................... 

Total ............................... 

are in the journeyman level (Level 11) grades of GS-9 through GS- 
12. Approximately 17 per cent are in the senior (Level 111) grades of 
GS-13 through GS-15. The largest number are contract negotiators 
(33%) followed by contract specialists (29%), contract administra- * 

tors (14%), procurement analysts (12%), cost/price analysts (11%) 
and only 20 contract termination specialists. 

PERSONNEL MANAGEMENT OF CIVILIAN CONTRACTING PERSONNEL 

Recruitment 
Recruiting for entry-level positions is decentralized. with the ex- 

ception of the CMCCP intern programs. For all other entry posi- 
tions, internal versus external recruiting decisions are left to the 
Major Command (MAJCOM) or local base. The Policy Council 
favors external recruitment of college graduates, preferably with a 

' 

business background. However, the Council has not made this ap- 
proach mandatory for local managers. 

Intern Program 
The Air Force has a large, high-visibility intern program that is 

. centrally managed and funded. Reflecting the historical evolution 
of the various intern programs, there are currently three different 
intern programs: COPPER CAP, PALACE ACQUIRE, and the Pres- 
idential Management Intern (PMI) program. 

COPPER CAP. The Contracting Career Management Program 
(COPPER CAP) was inaugurated in December 1970 to address the 
problem of an inexperienced and untrained contracting workforce. 
Beginning in Fiscal Year 1973, 100 authorizations per year for 
three fiscal years (Fiscal Years 1973-1975) were taken from Air 
Force manpower resources to establish this program. A total of 300 
positions were authorized and controlled by the Air Force Director 
of Contracting and Manufacturing Policy but were allocated to the 
MAJCOMs, which provided the necessary funding. 

In 1980, the Director of Contracting and Manufacturing Policy 
initiated the COPPER CAP 80's Study, which concluded that there 
was an absence of management control and direction resulting 
from this decentralized approach. The study made 13 recommenda- 
tions to improve the program, including the development of new 
procedures for selecting, training, developing, and placing COPPER 
CAP interns. 
The CMCCP Policy Council decided in 1986 to integrate the 

COPPER CAP program with the CMCCP. The 300 COPPER CAP 
positions are now assigned to and funded by the Air Force Civilian 
Personnel Management Center, for the Director of Contracting and 
Manufacturing Policy and are managed by the PALACE Team. 
Until recently, these positions were reserved for the GS-1102 series 
except for a limited designated number of GS-1150 and GS-896 po- 
sitions within the Air Force S stems Command. In 1988, the Policy 
Council decided to convert alr COPPER CAP positions exclusively 
to the GS-1102 series. 

COPPER CAP intern training varies in length from a minimum 
of two years to a maximum of five years. There are two levels, or 
phases, in the COPPER CAP Program. The first level, known as 
Basic, is for initial intake of personnel. This level begins at  the GS- 
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5/GS-7 level. The minimum training period is: two years, but is 
normally three years; in some cases,tfaining length is five years. 
Entry level for the Advanced Phase is either GS-9 or GS-11; target 
grade is either GS-ll or GS-12, and the training length is either 
one or two years. MAJCOMs are required to develop Individual 
Training Plans consistent with the appropriate CMCCP Master De- 
velopment Plan, and provide copies to the PALACE Team. Intern 
quarterly reports should reflect accomplishment of training objec- 
tives. 

Recruitment of COPPER CAPs varies depending on the type of 
position to be filled. Both internal and external recruiting is al- 
lowed. Selecting officials may hire qualified individuals internally 
using established merit promotion procedures and a rating and 
ranking plan approved by the PALACE Team. 

PALACE ACQUIRE (PA&). The PALACE ACQUIRE intern pro- 
gram was initiated by the Air Force Director of Civilian Personnel 
in Fiscal Year 1985. It is an Air Force-wide program providing in- 
terns to all career programs. PALACE ACQUIRE manpower au- 
thorizations are controlled and managed by the Director of Civilian 
Personnel. The distribution of intern authorizations varies each 
year depending upon changes in mission, projected manpower in- 
creases or reductions, skill requirements, funding constraints, and 
other operational considerations. The Air Force Civilian Personnel 
Management Center PALACE Teams administer the program 
within their respective areas of responsibility. CMCCP receives its 
share of allocations each fiscal year along with other career pro- 
grams. The Associate Diredor of Contracting and Manufacturing 
Policy then suballocates CMCCP allocations to various organiza- 
tions based on their need. 

PALACE ACQUIRE training is normally three years. Entry 
grade is either GS-5 or GS-'7 with a target grade of GS-9 or GS-11. 
The PALACE Team, in coordination with functional representa- 
tives, will develop formal training and development plans. These 
plans are to be included in the intern in-processing package. Serv- 
icing CCPOs will assist the supervisor in the implementation of the 
training plan and will monitor each intern's training progress. The 
supervisor assures compliance with the training plan. Interns will 
report on training status in their evaluation reports. 

Recruitment of PALACE ACQUIRE interns has been centralized 
using on-campus college recruiting and selection. Senior Air Force 
designated civilian recruiters from contracting organizations have 
visited colleges and universities nation-wide to interview and hire 
candidates. An alternative source is a pool of candidates who apply 
directly to the Air Force Civilian Personnel Management Center. 
Contracting interns all meet the reauirements of the OPM Out- 
standing ~Eholar program. 

Presidential Management Interns (PMIsA The Presidential Man- 
agement Intern Program (PM1P)-established by Executive Order 
12008 on August 25, 1977, and reconstituted by Executive Order 
12364 in 1982-is designed to attract individuals of exceptional 
management potential. The PMIP is administered by the Offree of 
Personnel Management (OPM). CMCCP allocations for PMI posi- 
tions are provided by the Director of Civilian Personnel and Associ- 
ate Director of Contracting and Manufacturing. The PALACE 

Team provides lists of eligible candidates to selecting officials a t  
authorized locations. 

PMI training length is normally three years. Entry grade is GS- 
9 and target grade is GS-12. PMIs wiIl normally be promoted to 
GS-11 after 18 months of training and to GS-12 after an additional 
18 months of training. Accelerated promotions, after 12 months, 
are permitted if the intern progresses at  an accelerated pace. Final 
approval for accelerated promotions resides with the Policy Council 
Chairman or hidher designee. 

The supervisor is responsible for development of Intern Develop- 
ment Plans (IDPs) for each PMI with the assistance of the 
PALACE Team and the local PMI mentor. The servicing CCPO will 
monitor compliance with the IDP. The supervisor of record assures 
compliance with the IDP. IDPs are reviewed by the Air Force PMI 
coordinator and forwarded to OPM. The intern submits a written 
report to the PALACE Team when each work assignment is com- 
pleted. 

Intern Scope 
CMCCP has 509 interns authorized in the 3 programs as follows: 

300 COPPER CAP positions, 204 PALACE ACQUIRE, and 5 Presi- 
dential Management Interns. The CMCCP program currently has 
344 interns, 68 percent of the authorized positions. Exhibit V-66 
provides a distribution of the current CMCCP interns. 

WHlBiT V-66-DISTRIBUTiON OF CMCCP INTERNS 

series 1 ~opper  ~ a p  1 PAQ I PM I 

The interns are much better educated than the total workforce. 
Approximately 87 percent of the interns have a college degree. 
Ninety-nine percent of all PAQs have a degree compared to 93 per- 
cent for COPPER CAPs. Among GS-1102s, 100 percent of PAQs 
and PMIs (who also have a Master degree) have a degree compared 
to 94 percent for COPPER CAPs and 60 percent for the entire Air 
Force workforce. Of all GS-1102 interns, 96 percent have a degree. 

Each intern is required to sign a Training, Security and Mobility 
Agreement, which means they may be re-assigned a t  the conclu- 
sion of their training, if necessary. Evaluation and monitoring of 
an intern's progress is the responsibility of the PALACE Team, the 
supervisor, and the intern. Copies of the evaluation reporta are pro- 
vided to the PALACE Team. This assures that the PALACE Team 
and, ultimately, the Policy Council are aware of the overall status 
of the intern program as well as the progress of individual interns. 
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The PALACE Team issues an annual report to the Policy Coun- 
cil on the status of the intern program. This report provides status 
on allocations, vacancies, and projected vacancies by intern pro- 
gram. It also provides a training status report. In addition, the 
Team projects vacancies and reports utilization to the Associate Di- 
rector of Contracting and Manufacturing Policy. This assists the 
top leadership in making decisions about re-allocation of intern po- 

awarded for professional development. Service computation dates 
and awards are tie-breakers. 

There is a CMCCP career brief on each candidate. This is an 
automated, user friendly resume of high value data including all 
jobs held, education, professional certifications, intern program 
type, training history, awards, and contracting officer warrant 
type, amounts, and dates. Registration is voluntary. All GS-13 and 
above positions must be filled through this referral system as well 
as key GS-12 positions. The CMCCP system is managed by the 
PALACE Team. 

The new referral system has been operational since June 1, 1988. 
,Between that date and January 3, 1989, 263 referral certificates 
were issued (192 original certificates and 71 supplements). Only 36 
(14 percent) have been returned without action. A total of 6,133 in- 

- dividuals have been referred. Based on all available evidence, the 
system is working far better than could be expected for s new 
system. Eighty-three percent of selections were made from originar 
certificates. Selecting officials have provided feedback and are 
highly pleased with the quality of the candidates and the respon- 
siveness of the system. 

MANAGEMENT OF DLA CONTRACTING PERSONNEL 

DLA is a "purple suit" agency that is 98 percent civilian. Fiscal 
Year 1989 overall military authorizations and those in contracting 
are enumerated in Exhibit V-68. 

sitions. 
Each year, the PALACE Team conducts an intern seminar. In- 

terns from all three programs meet with the PALACE Team to 
review their records, receive career counselling, and receive brief- 
ings on CMCCP. In addition, the twoday seminar includes meet- 
ings and briefings with senior management from the field, the As- 
sociate Director of Contracting and Manufacturing Policy, Director 
of Civilian Personnel, as well as the Deputy Assistant Secretary for 
Acquisition Management and Policy. 

Assignments and Promotions 
Since June 1988, the CMCCP has developed and used a n  Air 

Force-wide central referral system utilizing the automated Person- 
nel Data System-Civilian (PDS-C). The key subsystem of PDS-C is 
the Promotion and Placement Referral System (PPRS) operated by 
the Air Force Civilian Personnel Management Center. The basic 
system relies on skills codes tied to an individual's experience. 

The requisitioning process to fill jobs is done by means of a Pro- 
motion Evaluation Pattern (PEP). This is an automated requisition 
which searches for individuals possessing the skills needed to do 
the job. PEPS are written by teams of functional (contracting and 
manufacturing) experts, assisted by personnelists. An individual's 
performance appraisal is also considered in the equation, as quality 
of work is important. The CMCCP has supplemented the standard 
system with a Whole Person Score (WPS), which is depicted in Ex- 
hibit V-67. 

EXHIBIT V-67-CMCCP WHOLE PERSON SCORE 
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Manner of performance ................................................................................................................................ 
Performance appraisal ................................................................................................................................. 
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There are 51,245 direct-hire (appropriated fund) civilians; 4,930 
are in the GS-1102 contracting series. The bulk of the contracting 
workforce is, typically, at the intermediate, or journeyman level 
(Level I1 in Draft DODD 5000.52-M parlance). The distribution of 
GS-1102 by grade structure is presented in Exhibit V-69. 

Sentice 

Army. .............................................................................................................................. 
Navy ................................................................................................................................ 
Marine Corps ................................................................................................................. 
Air Force ........................................................................................................................ 

Total ........................................................................................................... 

Weights 

52 
26 
8 

12  

WHlBlT V-69-DlA GS-1102 STRATIFICATION BY LEVEL Total .................................................................................................................................................. 

Total 

Number Percent 

381 
219 
26 

356 

982 
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The Whole Person Score heavilj weights performance by employ- 
ing a standard Technical Appraisal developed by functionalists and 
personnelists. This appraisal consists of various elements which are 
tailored to the individual job requirements. The Technical Apprais- 
al is used in conjunction with the standard Air Force civilian ap- 
praisal in evaluating employee performance. Education is used as a 
quality ranking factor in accordance with the former DOD Direc- 
tive 5000.48 and the current DOD Directive 5000.52 and points are 
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DLA has established a nascent career program for its contracting 
civilians. Its focus is on training and deveIopment and, like the 
Services' programs, the DLA career program operates within the 
framework of an overall civilian career program structure. 

Management . 

Functional responsibility for the program rests with two Princi- 
pal Staff Elements: the Executive Director, Contracting, and the 
Executive Director, Contract Management, who serve as Depart- 
ment of Defense Component Functional Chiefs and assume Defense 
Logistics Agency-wide responsibility and leadership for planning, 
developing, and administering the career programs. Operationally, 
the DLA system is primarily decentralized with control at the oper- 
ating field level, the DCASRs and Supply Centers. 

Career Path 
DLA currently lacks an implementing or tailored career path for 

the contracting career field. It has traditionally relied on the broad 
guidance contained in DOD 1430.10-M-1 with no further regula- 
tory implementation, and continues to rely on that manual pend- 
ing the publication of DOD 5000.52-M, DOD-Wide Career Program 
for Acquisition Personnel. 

Recruitment 
Recruitment of new personnel, especially at  the entry levels, is 

decentralized to the local Civilian Personnel Office. Entry level 
fGS-5 and GS-7) personnel are recruited locally from internal 
sources as well as externally (e.g, from the OPM registers) with 
limited central oversight by DLA Headquarters and the Civilian 
Personnel Service Support Office (DCPSO). Of the 527 contracting 
new hires, less than 50 percent (263) have a college degree. Sixty 
percent of the new hires (316) were hired internally; of these, only 
66 (or 21 percent) had a college degree. .This method has tradition- 
ally tended to favor non-college graduates. Of the 211 individuals 
hired externally, most were hired from OPM certificates. 

Interns 
Prior to 1985, DLA intern management was centralized in the 

DLA Centralized Intern Development Office (DCID0)-pursuant to 
DLA Regulation 1445.3, dated July 25, 1984. This regulation estab- 
lished a 3 year intern program with in-take a t  the GS-5 level and 
placement, upon graduation, in GS-9 positions. Recruitment, 
career paths, training plans, and funding were centralized. In No- 
vember 1985 it was decided to decentralize intern management to 
the PLFAs. The DLA Centralized Intern Development Office was 
eventually disestablished and its functions transferred to the 
DCPSO on December 10, 1986. 

The new, draft DLA Regulation 1445.3 now defines interns as 
"any individual in a position whose target is the full performance 
level." The upshot is that all GS-5/7 employees in the GS-1102 
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series at DLA are, by definition, interns. Overall policy @ I entral- 
ized, but execution is decentralized except for the training and 
oversight functions delegated to DcPSO.- Concomitantly, interns 
are selected locally and their salaries are paid locally, but they are 
trained in accordance with programs of instruction which mandate 
formal and on-the-job training and which are centrally designed 
and developed. However, funding for intern training is decentral- 
ized to the PLFAs. 
Assignmen& and promotions 

These two personnel functions are typically decentralized. There 
is no central referral system for promotions or assignments. Each 
servicing Civilian Personnel Office is filling positions through l o ~ a l  
merit promotion procedures. However, for GS-14 positions the area 
of consideration must be DLA-wide and DOD-wide for GS-15 posi- 
tions. DLA has no plans now to centrally manage or refer candi- 
dates. Assignments of individuals is also left to local functional 
management with assistance from the supporting CPO. 

THE CONTRACTING OFFICER 

Within the contracting workforce and the acquisition process, the 
contracting officer occupies a singularly important position. The 
contracting officer is the individual officially and legally authorized 
to enter into and administer contracts on behalf of the United 
States. This unique authority and responsibility makes it critical to 
understand the role of the contracting officer, how that person is 
selected and appointed, and the characteristics of contracting offi- 
cers in the Department of Defense. Accordingly, this chapter exam- 
ines the contracting officer's: (1) role in the acquisition process; (2) 
authority; (3) qualifications and types of appointments; and, (4) 
characteristics (in terms of distribution within the DOD, grade 
level and series, and by type of warrant). 

Contracting Officer Relationships 
The contracting officer- is the fulcrum of the acquisition process. 

As such the contracting officer not only is the Government's au- 
thoritative voice to the contractor, but interfaces with various func- 
tional and management personnel within the Government. The 
contracting officer, whether in the base-level environment, in a 
central buying office, or in systems acquisition, must interface with 
the customer. In the case of the former, the customer often is an- 
other functional area involved in installation operations, such as 
the civil engineer or the base supply or services functions. Beyond 
the immediate customer, the contracting officer must support the 
installation commander. In the central buying office, the immedi- 
ate customer is usually the item or inventory manager. In the last 
case, the contracting officer's primary customer is the Program 
Manager. 

Interface with the Program Manager. The contracting officer 
makes two significant contributions to program success. The first 
and most important role is to implement program decisions 



through the contracting process. The second role is to provide 
sound advice to the Program Manager on contractual and business 
matters. 

The relationship between these two individuals is critical to the 
acquisition process. Because of "divided power," the relationship 
has been subject to critical commentary. One school of thought 
criticizes the division of responsibility and sees the Program Man- 
ager as the key player who needs all requisite authority. Others 
view the tension between the two as a healthy "check and balance" 
between the basic differences in emphasis. The Program Manager 
tends to focus on achieving program success and expeditiously cut- 
ting through "red tape." The contracting officer, while also con- 
cerned with program success, has a higher obligation to follow con- 
tracting laws and maintain the integrity of the contracting process. 
Thus, the dichotomy of emphasis can serve as a "braking" mecha- 
nism. It should be noted that there is a fundamental distinction be- 
tween the contracting officer's and other functional and technical 
experts or the program management "team." All can equally give 
the Program Manager expert advice, but the contracting officer 
has real and distinct authority independent of the Program Manag- 
er. 

Interface with the Engineers. In addition to acting as a "check 
and balance" on the Program Manager, the contracting officer 
often serves in this capacity with respect to the engineers who .are 
drafting the specifications which will be used to purchase an item. 
Engineers are oriented to the technical and technological aspects of 
a project, not the business or contractual aspects. The Ad Hoc Com- 
mittee on the Role of DOD Contracting Officers, 'American Bar As- 
sociation, Section of Public Contract Law observed in ita report, 
The DOD Contracting Officer (1987): 

Engineers as a class are not directly concerned with at- 
taining socio-economic objectives, nor are they focused on 
full and open competition ox on specifications which sup- 
port these policies. Consequently, the contracting officer 
provides an important counter weight in assuring that 
technical specifications are written with these concerns in 
mind. 

The contracting officer and engineer are essential to each other's 
success, but most Government contracting personnel lack an engi- 
neering or technical background, coming rather from the business 
schools or liberal arts, if they have completed college. Thus, there 
tends to develop a relationship akin to what C.P. Snow describes as 
the "two cultures" in the famous Rede Lecture of 1959: 

. . . the intellectual life of the whole of western society is 
increasingly being split into two polar groups . . . a t  one 
pole we have the literary intellectuals . . . a t  the other 
scientists . . . Between the two a gulf of mutual incompre- 
hension-sometimes . . . hostility and dislike, but most of 
all lack of understanding." 

Interface with the Attorneys. Contracting officers must seek the 
legal advice of attorneys. Oftentimes there is, as the American Bar 
Association observed, a "forced marriage" between the two. Nor- 

mally, the relationship between the two is healthy, but the attor- 
ney's counsel is another essential relationship the contracting offi- 
cer must cultivate. 

Interface with the Auditors. The contracting officer has a strong 
and sometimes controversial relationship with auditors. While the 
contracting officer .may occasionally interact with auditors in the 
General Aicounting Office and the ~ O D  Inspector ~ e n e r a i  organi- 
zation, the primary interface is with Defense Contract Audit 
Agency (DCAA) auditors who assist contracting officers by auditing 
proposals, contractor accounting and financial management sys- 
tems, conducting defective pricing audits, and auditing incurred 
costs on cost-type contracts. Auditors may also assist contracting 
officers in negotiations by providing assistance in contractor finan- 
cial accounting matters. 

Interface with the Competition Advocate. The Competition Advo- 
cate, established by the Competition In Contracting Act (P.L. 98- 
369), is responsible for promoting full and open competition and 
challenging any barriers thereto. In that capacity, the Cornpetitiofi 
Advocates have the right to interject themselves into acquisitions. 
For example, the competition Advocate of the procuring activity is 
required to approve all contract actions over $100,000 dollars that 
are not accomplished on the basis of "full and open competition." 
The Competition Advocate can often help the contracting officer by 
relieving the latter from organizational pressures for sole source 
procurements. 

Interface with the Source  election Authority. The Federal Acqui- 
sition Regulation requires the Agency head or designee to ensure 
that a Source Selection Authority (SSA) is formally desigi~ated a t  
"a management level above that of the contracting officer" (FAR 
15.612). The SSA is assisted by a Source Selection Evaluation Board 
and Source Selection Advisory Council to evaluate proposals and 
select the source for, contract award. This procedure is generally 
used for high dollar value acquisitions and may be used in other 
acquisitions as prescribed in agency regulations. This procedure ap- 
plies for example to Major Defense Acquisition Programs (MDAP) 
as defined in DOD Directive 5000.1. The SSA is the official desig- 
nated to direct the source selection process and make the source 
selection decision. Thus, in acquisitions where source selection pro- 
cedures are applicable, the nbrmd decision-making that inheres in 
a contracting officer resides with the Source Selection Authority. 

Contracting authority is a "resulting power" which flows from 
the Government's essential nature as a sovereign, political entity. 
It is delegated by the Secretary of Defense to the defense agencies, 
certain personnel within the Office of the Secretary of Defense, and 
the Service Secretaries. The authority in turn is delegated by the 
head of the agency to various individuals in the agency, including 
contracting officers. The flow of this authority is external to, but 
often parallels, the organizational chain of command. 

Contracting authority normally devolves to the contracting offi- 
cer through a warrant-analogous in some respects to a power of 
attorney, which specifies any limitations on the authority given to 
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the indivluual. "Contracting officers may bind the Government 
only to the extent of the authority delegated to them. Contracts 
may be entered into and signed on behalf of the Government only 
by contracting officers" (Federal Acquisition Regulation 1.601). 

Thus, contracting officer authority is limited by the warrant of 
appointment. There are other limitations included in statute, regu- 
lations and organizational directives, as well as the common law. 
Nonetheless, contracting officer authority has been found to be 
quite broad in numerous contracting areas, such as in determining 
contractor responsibility and in issuing final decisions under the 
Disputes Clause of Government contracts. 

Coincident to the authority of the contracting officer, there are 
two key concepts that are essential to proper functioning of the 
contracting process: the independence of the contracting officer and 
the personal nature of his or her decisions. Independent judgment 
is a logical prerequisite for a contracting officer to properly accom- 
plish the three basic regulatory responsibilities enunciated in the 
Federal Acquisition Regulation: ensuring performance of all neces- 
sary actions for effective contracting, ensuring cofipliance with the 
terms of the contract, and safeguarding the interests of the United 
States in its contractual relationships. Accordingly, FAR 1.602-2 
states: "In order to perform these responsibilities, contracting offi- 
cers should be allowed wide latitude to exercise business judg- 
ment." 

The basic standards and qualifications Tor contracting officers 
are found within the procurement regulatory system as there are 
no minimum statutory criteria. The minimum standards for a p  
pointment of contracting officers are influenced, indeed controlled 
to a large degree, by personnel regulations. 

The FAR 1.603-3 provides only very general guidance on the ap- 
pointment process: 

Contracting officers shall be appointed in writing on a 
"Certificate of Appointment," SF 1402, which shall state 
any limitation on the scope of authority to be exercised, 
other than limitations contained in applicable laws or reg- 
ulations. Appointing officials shaIl maintain files contain- 
ing copies of all Certificates of Appointment that have not 
been terminated. 

Appointing officials are required by FAR 1.603-2 to consider two 
elements in selecting contracting officers: the requirements of the 
job (e.g. the complexity and dollar value of acquisitions to be as- 
signed) and the candidate's experience, training, education, busi- 
ness acumen, judgment, character, and reputation. FAR 1.603-2 
provides the following five examples of selection criteria: (a) experi- 
ence in Government contracting and administration, commercial 
purchasing, or related fields; (b) education or special training in 
business administration, law, accounting, engineering, or related 
fields; (c) knowledge of acquisition policies and procedures, includ- 
ing the FAR and other applicable regulations; (d) specialized knowl- 

edge in the particular assigned field of contracting; and (e) satisfac- 
tory completion of acquisition trainin courses. 

Contracting officers are appointed fy  two different methods and 
have two types of authority-limited and unlimited. Those with un- 
limited authority are authorized to perform contract actions re- 
gardless of dollar amount or contract type, within the general re- 
strictions contained in regulation with respect to approval level on 
certain types of contract actions. Those with limited authority are 
further circumscribed by specific limitations contained in their 
warrant. For example, a contracting officer's warrant may be Iimit- 
ed in terms of the dollar value of contracts he or she may sign, or 
restricted to certain types of contract actions, such as award-but 
not termination authority. 

Two methods of appointment have traditionally been employed: 
position designation and specific appointment. When utilizing spe- 
cific appointments, contracting authority is vested in the individ- 
ual, not the position. The requisite skills, education and training 
may be defined by the position, but they inhere in the individual 
occupying the position. 

In the older, position designation process, contracting authority 
resides in the position rather than the individual appointed to fill 
the position. Contracting functions are typically only a portion of 
the duties performed by the person holding the position, and con- 
tracting authority is considered a prerequisite to the person's per- 
forming their primary responsibilities. As such the individuals are 
selected on the basis of their qualifications to perform the entire 
range of functions required by the job, many of them management 
functions, not on whether they meet an specific criteria pertain- 
ing to their ability to perform effective{;, as contracting officers. 
The position designation process is predicated on the assumption 
that a person appointed to a position requiring contracting officer 
duties is capable of performing those duties or they would not have 
been appointed in the first place. Thus, the individual is normally 
assigned to the position and then receives the contracting officer 
warrant. 

The largest vestige of the position designation system is in the 
Army Corps of Engineers. Contracting authority flows down the or- 
ganizational chain of command-from the Chief of Engineers 
through Division Engineers to Districts, all of which, by position, 
hold contracting warrants though they are not "contracting offi- 
cers" by career or training. 

However, one may likely find within most organizations a combi- 
nation or hybrid of both t es of warrant systems. For example, 
within the NAVSEA S Y ~ ~ O M ,  Commanding Officers of SUP- 
SHIPS and NAVPROS receive their warrant by position, but all 
other contracting officer appointments (the majority) are specific 
appointments. 

The position designation process often results in contracting offi- 
cer warrants being authorized individuals who are not in the tradi- 
tional contracting career field. As such, there is a large group of 
"contracting officers" who remain outside the training and career 
development programs established for contracting officers. This is 
most particularly the case for Army engineer officers in the Corps 
of Engineers, medical logisticians in the Army Health Services 



EXHIBIT V-71-Civilian Contracting Officer Distribution By Grade 

Grade Level and Series 
Nearly 90 percent of all Contracting Officers are in the grade of 

GS-11 and above with the largest number at  the GS-12 level. This 
is also the case for AF'LC. The largest number of contracting offi- 

- 

cers in operating MAJCOMs is a t  the7GS-11 level and in AFSC a t  
the GS-13 level. These distributions are reflective of the relatively 
lower made structure in the operational MAJCOMs and the higher 
grade itructure in AFSC. 

As shown in Exhibit V-72, most, but not all, civilian contracting 
officers are in the G W O B  occupational series. As indicated, five 
percent of the Air Force civilian contracting officers are not in the 

Percent 

contracting series. 

Air Force AFSC 

Education 
Exhibits V-73 and V-74 provide information about the college 

education of Air Force civilian contracting officers. Whereas a p  
proximately 60 percent of the GS-1102 personnel in the Air Force 
have a degree, just 62 percent of contracting officers, those who 
should be the "elite" of the contracting workforce, have a degree. 
The Air Force Systems Command has the largest percentage hold- 
ing degrees. 
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EXHIBIT V-73-CONTRACTING OFFICERS WITH DEGREES 
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Types of Contracting Officer Warrants 
The overwhelming majority of civilian contracting officers are 

Procuring Contracting Officers (87 percent), followed respectively 
by Administrative Contracting Officers (ACOs), Termination Con- 
tracting Officers (TCOs), Principal Administrative Contracting Offi- 
cers (PACOs), Corporate Administrative Contracting Officers 
(CACOs), and Provisioning Item Contracting Officers (PIC@). Ex- 
hibit V-75 indicates the distribution of contracting officer warrants 
by type. The first three columns indicate the number of warrants 
(by type) between the Operational - Contracting organizations, 
AFLC, and AFSC and the relative proportion of warrant types ex- 
pressed in a percentage. For example, 395 of all PCOs are in Oper- 
ational Contracting organizations; this represents 22 percent of all 
PCOs in the Air Force. The last column indicates the Air Force 
totals by warrant type. . 
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CHAPTER VI-PROGRAM MANAGEM b T 
PERSONNEL 

Unlike the contracting workforce, which is an identifiable group 
(although more so with respect to civilians than military), Program 
Management is a hybrid career field, and is somewhat unique to 
DOD. Program Managers are drawn from many different disci- 
plines and occupations, normally within the acquisition career 
field. Program Management is, thus, a supra-functional discipline. 
Most Program Managers h ~ v e  a technical, that is, scientific or en- 
gineering background, although this has not been a formal prereq- 
uisite for appointment. In addition, operational or combat-related 
experience bas been heavily emphasized. The trend and the cur- 
rent policies are to appoint Program Managers that have acquisi- 
tion as well as operational and technical experience. 

This chapter describes the: (1) role of the Program Manager and 
Deputy Program Manager, and their attributes; (2) general qualifi- 
cations; (3) Program Managers' authority; (4) tenure; (5) personnel 
management and career programs for military and civilian P r e  
gram Management personnel; (6) characteristics of Program Man- 
agers and Deputy Program Managers in terms of levei of educa- 
tion, training, experience, and tenure in the job; and finally, (7) an 
overview of several typical program offices in each of the services, 
analyzing the level of education, training, experience, and tenure 
of the Program Managers, Deputy Program Managers, and con- 
tracting officers. 

THE PROGRAM MANAGER AND DEPUTY PROGRAM 
MANAGER 

Program Manager 
The Program Manager is the single executive focal point respon- 

sible for the successful management of the program and the accom- 
plishment of the cost, schedule, and technical performance objec- 
tives established for successful execution of the program. Within 
the scope of the program, the Program Manager has broad direc- 
tive authority over the planning, direction, control and utilization 
of resources for the approved program and over the program ef- 
forts of the supporting service activities as well as other Govern- 
ment agencies and the applicable contractors. The Pr~grarn~Manag- 
er has to lead the Program Management team, composed of special- 
ists and experts in various functional areas. 

As J. Ronald Fox observed in Arming America: How the US. 
Buys Weapons (1974), there are five basic functions common to pro- 
gram offices. These functions are: 
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Program Control/Progmm Management. This function directs the 
overall system program planning, programming, cost and schedule 
data collection, financial management and preparation of reports. 

Configzmztion Management. It establishes and implements poli- 
cies and procedures for managing system, subsystem and item con- 
figuration to include specification and engineering change control. 

Pmcurement and Pmduction. This activity is responsible fpr man- 
aging the contracting, development and production efforts. 

Engineering. This function manages the total system engineering 
effnrt. including the intewation of engineering systems and subsp- ----- 
tems-and the system's teihnical performance. 

Product Assurance or Test and Deployment. This office plans and - . - - -. - - 

coordinates the test program for the weapon system. . 
Deputy Program Manager 

A Deputy Program Manager will act for the Program Manager 
in his or her absence and serve as the chief adviser to the Program 
Manager. Beyond that, the role of the Deputy Program Manager is 
difficult to describe because i t  is so varied. In some cases, there are 
several deputies, each advising the Program Manager on their area 
of functional expertise, such as logistics. In many cases, the Deputy 
provides the business management expertise to augment a Pro- 
gram Manager heavy on operational experience and light on expe- 
rience in the business disciplines such as contracting and financial 
management. In addition, the Deputy may manage the organiza- 
tional, manpower and personnel, and training functions of the Pro- 
gram Office. Lastly, the Deputy may serve a coordinating role in 
interfacing with various organizations external to the Program 
Office. 

The military services have historically preferred that the Pro- 
gram Manager have operational experience in order to communi- 
cate with the system's users. For example, the Program Manager 
for a new missile system should have operational experience to 
deal with the artillery experts designated to use the new systems 
and the logisticians who must maintain it. While some have argued 
that operational experience is not necessary, most experts would 
agree that a Program Manager must have a technical background 
or technical knowledge, knowledge of basic business principles, and 
an understanding of the acquisition policies and procedures which 
govern the weapons systems acquisition process. It is not necessary 
that the Program Manager be, for example, a contracting expert, 
but he must be knowledgeable of basic contracting and pricing 
principles. Furthermore, a Program Manager leads and integrates 
a team of functional experts from numerous disciplines, such as en- 
gineering, contracting, and quality assurance. As such a premium 
is placed on good management skills. 

With respect to the appropriate mix of technical versus business 
management knowledge, much depends on the particular program 
and its stage of maturity within the acquisition life cycle. On a re- 
search and development project, for example, there might be a 
greater demand for technical and engineering skills as well as 

operational experience, on the part of the Program Manager. On 
the other hand, if the project is reaching technical maturity, it may 

, 

be more appropriate to have a Program Manager more steeped in 
business management knowledge. 

QUALIFICATIONS OF PROGRAM MANAGERS 
The qualifications of Program Managers, in terms of education, 

training, and experience, has been an area of long-standing inter- 
est. The Second Hoover Commission (1955) recommended that the 
Secretary of Defense establish a personnel system for support ac- 
tivities which provides comparable standards for selection, train- 
ing, promotions and compensation for both civilian and military 
managers and technical personnel. It called for the development of 
training programs in business and industrial organizations. 

In 1963, Secretary of Defense Robert McNarnara set forth the 
basics for managing weapon system programs in a DOD Conference 
on Program Management. McNarnara called for upgrading the 
status, authority and quality of Program Managers, concluding 
that Program Managers "hold key positions in our Military De- 
partment. Such positions demand the best managerial talents, on 
which the Department of Defense places full reliance for its future 
weapons inventories." With the promulgation of DOD Directive 
5010.14 in May 1965, it became mandatory that System/Project 
managers and their staff have a high degree of technical and busi- 
ness managerial competence, supplemented by appropriate train- 
ing. 

The Fitzhugh Commission in 1970 recommended that the effec- 
tiveness of Program Management could be improved by establish- 
ing a career specialty code for Program Managers in each Military 
Department and by developing selection and training criteria that 
"will insure the availability of an adequate number of qualified of- 
ficers. The criteria should emphasize achieving a balance between 
knowledge of operational requirements and experience in manage- 
ment." 

Deputy Secretary of Defense Packard established the Defense 
Systems Management School (now the Defense Systems Manage- 
ment College) on July 1, 1971 to provide a professional education in 
Program Management and defense systems acquisition manage- 
ment. The new DOD Directive 5000.23 of 1974 establiahed educa- 
tional and training standards for Program Managers. Nonetheless, 
the Acquisition Advisory Group, established by Deputy Secretary of 
Defense Clements in April 1975, noted the failings in the "Military 
Departments and program offices in the detailed execution of 
weapon systems acquisition programs.'? It called inter alia for the 
strengthening of the quality and quantity of personnel directly re- 
sponsible for managing programs. Again, in 1979 Donald B. Rice 
emphasized the necessity for the personnel systems to develop Pro- 
gram Managers, as indicated in the following: 

The existing incentives for effective acquisition manage- 
ment a t  the program office level are among the weakest 
elements in an otherwise adequately structured system, 
and should receive priority attention. It is recommended 
that DOD undertake to design, test, refine and install: 



cialized Program Manager selection process (per- 
haps as part of the management training program), and 

A special performance evaluation system (built around 
criteria relevant to system acquisition) for Program Man- 
agers that will recognize and reward effective leadership of 
an acauisition program and, equally important, will clear- 

' iv id& tifv f ess?ha<-adequate performance. 
Nonetheless, after extensive Congressional hearings highlighted 

a lack of progress in DOD, Congress in November 1985 adopted the 
Defense Procurement Improvement Act (P.L. 99-145), requiring 
that the Secretary of each Military Department "prescribe regula- 
tions establishing requirements for the education, training, and ex- 
perience of any person assigned to duty as the Program Manager of 
a major defense acquisition program.' These regulations are to be 
subject to the approval of the Secretary of Defense. It further es- 
tablished the following minimum experience and training criteria: 
the completion of the Program Management Course (PMC) at the 
Defense Systems Management College (DSMC], or a comparable 
Program Management Course a t  another institution; and, a mini- 
mum of eight years' experience in acquisition, support, and mainte- 
nance of weapon systems, two years of which must be in a procure- 
ment command, allowing credit for time spent pursuing a postgrad- 
uate degree in a technical or management field or attending the 
Program Management Course. 

These statutory requirements, which became effective on July 1, 
1989, were extended by DOD Directive 5000.23 to include education 
requirements as well as the necessity for Professional Military 
Education. A baccalaureate or advanced degree in a technical, sci- 
entific, or managerial field was made mandatory with the proviso 
that "advanced technical education of a lonq-term nature in service 
schools" could be substituted, and a masters degree was desirable. 

The question of Program Manager authority has also been an 
area of concern for a number of years. DOD Directive 5010.14 (May 
1965) stipulated that the Program Manager and staff "should have 

* sufficient rank/grad?, and organizational stature to meet the needs 
of functional parity. This status, coupled with the issuance of a 
charter, would enable Project Managers to "independently . . . 
make substantive decisions regarding the direction and control of 
system/project efforts by in-house and contractor organizations." In 
1969 the Defense Science Board Task Force Final Report on Sys- 
tems Acquisition concluded that a "major increase in the recogni- 
tion, the status, and the opportunities in Program Management 
may be necessary to attract and retain a larger share of the most 
capable career officers." In 1970 the Fitzhugh Commission (Blue 
Ribbon Defense Panen found Program Management to be a key 
weakness in the defense acquisition system. Deputy Secretary of 
Defense David Packard took steps to improve the status and au- 
thority of Program Managers. On May 28, 1970, Packard issued a 
Memorandum to the Military Departments, "Policy Guidance on 
Major Weapon Systems Acquisition" that called for competent 
people and clearly defined responsibilities in the acquisition proc- 
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ess. He also initiated the "5000 series" instructions, begin@!vith 
DUD Directive 5000.1. A cornerstone of these internal initiatives 
was the idea of delegating authority to Program Managers, who 
would be properly rewarded and given more recognition for career 
advancement. Program Managers were to be given written charters 
to establish and strengthen their authority. 

The Packard Cornmiasion in 1986 observed yet again the need to 
delegate proper authority to Program Managers and establish 
short and unambiguous lines of accountability between the Pro- 
gram Manager and the Service Acquisition Executive. The Corn- 
mission noted that: 

Authority for executing acquisition programs-and ac- 
countability for their results-has become vastly 
diluted . . . it is fundamental that we establish unambig- 
uous authority for overall acquisition policy, clear account- 
ability for acquisition execution, and plain lines of com- 
mand for those with Program Management responsibility. 

Not only must Program Managers have requisite authority, but 
the duration of their appointment must be sufficient to hold them 
accountable for their performance. Why is the tenure of Program 
Managers important? According to an October 1979 Rand Corpora- 
tion study, frequent changes in Program Managers can lead to "un- 
necessary shifts in program emphasis . . . [and] loss of direction 
while the newly assigned Program Managers settled in and learned 
their jobs" (Acquisition Policy Effectiveness: Department of Defense 
Experience in the 1970s). A short tenure tends to focus emphasis on 
the near-term and does not lead to a long-term commitment to the 
program. Program results are suboptimized because immediate de- 
cisions often have a significant impact in the long-term, but the in- 
dividual making the decision will no longer be accountable. Deci- 
sions including trade-offs (nearly all program decisions) often in- 
volve choosing between a short-term versus long-term cost or bene- 
fit. The Rand study noted that even experienced Program Manag- 
ers transferred to new programs must then learn the background 
of the new program, master a great deal of technical information, 
and establish a network of functional and organizational contacts 
before becoming fully effective. According to this study, longer 
"tenure on the job has the advantage that it reduces the number of 
program leadership changes and increases the fraction of program 
lifetime in which the Program Manager is well equipped to handle 
his job." 

 he problem of adequate tenure is long-standing. The Second 
Hoover Commission observed in its 1955 Report that the two year 
average tenure of military Program Managers was too short. In 
their 1962 treatise, The Weapons Acquisition Process: An Economic 
Analysis, Peck and Scherer noted that the rapid turnover of mili- 
tary officers in Program Management continued to be a chronic 
problem, with the average Program Manager's tenure at  that time 
identified between 26 and 32 months. In 1965 Deputy Secretary of 
Defense Cyrus Vance stipulated in DOD Directive 5010.14 (May 4. 



1965) that personnel considered for assignment as project or sys- 
tems managers "should be those who can be expected to be avail- 
ablefefor a t  least three years". In 1970 the Fitzhugh Commission 
(Blue Ribbon Defense Panel) observed that tenure was still a prob- 
lem and recommended that: 

The duration of assignments should be increased, and 
should be as responsive to the requirements of the job as 
to the career plan of the officer. Officers continued on an 
assignment for these reasons should not be disadvantaged 
in opportunity for promotion. 

The Fitzhugh Commission further recommended that in techni- 
cal assignments, an officer's replacement should be assigned to the 
job sufficiently in advance of his predecessor's departure to provide 
continuity. 
The services committed themselves to extending the tenure of 

Program Managers in the early 1970s. As part of the effort to 
strengthen Program Management in the Department of Defense, 
DOD Directive 5000.23 was promulgated on November 26, 1974 and 
incorporated a number of previous recommendations in this area. 
It stipulated that the change in Program Managers should occur, if 
necessary, near major program milestones. An accompanying 
memorandum stated, moreover, that tenure should not be less than 
4 years. 

Improvements in Program Manager tenure appeared, however, 
to be quite slow and a t  the margin. This was confirmed by the Oc- 
tober 1979 Rand Corporation study (Acquisition Policy Effective- 
ness: Department of Defense Experience in the 197Os). This study 
noted that the five year moving average tenure of Program Manag- 
ers between 1961 and 1965 was 18 months. By 1969, it had in- 
creased to 26 months. By 1976, the average tenure was 32 months. 
It is unclear why the tenure of Program Managers was increasing, 
but the Rand report speculated that there may be several factors 
a t  work. 

The data thus shows a steady movement in the direction 
desired by Mr. Packard's guidance, and in this sense there 
has been compliance with OSD policy. But, as in so many 
instances, a direct casual connection between these ele- 
ments of policy and practice cannot be established. The 
new policy may simply have affirmed a need for longer 
tenures already accepted and acted on by the services. An- 
other possibility is that we are observing one aspect of 
some broader movement toward longer tours of duty, car- 
rying along Program Managers as part of a wider group of 
officers. Because of the aggregated data base at  the De- 
fense Manpower Data Center, we were not able to test this 
possibility. We suspect that the increased tenures observed 
are the combined perceptions of the need for greater Pro- 
gram Management continuity, and a significant reinforce- 
ment provided by OSD's policy guidance. 

However, in the Defense Resource Management Study Final 
Report, issued in February 1979, Donald B. Rice observed that rec- 
ommendations "for lengthened tenure in project management as- 

signments have emerged from every important study of system ac- 
quisition over the last twenty years. Implementation of such recom- 
mendations is still needed." - 

In 1981 then Deputy Secretary of Defense Carlucci established 
the Acquisition Improvement Program and delineated 32 initiatives 
(the "Carlucci Initiatives"). One initiative noted that Program 
Managers play a key role in the acquisition process and called for 
lengthening the assignment period of Program Managers. Reflect- 
ing the fact that tenure had not increased significantly in the early 
19808, the Defense Procurement Reform Act of 1984 (P.L.. 98-525) 
was enacted in October 1984. The law stipulates that "the tour of 
duty of an officer of the armed forces as a Program Manager of a 
major defense acquisition program shall be (A) not leas than four 
years, or (B) until completion of a mejor program milestone (as de- 
fined in regulations prescribed by the Secretary of Defense)." 10 
U.S.C. 2435 (c). 

For purposes of this report, tenure of Program Managers and 
Deputy Program Managers was calculated several different ways. 
Program Manager tenure is portrayed first in terms of major pro- 
grams four or more years old-listing the date of assignment of the 
current Program Manager, the dates of assignment and rotation of 
the Program Manager assigned on the date the four year tenure 
requirement went into effect (October 1984) and succeeding Pro- 
gram Managers and the reasons for de~arture.  - 

Second, the report examines all major programs in effect prior to 
October 1984 that have had a Program Manager appointed after 
that date and who has completed his or her assignment, the 
number of Program Managers assigned after October 1984, and 
their average tenure. Third, consideration is given to Program 
Managers of major programs appointed before October 1984, includ- 
ing the Program Manager assigned at  the time the law went into 
effect and Program Managers assigned even before the program 
was designated as a major program. 
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PERSONNEL MANAGEMENT AND CAREER PROGRAMS- 
ARMY PROGRAM MANAGEMENT PERSONNEL 

The Army has both military and civilian Program Managers 
(PMs) and Deputy Program Managers (DPMs) for major and non- 
major programs. While the basic standards and requirements for 
Program Managers and Deputies are applicable equally to military 
officers and civilian employees, the Army currently haa distinctive 
career programs for its military and civilian personnel. 

The Army has three different categories of Program Manage- 
ment personnel, whether military or civilian. Program Managers 
are a t  the pinnacle. This designation is used for individuals respon- 
sible for major weapon system acquisitions as defined in the statute 
and DOD Directive 5000.1 but may also apply to Army major pro- 
grams. Normally, Program Managers are General Officers or 
Senior Executive Service civilians. Next are Project Managers, who 
are responsible for Army programs that do not meet the major pro- 
gram criteria of W D  Directive 5000.1 and the public Law. General- 
ly, these positions are occupied by colonels and GM-15 civilians. At 
the lowest level are Product Managers. These are Program Manag- 
ers of non-major programs and particular commodity lines. They 
are normally at the rank of lieutenant colonel. 

The Army has traditionally favored using military officers as 
Program Managers and civilians as Deputies. The rationale for this 
approach has been that officers have more of the multidisciplinary 
skills required for Program Management positions due to the mili- 
tary career pattern of progressively demanding and varied assign- 
ments, combined with enrollment in higher level military and civil- 
ian educational programs. They also have operational experience 
that most civilians lack. Civilians tend to be less mobile but have a 
more highly specialized, technical background; this provides the ad- 
vantages of indepth knowledge and continuity to a program office. 
As e result, the Army does not normally assign civilians as Pro- 
gram Managers of major programs. In cases where a milita Pro- 
gram Manager is not immediately availabie, a civilian mayxe  ??- 
pointed as Acting Program Manager. Because the civilian and mill- 
tary career programs are different, each will be treated separately. 

The development and appointment of qualfied military Program 
Managers occurs within the framework of the Army's Materiel Ac- 
quisitlon Management (MAM) program. Conceived in August 1981, 
the MAM was established in November 1983. Its purpose was to de- 
velop selected commissioned officers in materiel acquisition 
through intensive training and broad-based materiel acquisition as- 
signments, thus providing a broad, multi-disciplinary level of ex- 
pertise in the acquisition process. However, the MAM program 
must conform to the basic regime of the Army military personnel 
system. It thus functions through rather than outside the standard 
Army personnel system. 

Materie 1 Acquisition Management (MA M) Program 

31 1 

@ agement personnel. According to DA Pamphlet 600-3, 
fessional Development and Utilization, Chapter 101, the objective 
of the MAM program is to develop qualified individuals to manage 
acquisition functions for designated equipment and weapon sys- 
tems. These functions include combat development, research and 
- - 

development, testing, initial procurement, pr&duction, distribution, 
and integrated logistics support (ILS). The MAM program has crite- 
ria for entry and retention, an established career path of three dis- 
tinct phases, and a training plan. 

Management. A5 it has done with the management of the con- 
tracting career program, the Army has established a management 
structure for both its military and civilian personnel. Unlike the 
contracting career program, however, functional management re- 
sponsibility for both the civilian and military career programs is 
assigned to the Army Materiel Command. The MAM program is 
centrally managed by the U.S. Army Personnel Command (PERS- 
COM) and the Army Materiel Command (AMC). Army Materiel 
Command is the Executive Agent and Proponent for the program 
as it has been the MACOM most involved in the functional special- 
ties associated with MAM. The processes of selection, assignment, 
training, and other personnel functions for the MAM program are 
supported by the Officer Personnel Management System operated 
by Personnel Command. An annual Proponency Committee meet- 
ing is held to review the status of the program. The Committee 
consists of senior representatives from Army Materiel Command, 
Assistant Secretary of the Army (Research, Development and Ac- 
quisition), Personnel Command, Training and Doctrine Command 
(TRADOC), and the Army Deputy Chiefs of Staff for Logistics 
(DCSLOG) and Personnel (DCSPER). 

Selection Criteria. Entry into this program is voluntary and com- 
petitive. Officers must apply and are selected by a central selection 
board. They must be in grade of captain or above with a minimum 
of five and one-half years service with at  least six years of Active 
Federal Service eligibility remaining. They must have campleted 
appropriate military schooling; possess a baccalaureate degree in 
business, management, engineering or science; and hold one of the 
13 following acquisition related specialties or functions which are 
enumerated in Exhibit VI-1. 

EXHIBIT VI-I-REQUIRED ACQU1SITION FUNCTIONAL AREAS 

Comptroller ....................................................................................................................................................................... 
Program/Budget ............................................................................................................................................................ 
Operations Research and Systems Analysis (ORSA) General ........................................................................................... 
Research and Development ................................................................................................................................................... 

......................................................................................................................................................... Test and Evaluation 
................................................................................................................................................ Nuclear Weapons Research 

..................................................................................................................................................... Software Engineering 
Hardware Engineering. ...................................................................................................................................................... 

..................................................................................................................................................... Automation Management 
Contracting and Industrial Mgt. ........................................................................................................................................... 
Contract Management .............................................................................................................................................. 

........................................................................................................................................................ industrial Management 
.......................................................................................................................................................... Combat Develapment 

Function 

The MAM program may be viewed as the Army's tailoring or re- 
finement of the De~artment of Defense policies for Program Man- 

Code 



Alternatively to the 13 acquisition specialities, officers are eligi- 
ble for MAM participation if they hold a Special Skill Identifier 
(SSI) within one of the following branches listed in Exhibit VI-2. 

EXHIBIT VI-2-REQUIRED SPECIAL SKlLl IDENTIFIERS 

Cslreer Path DA Pamphlet 600-3, Figure 101-1, which appears as 
Exhibit VI-3, portrays the assignment patterns and education for 
MAM officers. The MAM program consists of 3 sequential phases: 
the user development (operational) phase, the MAM development 
phase, and the Certified Manager phase. 

Branch 

................................................................................................................................................................... Aviation ~ ~ ~ i ~ t i ~  
........................................................................................................................... C~mm~nieations-Etectronics I\"tma!ian 
............................................................................................................................... Communi~t jons-E]ec t r~ j~  Engineering 

~ m m u & a t j ~ s - E l e c t ~ o n ~  Systems .............................................................................................................................. 
................................................................................................................... Communications-Electronics Materiel Integration 

................................................................................................................... Chemical Munitions and Materiel Management 
.............................................................. ........... Ordnanw, Bmnl ............................................................................ 

Tank-Automotive Materiel Management .......................................................................................................... ........ 
................................................................................................................................................. Missib Materiel Management 

............................................................................................................................................ Munitions Materiel Management 
................................................................................................................ ...................................... Materiel Management ; 

................................................................................................................................................. M i a 1  Delivwy and Materiel 
......................................................................................................................... Transportation, General ................................. 

Marine and Terminal Operations ............................................................................................................................................ 
................................................................................................................................................ Motof/Rail Transpodation 

.............................................................................................................................................. Transportation Management 

EXHIBIT VI-3 

SSI 

IST  
258 
2 5 D  
25E 
25F 
74C 
91A 
918 
91C 
910 
928 
920 
9SA 
9 5 C  
9 5 D  
95E 
- 

The first phase (user/development) consists of the first six years 
of Active Federal Commissioned Service, normally time spent 
"with the troops." Officers will develop branch specialization and 

develop a firm operational user/support base of knowledge and ex- 
perience. 

The second, MAM Development Phase, runs from years 6 to 16 
and is structured to provide career development as shown in Exhib- 
it VI-4: 

EXHIBIT V1-4-MAM DEVELOPMENT STAGE 

Years Rank Assignments 

................... Officer Advanced Course, 
Command & General 
Staff. 

I 
M~tttary Edmlion 

i I I I 

Educa t in 

Test and Evaluation, 
PM Project Mice, 
Asst. Project 
Manager, R&D 
Coordinator, Engineer Combat 

Development Staff 
Officer, logistics 
Stafl Officer, Asst. 
TRADQC System 
Manager (TSM). 

Masters (optional) ..... 

Normally, officers selected first complete the nine week MAM 
course, analogous to the first phase of the Program Management 
Course, at the Army Logistics Management College (ALMC), and 
then serve in assignments to gain job experience and become profi- 
cient acquisition managers. 

The last, Certified Manager phase, runs from year 16 through 
the remainder of the officer's career, and consists of two parts, de- 
pending upon rank as shown in Exhibit VI-5. 

Tra~n~ng 

MAM Course, 
Program 
Management 
Course. 

EXHIBIT Vl-5-CERTIFIED MANAGER PHASE 

Product Manager, 
Asst. Project 
Manager, Asst. 
TSM, Director/ 
Deputy Proc. 
Activity, Weapon 
System Manager 
IAMC). 

Years Rank 

Functional Graduate 
Study. 

Assignments Education Training 

............................... ......................... Project Manager, 

Manager, SARDA, 
ODCSLOG Division 

I 
Military Education 

I I 

Various senior and 
executive 
seminars. 

Senior Service School, 
Industrial College of 
the Armed Forces. 

Senior Service Schoot. 
lndustrial Mfege of 
the Armed Forces. 

Chief, Director, 
Combat 
Developmetit 
Branch School. 

Selection for this phase is contingent on having met the follow- 
ing criteria: rank ~f lieutenant colonel or lieutenant colonel select- 
ee, completion of required Professional Military Education, a bacca- 
laureate degree or higher, completion of the MAM and Program 
Management Courses, and demonstrated potential and successful 
performance in two MAM assignments. To further comply with the  
requirements of DODD Directive 5000.52, lieutenant colonels must 



have three years' acquisition experience, one in Army Materiel 
Command (AMC). Colonels must have eight years' acquisition expe- 
rience, with two years in AMC, plus completion of the Program 
Management Course. 

The Armv Personnel Command convenes a MAM Selection 
~ o & d  for tge last, certification phase. Officers will be awarded the 
"6T" Additional Skill Identifier (ASI) once certified. Officers failing 
to achieve certification after three reviews may be recommended 
by the Board for release from the MAM program and will not be 
assigned to MAM positions. 

Dual Tracking. The MAM career path may be either single or 
dual-track until year 16 (prior to entering the Certified Manager 
Phase) as shown in the Exhibit VI-6: Under this concept offkers 
generally receive 4 years of acquisition experience during the first 
16 years of their career whether single or dual track. Those select- 
ed a€ the 16th year point for MAM certification would enter single 
track acquisition assignments until they have received a t  least nine 
years' acquisition experience and completed the Program Manage- 
ment Course and, ideally, Industrial College of the Armed Forces 
(ICAF). At that time they would be in line for assignment as a Pro- 
gram Manager. They may, however, substitute increased operation- 
al experience (e.g. battalion command). As a result, they could have 
only ?'/z years acquisition experience plus completion of the Pro- 
gram Management Course and a Senior Service School prior to as- 
signment as a Program Manager. 

EXHIBIT VI-6 

TYPICAL ARMY MAM CAREER PROGRESSION 

SINGLE 
TRACK 

* 
MAM 

.c 

1 

FLINCTIONAL AREA 
DESIGNATION 

PEO - GO 
S E ~ T E H  
WAIVER 

F I 

Program Sco e. There are over 3,000 MAM identified positions 
from captain &rough colonel. Most MAM positions are located in 

the Army Materiel Command, Army Training and Doctrine Com- 
mand (TRADOC), the Army Secretariat, and the Army Operational 
Test and Evaluation Agency (OTEA). As shown in Exhibit VI-7, 
the Army currently has 2,293 active duty officers, 664 of which are 
certified, participating in the MAM program: 

' 
C 

EXHIBIT VI-7-MAM OFFEERS DlSTRlSUTlON 
[By rank] 

3 

'O.OIECT 5 
C, 

TROOPS 

= .  
&zm f 
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PEO - GO 

k%E: TROOPS 

General Officer 
................. Calonel ......................................................................................................................... ... 

Lieu tenant Colonel ............................................................................................................................................. 
Major ................................................................................................................................................................. 816 
Captain ............................................................................................................................................................ 357 

Total ......................................................................................................................................................... 2293 ............... 

- - - -- - -. 

(ucO ' TROOPS ? 

The number of more senior officers in the MAM program has in- 
creased since the program's inception and is a positive trend. For 
example, in 1984 46 percent of the MAM participants were cap- 
tains, 41 percent majors, and 13 percent lieutenant colonels. 

Rank Number 

A MANAGER :& 

A C Q m m O N  co 
CMD :& 

Selections and Assignments 

Percent 

MANAGER 

D 

: 

The Army Materiel Command Project Management Office moni- 
tors Program Manager assignments and rotation dates. PERSCOM 
assignment personnel, as the principal agent for assigning military 
personnel, also track Program Manager tenure through a system of 
automated programs. Two Department of Army officer boards, one 
for Project Managers a t  the colonel level and one for Product Man- 
agers a t  the lieutenant colonel level, convene annually to consider 
eligible officers for assignment to Program Manager designated va- 
cancies. 

A Colonel Project Manager Selection Board is convened to con- 
sider all colonels and promotable lieutenant colonels who are mem- 
bers of the MAM program, both certified and non-certified, for as- 
signment to Project Manager designated vacancies. However, only 
certified MAM officers are considered for those programs defined 
as "Major Defense Acquisition Programs." The Project Manager 
Board consists of seven General Officers, with the Army Materiel 
Command Deputy Commanding General for Research, Develop- 
ment and Acquisition serving as President. Army policy is to 
ensure that membership include maximum representation in 
project management, research and development (R&D), procure- 
ment, and logistics. At least four members of the board will be 
serving or former Project Managers. 

An Army Product Manager Selection Board convenes annualIy 
to consider all lieutenant colonels and promotable majors who are 
members of the MAM program, both certified and non-certified, for 
assignment to Product Manager designated vacancies. The Product 
Manager Board consists of ong General Officer who serves as presi- 
dent, and six colonels. Members include maximum representation 

I I 
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3 TROOPS 
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ACQUISITION 
( M C )  

C 
G 
S 
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of expertise in project management, research and development, 
procurement, and logistics. At least four members of the board will 
be serving or have served as Project or Product Managers. 

Promotions . t 

The Army does not have a separate promotion board for Pro- 
Pam Management personnel; presently they compete with other 
line officers within the Army competitive category. Career field 
floors, which set minimum numbers required for promotions, exist 
for all Branches and functional areas for lieutenant colonel and 
colonel promotion boards. A subfloor exists for the MAM Addition- 
al Skill Identifier (6T) within participating Branches and functional 
areas. 

Generally, MAM officers are being promoted a t  a rate higher 
than the Army average. However, in fiscal year 1988, the Atmy 
lieutenant colonel primary zone selection rate was 65 percent while 
the MAM selection rate was 59.7 percent. The selection rate below 
the zone for MAM officers was 8.7 percent compared with the 
Arm average of 6.1 percent. The MAM selection floor (minimum 
num g er  promoted) waa 57 officers; 102 were selected for promotion. 
The selection rates for lieutenant colonel are over the last several 
years are displayed in Exhibit VI-8. 

EXHIBIT Vi-8-COMPARATIVE PROMOTION RATES 

Performance Appm isals 

~isc.1 year 

Program Managers, both military and civilian, are rated by, or 
receive their performance appraisal, from the Program Executive 
Officer (PEO), and their final rating or approving official is the 
Service Acquisition Executive (SAE). PEOs are rated by the SAE. 
Thus, the performance appraisals of Program Managers and PEOs 
follows the acquisition management reporting structure and not 
the traditional chain of command. 

The Army currently does not have a distinct career program for 
its civilian Program Managers and Deputy Program Managers. 
However, there are two civilian programs analogous to the inilitary 
Materiel Acquisition Management (MAM) program: the Logistics 
and Acquisition Management Program (LOGAMP) and the Engi- 
neers and Scientists (E&S) Non-Construction (NC) Career Program. 
Drawing from numerous functional career fields, both are less 
structured and broader in scope than the MAM program. The fun- 
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damental difference is in the basic goals: MAM strives to make 
functional acquisition specialists out of generalists whereas the ci- 
vilian programs try to make generalists out of functional special- 
ists. 

Logistics and Acquisition Management Program (LOGA MP) 
Initial development of LOGAMP began within the former Head- 

quarters, U.S. Army Materiel Development and Readiness Com- 
mand (DARCOM), now Army Materiel Command, in February 
1982. The program was formally established on November 10, 1983. 
LOGAMP is a two-track logistics/acquisition career development 
program designed to provide structured and controlled developmen- 
tal assignments plus essential technical and managerial classroom 
training for high potential civilians. The program will provide com- 
petitively selected, high-potential logistics and acquisition employ- 
ees in GS-12 and GSIGM-13 to 15 levels with broad multidiscipli- 
nary training and developmental assignments. 

Management. LOGAMP is an Army-wide program which is cen- 
trally funded and administered. The Commander of Army Materiel 
Command (AMC) acts as Executive Agent, vested with Army-wide 
oversight responsibilities similar to those of Functionak Chiefs 
under the Proponency concept. 

The Department of Army LOGAMP Committee, is responsible 
for establishing policies and procedures for managing LOGAMP. 
Decisionmaking is by consensus and the committee is the final a p  
proving authority for all selections, terminations, graduation proc- 
esses, and program policy. The AMC Commander or designated 
representative chairs the Committee. Other members include the 
Army Deputy Chiefs of Staff for Logistics (DCSLOG) and Personnel 
(DCSPER) and the AMC Assistant Deputy Chiefs for Research, De- 
velopment, and Ac uisition, and for Resources and Management. 
Representation on t is committee reflected the heavy emphasis on X 
logistics-for example, the former Army Deputy Chief of Staff for 
Research, Development, and Acquisition was excluded. It was also 
significant that the Committee membership was entirely military. 
The Army has recently restructured the Committee for greater ci- 
vilian representation. NOW the Committee is comprised of the Spe- 
cial Assistant to the DCSLOG, the Assistant Deputy for Materiel 
Readiness at AMC, the Deputy for Research, Development and Ac- 
quisition a t  AMC, the Deputy Assistant Secretary for Program 
Evaluation and the Director of Civilian Personnel in PERSCOM. 

A LOGAMP Management Unit (LMU) a t  AMC headquarters op- 
erates the LOGAMP program. Functions include evaf uation of 
training opportunities; monitoring participant intake, training, and 
development; and, promotion and reassignment referrals. It also in- 
cludes forecasting funding requirements, providing guidance to Ci- 
vilian Personnel Offices and functional managers; and, reporting 
program status to the LOGAMP Committee. LOGAMP advisers, 
normally a t  the GM-15 and SES level, serve as mentors for partici- 
pants. They assure Individual Development Plans (IDPs) are con- 
sistent with LOGAMP goals and objectives and monitor partici- 
pants' progress. 

Career Path. The objective of LOGAMP is to provide a structured 
career path from the journeyman level (GS-12) through the Senior 

fiie 



Executive Service (SES) level by properly identifying high perform- 
ing individuals' training needs and satisfying those needs through 
a blending of work assignments and formal training a t  appropriate 
times in their careers. 
The LOGAMP Committee submitted a draft LOGAMP Army Ci- 

vilian Training, Education and Development System (ACTED531 
plan to PERSCOM on September 29, 1988. ACTEDS provides the 
career path or road-map for LOGAMP- participants, setting forth 

for training and development including recommended 
courses in other career fields and suggested assignments. It estab- 
lishes the general length and types of training plus graduation cri- 
teria for each part. 

LOGAMP has two broad career tracks consisting of six career 
fields: a Logistics Track consisting of the Supply, Maintenance, and 
Transportation career fields; and an Acquisition Track consisting of 
Contracting and Acquisition, Quality and Reliability Assurance, 
and the Engineers and Scientists (Non-Construction) career fields. 
In either track, there are three sequential phases. 

The firat phase, Enhancement of Career Specialties, targets high 
performing GS-12 personnel and is intended to provide comprehen- 
sive "single track ' functional training in individuals' primary 
career fields; it also provides a source for filling key GM-13 posi- 
tions by prepositioning GS-12 personnel for competition in the 
second phase. In this phase, individuals would broaden their expe- 
rience within their functional specialty. The career pattern and 
graduation criteria for GS-12 "single track" participants is, tpical- 
ly, a two year program, including four weeks of formal intra- 
track" functional training and one three month developmental as- 
signment in another function in the participant's career field, or 
two 60 day assignments in two external functions within the par- 
ticipant's track. 

The next phase, Competitive Development, is for GS/GM-13 
throu h 15 personnel and is intended to provide structured, inter- 
discipfinary formal training and developmental assignments be- 
tween the logistics and acquisition career fields or cross-track de- 
velopment. Graduates provide the source for filling key GM-13 
through 15 positions covered in the last phase. Again, the program - 
length is two years and includes slightly expanded training and as- 
signments. Participants should receive four weeks formal training 
in their opposite track, i.e., logistics or acquisition; two weeks 
formal training in their primary track specialty; and two weeks 
formal training in executive/management development. Partici- 
pants also receive a four month assignment in any combination of 
logistics or acquisition. ks an option, individuals may be assigned 
in their primary track a t  the executive, policy or staff level. 

The last phase is the point at which graduates of the competitive 
development phase are placed in key LOGAMP positions. Key 
LOGAMP positions are those designated to be held by a-GS/GM-14 
or above or second level supervisory GM-13, and which encompass 
duties in two or more of the six LOGAMP functions. 

Progmm Scope. Currently, 1,814 positions have been designated 
as key LOGAMP positions a t  the GM-13 through SES level; these 
positions have two or more logistics and one or more acquisition 
functions. LOGAMP graduates are being referred for key LOGAMP 

positions for which they qualify separately from other highly quali- 
fied candidates. There are 442 civilians currently participating in 
LOGAMP, and the program has 97 graduates, 

Engineering and Scientist (Non-Construction) Program 
The Engineers and Scientists (E & S) Non-Construction (NC) pro- 

gram is a professional Army-wide Career Program that may serve 
as a source of civilian Program Managers and Deputy Program 
Managers. LOGAMP and the E & S (Non-Construction) programs 
overlap, as the latter is also considered as one of six career fields 
within the purview of the LOGAMP. 

Management. The Functional Chief of this career program is the 
Commander of Army Materiel Command, and the Functional 
Chiefs Representative is the Deputy Commander for Research, De- 
velopment and Acquisition. This Career program has eight subcar- 
eer programs: research, system development engineering, produc- 
tion engineering, logistics engineering, test and evaluation engi- 
neering, quality/product assurance engineering, operations re- 
search/systems analysis, and software engineering. Each is man- 
aged by an Assistant Functional Chief"s Representative (FCR), ap- 
pointed by the Functional Chiefs Representative. An Army Civil- 
ian Training, Education and Development System (ACTEDS) plan 
for the Career Program has been developed with particular empha- 
sis on each sub-career program. The ACTEDS has not yet been a p  
proved and published. Vacancies are filled locally using local merit 
promotion procedures, but positions a t  GS-12 or above may use the 
Army Materiel Command Announcement Distribution System 
(AMCADS) to more broadly advertise the vacancy to other Federal 
and non-Federal job candidates. 

Career Paths. The generalized career ladder a t  Exhibit VI-9 de- 
picts career progression to key positions. In this concept, there are 
two different tracks. The PEO and Program Manager career ladder 
follows Track A, which is the technicaJ management track. Track 
B allows engineers and scientists who wish to remain in research 
and development to .advance in their careers from entry level to 
senior scientists and engineers in a parallel fashion. Lateral assign- 
ments which provide necessary cross-training are depicted along 
with various paths which may be followed for staff versus operat- 
ing positions and technical versus supervisory/managerial posi- 
tions. 



EXHIBIT VI-9 

FOOTNOTE: Shaded areas mean "High Probabil i ty" 
Unshaded areas  mean "Pors ib le ,  but not typ ica l"  

ENGINEERS & SCIENTISTS (NC) 
Career Program Ladder 

TRACK TRACK 
A B 

There are four progression levels in the program as provided in 
Chapter 16 of Army Regulation 690-950 (Draft): intern level (GS-5 
through GS-9/11); specialist level (GS-11 through GS-12); interme- 
diate level (GS/GM-13 through GS-14); and the management level 
(GS/GM-15 and above). This document expounds the training and 
career development a t  each of the four progression levels, self-de- 
velopment activities, the requirement for Individual Development 

i 

Plans (IDPs), and Master Intern Training Plans (MITPs). Thirty 
different training courses or Professional Military Education, for 
example Command and General Staff College, are listed in addition 
to general development activities such as select college courses, at- 
tendance a t  scientific seminars/symposia, and rotational training 
assignments. 

.A  general career progression ladder and typical intern ladder are 
also included as well as specific intern ladders for general engi- 
neers and operations research analysts. In either case, interns will 
enter the career program a t  either the GS-5 or GS-7 level and will 
progress a t  annual intervals to the target grades of either GS-9 or 
GS-11. Accelerated promotion to the next higher grade may be 
granted after six months of service if performance warrants and 
the Office of Personnel Management concurs. 

A special track within the Systems Engineering Subcareer Pro- 
gram has been delineated for Program Managers and Deputy Pro- , 
gram Managers of major and non-major programs. 

Program Scope. The Engineers and Scientists (Non-Construction) 
career program is comprised of approximately 20,000 careerists. 
There are approximately 43 different occupational series within 
the program, as displayed by Exhibit VI-10, and a t  least 1000 dif- 
feren t subcategories within these series delineating the types of sci- 
entific and technical work performed by the E&S (NC) careerists. 

SCIENTIFIC/ 
TECHNICAL 

EXHIBIT VI-10 

ENGINEERING AND SCIENTISTS (Non-Construction) CAREER PROGRAM . 

SENIOR 

~Occu~ationsl Series) 

SENIOR 

GS-0150--Geography 
GS-0180--Psychology 
GS-0401--Biology 
GS-0403--Mi~r0bi010gy 
GS-0405--Pharmacology 
GS-O408--E~010gy 
GS-O410--Z001ogy 
GS-0413--Physiology 
GS-D414--Entomology 
Gs-0430--Botany 
GS-0434--Plant Pathology 
GS-0437--Horticulture 
GS-0493--~ome Economics 
GS-0801--General Engineering 
GS-0806--Materials Engineering 
Gs-0819--Envirnomental Engineering - 
GS-0830--Mechanical Engineering 
GS-0840--Nuclear Ehgineering 
GS-0854--computer Engineering 
GS-0855--Electronics Engineering 
GS-0855--Electronics Engineering 

LEVEL IV  MANAGEMENT TECHNICAL 
EXECUTIVE 

LEVEL Ill SUPERVISOR TECHNICAL 
SPECIALIST 

LEVEL I1 TEAM LEADER JOURNEYMAN 

Gs-0858--Biomedical ~ngineering 
GS-0861--Aerospace Engineering 
GS-0871--Naval Architecture 
GS-0892--ceramic Engineering 
GS-0893--Chemical Engineering 
GS-0894--Welding Engineering 
GS-0896--Industrial Engineering 
GS-1301--Physical Science 
GS-1306--Health Physics 
GS-1310--Physics 
GS-1313--Geophysics 
GS-1320--Chemistry 
GS-1321--Metallurgy 
GS-1340--Meterology 
GS-1382--Food Technology 
GS-1384--Text ile Technology 
GS-1515--Operations Research 
GS-1520--Mathematics 
GS-1529- athe he ma tical statistics 
GS-1530--Statistice 
GS-1550--Computer Science 

Currently, the Army does not have a civilian career program spe- 
cifically intended to develop civilian Program Managers or Deputy 
Program Managers. The two primary feeder career programs, 
LOGAMP and the Engineering and Scientist (Non-Construction) 



Program, may serve as sources of qualified civilian Program Man- 
agers and Deputy Program Managers but neither constitute the 
only source for future civilian Program Management personnel. Al- 
though the original LOGAMP concept identified Program Manager 
positions as key positions, the preponderance of civilian Program 
Managers and Deputy Program Managers come from the E&S(NC) 
career program. However, this is primarily a function of the tech- 
nical occupational series represented in the Engineering and Scien- 
tist (Non-Construction) program rather than the efficacy of the 
career program. Selection of civilian Program Managers and depu- 
ties results more from serendipitous contingency than from career 
program execution. 

Civilian selections are decentralized, using traditional civil serv- 
ice merit promotion and placement procedures. Selection of Deputy 
Program Managers is normally made by the project/product man- 
ager and is approved by the PEO. However, the selection of civilian 
Program Managers by the Department of Army Central Selection 
Board process is under current consideration in support of a pro- 
posed Acquisition Management Mission Cluster Group Program 
which is discussed below. At this time, there is no career program 
organization to assure civilian Program Managers and Deputy Pro- 
gram Managers receive required training, nor does the civilian per- 
sonnel system require compliance with the applicable statutes and 
Department of Defense policy directives. 

As indicated by Exhibit VI-11, the Commander of Army Materiel 
Command has been vested with executive management responsibil- 
ity for all three programs MAM, LOGAMP, and Engineering and 
Scientists (Non-Construction). 
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EXHIBIT VI-11 

COMMANDING GENERAL 
ARMY MATEIUEL COMMAND - 

I -- HEAD OF CONTRACTING ACTMTY I 
-- FUNCTIONAL CHIEF I .  

The Army is presently working on two major career program en- 
hancements. One concerns restructuring of the Materiel Acquisi- 
tion.Management Program (MAM). The other seeks to better inte- 
grate the separate military and civilian career programs into an 
Acquisition Management Mission Cluster Group Career Program. 
Revised Materiel Acquisition Management (MAM) Program. 

Based on several studies, including the Army Leader Development 
Study Final Report published in April 1988, the Army has conclud- 
ed that the current MAM program does not fully meet Army re- 
quirements for developing properly trained and experienced acqui- 
sition leaders. Accordingly, the MAM program is being restruc- 
tured to better comply with current public law and Department of 
Defense policy on the qualifications of Program Management and 
acquisition personnel. The objective is to develop a dedicated pool 
of highly 'qualified military acquisition specialists (officers) to fill 
designated critical acquisition management positions while ensur- 
ing that the development of weapon systems reflects keen regard 
for current operational realities. Under the revised program, Army 
Materiel Command will continue to be the Proponent for the MAM 
and for Functional Area 51 (Research and Development). PERS- 
COM will continue to provide personnel management support as in 



the past. This pool of officers will fill Program Management posi- 
tions (Program and Product Managers) and other designated criti- 
cal acquisition management positions a t  the grade of lieutenant 
colonel and above to include board selected Program Manager posi- 
tions. The requirements for the current 3,000 MAM positions will 
include about 350 to 400 critical positions at  the ranks of lieuten- 
ant colonel through General Officer. 

The Arm has developed two new Additional Skill Identifiers to 
identify MKM officers. The first is the designator 4 2  which will 
identify both critical MAM positions on Army organization and 
manning documents (Tables of Distribution and Allowances) and 
also identify Certified MAM officers at  the rank of lieutenant colo- 
nel and above who are qualified to fill those positions. The secapd 
is the 4M Additional Skill Identifier which will identify MAM Can- 
didate Officers, but is not associated with authorized positions. 

Qualification requirements for MAM candidates include the fol- 
lowing prerequisites: (1) functional area designation in Research, 
Development Test and Evaluation (FA 51), Nuclear Weapons Re- 
search (FA 52), Software and/or Hardware Engineering (FA 53), 
Contracting and Industrial Management (FA 97), or Intelligence 
Aviation (15C35); (2) the rank of captain through colonel, with ex- 
perience as captain or major in one of the previously mentioned 
functional areas; (3) for majors selected for promotion, lieutenant 
colonels and colonels, one must meet the MAM certification stand- . 
ards for the 42 AS1 and have 4 years of commissioned service re- 
maining; (4) a baccalaureate degree or higher in technical, scientif- 
ic, or managerial fields; and, (5) demonstrated performance and po- 
tential. 

Applicants for the MAM candidate program may apply and ex- 
press a desire to serve in Program Management and other critical 
MAM positions. In addition, a centralized board will select officers 
for the MAM program annually, considering all eligible officers 
during their eighth year of seyvice, whether they apply or not. 

The MAM certification process is tied to the 4 2  skill identifier 
and identifies critical positions. This level is for officers a t  the 
ranks of major promotable to lieutenant colonel and for lieutenant 
colonel promotable to colonel. In both cases, a college degree and 
graduation from the Program Management Course is required. Ad- 
ditionally, certification will, as is now the case, remain tied to the 
requirements of P.L. 99-145 and DOD 5000.52-M (Draft). 

Exhibit VI-12 portrays three notional career paths which partici- 
pants in the restructured MAM program will follow. All three 
paths begin a t  the eighth year of service which corresponds to the 
officer's selection into the MAM program. The first two career 
paths will be followed by the vast majority of MAM officers. The 
third path would be followed in exceptional cases. The first path 
will be followed b most officers; it enters them into the acquisition 1: career field and eeps them there except for one operational as- 
signment. The second career path provides the opportunity to 
obtain an advanced degree through the Advanced Civil School 
(ACS) Program or a tour of duty with industry through the Train- 
ing With Industry (TWI) program. The third path allows the officer 
to serve as a battalion commander while a lieutenant colonel. 
These career paths assume that the officer will single track in the 

Functional Area after selection for promotion to colonel. In the 
first two paths, it is possible for the officer to single track as a 
major or lieutenant colonel. All three paths will provide for a t  
least 8 years of acquisition experience, completion of an Intermedi- 
ate Service School, an operational assignment while a major, com- 
pletion of Senior Service School and the Program Management 
Course. It also requires a t  least two years experience in a procure- 
ment command and provides for service as a Project Manager or 
other critical acquisition job as a colonel. 

EXHIBIT VI-12 

MAM LEADER CEVELOPMENT PATHS 

M A O R i T Y  ~i~~~~ POSITION 

i-- -- 

ACS/T WI 

YEARS OF SERVICE 

General Officer positions will be identified for fill by acquisition 
professionals, and assignments will be tied to the requirements in 
P.L. 99-145. Critical MAM (42) positions are all positions mandated 
by P.L. 99-145 as implemented by DOD Directive 5000.52 as fol- 
lows: all centrally selected and General Officer Program Manage- 
ment positions; all PEO positions; all colonel positions authorized 
in lieu of General Officer requirements in Army Materiel Com- 
mand; all lieutenant colonel and colonel positions reporting to a 
Program Manager or PEO; the Military Deputy to the Assistant 
Secretary of the Army (Research, Development, and Acquisition); 
and, selected positions in the Secretariat. In addition, selected lieu- 
tenant colonel and colonel acquisition instructor positions and 
other Headquarters Army and MACOM positions approved by the 
MAM Program Personnel Proponent office will be designated as 
critical. 



Exhibit VI-13 indicates the relationship of experience, skills, and 
tracking over time. All officers will receive initial training and as- 
signments in their basic branches. 

Functional Areas 51 and 97 will constitute the core of the mili- 
tary acquisition career field. Officers will be managed by functional 
area instead of branch. Personnel coding (4M for candidates and 42 
for certified officers) will be used to further define a population of 
officers being developed for Program Managers, PEOs, and other 
designated critical acquisition positions. Officers will still be able to 
"dual track" in their branch and functional area through the rank 
of lieutenant colonel, although some will single track in their func- 
tional area. However, all colonels will "single track" in their func- 
tional area. 

EXHIBIT VI-13 

ARMY CAREER FIELD MANAGEMENT 

SKILLS - 
BRANCH 

EXPERIENCE - 
TRACKING - 

Under Secretary of the Army established on February 8, 1989, the 
Acquisition Management Mission Cluster Group Career Program. 
The Mission Cluster Group concept is intended as a comprehensive 
integration of acquisition civilians with military personnel into the 
acquisition system. The cluster group will include individuals from 
all career programs or career fields involved in acquisition manage- 
ment functions and is directed a t  training and developin individ- S uals for Program Manager and PEO positions. The civi ian and 
military systems will be merged from program planning to execu- 
tion. 

An Executive Board was established to provide joint military-ci- 
vilian oversight for the selection, development, training and reten- 
tion of selected acquisition managers for Program Executive Office 
(PEO), Program Management, and select Matrix Support Command 
organizations. The Board should establish Army policy for the pro- 
gram and provide an "executive level umbrella review" for the Ac- 
quisition Management portion of LOGAMP and the MAM. 

The Executive Board is chaired by Army Acquisition Executive 
or SAE (Assistant Secretary for Research, Development and Acqui- 
sition). Othe'r members include: Assistant Secretary for Manpower 
and Reserve Affairs; the Commanding Generals of Army Materiel 
Command and Information Systems Command; Director Informa- 
tion Systems, Command, Control, Communications (DISC4); the 
Deputy Chief of Staff for Logistics (DCSLOG); Comptroller of the 
Army (COA) and Chief, Corps of Engineers (COE). The Executive 
Secretary is the Deputy for Program Evaluation in the Army Sec- 
retariat (OASARDA), who will also serve as the AAE's representa- 
tive to 'both the LOGAMP Management Board and MAM Propon- 
ency Committee. 

Exhibit VI-14 graphically indicates the framework and relation- 
ship of civilian and military career programs under the Acquisition 
Management Mission Cluster Group Career Program. As indicated, 
the Competitive Development Group is not an  office but a group of 
individuals who form a pool of qualified personnel for assignment 
to critical/key acquisition management positions. The purpose of 
this new program is to identify key acquisition positions and match 
qualified individuals to those positions. The Mission Cluster Group 

. critical positions will require mandated training, education, and ex- 
perience. 

Acquisition Management Mission Cluster Group Career Program 
In an effort to provide for joint military and civilian oversight of 

the development of current and future acquisition managers, the 
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EXHIBIT VI-14 EXHIBIT VI-15 

ACQUlSlTION MANAGEMENT 
ACOWSfTlON MANAGEMEW MISSION CLUSTER GROUP CAREER PROGRAM 

I EXECUTIVE BOAmD @ 

caREc11 IRW-. 
Ull-.CdlC 
OH--CU 
wu.-w?RY FA 61 - - H D  
OlS-.-M FA S2.-llUCLLIfim 
o m - - - a m  FA m--ADC 
U I I - . ~  FA n--commcma 
0m--us11c (sc asam - - m A v m  
CTSI . *Aw 9' 

wm-.- 
cFls.-WrrO 

SUPPORT . 
DEVELOPHEM? DEVELOPMENT 

POSiTtONS 

Although the final decision on position content has not yet been 
made by the Service Acquisition Executive, conceptually there 
would be Level I and I1 positions. Level I critical acquisition posi- 
tions would include, as a minimum, Non-Major Program Managers 
and Deputy Program Managers of major programs. They would be 
filled only by Level I certified acquisition managers from the Com- 
petitive Development Group. Level II critical acquisition positions 
would, as a minimum, include Program Managers of major pro- 
grams and positions senior to them, for example, Program Execu- 
tive Officers (PEOs). These positions would only be filled by Level 
I1 certified acquisition managers. It is envisioned that there would 
be a certification process within the Competitive Development 
Group tied to each Level. Exhibit VI-15 provides k model of a 
career path. Criteria for entry into the program include a baccalau- 
reate degree or advanced technical education in service Schools 
plus acceptance by the Acquisition Mission Cluster Group Career 
Program Executive Board. Level I and I1 requirements parallel the 
basic requirements of the DOD Directive 5000.52. 

0 A-BaccdaursasmorAdvsncsd 
TechnicalEducetionkr SsnriceSchbob 

W * C m b ~ A a p t & m M i s d o n  
~ e r G r w p c a ~ P r o g m n ~ x ~  
Board. 

1 

Military acquisition career coverage consists of Functional Areas 
51 (R&D) and 97 (Contracting) and certain career fields such as 
Automatic Data Processing, nuclear weapons, and signal corps. Ci- 
vilian Career Program (CP) coverage is delineated in Exhibit VI- 
16. 

I COG CERnFiCATiON (Faces) 1 

The military officer source for this program would come from the 
Material Acquisition Management (MAM) program. Civilians 
would come from the Acquisition portion of the LOGAMP program 
as well as the non-LOGAMP career programs identified above. 

The current career programs, military and civilian, would feed 
into Competitive Development Groups (CDGs) yet to be established. 

EXHIBIT VI-16-CIVILIAN CAREER FIELDS 

Career program 

CP I1 .............................................................. 
CP I4 ............................................................. 
CP 13 .................................................................. 
CP 15 ......................................................................... 
CP 16 ...................................... 
CP 17 ................................................................... 
CP 18 ........................... .. ................. 
CP 23 ................................................................ 
CP 24 ..................................................................... 
CP 25 .................................................................. 

Destriplion 

Comptroller ................................................................................. 
Contracting and Acquisition ................................................... 

...................................................................... Supply Management 
Quality and Reliability Assurance ........................................ 
Engineering and Scientists (BC) ............................................... 
Materiel Maintenance Management ................................................ 
Engineering & Scientists (Resources and Construction-RC) ........ 
Autwnated Data Processing ........................................... 
Transportation Management ......................................................... 
Communications ............................................................................. 

Percent 

17 
8 
g 
3 

26 
8 

16 
10 
1 
2 



To establish these groups, a personnel data inventory of partici- 
pants must be established, training programs must be developed, 
and key acquisition management positions must be identified. The 
target date for completing these tasks is March 1990. The Army 
Executive Agent for edministration and management of certifica- 

* 

tion of personnel within the Acquisition Management Mission Clus- 
ter Group has not yet been determined. PERSCOM would be re- 
sponsible for managing the referral and assignment of personnel to 
designated positions. 

CHARACTERISTICS OF ARMY PROGRAM MANAGEMENT 
PERSONNEL 

PROGRAM MANAGER TENURE-ARMY 
In analyzing the tenure data on Army Program Management of 

major program several data points and yardsticks will be used. Pro- 
gram Manager tenure is portrayed first in terms of Program Man- 
ager assignments for all major programs four or more year old. 
Since the enactment of P.L. 98-525 on October 19, 1984, data pro- 
vided by the Army indicates there have been 65 different Progrdm 
Managers (or persons acting as Program Managers) for the 22 pro- 
grams 4 or more years old as is indicated in Exhibit VI-17. 

The average tenure for Program Managers for these programs is 
24.5 months (not including the length of assignment of the current 
Program Manager). This average is used in Exhibit Vi-21 as it 
most accurately reflects the personnel turbulence and instability 
caused by the rotation of Program Managers. There have been four 
programs in which at least one Program Manager has served a 
minimum of 48 months, or completion of a major milestone, if one 
includes those assigned prior to enactment of the tenure law-the 
Single-Channel Ground Airborne Radio System (SINCGARS), Light 
Helicopter Experimental (LHX), Bradley, and Family of Heavy 
Tactical Vehicles (FHTV). This represents 9 percent of all individ- 
uals who have served as Program Managers, excluding incumbenis. 

On nine occasions the program was managed by the Deputy Pro- 
gram Manager until the Program Manager reported. Excluding 
these situations, the average tenure of the 34 previous Program 
Managers was 29 months. Retirement and reassignment were the 
two primary reasons for departure (38 and 34 percent respectively) 

* 

followed by promotion (28 percent) and lastly, one case where a 
major milestone was completed, and one program was disestab- 
lished. 

EXHIBIT VI-17-ARMY-MAJOR PROGRAMS MORE THAN 4 YEARS OLD 
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EXHfBIT VI-17-ARMY-M&OR PROGRAMS MORE THAN 4 YEARS 

.............................................. M-1 Abrams 
Air Delense Command and Control System 

( A D D )  (FMDG2). 
Army Helicopter lm~rovement Program 

Reason for leaving 

Reass~gned. 
Deputy acting. 
Reassigned. 

Major program 

Months 

10 
5 

40 

(AHIP). APR 85-FEB 88 34 Retjred. 

................. JUL 1987 

................. APR 1988 

................. APR 1988 

....................... \ SEP 83-jUL 85 
CH-470 ....................................................... AUG 1987 ................ MAY 86-AUG 87 .................... 

Advanced Antitank Weapons System 
(MWS]. 

At! Source Analysis System (ASAS) ............. 
Army Tactical Missile System (ATACMS) ..... 

Black Hawk ............................................ 
Bradley ................................................. 

Oates Of (since preuiws 84) PM 

SEP 86-MAY 87 ..................... 
..................... MAY 86-SEP 86 

[AN 83-MAY 86 ...................... 

Major program 

Advanced Attack Micopler (AAH) .............. 

current PM in since 

Current PM ~n since 

JUN 1987 ................. 

-. ...-- 

........................ IUL 84-IUL 87 
...................... SEP 85-APR 88 
...................... NOY 83-SEP 85 
...................... FFB 88-APR 88 
...................... 

1 FE3 86-APR 89 ................... / 38 / CohPbkd " 
milestone 

fEB 1988 ................ 

JUL 1984 
MAR 1985 ................ 

JULY 1986 ............... 
AUG 1989 ................ 

Copperhead ............................................... 

Family DI Heavy Tactical Vehicles (FHN) ... 

.... / OCT 84-FEE 86 ....................... 
Hellfire ...................................................... 1 AB 1988 ................. AUG 81-FEE 88 ................ 

Dates evious PM Ienure knee 84)  

36 
31 
22 

2 

OCT 82-APR 85 ..................... 
IAN 86-IAN 88 .................... 

...................... IUN 82-DEC 85 
.................................................................................... 

NOV 84-MAR 85 .................... 
APR 84-NOV 84 ...................... 
NOV 83-1111 86 ...................... 
IUL 85-AUG 89 ....................... 

DEC 1985 ................. 

JUN 1989 ................. 

Reassigned. 
Reassigned. 
Retired. 
D ~ u l  acting 

~mths 

Light Helicopter Experimental (LHX) ........... 
Multiple Launch Rocket System (MLRS) ..... 

...................... 
................. ...................... 

NOV 83-JUH 85 

...................... 
Position Location ReDorting System/loint SEP 88-IAN 89 

Dc8aI Information Distribution System DEC 87-SEP 88 
(P.LRS/ITIDS). FEB 86-DEC 87 ...................... 

- 

Reason for ,mv)ng 

42 
24 
42 

5 
8 
32 
49 

...................... Jut 83-MAY 86 
DEC 85-APR 89 ...................... 

..................... MAR 85-OEC 85 

..................... AUG 81-MAR 85 
APR 89-MAY 89 ..................... 

....................... AIL 84-AUG 87 
AUG 1984 
SEP 1987 ................. JAN 85-AUG 81 ...................... 

Mobile Subscriber Equipment (MSE) ............ 
family of Medium Tactical Vehicles 

(FMN). 
Patriot ...................................................... 

..................... NOV 83-NOV 85 
................ ..................... Single-Channel Ground and Airbourne APR 81-AUG 86 

Radio System (SINCGARS) . 

Promotion. 
Retired. 
Reassigned. 

Deputy acting. 
Promotion. 
ReBred. 
Retired. 

- .. .-. 
................................................... S t i n g e r  ............... 1 SEP 88-NOY 88 ..................... 

...................... JAN 86-SEP 88 

34 
40 
10 
42 
1 

JAN I986 ................. 
JAN 1989 ................. 

FEE 1987 ................. 

...................... AUG 82-DEC 85 
................. ..................... Tubed Launched Opticalty Tracked Wire APR 84-JUN 87 

Command-Linked Guided Missile (TOW). 

~et i ied. 
Disestablished. 
Deputy acting. 
Retired. 
De~utv acting. 

A second measure of tenure is to look a t  programs in effect prior 
to October 1984 that have had Program Managers assigned after 
that date who have completed their Program Manager assignment. 
This represents fifteen out of twenty-two programs four or more 
years old, or 68 percent. 

DEC 83-JAN 85 ...................... 
DEC 83-1AN 86 ..................... 
OCT 86-JAN 89 ...................... 
AUG 8 4 - 0 3  86 ..................... 
JUN 85-FEB 87 ...................... 

EXHIBIT VI-18-MAJOR PROGRAMS WITH PROGRAM MANAGERS APPOINTED AffER OCT 1984 
COMPLETING THEIR ASSIGNMENT 

Program 
Program 
Manager number ~ ~ 1 8 t h  Awrage tenure -,!-LA- 

25 
25 
27 
26 
20 

Promotion. 
Retired. 
Reassigned. 
Retired. 
Promotion. 



UHISIT  Vt-18-MAJOR PROGRAMS WITH PROGRAM MANAGERS APPOINTED AFTER OCT 1984 
COMPLETING THEIR ASSIGNMENT-Continued 

Program 

...................................................................................................................... AAWs (Med/Heavy) 
.......................................................................................................................................... ATACMS 
.......................................................................................................................................... Bradley 

.................................... ............................................................ MLRS I 

............................................................................................................................................. FMN 
......................................................................................................................................... PATRIOT., 
..................................................................................................................................... pLRS/nOS 

...................................................................................................................................... STINGER 

- 

In only two of these 15 cases (FHTV where the Program Manag- 
e r  was reassigned after com letion of a major milestone and the P Bradley) did the Army comp y with the Public Law. This figure is 
also used in Exhibit VI-21. For these 15 programs, there were 24 
different individuals acting as Program Managers; their average 
tenure was 17 months. In 8 cases, the Deputy Program Manager 
was temporarily appointed as the Acting Program Manager. Ex- 
cluding the temporary appointments of Deputy Program Managers, 
the average tenure was 25 months. The most egregious case was 
that of the PLRS/TIDS where there were four different Program 
Managers in slightly over 3 years, although two were deputies for 
seven months, with an average' tenure of 9.8 months. 

The third category is to consider those Program Managers of 
major programs who were appointed prior to October 1984, includ- 
ing the Program Manager on board a t  the time the public law went 
into effect. Also included are Program Managers who were appoint- 
ed prior to designation of the program as a major program but who 
continued to serve as Program Managers after such designation. 
Excluded are all Program Managers appointed after the law went 
into effect, including the current Program Manager. The programs 
falling into this category and the average tenure is shown below in 
Exhibit VI-19. 

EXHIBIT VI-19--PROGRAM MANAGERS OF MAJOR PROGRAMS APPOINTED BEFORE P.L. 98-525 

When one considers all individuals assigned as Program Manag- 
ers since the inception of the program (including individuals as- 

- signed prior to designation as a major program), the average 
tenure is 21.6 months. 

In summary, Exhibit VI-20 portrays the average tenure for the 
major programs under consideration along various time lines: from 
designation as a major program through endctment of P.L. 98-525; 
all Program Managers appointed after enactment of P.L. 98-525 
(other than the incumbent) and the average of all Program Manag- 
ers since designation of the program as a major program up to, but 
excluding the incumbent. This Exhibit takes into consideration the 
effects of appointing acting or interim Program Managers and thus 
indicates the average when Deputies, acting as Program Managers, 
are excluded. 

EXHIBIT VI-19-PROGRAM MANAGERS OF MAJOR PROGRAMS APPOINTED BEFORE P.L. 98-525- 
Continued 

EXHIBIT VI-20-SUMMARY OF PROGRAM MANAGER TENURE 

Program 

ASAS .................................. ............................ ......................................................................................... ....... 
ATACMS ............................................................................................................................................................... 
BUCK HAWK ............................................................................................................................................ 
BRADLEY ............................................................................................................................................................ 
CH-47 ...................................................................................................................................................... 
COPPERHEAD .............................................................................................................................................. 
HELLFIRE ............................................................................................................................................................ 
LHX .............................................................................................................................................................. 
MLRS ............................................................................ ..................................................................................... 
MSE .................................................................................................................................................................. 
PATRIOT ............................................................................................................................................................ 
PLffS/flDS .................................................................................................. 
SINGARS ............................................................................... ........................................................................... 
STINGER ........................................................................................................................................................... 
Tow ........................................................................................................................ ....................................... 

Average 
Tenure 

39.7 
20 

20.2 
20.4 

Program 

AAH ............................................................................................................................................................... 
AAWS ................... .. .............................................................................................................................. 

................................................................................................................................................... M-1 ABRAMS 
ADCCS(FAADC2) .............. .. ........................................................................................................................ 

[Average tenure in months] 

I ,,, 1 Excludine 

Number 
PMs 

3 
6 
6 
5 

HI! 

Program 

Humber 
PMs 

3 
2 
4 
5 
5 
4 
5 
2 
7 

11 
4 
5 
3 
6 
4 

AHlP ........................................................................................................................................................... 

All major programs prior to and through Oct. 1984 
All major programs after October 1984 

...................................................................................................... 

Average 
Tenure . 

18 
1 0 5  

29 
24.2 
24.8 
29.5 
21.8 

4 
15.1 
25.6 
23.5 
20.2 
42.3 
16.8 

30 

The Army acknowledges that in a t  least seven instances a waiver 
of the statutory four-year tenure requirement should have been ex- 
ecuted by the Secretary of the Army, but this was not done. The 
primary reasons for leaving the job were promotion to General Of- 
ficer (6) followed by retkement (4), and reassignment or organiza- 
tional realignment the least occurrence. Of the six programs less 
than 4,years old, in only one case-the Joint Tactical Missile De- 
fense Program (JTMDPI-has there been turnover, occasioned by 
retirement of the Program Manager. 2 39 . 



Program Managers-Major Programs 
Twenty-seven of the 28 Program Managers assigned to major 

programs are military. 
Education. The current Program Managers are well educated. Of 

the 27 Program Managers assigned to major programs, all have 
Master degrees; exceeding the minimum regulatory requirement 
for a baccalaureate demee. Two had degrees beyond the master - 
degree level. 

Training. Twenty-six of the Program Managers, or 96 percent, 
have completed the Program Management Course a t  the Defense 
Systems Management College. The other individual received a 
waiver. In addition, all have completed a Senior Service School, 
such as the Army War College. 

Experience. Twenty-two, or 81 percent, have 8 years of acquisi- 
tion experience and 26, or 96 percent, have a t  least two years' expe- 
rience in a procurement command. In May 1988, the Army report- 
ed that 85 percent had been certified as Materiel Acquisition Man- 
agement (MAM) officers and 15 percent had completed the Train- 
ing With Industry (TWI) promam. 

Assessment. The Army s overall status of compliance with statu- 
tory and regulator requirements for major Program Managers is 
shown in Exhibit I&-21. 

EXHIBIT VI-21-REQUIREMENTS FOR PROGRAM MANAGERS 
[Major Programs] 

- 

Requiremenls 

Statutory: 
... Complete,Prograrn Management Course (10 O.S.C. 1622 (b) (1) effective July 1, 1987) 

Eight years experience in Acquisition (effective July I ,  1989) ........................... 1 .................. 
Two years experience (Procurement command) (10 U.S.C. 1622 (b) (2)  effective July 1, 

1989) ................................................................................................................... ; ........... 
Four years tenure (P.L. 98-525, sec. 1243, Defense Proc. Reform Act of 1984) ................ 
Average tenure (months) ...................................................................................................... 

Education: 
....................................... Baccalaureate ................................................................................. 27 27 100 

.............................................................. InIermediate Service k h m l  o Senior Service Yhu 1 27 1 - 27 1 100 

Overall, the Army is close to meeting the current statutory and 
regulatory requirements as well as the statutory requirements that 
becpme effective in the near future, for Program Managers of 
major programs in terms of education, training, and experience. It 
is in the area of tenure that the Army comes up significantly short. 

Program Managers-Non-Major Program 
One hundred of the 128 Army non-major Program Managers are 

military officers. 
Education and Training. These officers are well educated with 96 

having a bachelors degree, 91 a masters degree and 5 above a mas- . 

ters degree, such as a Ph.D. degree. Eighty have completed the Pro- 
gram Management Course and 68 have completed Intermediate 
Service School, such as Command and General Staff College. 

mand. 
Compliance with the regulatory requirements is shown in Exhib- 

it VI-22. . 

EXHIBIT Uf-22-REQUIREMENTS FOR PROGRAM MANAGERS 
[Non-major programs] 

Assessment. The Army military Program Managers of non-major 
programs comply to a large degree with the prospective require- 
ments in DOD Directive 5000.52. In the area of education, a very 
high percent have advanced degrees, while four percent lack a bac- 
calaureate degree. 

Education: 
Baccalaureate drgree ............................................................................................................. 

Training: 
Program Management Course ................................................................................................ 

Experience: 
Three years (acquisition related) ...................................................................................... 
One year (procurement command) ................................................................................... 

Deputy Program Managers 

100 

100 

100 
100 

There are no military deputies for major programs, but there are 
seven for non-major programs. All meet the established draft regu- 
latory educational requirements with a t  least a baccalaureate 
degree and close to 50 percent would meet the regulatory experi- 
ence requirement in DOD Directive 5000.52; five have three years 
of acquisition experience and three have at least one year of expe- 
rience in a procurement command. None, have completed the Pro- 
gram Management Course, but four have completed an  Intermedi- 
ate Service School. 

The Army's compliance with the regulatory requirements for it. 
Deputy Program Managers of non-major Programs is shown in Ex- 
hibit VI-23. 

EXHIBIT VI-23-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 
[Ron-mah program] 

Education: 
Baccalaureate ...................................... .. ............................ 

Experience: 
One yr (procurement command, supparting weapon system) ............................................... 



Experience: 
Three years (acquisitiofi related) ........................................................................................... 25 89 

.................................................................... GI. iprmrement mn.rnnrj1 ...................~ :: 1 25 89 

Program Manager-Major Program 
The Army has one civilian acting as a Program Manager on a 

major program until replaced by a qualified military officer. That 
Program Manager has only 5 months' tenure in the job. This indi- 
vidual exceeds the educational requirements, but has not attended 
the Program Management Course a t  the Defense Systems Manage- 
ment College. However, this individual significantly exceeds the 
minimum acquisition experience requirement with over 22 years of 
experience. 

Program Managers--Nan-Major Programs 
Twenty-eight of the 128 Program Managers for non-major pro- 

grams are civilian. Program Managers in this category fail to 
comply with the minimum education and training requirements, 
but a high percentage meet the minimum experience requirements, 
as shown by Exhibit VI-24. 

EXHIBIT VI-24-REQUIREMENTS FOR PROGRAM MANAGERS 
[Non-major programs] 

Deputy Program Managers-Major Programs 
All of the Army's 28 Deputy Program Managers of major pro- 

grams are civilians. Exhibit VI-25 shows that current Deputy Pro- 
gram Managers largely have the required education and experi- 
ence. All are well educated and experienced; however, only four 
have completed the Program Management Course. 

68 

11 

EXHIBIT VI-25-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 

Number 
comply~ng 

19 

3 

Requirements 

Education: 
............................ ................................................................................ Baccataureate degree.. 

Training: 
Rogram Management Course ................................................................................................... 

Total 
number 

28 

28 

Deputy Program Managers-Non-Major Program 
Currently, there are 63 civilian Deputy Program Managers of 

non-major programs. Fourteen positions are vacant. As shown in 

Number 
complying Requirements 

Education: 
................................................................................................................ Bxcabreate dogre 

Experience: ........................................................................................................ Three years ( a ~ g ~ i ~ i f i ~ ~ )  

Exhibit VI-26, for non-major programs, the Army has more limited 
success in complying with the regulatory requirements of the De- 
partment of Defense. While 81 percent have a college degree, only 
six have completed the Program Management Course and five have 
completed an Intermediate Service School. 

Total 
Number 

EXHIBIT VI-26-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 

28 

28 

While only 51 have a baccalaureate degree, over 50 percent of- 
the Deputy Program Manwers have a master degree or higher, 
and 59 have a t  least three years of acquisition experience, while 58 
have a t  least one year in a procurement command. 

[Non.major programs] 

27 

28 

REPRESENTATIVE PROGRAM OFFICES-ARMY 

Requirements 

Education: 
BaCcdaureate degree. ............................................................................................................. 

Experience: 
One year expe~ence in a procuremenl command .................................................................... 

96 

100 

A review of the personnel history of three major Army programs, 
the Multiple Launch Rocket System (MLRS), the Tactical Airborne 
Remotely Piloted Vehicle, and the Bradley Fighting Vehicle, serves 
to highlight the present situation. 

MULTIPLE LAUNCH ROCKET SYSTEM (MLRS) 

Program Managers 
Tenure. The MLRS program has had nine different probarn 

Managers, all colonels, since May 1976. The average tenure is 16.6 
months. If one excludes the tenures of Deputy Program Managers, 
then the average is slightly over 19 months. The first four Program 
Managers served an  average of 19 months; each retired from this 
position. Three Program Managers were promoted to general after 
serving an average of 20 months. Waivers were not required in the 
first two cases; in the last instance a waiver was not executed. The 
Deputy Program Manager, a civilian, twice served as acting Pro- 
gram Manager during transitions. 

Education and h i n i n g .  The last three plus the current Pro- 
gram Manager all have master's degrees in an  engineering or sci- 
entific field and two have Ph.D.s, one in Industrial Engineering, 
the other in Physics. All had completed either an Intermediate or 
Senior Service School, but only one of the last four Program Man- 
agers had completed the Program Management Course. 

Experience. All the Program Managers had previous acquisition 
experience, ranging from a maximum of 20 years to a minimum of 
9 years. Three had previous experience as Program Managers. 

Depu ty Program Managers 
There have been two Deputy Program Managers, both GS/GM-. 

15s. The first served for almost 11 years in this position. The cur- 

Total 
number 

63 

63 

Number 
urmplymg 

51 

58 

Percen' 

81 

92 



rent Deputy assumed his duties in May 1988. He has 28 years ac- 
quisition experience, including 17 years of previous Program Man- 
agement experience and has an engineering baccalaureate degree 
and a masters degree in management from MIT. He has not com- 
pleted the Program Management Course. 

Contracting Officer 
There have been three different Contracting Officers, all GS- 

1102-14s. They all have had 15 to 20 years experience and have 
averaged serving in the position for over 4 years. 

Program Office Manning 
Organization of the MLRS ~ i o j e c t  Management Office is depicted 

a t  Exhibit VI-27. In addition .to the Program Manager's office, 
- there are three direct support core offices plus the Program Man- 

agement Support Office (PMS0)-Europe. There are also four 
matrix support offices as shown. 

EXHIBIT VI-27 

MLRS PROJECT MANAGEMENT OFFICE 

1 
ADMI N PGM MGMT 

The core program office is staffed with 37 individuals, 5 of whom 
are military officers. Thus, over 85 percent of the.program office 
personnel are civilian; thirteen are clerical and administrative sup- 
port staff. As shown in Exhibit VI-28, the breakout of civilian and 
m i l i t a ~ ~ l  professional staff highlights the predominance of engineer- 
ing skifls. 

UHIBIT VI-28-CIVILIAN 

MILITARY 

Grade 

13 

Number 
Grade 

Series 

1101 
345 
301 
345 
346 

Rank 

Ser~es Title a 

The military officer positions are all MAM designated position. 
The civilian professional positions are predominantly engineering, 
contracting and other technical acquisition skills. The four matrix 
support offices have more personnel than the core offices. Eighty- 
seven percent are civilians. 

Colonel ........................... 
..................... Lt. Colonel 

Major.. .......................... 

I I 

TACTICAL AIRBORNE REMOTELY PILOTED VEHICLE (RPV) 
Program Managers 

Tenure. Since August 1978, this program has had six different 
military Program Managers, five colonels and one lieutenant colo- 
nel. The average tenure was 16 months with the longest serving 33 
months. Four of the Program Managers retired from this position, 
and one was reassigned. 

Education and Training. Data was unavailable on prior Program 
Managers, but the last Program Manager exceeded the prescribed 
military and civilian education and training standards. This indi- 
vidual had a baccalaureate in mathematics, a masters degree in o p  
erations research and engineering, and was a graduate of the Pro- 

am Management Course as well as an Intermediate Service 
E h w l  (Command and General Staff College). 

Experience. The last Program Manager had over 24 years of serv- 
ice and over 9 years of acquisition experience. 

Deputy Program Managers 
Tenure. There have been five different civilian Deputy Program 

Managers, all GM-15s. The large number is due, in part, to the 
merger of the Unmanned Aerial Vehicle Program office with the 
RPV program office. The average tenure of the previous four 
Deputy Program Managers was 31 months. The current incumbent 
has served since February 1988. Two of the previous four retired 
and the other two departed because of reassignment or organiza- 
tional transfer. 

Education and Training. All five Deputy Program Managers had 
baccalaureate and masters degrees in engineering and manage- 
ment. The current Deputy Program Manager has a Ph.D. in engi- 

Title 

Business and lndustrj ...................................... .. .................................................. 
Program Analysis ..................................................................................................................... 
Miscellaneous Administration and Program ............................................................................. 
hogram Analysis ............................................................................................................................. 
logistics Management ................................................................................................................ 

Functional 
activity 

Number 

1 
1 
1 
2 
1 

51A 
51A 
51A 

Title Number 

Research and Development .................................................................................. 
Research and Development ..................... .. .................................................... 
Research and Development ................................................................................. 

1 
2 
2 



neering management. Based on available Army records, it appears 
that none attended the Program Management Course. 

Experience. No information is available on the two Deputy Pro- 
gram Managers who retired; however, of the three individuals still 
employed by the Army, the years of acquisition experience aver- 
ages 23 years. The current Deputy Program Manager has 25 years 
acquisition experience and 12 years of previous Program Manage- 
ment experience. 

Contracting Officers 
There have been two Contracting Officers assigned to this pro- 

gram. The first, a GS-1102-14, served for seven years, had 23 years 
of contracting experience and a masters degree. The current in- 
cumbent is a GS-13 with 16 years experience and a masters degree, 
in Contracting and Acquisition. 

Progmm Offzce Manning 
Forty-five personnel were assigned to the combined RPV and Un- 

manned Aerial Vehicle (UAV) offices; 31 to the former and 14 to 
the latter. Of these, 6 (or 13 percent) were military officers. 
Twenty-six of the civilians were professional staff: engineers, con- 
tracting, Program Management, and acquisition logistics personnel. 
The remainder were clerical and administrative staff. The break- 
out of civilian and military professional staff is shown in Exhibit 
VI-29. Since this program office has been disestablished, no organi- 
zation chart is provided. 

EXHIBIT VI-29-CIVILIAN AND MILITARY PROFESSIONAL STAFF IN  RPV/UAV PAOGRAM OFFICE 
[CIVILIAN] 

..................................................................................................................... 1102 Contracting ............... 
............... ...................................................................................................... 345 Program Analysis 

............................................................................................... 345 logistics Management 
............... .............................................................................................. 

11 
855 Electronics Engineer 
345 Program Analysis.. 2 '  ..................................................................................................... 

Total Grade Series fitle 

801 
801 
896 
855 
346 
801 
855 

HumSer 

Program Managers 
Tenure. This program has been cornparati~e:~ more stable with 

nine Program Managers having an average tenure of 28 months 
over a 20 year period beginning in July 1968. Two bf the former 
Program Managers retired from this position, five were reassigned, 
one was selected for Senior Service School and one was the Deputy. 
Excluding the Deputy's tenure, the average tenure was over 31 
months. A11 but one were military officers, and four were brigadier 
generals. 

Education and Training. Personnel data on prior Program Man- 
agers was unavailable. The current Program Manager has a mas- 
ters degree in aerospace engineering, is a graduate of the Program 
Management Course and the Industrial College of the Armed 
Forces. 

Experience. The current Program Manager is a colonel with 19 
years of service and over 9 years of acquisition experience. 

Deputy Program Managei.s 
There have been two Deputy Program Managers since 1975; both 

have been GS/GM-158. The first served for 10 and one-half years. 
The current deputy has 24 years of acquisition experience, is a me- 
chanical engineer and has an  MBA, but has not completed the Pro- 
gram Management Course. 

Contracting Officers 
There have been four different Contracting Officers since 1977. 

There was an overlap of service in the early 1980s. The first three 
appeared to be educationally qualified, well trained, and averaged 
almost 28 years of experience. The current contracting officer has 
served since February 1988 and is a GM-1102-13 with a law degree 
and over seven years of experience. 

Program Office Manning - 

- 
I I I 

General Eng~neering ..................................................................................................... 
..................................................................................... General Engineering ......... .. 

Industrial Engineer .................................................................................................. 
................................................................................................. Electronics Engineer 

.............. ............................................................................ Logistics Management .. 
................................................................................................... General Engineering 

Electronics Engineer ................................................................................................. 

[MILITARY] 

Organization of the BFVS Project Management Office is illus- 
trated by Exhibit VI-30. 

2 
5 
2 
3 
1 
1 
5 

Number 

2 
................ 
................ 
................ 

11 
................ 
1 ............... 

fitk Rank 

Colonel ............................. 
~ 1 .  Colonel ........................ 
Major .............................. 
Captain ............................. 

I 

Functional 
activity 

51A 
S I A  
97A 
25A 

...................................................................... Research & Development 
.............................................................. Research & Development - ....... 

.................................................................................................. Contracting 
............................................................................................................. Signal 

1 
3 
1 
1 



EXH181T VI-32-CIVILIAN PROFESSIONALS IN BNS PROJECT OFFICE-Continued 

342 

EXHIBIT VI-30 

CORE MATRIX- - 
PROG MOT DIV 

C o R E  M 3  

LOG MGMT DIV SYS ENG DIV r?- 
PA T DIV El PROCfPROD DIV 

Exhibit VI-31 delineates staffing in the Bradley core Program 
Office. With an assigned strength of 30, the Program Office in- 
cludes 4 military officers, serving in position designated for the 
MAM program. 

EXHIBIT VI-31-MILITARY OFFICERS IN BFVS PROlECT OFFICER 

Rank I FA 1 Title 

/ 1 Total ..................................................................................... . . . . .  

................................. 
................................... 

COL 
LTC 
LTC ................................. 
MPJ ................................. 

Of the 26 civilians, only 2 are secretarial. The professional break- 
down is as shown in Exhibit VI-32. 

Number 

EXHIBIT VI-32-CIVILIAN PROFESSIONALS IN B N S  PROIECT OFFICE 

Total 

51A 
97C 
97A 
97A 

. 
................................................................... ................ 

...................................................................... ............... 
Research & Development 
Industrial Management 

..................................... Contracting and Industrial Mgmt ............... ,., .............. 
Contracting and Industrial Mgmt ...................... .. .......................... ............... 

Grade 

As indicated, there is a preponderance of general, mechanical, 
and industrial engineers. 

There are 73 personnel in matrix support; this represents 71 per- 
cent of personnel assigned to the BFVS program. Approximately 10 
percent of these are military personnel. 

................................... 14 

................................. 13 
12 ............................... 
11 .................................... 

I I I I 
Number Title Grade 

................................................................................ 15 ............................. 801 General Engineering .............. 
.............. ...................................................................... 830 Mechanical Engineering 

345 Program Analysis ' I '  I ............................................................................... ............... 

Series 

Total Serles 

346 
1101 
801 
830 
896 
345 
346 

1515 
345 

I515 
560 

Title 

logistics Management ........................ ... ............................................ 
General Business and Industry ............. .... ..................................... 

............................................................................. General Engineering 
Mechanical Engineering .................... .. ............................................. 
[ndustrial Engineering ....................................................................... 
Program Analysis ................................................................................... 
Logistics Management ...................................................................... 
Operations Research .............................................................................. 

................................... ...........................&...*..... Logistics Management .... 
........................................................................ Operations Research 

.................................................................................. Budget Analysis 

I i 
Number 

- 

Totai 



PERSONNEL MANAGEMENT AND CAREER PROGRAMS- 
NAVY PROGRAM MANAGEMENT PERSONNEL 

The Navy traditionally utilizes naval officers as Pro am Manag- 
ers and civilians as Deputy Program Managers. Li f e the other 
services, the Navy emphasizes the importance of operational expe- 
rience in effectively performing the duties of Program Manage- 
ment. This operational experience is complemented by the techni- 
cal expertise and organizational continuity which civilian deputies 
have traditionally brought to the job. 

The Navy has developed a career program for military Program 
Managers consisting of two sequential components, the Weapon 
Systems Acquisition Management Program (WSAM) for the mid- 
grade ranks and the Materiel ProLssional (MP) program for senior 
officers. There is also a Business/Financial Manager Career Pro- 
gram, which is a subsidiary, specialized program. 

Weapon Systems Acquisition Managenen t Program (WSA M) 
This program was instituted in 1915 to identify, track and im- 

prove utilization of personnel with experience and education relat- 
ed to the acquisition field and was reconstituted in 1986 (Navy 
Bureau of Personnel (BUPERSXNST) Instruction 1040.2C of Decem- 
ber 1986). WSAM is the prime source of candidates for the Materiel 
Professional program with more than 75 percent of MP officers 
coming from WSAM. WSAM candidates come from 15 functional 
specialties including: financial management, materiel logistics sup- 
port management, applied mathematics, operational analysis, oper- 
ational logistics, anti-submarine warfare (ASW), command and con- 
trol (CZ), electronic warfare (EW), geophysics, oceanography, naval 
systems engmeering, weapons systems engineering, aeronautical 
systems engineering, communications, and computer technology. 
The WSAM population includes Unrestricted Line Officers (URL)- 
those in wafighting specialties; Restricted Line (RL) officers with 
engineering and maintenance backgrounds; and, Staff Corps offi- 
cers from supply and civil engineering. 

Management. Management oversight of the WSAM program is 
through the Materiel Professional (MP) Standing Board and 
through the Navy Military Personnel Council for all personnel 
issues. The program is centrally managed by the Naval Military 
Personnel Command (NMPC), which performs personnel manage- 
ment functions, including assignments and career development of 
WSAM officers. There is a WSAM program coordinatcr within 
NMPC. The personnel records of all non-WSAM officers ordered to 
acquisition management billets ashore are reviewed by the WSAM 
coordinator. Similarly, the WSAM coordinator reviews the records 
of acquisition officers being assigned ashore to non-acquisition bil- 

WSAM officers are designated as either a Program Manager 
with the Additional Qualification Designation of "WWI" or as a 
WSAM program selectee who is not fully developed in the field 
with an Additional Qualification Designation of "WSI". There are 
also three separate position designations for different types of 
WSAM billets. "WT1" designates WSAM on-the-job-training billets 
located in a project management office or a field office directly sup 
porting a project management office. The next category is "WPI" 
which identifies billets preferring a WSAM. The highest category is 
"WW I", identifying billets requiring a WSAM. 

Selection Criteria. Officers voluntarily apply for the WSAM Pro- 
gram and are chosen by annual WSAM selection boards. The seiec- 
tion boards review officer records to identify those having the re- 
quired management and/or technical background and select, from 
this group, those who have demonstrated superior performance. 

Career Path. Career development is based on assignments in ac- 
quisition or Program Management, education, and training. There - 
are eight different career paths in the WSAM for the three basic 
categories of officers: Unrestricted Line Officers (URL), Restricted 
Line (RL), and Staff Corps officers. These career paths lead logical- 
ly into the Materiel Professional (MP) path a t  the 05-06 level. 

Unrestricted Line Career Path. There are separate URL career 
paths for surface warfare (Exhibit VI-33), nuclear submarine (Ex- 
hibit VI-34), and aviation officers (Exhibit VI-35). For URL offi- 
cers, the WSAM designation is a secondary field to each officer's 
warfare specialty. URL officers are assigned to warfare specialty 
fields a t  sea and to WSAM billets ashore. All spend a considerable 
portion of their first 20 years a t  sea or in specialized training, leav- 
ing limited time for the WSAM subspecialty. 

In all three categories, the officer typically enters WSAM at the 
rank of lieutenant in a .WTI billet, following completion of a 2 to 2 
% year technical or business curriculum a t  the Naval Post Gradu- 
ate School. The second WSAM tour is normally a WPI and is a t  the 
lieutenant commander rank for two or more years. The third tour 
is a t  the rank of commander as  either a WPI or WWI, except for 
aviators where it is a WWI. The fourth WSAM duty is at com- 
mander or captain and is a WWI billet. After 20 years, the officer 
may have from 6 to 8 years of WSAM experience. 

lets. 
The WSAM coordinator recommends to a flag officer in NMPC 

whether to approve or disapprove the assignment based on the 
needs of the Navy. The Navy reports that during the last two 
years, 92 percent of the billets requiring WSAM officers have been 
filled by either WSAM or M P  officers. 
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EXHIBIT VI-33 EXHIBIT VI-34 
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EXHIBIT VI-37 EXHIBIT VI-38 

WSAM - I)ESIQNATED OFFICER PROFESSIONAL DEVELOPMENT PATH 
(AERONAUT l C A t  ENOINEERIHG OUTY OFFICER - REDO) 

YAYAGERIAL 

MATER I EL 
PROFESS I O N A L I  

I A D J E C l  W I K I  R 
m r ~ ~ u t u ~  nuo 

tmsffin 11tI1 1 Q ) M I M Y K U T C O  S I A  TWO 
GUOUAlt IDULIIY*I 

To f l I t l  WUAU*0*)* 

I 
LIE UTE WANT rvrrrlw rrun~nc 

URL 
I 

WSAM - DESiBNATED OFFICER 
PROFESSIONAL DEVELOPMENT PATH 

[AVIATION MAINTENANCE OUTY OFFICER - AMDO) 
Y C I  

26 6 

OPfMT$UAl I lO f lC l tWCY 

S T A f P  TOUR 

Leon 12 MAVAHR MAC. TVCW FUUCT m w t  
w & l l f l S  

BASIC O(v€LOOUf Ul - su I 0'1 U A ( M T  
ENS I 

Staff Corps Career Paths. The separate career paths for Supply 
Corps and Civil Engineering Corps officers are depicted by Exhibits 
VI-39 and VI-40 respectively. Supply Corps officers alternate be- 
tween sea and shore assignments, typically spending 8 of their first 
20 years a t  sea. They begin to obtain WSAM experience early, a t  
the lieutenant (jg) grade, in WTI billets. By the rank of commander 
they will have occupied several WSAM billets and graduated to 
WWI pqsitions. Supply Corps officers are primarily concerned with 
financial management and contracting aspects of acquisition. Civil 
Engineering Corp officers follow a more direct, stove-pipe develop- 
ment in the engineering career field. 
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EXHIBIT VI-40 
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Materiel Profess iorza t (MP) Program 
The Materiel Professional program is the eenior level counter- 

part to, and logical extension of, the WSAM program. Established 
in 1985, it is intended to attract and develop high quality officers to 
careers in systems acquisitions management and associated logis- 
t i c ~  support. The specialties which have been designated for the 
Materiel Professional Program are noted on Exhibit VI-41. 

EXHIBIT VI-41-MATERIEL PROFESSIONAL DESIGNATORS 

Code Description 

........................................................................... 1200 

.............................................................................. 1210 

I 
General unrestricted line. 
Surface. 

.................................................................................... 1220 Submarine. 
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EXHIBIT VI-41-MATERIEL PROFESSIONAL DESIGNATORS-Continued 

Aviation. 
Special warfare. 
Engineering duty officer. 
Aeronautical engineering duty. 
Aviation maintenance duty officer. 
Supply corps. 
Civil engineer corps. 

Code 

Management. The establishment and operation of the MP pro- 
gram is based on the policies of two instructions, one from the Sec- 
retary of the Navy and the other from the Chief of Naval Oper- 
ations. SECNAV Instruction 1040.1, "Materiel Professional (MP) 
Career Program" (dated March 15, 1985), provides the policy to "es- 
tablish a dedicated professional community of experienced Materiel 
Professionals to increase effectiveness and efficiency in the timely 
and economical development, acquisition and support of all sys- 
tems." It further provides that MP personnel will be prepared by 
formal education, developmental training and assignment to posi- 
tions-of increasing responsibility. OPNAV Instruction 1040.9, "Ma- 
teriel Professional Program," dated April 20, 1985, articulates the 
operational procedures of the MP program, establishing organiza- 
tional responsibilities and criteria. 

The Deputy Chief of Naval Operations (Manpower, Personnel 
and Training) is responsible for MP personnel management, includ- 
ing assignments and career development. To assist this official, the 
flag-rank Director of the Military Personnel Policy Division is re- 
sponsible for identifying MP billets below flag-rank and ensuring 
that MP personnel have formal education, training and proper as- 
signmenta. 

The program is guided by a Materiel Professional Standing 
Board composed of the Navy's top functional leadership. The Board 
President is the Vice Chief of Naval Operations; other members 
*are the Assistant Secretaries (Shipbuilding and Logistics) and (Re- 
search, Engineering and Systems); the Commanders of NAVSEA, 
NAVAIR, SPAWAR, NAVSUP (Acting also as Chief of the Supply 
Corps), and NAVFAC (Acting also as Chief of the Civil Engineering 
Corps); and the Assistant Chiefs of Naval Operations (ACNOs) for 
Air, Surface Warfare, Undersea Warfare, and Manpower, Person- 
nel and Training (MP & T). This Board meets regularly throughout 
the year to address any acquisition manpower, personnel and train- 
ing issues related to the MP and WSAM programs. 

Functions of the MP Standing Board include establishing overall 
MP policy, selecting candidates for the MP program, and specifical- 
ly approving selectees for major MP assignments. These assign- 
ments include Program Managers of major programs and command 
of laboratories, shipyards, field activities, and naval aviation 
depots. The Nkval Military Personnel Command provides support 
in the form of selection board services, education and training doc- 
umentation as well 8s historical data on performance and assign- 
ments. 

Description 
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The Secretary of the N a w  acts as the approving authority for 

I 

Standing ~ o a r d  actions in the following areas: changes in MP flag 
billets, approval of MP selectees, waivers to assignments of MP offi- 
cers to non-MP billets and the assignment of non-MP officers to 
MP billets, and any major policy changes. 

Career Path. MP officers may come from Unrestricted Line 
(URL), Restricted Line (RL) and the Staff Corps. It is contemplated 
that officers entering the MP program would logically have been in 
the WSAM program. The primary focus is on officers with oper- 
ational, engineering and materiel management and maintenance 
experience with the following functional skills: financial planning, 
contracting or facilities contracting, logistics, engineering develop- 
ment, procurement and production, and system maintenance and 
management. 

Entry into the MP career program is voluntary and normally 
begins at  the commander (0-5) Ievel. Candidates are selected by 
the Standing Selection Board. Screening for Unrestricted Line 
(URL) officers occurs coincidental to screening for command tours 
a t  that rank and for volunteers who apply for admittance to the 
program. Selection is made using "best qualified" standards based 
on education, experience, and potential. 

The number of MP officers selected from the URL is controlled 
by a numerical guideline to assure the representation of each func- 
tional community-aviation, surface warfare, and submarine war- 
fare-are available to fill billets requiring specific expertise. The 
board looks at  officers 0-5 or higher who volunteer or are in com- 
mand positions and have the right skills. Officers in the Restricted 
Line and Staff Corps selected for captain (0-6) are also reviewed by 
the Standing Board. 

After entry into the MP career program, officers generally will 
serve all subsequent tours in those functions. Exceptions require 
waivers approved by the Secretary of the Navy. Certain key posi- 
tions are designated or reserved for M P  officers. These positions in- 
clude those of Program Managers, Laboratory Commanders, and 
Test Directors. 

Program Scope 
In assessing the size of the Program Manager career program for 

Navy officers, the MP and WSAM programs are parts of a logical 
continuum. There are 3,053 positions in the Program Management 
career field with the largest portion in the WSAM (61 percent). 
Specific billet grade distributions for these programs are provided 
in Exhibit VI-42. 

EXHIBIT VI-42-WSAM/MP DISTRIBUTIONS BY RANK 

.................................................................................................... Flag (0-7 to 0-10) 
Capt (0-6) ......................... .. ................................................ 1 36l  1 20 1 1:;; 1 ii 1 1:;; 1 

.................................. ............................................................................... Cdr(0-5) 613 33 613 18 

.................................. ............................................................................ LCdr(0-4) 576 31 576 

.................................. .................................................................................. L t ( 0 - 3 )  296 16 296 

Total ................................................................................. 1 1,853 ( --& / 1,200 / 100 1 3,053 100 

Rant 
WSAM/MP positions 



Exhibit VI-43 provides the proposed distribution of MP billets 
across the unrestricted line, restricted line and staff corps comrnu- 
nities. 

EXHIBIT VI-43-PMNNED MP BILLETS 

There are 4,872 WSAM and 699 MP officers in the Navy to man 
these positions. The distribution of WSAM officers is among these 
same three communities provided by Exhibit VI-44. 

EXHIBIT VI-44-WSAM DISTRIBUTION 
[By source] 

Total 

135 
1,065 

1,200 

-- 

Source 1 Number 1 Percenl 
I 1 

IJRL ......................................................................................................................................................... 2,701 55 
RL .................................. .... .......................................................................................................................... 
Staff ................................ ..... ................................................................................................................. 

Grade 

....................................................................... Flag 
Captain ................................................................... 

Total .................................... .... .................... 
-. 

SC Percent 

The distribution of officers within the WSAM program is signifi- 
cant in view of the findings in an October 1985 report by the Gen- 
eral Accounting Office that URL officers had the least acquisition 
experience (4.1 years), followed by RL officers (7.2 years) with Staff 
Corps officers having the most experience (7.4 years). 

Currently, the URL officer inventory within the MP .program is 
understrength. Exhibit VI-45 indicates the current distribution of 
MP captains (0-6). 

%L 

39 
386 

425 

51 
500 

551 

EXHIBIT VI-45-DISTRIBUTION OF MP CAPTAINS 

Percenl 

29 
36 

35 

URL 

45 
119 

224 

38 
47 

46 

Percent 

33 
17 

19 

Selections and Assignments 
The Secretary of the Navy has an active and important role in ' 

the Materiel Professional program and the selection and manage- 
ment of Program Managers. Individuals selected by the Materiel 
Professional Standing Board as major system Program Managers 
are approved by the Secretary. Waivers to statutory and regulatory 
tenure, education and training and experience requirements are 
supposed to be approved by the Secretary. 

The Director of Materiel Professional Program Personnel Policy 
establishes and maintains a data-base on MP personnel and MP po- 
sitions. Program Managers of major programs are selected from ap- 
proved MP lists; exceptions must be approved by the Secretary. 
The selection board considers candidate performance, experience, 
education and leadership and selects the best qualified officer/civil- 
ian for the job. All candidates fox Program Manager positions must 
be in the paygrade of captain or 0-6 and above. General selection 
criteria include technical or financial experience, masters level 
education or significant acquisition experience, unit command at 

. the commander (0-5) rank or senior acquisition management expe- 
rience. 

Deputy Program Managers are selected by the Systems Com- 
mands (SYSCOMS). Their selection criteria includes significant 
management experience, proven performance in technical or finan- 
cial fields, and adherence to DOD requirements. 

Perceul Category 

Promotions 

I I 

Number 

Program Management personnel, including officers in the MP 
program, compete with other line officers and staff corps officers in 
their respective competitive categories. For example, Engineering 
Duty, Aviation Engineering Duty, Civil Engineering Corps, and Un- 
restricted Line are each a separate competitive category. Specific 
guidance ma be given to a promotion board by the Secretary of 
the Navy ideating a need for officers with particular skills. The 
Under Secretary of the Navy, as the Service Acquisition Executive, 
can express areas of concern/importance to the Secretary of the 
Navy for his use in preparing guidance and instructions to prorno- 
tion boards. Precepts to promotion boards will identify the MP 
skills needed and specify current MP personnel shortages. 

Designated promotion percentages are not "reserved" for Pro- 
gram Management personnel. However, the promotion rates of 
senior Materiel Professional officers are very competitive 116th 
their contemporary Unrestricted Line peers. 

EXHIBIT VI-46-PERCENT PROMOTED 

...................................... URL .. ................................................................ 
................................................................................................................................... Engineering duty 

............................................................................................................................................... AED/AMD 
Civil engineering ....................................................................................................................................... 

.............................. Supply corps .... .............................................................................................................. 

Fiscalyear1987 ....................................................................................................... 
.......................................................................................................... Fiscal year 1988 

. Fiscal year 1989 ....................................................................................................... 
Fiscal year 1990 .............................................................................................................. 

152 
138 
107 

98 
204 

Year 

21.7 
19.7 
15.3 
14.0 
29.3 

I I 

0-6 

MP 

0-7 

Nan-MP MP Noo-MP 



Business/l;E'nancial Manager Career Program 
The increasing importance assigned to weapons system acquisi- 

tion led to the establishment of the Business/Financial Manager 
career development program whose purpose is to prepare an ex- 
panded population of Supply Corps commanders and lieutenant 
commanders for future project management assignments. 

Management. In 1983, the Assistant Secretary of the Navy (In- 
stallations and Logistics) and the Commander, Naval Supply Sys- 
tems Command (NAVSUP) agreed on the desirability of placing 
Supply Corps officers into certain major projects in a Business/Fi- 
nancial Management Trainee (B/FMT) status. Policy guidance is 
found in SECNAV Instruction 1543.1 of October 15, 1986. 
The Assistant Secretary (Shipbuilding and Logistics) designated 

additional duty activities and weapon system acquisition projects. 
The Director of Contracts and Business Management, Assistant 
Secretary (Shipbuilding and Logistics) is responsible for the train- 
ing and development of each B/FMT. The Vice Commander of 
NAVSUP is the program's proponent or executive agent. The B/ 
FMT billets are centrally administered by the Fleet Materiel S u p  
port Office (FMSO). 

Career Path. The B/FMT program assigns high quality junior of- 
ficers to a two year tour a t  either NAVAIR or NAVSEA. During 
the training tour, the officers obtain experience in financial plan- 
ning,- budget formulation and execution, contract management and 
cost analysis. On-the-job development is supplemented by nine 
mandatory training courses listed a t  Exhibit VI-47. There are also 
numeroua recommended courses. At the end of two years, the offi- 
cers are expected to have a significant level of expertise in business 
and financial management. Officers successfully completing the 
program are nominated by the Assistant Secretary (Shipbuilding 
and Logistics) for screening and selection by the annual B/FM se- 
lection board. 
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EXHIBIT VI-47 

B/FWT MANDATORY TRAINING COURSES 

- BUSINESS MANAGEMENT PACKAGE 

- P O L I C Y  & ORGANIZATION MANAGEMENT PACKAGE 

- TECHNICAL MANAGEMENT PACKAGE 

- BUSINESS RESOURCES MANAGEMENT 

- BUSINESS/FINANCIAL MANAGER'S TRAINING 
PROGRAM 

- DIRECT COST ANALYSIS 

- PRINCIPLES OF NAVY BUDGETING 

- NAVY fINANCfAL MANAGEMENT AND ACCOUNTING 

- ECONOMIC ANALYSIS 

Source: SECNAVINST 1543.1 
15 Oct 1986 

Program Scope. There are currently 8 B/FMT billets, 4 each in 
NAVAIR and NAVSEA. In addition, there are 48 B/FM billets lo- 
cated in Navy activities listed in Exhibit VI-48. 

EXHIBIT V1-48-BUSINESS/FINANCJAL MANAGER BILLETS 

............................................................................................................................... NAVAIR ............................................. : 
NAW ................................... .,.. ...................................................................... 
SPAWAR ........................................................................................................................................................................... 
Other ............................................................................................................................................................................... 4 

-- 

Duly activity 

has instituted the Civilian Materiel Professional Pro- grzg %%ished by SECNAV Instruction 12400.7 (January 19, 
1988) to develop civilian Program Managers and acquisition person- 
nel. A Civilian Materiel Professional is an individual "responsible 

Number of 
billets 

Total ...................................................................................................................................................................... 48 



and accountable for the execution of a designated Acquisition Cate- 
gory (ACAT) acquisition program or equivalent acquisition of' 
goods, facilities and services or may be an individual who directly 
influences the execution of such programs." 

Contrary to the centralized management of the military Weap- 
ons Systems Acquisition Management, Materiel Professional pro- 
grams, and Business and Financial Manager programs, the Civilian 
Materiel Professional program is largely decentralized. Within gen- 
eral guidelines promulgated in SECNAV Instruction 12400.7, each 
Navy Systems Command (SYSCOM) responsible for management of 
ACAT Naw acquisition programs is responsible for developing and 
implementing a-civilian M P  program. 

Each cognizant SYSCOM is required to identify Civilian Materiel 
Professional billets, determine the program qualifications in terms 
of education, experience and training; review incumbent qualifica- 
tions; and, develop a CMP candidate pool. Other major tasks in- 
clude establishing career development opportunities, certifying 
qualified civilians, and assigning certified Civilian Materiel Profes- 
sionals to these billets. 

The Navy Materiel Professional (MP) Standing Board exercises 
policy and oversight authority over implementation of both mili- 
tary and civilian MP programs. There is also a Civilian MP Board 
of Directors, all of whom are civilians in the Senior Executive Serv- 
ice with the exception of two flag rank military officers. The Board 
is chaired by the Deputy Commander, NAVSEA, and includes: the 
Deputy Commanders of NAVAIR and SPAWAR, the Vice Com- 
manders of NAVFAC and NAVSUP (both military), the Director, 
Plans and Programs Division of SSPO, and the Specification Con- 
trol Advocate General of the Navy. This Board exercises continuing 
oversight and coordination over the implementation and execution 
of this program. 

Each implementing command is required to provide an annual 
status report on program implementation to the Civilian Materiel 
Professional Board of Directors by December 1 of each year. The 
Board of Directors then forwards a consolidated annual assessment 
report to the MP Standing Board by January 1. The Board also 
meets as required to discuss Civilian Materiel Professional program 
implementation and related issues. The reports of these meetings 
are forwarded to the MP Standing Board and the Under Secretary 
of the Navy. 

The Civilian Materiel Professional (CMP) Career Program for 
Program Managers is managed in each SYSCOM as follows: 
NAVSEA, the Deputy Commander, with advice of a Civilian Mate- 
riel Professional Review Board (NAVSEAINST 12400.1 of April 26, 
1988); NAVAIR, the Deputy Commander (NAVAIRINST 12400.1 of 
January 4, 1989); NAVFAC, the NAVFAC Employee Development 
and Training Board (NAVFACINST 12400.12 of June 6, 1988); and, 
SSPO, the Director SSP (SSPINST 12400.1 of December 14, 1988). 
SPAWARSYSCOM is developing the Civilian MP Program within 
that command. 
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Career Path 
There is no single or uniform career progression ladder in the ci- 

vilian MP program as each SYSCOM develops its own. The Navy 
has, however, established basic education, training and experience 
qualifications to include: the requirement for a baccalaureate 
degree in an engineering, scientific, business or managerial field (a 
masters degree is desirable); completion of the Program Manage- 
ment Course or a comparable course; plus 3 years experience in ac- 
quisition, support and maintenance of weapon systems, one year of 
which is in a procurement command (NAVAIR, NAVSEA, - SPAWAR, AMC, AFSC or AFLC). Each participating SYSCOM 
may supplement these requirements. 

. Likewise, there is no formal civilian career field called Program 
Management. However, from "entry" level through "full perform- 
ance" level, there are discrete functional career programs in the 
following areas: Engineering and Science; Contracting; Logistics; 
Business/Financial Management; and, Quality Assurance. Howev- 
er, there is no one path to follow to become qualified as a Program 
Manager. Grade level criteria for entry into the civilian MP pro- 
gram are GM-14 and above. 

NAVAIR requires an additional 80 hours of federal civilian per- 
sonnel management training plus completion of the following 
Naval Aviation Executive Institute seminars: Executive Leadership 
and Career Development; Contemporary Management Issues and 
Practices; and the Politics of National Security. Experience re- 
quirements include 2 years in a procurement command as well as 8 
years of total acquisition experience, with experience in three of 
the following functional areas: engineering, logistics, contracting, 
financial management, resources management, RDT&E, technical 
or Program Management. Alternatively, experience in a single 
functional area may be credited for experience in two "distinct" 
areas if it occurs in different organizatioaal environments. 
NAVSEA allows for substitutability of the Program Management 

Course through a series of Navy-oriented program, business, tech- 
nical and logistics management courses and executive leadership 
seminars. An additional 2 years of weapons systems-related experi- 
ence for a total of 5 years experience, with a minimum of 3 years 
procurement command experience (an additional 2 years) are also 
required. 

' h e  Strategic Systems Program Office requires eight years of ac- 
quisition-related experience in the public or private sector with 2 
years in a procurement command. Also, candidates must have, in 
addition to the degree requirement, completed a Personnel Devel- 
opment Program (under implementation) and one of 10 academic 
programs offered by leading universities, or Part I of the Program 
Managers Course. 

NAVFAC has significantly less stringent criteria for its civilian 
Materiel Professionals. NAVFAC requirements include 3 years of 
progressive professional experience in an acquisition function and 
fulfdlment of one of three training alternatives: completion of busi- 
ness-oriented executive management programs of a t  least four 
weeks duration offered by the Federal Executive Institute or a 
major university; attendance a t  business-oriented management 
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training courses aggregating a t  least four weeks offered by OPM 
Executive Seminar Centers or similar institutions; or a Master of 
Public Administration, Engineering Administration, or equivalent 
degrees in the last 5 years. 

Program Scope 
Currently there are 340 Program Management related jobs desig- 

nated for Civilian Materiel Professionals Exhibit VI-49 provides a 
breakdown of the 340 MP positions by grade. 

EXHIBIT Vl-49-CIVILIAN MATERIEL PROFESSIONAL DISTRIBUTION 

CHARACTERISTICS OF NAVY PROGRAM MANAGEMENT 
PERSONNEL 

[By grade! 

Materiel 

The same yardsticks and data points are used to assess tenure ot 
Navy Program Managers as was used for the Army. Since the en- 
actment of P.L. 98-525 in October 1984, data provided by the Navy 
shows that there have been 80 different Program Managen (or in- 
dividuals acting as the Program Manager) for the 32 different pro- 
grams four or more years old, as indicated at  Exhibit VI-50. There 
have been eighteen programs which have had at  least one Program 
Manager to serve for a minimum of 48 months since the inception 
of the program, including many assigned prior to the enactment of 

- the tenure law. These programs are: Aegis, CVN-68/71, Amphibi- 
ous Ship, New Design Submarine, CH-SE Sea Stallion, E-2C 
Hawkeye, E-6A, F-14D, Lamps MK 111, P-3C Orion, T-45TS, Air- 
to-Air Missile, Standard Missile, Trident, Airborne Self-Protection 
Jammer, MK-50 torpedo, Sea Lance, and Distributed Surveillance 
System. This represents 38 percent of all individuals who have 
served as Program Managers, excluding the current Program Man- 
ager. The average tenure for these Program Managers was 41 
months (this does not include the length of assignment of the cur- 
rent Program Manager). This average is used in Exhibit VI-54 as it 
most accurately reflects the personnel turbulence and instability 
caused by rotation of Program Managers. When one excludes 
Deputy -Program Managers or individuals - acting on an interim 
basis, the average tenure is increased to 46 months. The primary 
reason for leaving the position was reassignment (53 percent) fol- 
lowed bv retirement (32 percent), interim assignments (15 percent) 

Grade 

............................................................. ...................................... 8 s  - ........... ................................................................... ..................................... .................................................. GM-15 ...................................................................................... .................................... _. .................................... ........................................ 

*-,. - -  

and oneofficer was relieved. 

professronais 

74 
20'1 

59 

UHIBlT VI-50-NAVY MAJOR PROGRAMS MORE THAN 4 YEARS OLD 

GM-t4 ................................. 

....................... ................. Steam propulsion surface m b a t a n t  p r s  / JUN 1989 1 SEP 85-J(m 89 I 45 1 Reassigned. 

Reason tar ieaung Monlhs 

gram. 
........................................................... Aegis 

................. CVN-68/71 Nucl Aircraft carrier 
........................................... Amphibious ship 

Aux/special mission ship .............................. 
................................ New design submarine 

............................ SSN-688 nucl attack sub 

Trident Ohio class .................................... 

AG-E/A-Q & E.4-6B ....................... ..- ..... 
.............................................. AV-BB Harrier 

CH-53 E &a Stallion ............ .. ............... 

....................................... E-2C Hawkeye 
................................... E-6A (EC-Tacamoj 

F-f4D Tomcat .......................... : . . . . . .  
............................................... F-18 Hornet 

....................... bmps MK IH/C12 ASW Halo 
P-3C Orion ................................................... 

......................................................... T-45TS 

...................... ................. ............................. Air-to-air missile system FEB 1986 JUL 80-FEB 86 
................. ....................... ........................................ Standard missile JUi. 1989 JUN 84-JUL 89 

................. FEB 80-MAY 89 

Of previous (since 84) PM Tenure Major program 

19 
109 
60 
93 

......... 
57 
2 
9 

14 
34 
6 

33 
8 

I0 
34 
30 
3 

29 
36 
62 
50 
4 

48 

Current p~ In since 

................ MAY 1987 

................ AUG 1985 
................. APR 1985 

JUN 1984 
............... AUG 1988 
................ MAY 1988 

IUN 1989 ................. 

JUL 1987 ................. 
................. SEP 1988 

JUL 1989 ................. 

................ MAY 1988 
................. DEC 1985 

NOV 1987 ................ 
................ AtlG 1986 
................ AUG 1988 

DEC 1988 ................. 

................. JUN 1989 

Reassigned. 
Reassigned. 
Reassigned. 
Retired. 

Reassigned. 
Interim. 
Relieved. 
Reassigned. 
Retired. 
Interim. 
Reassigned. 
Reassigned. 
Inbrim. 
Retired. 
Retired. 
Interim. 
Reassigned. 
Reasstgned. 
Retired. 
Reassigned. 
Interim. 
Retired. 

Reassigned. 
Reassigned. 
Retired. 
Reassigned. 
Retired. Reassigned. 

...................... SEP 85-APR 87 
JUL 77-AUG 85 ....................... 

........................ JUL 80-JUL 85 
...................... JUL 78-APR 85 

............................................................................ 
..................... NOV 83-AUG 88 
.................... MAR 88-MAY 88 

JUN 87-MAR88 ..................... 
APR 86-JUN 87 ...................... 
JUN 83-APR 86 ...................... 
JAN 89-JUN 89 ....................... 

...................... APR 86-JAN 89 

...................... JUN 85-APR 86 

...................... AUG 84-JUN 85 
SEP 84- IN 87 ....................... 

...................... MAR 86-SEP 88 
DEC 85-MAR 86 ..................... 
JUL 83-DEC 85 ...................... 
JUL 86-JUL 83 ....................... 
MAY 81-JUN 86 ...................... 

.................... MAR 84-MAY 88 
.................... SEP 85-NOV 85 
..................... AUG 81-AUG 85 

DEC 83-NOV 87 ...................... 
...................... SEP 83-AUG 86 
..................... MAY 84-AUG 88 

IAN 86-DEC 88 .................... ... 
1Ut 81-DEC 85 ....................... 

....................... JUN 85-JUN 89 
DEC 82-JUN 85 ..................... 

............................................... Tomahawk 

......................................... Trident 11 (0-5) 
... Defense Supr systems (HARM AGM 88A) 

AN/BSY-SUBACS ................................... 

....................... Anti-ship weapan system (Harpoon cruise 1 JUN 1986 .................I OCT 82-JUN 86 ./ 44 1 Reassigned. 

48 
35 
51 
36 
53 
48 
30 

Reassigned. 
Reassigned. 
Reassigned. 
Reassigned. 
Reassigned. 
Retired. 
Retired. 

................. SEP 1988 

................. JUN 1985 

................. APR 1989 
JUN 1987 ................. 

................... MAY 79-JUN 86 

................... ................. ................................................ ANISQQ-89 JUN I988 NOV 82-IUN 88 
................. ...................... ........................ Sea Lance (PSW stand-aff) OCT 1988 JUL 84-OCi 88 
.............. ..................... ................... Distributed surveillance system MAY 1988 APR 82-MAY 88 

missile). 
................... Airborne self-protection jammer 

......................................... MK-48 torpedo 

........................................... MK-50 torpedo 

.................................................................. Phalanx c1ose-i~ weapon system .................. JUN 1984 

...................... APR 86-SEP 88 
DEC 82-APR 86 ...................... 

...................... MAY 79-JUN 85 
....................... JUt 87-APR 89 

jAN 85-JUN 87 ...................... 
MAY 84-1UN 87 ..................... 

The second measure of tenure is to look at  programs in effect 
prior to October 1984 that have had Program Managers assigned 
after that date who have completed their Program Manager assign- 
ment (Exhibit VI-51). This represents 15 out of the 32 total major 
programs, or 47 percent. 

29 
40 
73 
22 
18 
37 

................ AUG 1988 

................ MAR 1987 

................ MAY 1989 

..................... AUG 83-AUG 88 
...................... JUL 83-MAR 87 
..................... JUL 88-MAY 89 
....................... JUN 86-1UN 88 

60 
44 
10 
24 

Retired. 
Reassigned. 
Reassigned. 
Retired. 



EXHIBIT Vl-51-MAJOR PROGRAMS WITH PROGRAM MANAGERS APPOINTED AFTER OCT 1984 
COMPLETING THEIR ASSIGNMENT 

....................................................................................................................................................... I - . 1 J t J  

......................................................................................................................... Air-tbair missile systems 
Standard missile- program ............................................................................................................................ 

....................................................................................................................................... Yomahawk missile 
......................................................................................................................................... Trident II missile 

............................. Defense Suppression Systems ................................... .. .................................................. 
................ Antf-ship weapon systems ......................................................................................................... 

................... Airborne self-protection jammer ................................................................................................ 
............................................................................................................................................ MK-48 torpedo 
............................................ ........................................................................................... MK-50 torpedo : 

ANISQQ-89 .............................................................................. ........................... ...................................... 
SEA Lance ASW ........................................................................................................................................... 

................................................................................................................... Distributed surveillance system 

45 
.................... 

23.5 
.................... 
................... 

8.3 
.................... 
.................... 

15.7 
.................. .. 

16.5 
36 

.................... 
26 
36 
48 
29 

.................... 
30 
18 
33 

.................... 
17 
1 

EXHIBIT VI-52-PROGRAM MANAGERS OF MAJOR PROGRAMS APPOINTED BEFORE P.L. 98-525- 
Continued 

I 

The average tenure for Program Managers appointed during and 
after the designation of the program as a Major Program through 
enactment of the Public Law (Oct 1984) was 42.8 months. 

When one includes all Program Managers of the major pro- 
grams, there were a total of 135 (including Program Managers ap- 
pointed prior to designation as a major program) with an average 
tenure of 37 months. The Navy herein presents a paradox. Pro- 
gram Manager tenure was longer before the enactment of the 
Public Law than after. 

In summary, Exhibit VI-53 depicts the average tenure for the 
major programs under consideration along various time lines: from 
designation as a major program through enactment of P.L. 98-525; 
all Program Managers appointed after enactment of P.L. 98-525 
(other than the incumbent) and, the average of all Program Manag- 
ers since designation of the program as a major program up to, but 
excluding the incumbent. This Exhibit takes into consideration the 
affects of appointing acting or interim Program Managers and thus 
indicates the average when Deputies, acting as Program Managers, 
are excluded. 

length 

45 
19 
28 
14 
9 
2 
8 

33 
6 
3 

30 
36 
48 

4 
36 
48 
29 
36 
24 
18 
33 
24 
.I0 
1 

Pmgram 

Steam propulsion surface .................................................................................................... 
Aegis ...... ........................................................................................................... ................. 

SSN-688 nuclear submarine ................................................................................................ 

Trident Ohio class submarine ............................................................................................. +. 

AV-88 Harrier ............................................................ 

Program 

............................................................................................................................... CH-53E Super Stallion 
............................................................................................................................................ E-X Hawkeye 

..................... E-6A , ................................................................................................................................... 
.................................................................................................. F-14D Tomcat ................................... 

............................................................................................ F-18 Hornet .................................................. 
................................................................................................... SH-60B/F lamps .................................. 

P-3C Orion ................................................................................................................................................. 
T AETC 

EXHIBIT VI-53-SUMMARY OF PROGRAM MANAGER TENURE (AVERAGE TENURE IN MONTHS) 

Number of 
Program 
Managers 

1 
1 
2 
1 
2 
3 
1 
2 
3 
1 

There were only two programs, the E-6A and the T-45TS, in 
which the Program Manager met the tenure requirement of 48 
months. For the 15 programs in question, there were 24 different 
Program Managers or Acting Program Managers. This figure is 
also indicated in Exhibit VI-54. Average tenure was 23 months. 
The most egregious case was that of the SSN-688 Nuclear Subma- 

am in which there were 3 different Program Managers 
over 2 years with an average tenure of 8.3 months. 

The third category is to consider those Program Managers who 
were appointed prior to October 1984 but which were managers of 
a major program. Also included are Program Managers who were 
appointed prior to designation of the program as a major program 
but who continued to serve as Program Managers after such desig- 
nation. The programs falling into this category and the average 
tenure are depicted at Exhibit VI-52. 

WHlBlT VI-52-PROGRAM MANAGERS OF MAlOR PROGRAMS APPOINTED BEFORE P.L. 98-525 

Excluding 

Program 

'G?i:f 
Managers 

I 
10 
1 
1 
4 
8 
6 

............................................................................. All major programs prior to and through October 1984 
All major programs after October 1984 ................................................................................................. 
Composite average of all Program h a g e r s  .......................................................................................... 

~ v e r a ~ e  
tenure 
- 

62 
30.3 
48 
48 

39.3 
29.3 
36.5 

CH-53E ............................................................................................................................ 
E-6A ................................................................................................................................. 

P-3C Orion ......................................................................................................................... 
T-451s .................................................................................................................................. 
'lomahawk ............................................................................................................................. 
Defense suppressiin systems ............................................................................................... 

AN/BSY-1 -. ................................................................................................................. ......... 
MK-48 torpedo .. ..................... ........................................................................................... 
MK-50 torpedo ... ............................................................................................... .............. 

Standard ..- ................................................................................. ......................................... 

Average 
tenure 

66.7 
60 

47.7 
64 
57 

40.8 
42.2 

Program 

.................................. ............................ Aegis .................. .. ............................................. )._...... 

I I 
Dverall tenure lor h g r a m  Managers in this sample was 41.6 months. 

2 
I 
I 
2 
1 
1 
1 
I 
2 
1 
1 
1 
2 
1 

',$$::: 
Managers 

3 

....................................................... ...................... ...-........... AV-8s Harrier 

wN-68/71 nuclear aircraft carrier -..- 1 ........................................................................................... 

Amphibious ship .......................................................................................................... .................. ....... 3 

Auxiliary/special mission sflip 1 ................................................................................................. 
New design submarine .......-'.. 

1 ................................................................................................................ 
S$N-688 nuclear attack submarine ................................................................................................... 5 

............................................. ........................ A-CE/f lt~truder and V\-66 ...................................... .,. 5 
2 32 



Since the enactment of the Fiscal Year 1985 Defense Authoriza- 
tion Act, five waivers to the 4 year tour length requirement should 
have been granted but were not executed. The reasons for non-corn- 
pliance involved either a reassignment (3 cases) or promotion (2 
cases). 

Program Managers-Major Programs 
Currently, 35 of the 37 Program Managers assigned to major 

Navy programs are military. 
Education. The current Navy Program Managers are well edu- 

cated: all have baccalaureate degrees; 24 (65 percent) have master 
degrees; and, 10 have degrees above the masters level. 

Truzning. Only 10 of the Program Managers, or 29 percent, have 
completed the Program Management Course. In addition, six have 
completed a Senior Service School. 

Experience. Twenty-five of the Program Managers, or 71 percent, 
have met the experience requirements, that is, 8 years of acquisi- 
tion experience including two years in a systems command 
(SYSCOM). 

Assessment. The Navy exceeds the educational requirements for 
Program Managers of major programs. However, in the areas of 
training, experience and tenure, the Navy falls short of compli- 
ance. The overall status is shown in Exhibit VI-54. 

EXHIBIT VI-54-REQUIREMENTS FOR PROGRAM MANAGERS 
[Yajur programs] 

Statutory: 
...... . Protrain Management Course (LO U.SC 1622 (b)  (I)) Effective July 1, 1981 1 35 ( I0 / 29 

Experience: 
Eight years acquisition (effective July 1, 1989) ....................... ........... ., .................-. 7 1 
Two years procurement command [effective July 1, 1989) ...................................... 

p e f ~ f  

. . 

Tenure: 
Four years (P.L. 98-525, Sec. i243, Defense Procorement Reform Act of 1984) .... 1 

6 
2 1  I3 

....................................... Average tenure (in months) ........................................................................................ 41 

5% Requirements 

Educa lion: 
Baccalaureate &grw .................................................................................................... 
lnterrnedlate or senior service school ........................................................................... 

T o t  u r n  

Program Managers-Non-Major Programs 
Forty-seven of the 50 Program Managers assigned to non-major 

programs are military. 
Education and Tkaining. These officers are well educated. All 

have a baccalaureate degree; 29 or 62 percent have masters de- 
grees, and seven have degrees above the master's level. Although 
only 18 (38 percent) have completed the Program Management 
Course, 18 have completed the Program Management Course Basic 
(Phase I). Only six (13 percent) have completed an Intermediate 
Service School. 

Experience. Only 27, or 57 percent, of these Program Managers 
have the required three years of acquisition experience, including 
one year in a Procurement Command. 

Assessment. The 47 officers serving as Program Managers of non- 
major programs are well-educated, but generally lack the requisite 
training and experience. Navy compliance with the prospective re- 
quirements of DOD 5000.52 for Program Managers of non-major 
programs is shown in Exhibit VI-55. 

EXHfBlT Vl-55-REQUIREMENTS FOR PROGRAM MANAGERS 
[Non-majot programs) 

Requirements 

Education: 
BaccaIaureate degree .................................. .. 

Training: 
Program Management Course ................................................................................... 

Exprieoce: 
Three years acquisition .......................................................................................... 47 
One year procurement command ................................................................................ 47 27 

Deputy Program Managen-Major Programs 
There are 52 officers assigned as Deputy Program Managers on 

36 major programs; this is because the Nay. occasionally employs 
multiple Deputy Program Managers for d~fferent subsystems or 
functions on a major program. 

Education and Training. All of the officers have a baccalaureate 
degree; three have masters degrees; and, one has a degree above 
the master's level. Twenty-~ix (50 percent) have completed the Pro- 
gram Management Course, but none have completed Intermediate 
Service School. 

Experience. There is a significant fall-off in compliance with the 
experience requirements as only 18, or 35 percent of the Deputy 
Program Manager's meet the proposed requirements. 

The Navy's overall status for its Deputy Program Managers of 
Major Programs is shown in Exhibit VI-56. 

EXHIBIT VI-56-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 

Baccalaureate ............................................................................................................... 52 52 
Experience 

I00 

................................................................................................. Three years acquisition 
............................................. ............................. One year procurement eotnmand .. 

[Map prcgrarns] 

Deputy Program Managers-Non-Major Programs 

Requirements 

Education 

In the 60 non-major programs there are 15 military Deputy Pro- 
gram Managers. Exhibit VI-57 summarizes the condition of Navy 

T I  u r n  

i 
Ft,rtm,t 



military officer Deputy Program Managers of non-major programs 
when compared with proposed education and experience require- 
ments. 

Education and Training. All of these individuals have a t  least a 
baccalaureate degree, and two have master degrees. Three have 
comoleted the Program Management Course, but none have com- 
pleted an Intermediate Service School. 

Experience. Only one meets the experience requirements. 

HtllBIT VI-57-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 
[Non-major programs] 

CIVILIAN PROGRAM MANAGERS-NAVY 

Program Managers-Major Programs 
There are two civilian Program Managers for major programs- 

one for the Amphibious Ship Acquisition Program and one for the 
MK-50 Program. The Amphibious Ship Acquisition Program Man- 
ager has been in position for 49 months and thus meets the tenure 
requirements of the Public Law. This individual has not completed 
the Program Management Course and thus does not fully meet the 
statutory requirements of his position even though he has a mas- 
ter's degree in physics from the Naval Postgraduate School and is 
a graduate of a Senior Service School. This civilian Program Man- 
ager served for 33 years on Active Duty in the Marine Corps and 
has many years operational experience in amphibious warfare. 
After retiring as a colonel, the next day he returned to the same 
job as a member of the Senior Executive Service. He received the 
American Society of Naval Engineers Gold Medal Award in 1988 
for his simificant contributions to naval engineering and is a certi- 

Education: 
Baccalaureate .......................................................................................................... 

Experience: 
One year procurement command .................................................................................. 

Kid ~iviGan Materiel Professional. 
The MK-50 Program Manager was assigned in May 1989 and 

waa selected for his background and knowledge in torpedo develop- 
ment and acquiaition. He is a career civil servant with I7 years ac- 
quisition experience as an engineer and manager in NAVSEA, in- 
cluding three years as Deputy Program Manager of the MK-48 
Torpedo Program. He is a qualified and designated Civilian Materi- 
el Professional and is a graduate of the Defense System Manage- 

Percent 

ment College Program Management Course. 
- 

The overall status of the two Navy civilian Program Managers of 
rnaior programs, when compared with requirements, is shown on 

:$gg Requirements 

15 

15 

EXHIBIT VI-58-REQUIREMENTS FOR PROGRAM MANAGERS 

Total n u m b  

[Maiw programs] 

15 

I 

100 

7 

Requirements 

Statutory: 
Program Management Caurse (10 U.S.C. 1622 (b) (1) effective July 1, 1987) ...... 

Experience: 
...................................................... Eight 8 yeaears acquisition (effective July 1, 1989) 

........................................ TWO years procurement command (effective July 1, 1989) 
Tenure: 

Four years (P.L. 98-525, Sec. 1243, Defense Procurement Reform Act of 1984) 
(other Program Manager appointed in May 1989) ................................................. 

Education: 

Program Managem-Non-Major Prognzms 
Of the three civilian Program Managers of non-major programs, 

all meet the basic educational requirements, and one has a mas- 
ter's degree. One has completed the Program Management Course, 
and the other two have completed the Basic (Phase I) of the Pro- 
gram Management Course. All three meet the experience require- 
ment. Exhibit VI-59 provides data regarding the extent the three 
civilian Program Managers of non-major programs comply with 
proposed requirements. 

T ~ t l l  numbr 

2 

................................................................................................... Baccaiaufeate degree: 
........................................................................ Intermediate or senior service school 

2 
2 

1 

Depu ty Program Managers-Major Programs 
The 37 civilian Deputy Program Managers are well educated-14 

(38 percent) have a master's degree. Twelve (32 percent) have com- 
pleted the Program Management Course and 21 (58 percent) have 
completed Intermediate Service School. An overall assessment is 
provided in Exhibit VI-60. 

1 

2 
2 

EXHIBIT VI-59-REQUIREMENTS FOR PROGRAM MANAGERS 
[Nm-major programs] 

h m n t  

50 

2 
2 

1 

Requirements 

Education: 
............................................................................................... Baccalaureate degree 

Training: 
Program Management Course ....................................................................................... 

Experience: 
Three years acquisition ................................................................................................ 

.......................................... ...................................... One year procurement wmmand : 

100 
100 

100 

2 
1 

UHIBIT Vl-GO-REQUf REMENTS FOR DEPUTY PROGRAM MANAGERS 
[Mapr programs] 

I00 
50 

Total DY~R~WI 

3 

3 

3 
3 

Requirements 

Education: 
.................................................................................................. Baccalaureate degree 

$$$ig 

3 

I 

3 
3 

TOW n v m h  

37 

~ e r n n t  

100 

!3 

100 
100 

2;;$ig 

37 

Pnmt 

100 



6 370 

HIBIT VI-60-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS-Continued 
[MaJor programs] 

Requirements I ll( s m k  / iztg 1 Rrwt 

Experience: 
Three years acquisition ................................................................................... ., ........... 1 17 37 100 

Deputy Bogram Managers-Non-Major Programs . 

There are 26 civilian Deputy Program Managers of non-major 
programs. Again, they are well educated; eight (31 percent) have 
master degrees and one has a doctorate. Six have completed the 
Program Management Course. Their overall status with respect to 
requirements provided in Exhibit VI-61. 

EXHIBIT VI-61-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 
[Nan-rnah programs] 

Education: 
Baccalaureate degree ............... ................................................................................. 26 

Experience: 
..........*............. ...................................................... One year procurement command ., 26 

REPRESENTATIVE PROGRAM OFFICES-NAVY 

A review of three major Navy program offices will serve to pro- 
vide additional insight into the qualifications and structure of 
Navy Program Management. The three offices reviewed are the 
Air-to-Air Missile Systems Program a t  Naval Air Systems Com- 
mand (NAVAIR), the Phalanx Close-In Weapon System Program 
(CIWS) a t  Naval Sea Systems Command (NAVSEA), and the Nucle- 
a r  Attack Submarine Program (SSN688) in NAVSEA. 

Program Manager 
Tenure. There have been five Program Managers during the life 

of this program. The first two Program Managers served from 1966 
to 1975 while the program was a non-major program, their average 
tenure was 54 months. Since the program was designated a major 
program, the two prior Program Managers had an average tenure 
of 60 months. The present Program Manager, a Navy captain, has 
been serving since February 1986. 
Education and Daining. Both the current and previous Program 

Manager. are well educated and exceed the educational standards 
with Master degrees. In addition, both have completed the Industri- 
al College of the Armed Forces (ICAF). However, neither completed 
the required Program Management Course. 

Experience. Both Program Managers had some previous acquisi- 
tion experience; the first had 23 years of acquisition-related experi- 

ence and the current Program Manager has had 5 years of experi- 
ence. The current Program Manager is an Aeronautical Engineer- 
ing Duty Officer and a Materiel Professional (MP) program 
member. 

Deputy Program Manager 
The Deputy Program Manager since 1987 has been a civilian, 

GM-861-15, aerospace engineer. 
Education and Training. The incumbent has a baccalaureate 

degree in electrical engineering and a master degree in Manage- 
ment Science. The latter was acquired on a Navy-sponsored Sloan 
Fellowship a t  the Massachusetts Institute of Technology. This indi- 
vidual has not completed the Program Management Course. 

Experience. The Deputy Program Manager served in the Navy 
submarine service as an enlisted man for 4 years prior to entering 
college. He has 16 years acquisition and engineering experience as 
a civilian working for the Navy. This includes work as a design en- 
gineer for the Naval Weapons Center; Branch Chief for the design 
and development of guidance/control of infrared missiles; technical 
manager for the Sidewinder AIM-SM missile program and Pro- 
gram Manager of the Sparrow AIM/RIM-7M missile program. 
After completion of the Sloan Fellowship, he managed the Radio 
Frequency Division. From 1984 to 1987, he worked as the General 
Manager and Vice-President of the Missile Subsystems Division of 
a company in the private sector before returning to the Govern- 
ment. 

Contracting Officers 
There are five different Procuring Contracting Officers (PCOs) 

assigned to support the Air-&Air Missile program, all civilians. 
One serves as the contracting Branch Chief and PC0 for the Ad- 
vanced Missiles. Another PC0 supports the Phoenix, the Sparrow, 
Advanced Air-to-Air (AAAM), and Harpoon Missile programs. All 
five have baccalaureate degrees and four have master degrees. Two 
have or are working toward their Ph.D. degree. All have completed 
a large number of contracting courses, including mandatory 
courses, and three have completed all mandatory courses. One has 
received two professional certification programs within the con- 
tracting career field. They average over 11 years of contracting ex- 
perience with the most having 15 years and the least 8 years. Their 
experience has been largely in weapons systems contracting. 

Program Office Manning 
The Air-to-Air Missile Systems program office is fairly large. As 

shown in Exhibit VI-62, it consists of eight separate divisions and 
has a 43-person, 11 military (26 percent) and 32 civilians. 



EXHIBIT VI-64 
MILITARY STAFF IN AIR-TO-AIR MISSILE PROGRAM OFFICE 

EXHIBIT VI 

PHA259 AIR-TO-hIR 
MISSILE SYSTWS PROGRAM 

DEP FOR SIDEWINDER pj p&q ml 
Four of the Deputatee are headed by Navy commanders (0-5), 

who are either WSAM or MP members. The Deputy for Financial 
Management is a Supply Corps officer and the others are Unre- 
stricted Line officers. The Deputy for Air Force programs is headed 
by an Air Force lieutenant colonel. Two of the civilian deputies- 
for systems management and for the Sidewinder and Sparrow mis- 
siles-are headed by GM-861-14 aeronautical engineers. The 
Deputy for New Programs is a GM-340-14, Program Manager. 
Nine of the civilians are clerical/secretarial; the other 23 are tech- 
nical and professional. A breakout of the civilian and military staff 
is provided on Exhibit VI-63. 

EXHIBIT VI-63-CIYIUAN STAFF IN AIR-TO-AIR MlSSfLE PROGRAM OFFICE 

Rank 

Number 

PHALANX CLOSE-IN WEAPON SYSTEM (CIWS) PROGRAM OFFICE 
Program Manager 

0-6 

0-5 ( A 0  
0-5 

Title Grade 

Tenure. There- has been one Program Manager for the PHA- 
LANX program, a Navy captain, who has been on board since June 
1984. 

Designator/ 
AFSC (for Air 
Fm) 

I 

Series 

Education and Training. Both Program Managers have baccalau- 
reate degrees, and the current one has a master degree. Also, both 
have completed the required Program Management Course. 

Experience. The Program Manager only has had 5 years of acqui- 
sition experience. 

Deputy Program Manager 
There is a civilian, GM-15, Deputy Program Manager, who has 

been with the Phalanx program since June 1988. 
Education and Training. This individual has a baccalaureate 

degree in mechanical engineering, but has not completed the Pro- 
gram Management Course. 

Experience. The Deputy Program Manager has 24 years of acqui- 
sition management experience, serving previously as the NAVSEA 
Gun Division Director. In this capacity, he was responsible for the 
design, development, test, evaluation, and life cycle management of 
the various caliber guns in the Navy, including the- reactivation of 
the 16 inch gun turret program. Previously, he worked for the Air 
Force Systems Command on radar systems and for General Elec- 
tric on the Polaris Missile Program. 

Contracting Officer 
The current Procuring Contracting Officer (PC@ has been with 

the Phalanx propam as a GM-1102-14 since April 1987. He has 
less than 8 years total contracting experience, beginning as a stu- 
dent trainee in. September 1981. Experience has been in systems 
contracting for fire controls and guns ranging from .submarine bat- 
teries to 16 inch guns. After graduating from the Navy Contracting 
Intern Prograrn in August 1985, he served as a GS-12 and then 
GM-13 Contract Specialist until promoted to the current position. 
This individual is weUeducated with a baccalaureate degree in po- 
litical science and a master degree in public administration. 

Program Office Manning 
The PHALANX Program Office is relatively small with 29 per- 

sonnel assigned full-time, four of which are military (14 percent). 

1514 

2891 
1510 

Ti* Number 

..................................................................................................... Aeronautical Engineering 
.......................... Duly Officw ............................................................................................. 

Project Engineer ................................................................................................................ 
Aeronautical Engineering ..................................................................................................... 

1 
1 
4 
5 

Duty Officer .................................................................................................................... j ................... 



The office is organized into two major divisions, one technical and 
the other for financial and management support, as indicated in 
Exhibit VI-64. Two of the civilians are clerical, and the remaining 
21 are professional and technical. A breakout of the civilian and 
military professional staff is provided in Exhibit VI-65. 

EXHIBIT VI-64 

PHALANX PROGRAM OFFICE 
PMS 413 

MILITARY STAFF-PHALANX PROGRAM OFFICE 

Tttle 

EXHIBIT VI-65-UWLIAFI STAFF-PHALANX PROGRAM OFFEE 

15 
14 
13 

12 

11 

7 

5 

Ranu NOBC Title Number 
1 1 

Number 
Grade 

The Lieutenant Commander is a Business and Financial Manage- 
ment program officer, and serves as Director of the Financial and 
Procurement Support Office. 

I 
Series 

801 
801 
855 
801 
345 
345 
346 
560 
830 
346 
801 
830 
855 
345 
560 

NUCLEAR ATTACK SUBMARINE PROGRAM (SSN 688) 

......................................................................................... General Engineering ...................... 
Generat Engineering ........................................................................................................... 

.............................................................................................................. Electronics Engineer 
General Engineering ...................................... - ................. 

............................................................................................... Program Analyst ............... .. 
.................................................................................................................... Program Analyst 

Logistics Management ........................................................................................................... 
Budget Analyst ...................................................................................................................... 
Mechanical Engineekg .......................................................................................................... 

........................................................................................................... Logistics Management 
............................................................................................................... Qnefal Engineering 

......................................... Mechanical Engineer in Training - 
Electronics Engineer in Training ............................................................................................. 
Program Analyst ................................................................................................. ...+......-....-. 

...................................................................................... Budget Analyst ................................ 

Program Managers 
Since the inception of the SSN 688 Class acquisition program in 

1968, there have been nine different Program Managers of this pro- 
gram, all Navy captains. 

Tenure. Averaging 32 months, the average tenure of SSN 688 
Program Managers has been short-lived. There have been four dif- 
ferent Program Managers since 1986. The first of the most recent 
four Program Managers left after 10 months when promoted. The 
second was also a captain who served for only 8 months and was 
reassigned because of the complexity of the program. There have 
been two different Program Managers since 1988. 

Education and  Training. All recent Pmgram Managers have pos- 
sessed a baccalaureate degree in engineering. The current Program 
Manager has a master degree in engineering and has completed 
the Program Management Course a t  the Defense Systems Manage- 
ment College. None, however, has completed a Senior Service 
School. 

Experience. The last three Program Managers have had a t  least 
eight years of weapons-related experience, either in acquisition, op- 
erations, or maintenance with at  least two years assigned to 
NAVSEA. 
Deputy Program Manager 

The Deputy Program Manager is a Senior Executive Service ci- 
vilian, ES-801, General Engineer. He has a baccalaureate degree in 
mechanical engineering, is a 1979 graduate of the Program Man- 
agement Course, and has over 20 years of experience in acquisition. 
He is also a graduate of the Civilian Materiel Professional pro- 
gram. 

Contracting Officer 
The cul)rent Contracting Officer, a GS-1102-14, has been as- 

signed to the program since July 1987. She is a graduate of the 
Presidential Management Intern Program, has a master degree in 
business management, and has seven years of contracting experi- 
ence. 

Program Office Manning 
The Attack Submarine Program Office is a relatively large orga- 

nization with both an acquisition and logistics support mission. 
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In addition, there are 18 clerical, administrative and secretarial . 

civilian personnel assigned to the office. The military personnel as- 
signed to the SSN 688 program office are delineated in Exhibit VI- 
68. 

The military officers represent only 8 percent of the total Pro- 
gram Management office. Even when the clerical and secretarial 
support staff are excluded, the military officers only comprise 9 
percent of the professional and technical workforce. The Navy 
plans to add a Submarine Information Resources Management Di- 
vision consisting of 11 civilians to the Program Office. Exhibit VI- 
69 provides proposed staffing for the new division. 

Rank 

0-6 
0-5 

0-4 
0-3 

EXHIBIT Vl-69-INFORMATION RESOURCES MANAGEMENT DIVISION 

I I 

Elk Derjg~tor H u m k  

1220 
1440 
1220 
3100 
1440 
1220 
1120 

The other 3 positions are secretary, program assistant, and com- 

Submarine ~atefiel Prof&nal URL .................................................................................... 
Engineering Duty Officer RL .................................................................................................. 
Submarine Matefief ProfessionaI URL .................................................................................... 
Supply Officer ........................................................................................................................ 
Engineering Dub Mar RL ................................................................................................. 
Submarine Materiel Professional URL .................................................................................... 
Submarine URL ...................................................................................................................... 

N&r Grade 

15 
14 
13 

puter specialist. 

1 
8 
1 
1 
I 
1 
I 

r I 1 
S e m  Tine 
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PERSONNEL MANAGEMENT AND CAREER PROGRAMS-AIR 
FORCE PROGRAM MANAGEMENT PERSONNEL 

345 
345 
345 

The Air Force has both military and civilian Program Managers 
and Deputy Program Managers, although traditionally, it favors 
employing military officers as both Program Managers and Deputy 
Program Managers. The Air Force has taken the position that 
managing aircraft programs requires rated operational experience 
which provides a degree of familiarity with tactics, employment 
and credibility with the user. Thus there is a strong tendency to- 
wards appointing Program Managers for aircraft programs with 
operational experience. Given the limited pool of officers with oper- 
ational experience, Program Managers of other programs are gen- 
erally selected based on their acquisition experience. 

............................................................................... Program Analyst - ................ 

.................................................................................................................... Program Analyst 
Program Analyst .................................................................................................................... 

Acquisition Management Professions 2 Development Program 
The Air Force has established a career program for military Pro- 

gram Managers through the rank of lieutenant colonel. The pur- 
pose of the Acquisition Management Professional Development 
Program (AMPDP) is to professionally develop military Program 
Managers and Deputy Program Managers. Its genesis lies in a deci- 
sion by the then commander of Air Force Systems Command, Gen- 
eral Lawrence Skantze, to take steps to better develop Air Force 
acquisition managers. In 1985, then-Major General Ronald W. 
Yates, the F-16 Program Director, headed the Acquisition Manager 
Career Development Task Force (CDTF). The AMPDP evolved from 
the work of this Task Force, which was comprised of 20 senior ac- 
quisition managers, lieutenant colonel and above, representing var- 
ious Systems Command organizations and functional specialties. 

Management. While ultimate responsibility for the AMPDP re- 
sides with the Assistant Secretary of the Air Force (Acquisition), 
the Service Acquisition Executive, its operation and management 
has been delegated to the Air Force Systems Command as the Air 
Wrce Executive Agent. However, unlike the Army and Navy pro- 
grams, the specific regulatory guidance implementing AMPDP has 
been issued only as an AFSC regulation (AFSCR 36-5, "Acquisition 
Management Professional Development," dated September 9, 1988). 
The other procurement commands have not yet implemented the 
program. 

The Air Force is planning to replace this regulation with an Air 
Force-wide regulation (although AFSC will still be designated as 
the Executive Agent). The Air Force-wide program will expand the 
current effort to include both military and civilians performing ac- 
quisition-related duties. This draft regulation is in coordination 
among the Air Force "AcquisitionJ' or Procurement Commands 
with planned implementation as specified in Exhibit VI-70. 

EXHIBIT VI-70-AMPDP PHASED IMPLEMENTATION 

I ...................................... AFSC Military ................................ Complete. 
II ................................ 1 AF-Wide MiMary .................................................................. ./ luiy 1989. 

Phase 

t I 
Description Implementation date 



EXHIBIT Vf-72AMPDP LEVELS EXHIBIT VI-70-AMPDP PHASED IMPLEMENTATION-Continued 

111 ................................... AFSC Civilian ........................................................................ July 1989. 
I V  ................................. ./ #-Wide Civilian .............................................................. I April 1990. 

Rase 

The Commander of AFSC maintains overall executive responsi- 
bility for the AMPDP, gives guidance and direction on related Ac- 

uisition Management professional development issues, and acts as 
'final and sole approval authority" for certain certifications and 
removal actions. The Air Force Systems Command Deputy Chief of 
Staff for Personnel manages the AMPDP through the Career De- 
velopment Branch. 

The AMPDP is supported by the military personnel system 
through HQ AFMPC. Before any military member is reassigned, 
his records are reviewed by the supporting PALACE Team- 
PALACE VECTOR-to determine a specific acquisition certifica- 
tion level. Personnel identified as qualified to work in a key acqui- 
sition billet are selectively moved to ensure that their expertise is 
applied within the acquisition community. This .allows the Air 
Force to control the professional development of its acquisition per- 
sonnel to ensure that ita officers obtain appropriate levels of train- 
ing and education. 

Selection Criteria. Entry into the program is voluntary and com- 
petitive with various selection boards managed by Air Force Sys- 
tems Command. The AMPDP is open to d l  Air Force officers with 
experience in any of the AFSCs listed in Exhibit VI-71. 

EXHIBIT Vl-71AMPDP SKILLS BASE 

I I 
Description 

function I AFSC 

Imfimmtatm date 

.......................................................................................................................................................................... Scientific 
ACqulsition Plograrn Management .................................................................................................................................. 

........................................................................................................... Development Engineering ....-... ................................ 
............................................................................................................................................................... Program Director 

Communicatlon~mputer Systems Officer ....................................................................................................................... 
Acquisition Contracting and Manufacturing ...... ... ........................................................................................................ 
Logistics Plans and Programs ............................................+..............................................................................-.............. 

..................................................................................................................................................................... Comptroller 4 

Even though officers from these specialties are eligible to partici- 
pate in all facets of the AMPDP, the prima focus of the program 
is on officers in the 0029, 26XX, 27XX and ZXX career fields. Offi- 
cers in these specialties are assigned to positions throughout the 
Air Force even though the program is managed by the Air Force 
Systems Command. 

Career Path. The AMPDP consists of a professional certification 
program and a formal acquisition manager screening process. The 
professional certification program is structured into four distinct 
levels with each level having specific qualification requirements. 
Individual level requirements form the basis for next higher certifi- 
cation level, similar to a building block approach. The four levels 
are identified in Exhibit VI-72. 

Level 

The certification requirements are shown schematically a t  Exhib- 
it VI-73. On the right-hand side are shown the education, training, 
and Professional Military Education requirements a t  each Level. 
For example, Level I requires a baccalaureate degree and cornple- 
tion of the Introduction to System Acquisition Management (SAS 
001) course taught by the Systems Acquisition School, a t  Brooks 
Air Force Base, Texas (created to meet AFSC unique training re- 
quirements). Level I1 requires completion of Squadron Officer 

. School (SOS) plus 2 years acquisition experience and other techni- 
cal training; Level I11 requires a masters degree, completion of In- 
termediate Service School, completion of the Intermediate Program 
Management (SYS 400) course a t  tbe Air Force Institute of Tech- 
nology, and 3 years experience in a Systems Program Office (SPO); 
Level IV requires completion of the Program Management Course 
at Defense Systems Management College, a Senior Service School, 
and 8 years acquisition experience-including two years in project 
management. 

The left-hand side indicates the grade and type of experience re- 
quired a t  each Level. Each level has its own educational, training, 
and experience requirements. These requirements are cumulative, 
meaning that all lower level requirements must be met before an 
individual may apply for certification a t  a higher level. Waivers 
will only be granted by the Commander or Vice Commander of Air 
Force Systems Command. 

A baccalaureate degree is a prerequisite for entry and a master 
degree in an acquisition-related discipline is required at Level 111. 
Level IV certifications reflect or exceed the requirements of DOD 
Directives and the appropriate Public Laws for Program Managers 
of major programs. In addition, completion of a Senior Service 
School, such as Air War College, is required. 

btegwy 

I .............................. .. ....................................... 
It ............................................................................ 
111 ...................................... .. 
IY ...................................... 

1 
Acquisition Management Intern. 
Intermediate Acquisition Manager. 
Associate Acquisition Manager. 
Professional Acquisition Manager. 
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EXHIBIT VI-73 

CAREER DEVELOPMENT 
. CERTlFlCATlON REQUlREMENTS 

PROGRAM DIRIMGRS, DEPS 
LTCOL-CCH 1 7 1  : % w w r a w r ~  mc 

PROJECT MGRS 
Mu-LTCl l t  

2YRSSPOORWACO 
r SYS 200 
2 O T W l ~  -I 

Program Scope. Off~cers from all of the various Air Force Special- 
ty Codes (AFSCs) included within the purview of the AMPDP are 
assigned throughout the Air Force, but Program Managers are as- 
signed to only one of three commands: Systems Command, Air 
Force Logistics Command, and Air Force Communications Com- 
mand, with the vast majority assigned to Systems Command. As of 
May 1, 1989, there were 4,823 Air Force officers certified in the 
AMPDP as shown in Exhibit VI-44. 

EXHIBIT Vt-74-AMPDP CERTIFICATIONS 
[Number] 

M 
Rank 

I I1 IV Told Perwnt 
I 1 I I 

2LT .............................................................................................. 
111 ............................................................................................ 
CPT .......................................................................................... 
MAJ .................................... ... ...................................................... 
LTC ............................................................................................ 
all ............................................................................................ 

Of this number 461 (10 percent) certified officers were either on 
the Acquisition Managers List (234) or the Senior Acquisition Man- 
agers List (227). 

Total ................................................................................ 

percent ...................................................................................... 

AML/S2-4ML Career Management 
As part of the AMPDP, Air Force Systems Command is in the 

process of identifying a pool of officers who are qualified to fill key 
middle and senior management positions and receive selective 
career management by the Headquarters Air Force System Com- 
mand Career Development Branch. These officers will be included 
on two Acquisition Management Lists: the Acquisition Managers 
List (AML) and the Senior Acquisition Managers List (SAML). Sys- 
tems Command organizational commanders, Headquarters Air 
Force and the Assistant Secretary (Acquisition) functional manag- 
ers may identify a limited number of key positions a t  the grades of 
major and lieutenant colonel to be filled by AML and SAML offi- 
cers. The program is centrally managed by Headquarters Air Force 
Systems Command, which will provide a list of qualified candidates 
from the appropriate list. Assignments to these key positions is 
done through the career program PALACE Team at the Air Force 
Military Personnel Center. 

Acquisition Management List (AML). An annual Systems Com- 
mand selection board consisting of seniar program directors selects 
a maximum of 100 officers, or the top 40 percent-whichever is 
lower-on a "best qualified" basis to be included on the AML. 
Basic eligibility includes the rank of major (0-4), eligibility in the 
current board year for secondary zone promotion to lieutenant colo- 
nel (0-5), and a Level I11 certification. However, officers who have 
served or are serving as test pilots (286x1 or test navigators (287x1 
as well as recommended flight test engineers are exempt from this 
requirement. 

AML officers are managed by the Systems Command Career De- 
velopment Branch. Systems Command and the Assistant Secretary 
(Acquisition) identify a limited number of key positions to be filled 
by AML officers which are filled through a nominate-and-select 
process. Officee remain on the AML through their 18th year of 
commissioned service or unless they are removed during a quality 
review. There are four criteria for removal: disciplinary or adminis- 
trative action; declining duty performance; non-selection for promo- 
tion to grade of lieutenant colonel or colonel; or, two nonselections 
to the Senior Acquisition Managers List. 

Senior Acquisition Management List (SAML). An annual SAML 
selection board, composed of senior Program Managers, convenes a t  
Systems Command headquarters and uses a "best qualified" proc- 
ess to select officers for inclusion on the SAML. Eligibility criteria 
includes: Level IV Certification; the rank of lieutenant colonel se- 
lectee or above; and nondeferred status to the grade of colonel. 
About 50 officers are selected for the SAML annually but this 
number may vary according to projected senior Program Manager 
requirements, SAML vacancies, and quality considerations. SAML 
officers are managed by the Systems Command Deputy Chief of 
Staff, Personnel. Selected officers remain on the SAML unless they 
are removed during a quality review because of declining duty per- 

3833 

79 

566 

12 

278 

6 

146 

3 

4823 

................................. 

100 



formance, disciplinary or administrative action, or nonselection for 
promotion to grade of colonel. 

Prograrn Directors 
The Air Force has established a Program Director specialty 

under Air Force Specialty Code 0029. These colonel or colonel se- 
lectee positions are for Program Management positions directing 
major defense system acquisition programs. The determination as 
to which programs will require Program Directors vis-a-vis Pro- 
gram Managers is made by the Commander of Air Force Systems 
Command. The management of Program Directors is distinct and 
separate from the Acquisition Management Professional Develop- 
ment Program, and the mechanisms for selection and management 
of the Program Directors are external to the career program. Pro- 
gram Directors occupy the key Program Management positions for 
systems identified as a Major System Acquisition, Air Force Execu- 
tive Program, Defense Enterprise Program, Secretary of the Air 
Force Program Assessment Review Program, Congressional Select- 
ed Acquisition Reporting Program, or a highly sensitive or visible 
program. Specialty qualifications are intended to comply with the 
statutory requirements for major weapon system Program Manag- 
ers. Typically, Program Directors manage large System Program 
Offices ( S P O  of 150 peo le and large dollar value programs which 
are at least in the Full- & ale Development (FSD) phase of the Ac- 
quisition Life Cycle. Exhibit VI-75 lists the 38 different SPOs cur- 
rently authorized a Program Director. 

The mechanics for implementing the Program Director process 
consista of an annual Program Director selection board which 
chooses, normally, the top 25 percent of eligible colonels and colo- 
nel selectees. Selectees are placed on one of three lists: the Pro- 
gram Director List, the Deputy Program Director and Program 
Manager List, and a Futures List. A breakout of the current Pro- 
gram Directors List, which is presented on Exhibit VI-76, illus; 
trates the competitiveness for selection. More than 50 percent of 

EXHIBIT Vt-75-AIR FORCE PROGRAM DIRECTOR POSITIONS 

the Air Force officers applying were not accepted, and only 17 per- 
cent were accepted on the Program Director List. 

Organization 

......................... ............. Aeronautical Systems Division .. 

......................................................... Ballistic Systems Division 
....................................................... Electronic Systems Division 

...................................................... Munitions Systems Division 

Space Systems Division ........................................................... 

EXHIBIT VI-76-PROGRAM DIRECTORS LIST 

Programs 

Advanced Cruise Missile, Aeronautical Equipment, F-15, LANTIRN, 
Speciai Operations F m s ,  Special Strategic Programs, Tacit 
Rainbow, Training Systems. 

Advanced Strategic Missile Systems (ASMS), Peacekeeper in Silos. 
AWACS, Airborne Voice Communications, Combat Theater bmmuni- 

cations, JDS, MILSTAR Terminals, NORTH Warning, OTH-8 
Radar, PEACE SHIELD, Space and Missle Warning, SDI Battle 
Management C3, Tac Alr Baffle Management, WWMCCS lnfor 
Systems (WIS). 

Air/Sutf&ce Ballistics Weapons, Air/Surface Guided Weapons, 1T 
Tactical Systems, MSOW IPO. 

Advanced bunch Systems, Boost Suweillano & Tracking, CSOC, 
Defense Met Sat Prgm (DSMP), Defense Sat Comm Sys 
(DSCS), Defense Supt hogram, Medium bunch Vehicles, 
NAVSTAR Joint GPS, Satellite Control Network, Space Defense, 
Titan IY Upper Stages. 

Program Director ................................. ........................................................ 
Deputy Director ........................................................................................................... 
Fufure Director .............................................................................................................. 
Not Selected ................................................................................................................. 

Total ...................................................................................................................... 

This screening and selection procedure should identify candi- 
dates for the key Program Management jobs in advance and facili- 
tate the timely placement of qualified officers into these key jobs. 

Career Management Mode 2 
The Air Force has established a two-tier career management 

model. At the lower tier is the AMPDP. At the higher tier is the 
Program Directors List which is separate from, but an implicit ex- 
tension of the AMPDP. In this regard, the AMPDP applies only to 
lieutenants through lieutenant colonels even though colonels can 
be certified. These relationships are depicted in Exhibit VI-77. 

EXHIBIT VI-77 

AM MODEL 

SELECTION PROCESS 

DUAL PROCESS 

* 
PD 

AML SAML 1- 

Level I Level II Level I t l  Level IV  

I 

CERTIFICATION PROCESS 

1 1 1  
5 

CERTIFICATION PHASE POINTS ARE GOALS 

This time-line shows the certification process which consists of 
Levels I through IV. These certification phase points are goals an 

1 1 1 1 1 1 1 1 1 1  1 1 1 1 1  
20 YEARS 10 f5 
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consider in career planning, but are not require- 
ments. The certification process is 6ed to specific levels that reflect 
education, training, and experience, and are independent of rank. 
For example, there are colonels a t  Level I. The AML, SAML, and 
Program Director (PD) Lists are the products of the selection proc- 
ess and are independent of the certification process. While the two 
processes are theoretically independent, there is a practical inter- 
connectedness: an officer must be a t  the right certification level to 
be considered eligible for inclusion on the list. In terms of the 
model, an officer would have to be a t  Level I11 certification and be 
in the grade of major for consideration for the AML. Additionally, 
an officer must be Level IV certified and a t  least a lieutenant colo- 
nel selectee for SAML consideration. Program Directors are colo- 
nels who normally have 22 or 23 years experience, but my be con- 
sidered as early as the 18 year point. This logical career progres- 
sion does not, however follow through to the selection of General 
Officers in the acquisition career field. 

Significantly, General Officer positions are not filled from the 
Program Directors List. Rather all General Officer assignments are 
made for the Air Force Chief of Staff through the Assistant for 
General Offrcer Matters in the office of the Deputy Chief of Staff, 
Personnel. 

As shown in Exhibit VI-78 there is a different acquisition man- 
agement career model for rated officers. Rated officers begin their 
first rated supplement tour at  year 6 of active commissioned serv- 
ice. This tour hypothetically lasts for 3 years. The Air Force wants 
to have 50 pilots and navigators per year assigned into the acquisi- 
tion career field a t  the rank of captain. This means there would be 
150 at  any one time. Approximately 10 out of each group of 50 
would be identified to return for an additional rated supplement 
tour at  the completion of their 9 year flying gate. The Air Force is 
concerned about the 8 years of acquisition experience, required by 
statute, for Program Managers and its impact on rated officers fill- 
.ing Program Management and Program Director positions. This is 
particularly worrisome as the Air Force policy is to appoint rated 
officers as Program Managers of major airframe programs such as 
the F-15 or B-1. 
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EXHIBIT VI-'78 

AM MODEL 
RATED SUPPLEMENT 

KEY RATED JOBS 

ACQUiSlTlON LEADERSHIP I-- 
RATED SUP$ TOUR / BiG JOBS 

YEAR 

5 10 15 20 YEARS 

Exhibit VI-79 compares three different rated career paths. The 
top shows the standard rated track with the officer serving in 
flight and operational assignments except for time spent in Profes- 
sional Military Education. The second track shows the rated sup- 
plement track. The rated supplement track begins at  the 11 year 
point in an officer's career vice the current 6 year point. This 
change resulted from revisions to the Aviation Career Incmtive 
Pay contained in the FY 89 DOD Authorization Act. The fast track 
applies to test pilots and test navigators who are exempt from the 
Level I and I1 certification requirements, and receive acquisition 
credit while acquiring flying gate credit. Test pilots and test navi- 
gators can also be considered for the AML without Level I11 certifi- 
cation. However, they must meet the Level IV certification require- 
ments for selection to the SAML. 
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EXHIBIT VI-80 

AMPDP ASSIGNMENTS 

LT CAPT MAJ LT COL 
STANDARD TRACK 

t I I I 

U R I  OPS OPSfSTAFFIFLT ASST OPSI I ;;;S$k I Wg CClSTAFFlHO 
ADvl l t3lt IR I sMfF 
TNG 

I I 
RATED SUPPLEMENT TRACK I I 

UFTI OPS\STAFFIFLT CMDR I RATE; SUPP I OPSISTAF~ I RE~URN TO 
AOVl 
T n t n  

ACQUISITION 
llYU I I CONT RATED SUPP 

UFTll OPS I T I D M  I SPolTESTlAfR 1 CTF DIRECTONSPO DIRECTOR 
A D V ~  [ P I  I STAFF Ha 
TNG S 

LEVEL Ill I ISS I OSMC I - .- 

' LEVEL IV 

Exhibit VI-80 portrays the assignment of AMPDP officers to key 
acquisition positions. Commanders and key staff officers in Head- 
quarters, Air Force systems Command identify key positions and 
correlate those to the Acquisition Managers List (AML), Senior Ac- 
quisition Managers List (SAML), and Program Directors List (PDL). 
The bottom frame of the exhibit reflects individual officer career 
development through certification and selection for the various 
lists through the AML, SAML, and PDL board structure. The job 
candidates for the key jobs a t  each level come from these lists. The 
AFSC Director of Military Personnel and the Air Force Military 
Personnel Center (AFMPC) try to match individuals to jobs-with 
review, selection and approval in the hands of the AFSC command 
structure. 

AFSClCC 

3-1 BOARD F'OslTlONS 

1/11 NON-SELECTS 

EXPERIENCE 

EDUCATION 
CERTIFICATION - ll~d ' 

SEucTs  . AM\ML 
- 

PME ' BOARD CANDIDATES 

TRAINING AFSCIDP AFSClCC I SAM1 AFSClDP 

PEOPLE 

Selections and Assignments 
The Assistant Secretary for Acquisition has overall responsibility 

for selection and assignment of qualified Program Managers and 
Program Directors, a responsibility which also includes ensuring 
that mandatory education, training and tenure requirements are 
met. The actual tracking of educational and training requirements 
is performed by Air Force Systems Command. The Air Force Mili- 
tary Personnel Center executes the assignment process, including 
tour length. 

As the Service Acquisition Executive, the Assistant Secretary for 
Acquisition reviews all reassignment actions involving Program Di- 
rectors or Program Managers and deputies for Air Force Executive 
Programs. "Executive Programs" are those programs over which 
the SAE exercises direct oversight because of their national signifi- 
cance, large resource commitment, or management complexity. 
Most, but not all, of them are major programs as defined by DOD 
Directive 5000.1. 

Prior to the implementation of the Service Acquisition Executive 
process, individual Program Director/Deputy Program Director cis- 
signrnent were made by the appropriate major command command- 
er. Currently, the various Acquisition Command Commanders 



nominate individuals from the AML and SAML lists for these posi- 
tions . 
Pro mot ions 

Officer promotions follow the traditional approach in which pro- 
motion boards are controlled by the military . In this regard. the ci- 
vilian Service Acquisition Executive has no control over military 
promotion boards and can provide no instructions or precepts to 
the boards . Military Program Managers compete for promotions 
along with pilots. missile officers and other- line officers . There is 
no separate promotion board. nor is there a promotion "floor" or 
minimum number of acquisition officers that must be promoted . 
Additionally. the promotions of acquisition officers are not depend- 
ent on completion of DOD mandatory courses for acquisition per- 
sonnel required by DOD 5000.52-M (Draft) . 

Generally. however. Air Force officers in core acquisition special- 
ties do well on promotion boards . Exhibits VI-81 through VI-83 
provide promotion board data for colonels. lieutenant colonels. and 
majors . Data is organized into three categories . The Primary Zone 
category refers to officers receiving their first "normal" consider- 
ation. along with their peers . Above-the-primary zone consideration 
refers to officers who have been previously considered for promo- 
tion but were not selected . Below-the-primary zone refers to those 
officers being considered for the first time early-ahead of their 
contemporaries . 

WHIBIT VI-81P"MPARATlVE PROMOTION RATES-COLONELS 

[N THE PRIMARY ZONE: 
Acquisition Special tles: 

Acquisition Pmgram Manager (27XX) ........................................................................... 
Development Engineering (28XX) .. ........................................................................... . . ....... 
Communications-Computer Systems (49XX) ................................................................... 

Air Force Nonrated Average (NRL) .......................................................................................... 
Air Force Rated Average (RLJ ................................................................................................ 

Pilot ................................................................................................................................. 
......................................................................................................................... Navigator 

ABOVE THE PRIMARY ZONE: 

........................................................................................................................................ MRL 
Air Fora Rated kerage (RL) .......................................................................................................... 

......................................................................................................................... Navigator 
BELOW THE PRIMARY ZONE: 

........................................................................................................................................ 27XX 

....................................................................................................................................... 49XX 
NRL ........................................................................................................................................ 

I\ir Force Rated Average (RL) .......................................................................................................... 
......................................................................................................................................... Pilot 

................................................................................................. ........................... Navigator .. 

EXHIBIT VI-82-COMPARATIVE PROMOTION RATES-LIEUTENANT COLONELS 
Dn wmtl 

..................................................................................................... ...................... Navigator .. 55.0 
ABOVE THE PROMOTION ZONE: 

27XX ..................................................................................................................................... 
28XX ....................................................................................................................................... 

IN THE PROMOTION ZONE: 
................................................................................. Acquisition Program Manager (27M) 

...................................................................................... Developmental Engineering (28XX) 
.......................................................................... Communications-Computer Systems (49XXJ 

............................................................................... Air force Noo-rated Line Average (flRL) 
...................................................................................................... Air Force Rated Average (RL) 

Pilot ........................................................................................................................................ 

.................................................................................................................................... 49XX 
NRt ......................................................................................................................................... 

....................................................................................................... Air force Rated Average (RL) 7.0 

7 1.7 
59.0 
53.6 
56.6 
64.0 
67.0 

........................................................................................................................................ Pilot 9.0 
Navigator .............................................................................................................................. 

BELOW THE PROMOTION ZONE: 
27XX .................................................................................................................................... 1 :: 1 

...................................................................................................................................... 2 8 U  
49xx ........................................................................................................................................ 
NRL ..................................................................................................................................... 

Air Force Rated Average (Rt) ......................................................................................................... 
Pilot ......................................................................................................................................... 
Navigator ................................................................................................................................ 

EXHIBIT VI-83-COMPARATIVE PROMOTION RATES-MNORS 
[In percant] 

Navigator ................................................................................................................................. 
BELOW THE PROMOTION ZONE: 

. . 

IN THE PROMOTION ZONE: 
Acquisition Program Manager (27U) .................................................................................. 

........................................................................................ Devdaprnental Engineering (28XX) 
....................................................................... CommunicationsComputer Systems (49XX) 

........................... ............................. .......... Nan-rated Line Air Fora Average (NRL) .. ., 

.............................................................................................. Air Force Rated Average (RL) 
Pilot ........................................................................................................................................ 

................................................................................................................................ Navigator 
ABOVE THE PROMOTION ZONE: 

....................................................................................................................................... 27XX 

....................................................................................................................................... 28XX 
49XX ....................................................................................................................................... 

...................................................................................................................................... NRL 
.............................................................................................. Air Force Rated Avwage (RL) 

................... ............................................................................................................ Pilot ., ....., 

CY 19868 

87.1 
89.5 
77.2 
75.1 
88.0 
89.0 
85.0 

31.3 
8.2 
5.4 

10.2 
9.0 
8.0 

....................................................................................................................................... 27XX 

..................................................................................................................................... 2 8 U  

..................................................................................................................................... 4 9 U  
............................................................................................... NRL ................................ 

............................................................................................... Air Force Rated Average (RL) 
.......................................................................................................................................... Pitot 

........................................................................................................................... Navigator 

1.2 
1.8 
0.4 
0.8 
1.0 
2.0 
1.0 



Assessment 
As delineated in the above data, officers in the primary Program 

Management specialties are very competitive vis-a-vis the average 
Air Force non-rated officers. Officers in Acquisition Management 
fare best for promotion to colonel, lieutenant colonel and major. Of- 
ficers in developmental engineering are close behind Acquisition 
Management officers, especially a t  the rank of major. 

In order to implement Public Law 99-145 and DOD Directive 
5000.23 of December 9,1987, the Air Force issued AF Regulation 
40-110 Volume 16, "Systems Acquisition Management," establish- 
ing the Scientist and Engineer Career Program. 

Scientist and Engineer (S&E) Career Program 
The Air Force Director of Civilian Personnel and the Air Force 

Civilian Personnel Management Center sought to establish an Air 
Force-wide career program for Scientists and Engineers (S&E) simi- 
lar to other career programs like the Contracting Career Manage- 
ment Program (CCMP). Due to disagreements between Air Force 
Systems Command and other Air Force commands, this program is 
not yet fully operational. Notwithstanding this action, the Air 
Force currently lacks a viable career program for civilian Program 
Management personnel. 

Systems Acquisition Career Management for Civilians (SACMPC. 
For a number of years, Air Force Systems Command has operat- 

ed the Systems Acquisition Career Management Program for Civil- 
ians (SACMPC) which was intended to develop civilian Program 
Managers. This program was basicall decentralized to various 
field organizations and has had mixe f results. The General Ac- 
counting Office noted in its May 1986 Report @OD Acquisition: 
Stwn thsning Capabilities of Key Personnel in Systems Acquisition, 
B-22fk55) that the SACMPC program has an optional first or entry 
level phase that consists of additional training and rotational as- 
signments outside the basic functional career field of the partici- 
pant. The core of the program would begin a t  the GS-12 level with 
participants graduating a t  the GS/GM-13 level. In this core phase, 
individuals would be given a series of 3 to 9 month rotational as- 
signments in acquisition functions such as business and financial 
management, Program Management, and logistics, plus attendance 
a t  the Program Management Course. 

A primary drawback of SACMPC was that personnel graduating 
from the program were not placed in assignments that utilized the 
varied training and experience they had received. Although it is 
still in existence on paper, SACMPC is basically moribund. 

Civilian Acquisition Management Program (CAMP) 
The Air Force intends to transfer the SACMPC into a new Civil- 

ian Acquisition Management Program. This program is being de- 
veloped by Air Force Systems Command and is scheduled for Sys- 
tems Command implementation by July 1989 and Air Force-wide 
implementation by April 1990. Individuals not assigned to Systems 

Command will be eligible to enroll and participate in the CAMP 
until the Air Force-wide program is operational. It is expected that 
this program will have the basic requirements of the military 
AMPDP. The implementing regulation, AFSC 30-XX, has not yet 
been published. 

CHARACTERISTICS OF AIR FORCE PROGRAM MANAGEMENT 
PERSONNEL 

The same criteria or yardsticks are applied to measuring Air 
Force Program Manager tenure as were applied to the Army and 
Navy. Since the passage of P.L. 98-552 on October 19, 1984, there 
have been 25 different major programs-including programs cate- 
gorized by the Air Force as "majorH-that are more than 4 years 
old, as shown in Exhibit VI-84. There have been seven programs 
which have had at  least one Program Manager to serve for a mini- 
mum of 48 months since the inception of the program which in 
many cases was prior to the enactment of the tenure law. These 
programs are: Defense Support Program (DSP), Advanced Medium 
Range Air-to-Air Missile (AMRAAM), C-17, Mark XV, OTH-B, 
SRAM 11, and the PEACEKEEPER Silo programs. However, this 
represents just 11 percent of the total Program Managers who have 
been assigned. The 25 current programs over 4 years old have had 
86 different Program Managers including the current Program 
Manager. The four reasons Program Managers did not meet tenure 
requirements are listed in Exhibit VI-85, which also indicates -the 
proportion of temporary or acting Program Managers that have 
been assigned. 

EXHIBIT VI-84-AIR FORCE-MAJOR PROGRAMS MORE THAN 4 YEARS OLD 

Reason for leaving 

Prwnoted. 
Promoted - 
Promoted. 
Promoted. 
Retired. 
Reassigned. 
Reassigned. Promoted. 

Reassigned. 
Retired. 
Reassigned. 
Retired. 
Reassigned. 
Deputy Acting. 
Promoted. 
Retired. 
Retired. 
Retired. 
Retired. 
Retired. 
Reassigned. 
Reassigned. 
Promoted. 
Reassigned. 

Mapr program 

AMRAAM .................... .. ................... 
ATARS ........................................................ 

ATF .......................................................... 
31-B ..................... .............. .................... 

G 1 7  ................................. .......... ........ 

DMSP ................................... ..~................ 

DSCS Ill ................................... .. ............. 

DSP ............................................................. 

E-3A Radar improvement ............................. 

F-15 ............................................................ 
F-16 ........................................................... 

Current PM 

JUL 1988 ................. 
JUL 1989 ................. 

. 
DEC 1986 ................. 
AUG 1988 .............. L 

AUG 1987 ................ 

.............,... DEC 1987 

MAR 1989 ................ 

AUG 1989 ................ 

APR 1989 ................. 

................. JUN 1987 
JUL 1989 ................. 

Dates of wiws PM tenure 
Psinee 84) 

JUL 1984-JLll 1988 ................ 
MAR 1987-JUL 1989 .............. 
NOV 1985-FEB 1987. ............. 
JUL 1983-1UL I985 ................ 
JUN 1983-NOV I986 .............. 
JAN 1987-JUL 1988 ............... 

............... JUL 1985-DEC 1986 
NOV 1981-JUN 1985 .............. 
JUL 1986-AUG 1987 ............... 
SEP 1985-Jut 1986 ............... 
NOV 1979-SEP 1985 .............. 

.............. FEB 1985-DEC 1987 
AUG 1983-FEB 1985 .............. 
JAN 1989-FEB 1989 ............... 
OCI 1987-JAN 1989 ............... 
JUN 1986-SEP 1987 ............... 
AUG 1984-JUN 1986 ............. 
APR 1985-JUL 1989 ............... 
FEB 1983-APR 1985 .............. 
AUG 1986-APR 1989 .............. 
AUG 1985-AUG 1986 ............. 
MAR 1983-AUG 1985 ............. 

............... SEP 1984-JUN 1987 
JUL 1986JUL 1989 ., .............. 

Months 

48 
28 
16 
24 
41 
18 
11 
43 
13 
11 
70 
34 
18 

1 
15 
15 
22 
51 
26 
32 
12 
29 
33 
36 
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VI-84-AIR FORCE-MAIOR PROGRAMS MORE THAN 4 YEARS OLD-Continued 

EXHIBIT VI-85-REASONS FOR CHANGES IN PROGRAM MANAGERS 

Category 1 Percent 

Reason tor leaving 

Reassigned. 
Retired. 
Reassigned. 
Reassigned. 
Retired. 
Deputy Acting. 
Retired. 
Deputy Acting. 
Reassigned. 
Reassigned. 
Reasigned. 
Retired. 
Retired. 
Retired. 
Retired. 
Retired. 
Reassigned. 
Reassigned. 
Deputy Acting. 
Reassigned. 
Deputy Acting. 
Retired. 
Retired. 
Retired. 
Reassigned. 
Retired. 
Retired. 
Reassigned. 
Deputy Acting. . 
Reassigned. 
Demsed. 
Reassigned 
Promoted. 
Retired. 
Retired. 
Retired. 
Reassigned. 

Months 

35 
38 
7 

I4 
18 
6 

29 
4 
7 
7 

28 
23 
11 
48 
15 
22 
39 
31 

6 
36 

6 
34 
39 
26 
59 
26 
6 

53 
3 

45 
13 
18 
25 
8 

52 
14 
47 

The average tenure of the 61 previous Program Managers waa 25 
months. This average is used in Exhibit VI-89 as it most accurately 
reflects the personnel turbulence and instability caused by rotation 
of P r o g r a ~  Managers. When one excludes the Deputy Program 
Managers acting as Program Manager, the average tenure in- 
creases to 28 months. 

The second measure is programs in effect prior to October 1984 
that have had a Program Manager appointed after that date who 
has completed his or her Program Manager assignment. 

O' [since 84) tenure 

............. AUG 1983-JUL 1986 
.......... JUN 1986-AUG 1989.. 

........... DEC 1985-1lfN 1986 

.............. OCT 1984-DEC 1985 
............. MAR 1988-AUG 1989 

.............. SEP 1987-FEB 1988 
.............. APR 1985-AUG 1987 
.............. JAN 198CAPR 1985 
............... JUL 1984-JAN 1985 
.............. DEC 1986-JUN 1987 
.............. AUG 1984-DEC 1986 
............... JUL 1987-JUN 1989 
............... 1UL 1986-JUN 1987 

IUN 1982-JUN 1986 ............... 
............... APR 1986-IUL 1987 
.............. 1UN .1984-APR 1986 

FEB 1986-MAY 1989 .............. 
............... 1UL 1983-FEB 1986 
............... DEC 1987-JUL 1988 
.............. DEC 1984-DEC 1987 
.............. JUN 1984-DEC 1984 

OCT 1985-AUG 1988 .............. 
............... JUL 1983-OCT 1985 

JUN 1986-AUG 1988 .............. 
............... JUL 1981-1UN 1986 

MAR 1987-MAY 1989 ............ 
............. OCT 1986-MAR 1987 
.............. MAY 1982-SEP 1986 

MAY 1989-AUG 1989 ............. 
............. AUG 1985-MAY I989 

............... Jut  1984-AUG 1985 
.............. APR 1987-OCT 1988 
............. MAR 1985-APR 1987 

.............. JUN 1984-FEB 1985 

............... IUL 1984-NOV 1988 
.............. JUN 1988-AUG 1989 
........... IUN 1984-MAY 1988 

Major prcgram 

JSTARS. ............................................. 

JllDS .......................................................... 

lAFITlRN .................................................... 

MARK XV ..................................................... 

MAVERICK ............................................. 

MILSTAR ............................ .... ................... 

........................................................... MLS 

NAVSTAR ................................................. 

...................................................... DTH-B 

PEACEKEEPER Silos ...................................... 

SMALL ICBM ......................................... 

SFW ........................................................... 

SRAM II .................................................. 
KC-135 Reengining ...................................... 

Retirement ................................ .. ...................................................................................................................................... 
Reassignment ................................................................................................................................................................. 

......................................................................................................................................................................... Promotion 
Death ............................................................................................................................................................................. 
Temporary ..................................................................................................................................................................... 

EXHIBIT VI-86-MAIOR PROGRAMS WITH PROGRAM MANAGERS APPOINTED AFTER OCTOBER 1984 
COMPLETING THEIR ASSIGNMENT 

Current PM in sin@ 

................ AUG 1989 

................. SEP 1989 

................. JUN 1987 

JUL 1989 ................. 

AUG 1987 ................ 

MAY 1989 ................ 

................. 3UL 1988 

AUG 1988 .: .............. 

SEP 1988 ................. 

MAY 1989 ................ 

SEP 1989 ................. 

................. OCT 1988 

................ NOV 1988 
................. SEP 1989 

39 
36 
13 
2 

10 

Program I $g I unan / gig 
............................................................................................................................................ ATARS 1 

.................................................................................................................................... 01-B Bomber 

DMSP ............................................................................................................................................ 
DSCS Ill ............................................................................................................................................ 

................................................................................................................................................. DSP 1 
...................................................................................................................... E3A-Radar (AWACS) 1 

JSTARS ............................................................................................................................................ 

JTIDS .............................................................................................................................................. 

LANTIRN .................................................................................................................................... 
MARK XV .......................................................................................................................................... 

...................... .................................................................................................................. MAVERICK : 
MILSTAR ..................................................................................................................................... 
M LS ............................................................................................................................................... 

NAVSTAR ........................................................................................................................................ ./ 
OTH-B ............................................................................................................................................... 
PEACEKEEPER Silos .......................................................................................................................... 

................................................................................................................................... Small ICBM 

KC-135 Reengining .......................................................................................................................... i 

There were 20 programs out of 25 more than 4 years old, or 80 
percent, where a Program Manager was appointed after enactment 
of the law (Oct. 84) and has since departed. In only one case did the 
Air Force comply with the Public Law, the DSP. This figure is also 
indicated in Exhibit VI-89. For these 20 programs, there were 36 
different individuals who served as Program Manager. Their aver- 
age tenure was only 19.8 months. The most egregious case was that 
of the JTIDS program where there were four Program Managers in 
about 4 years with an average tenure of only 14 months. 
The third category is Program Managers who were appointed 

prior to October 1984 as managers of a major program including 
the Program Manager on board at  the time the law went into 
effect who continued to serve as Program Managers after such des- 
ignation. The programs falling into this category and the average 
tenure is shown below: 



E X H I B ~ ~ T - ~ ~ - P R O G R A M  MANAGERS OF MAJOR PROGRAMS APPOINTED BEFORE P.L. 98-525 

Program 

......................................................................................................................................................... ATF 
B1-B ................................................................................................................................................................. 
C-17 ........................................................................................................................................................ 
DMSP ......................................................................................................... 
DSCS Ill ......................................................................................................................................................... 
DSP ............................................................................................................................................................. 

2 
1 
1 
3 
7 

F-16 ................................................................................................................................................................. 
JSTARS ........................................................................................................................................................... 
LANTlRN ....................................................................................................................................................... 
MARK XV ......................................................................................................................................................... 
MAVERICK .................................................................................................................................................... 
MfLSTAR .......................................................................................................................................................... 

6 
5 
5 
3 

10 
2 

MIS ................................................................................................................................................................ 
NAVSTAA ......................................................................................................................................................... 

- .  OTH-B .......................................................................................................................... : .................................. 
PEACEKEEPER Silos ............................................................................................................................................. 
SMAtlICBM ..................................................................................................................................................... 

Average 
tenure 

23.3 
4 1 
50 
70 
18 

27.3 
32 

23.7 
30.2 
12.2 
20.2 
28.7 

25 
24.5 

10 
40.8 

17 
53 
14 
8 

52 
47 

2 
4 
8 
1 
2 

SFW ................................................................................................................................................................. 
SRAM-II ............................................................................................................................................................ 
KC-135Reengining ............................................................................................................................................. 

The average tenure for Program Managers appointed during and 
after the designation of the program as a major program through 
enactment of the Public Law (Oct. 1984) was 25.7 months. When 
one includes all Program Managers of major programs, (including 
Program Managers appointed prior to designation as a major pro- 
gram) the average tenure is 23.8 months. 

In summary, Exhibit VI-88 depicts the average tenure for the 
major programs under consideration along various time lines: from 
designation as a major program through enactment of P.L. 98-525; 
all Program Managers appointed after enactment of P.L. 98-525 
(other than the incumbent); and, the average of a l  Program Man- 
agers since designation of the program as a major program up to, 
but excluding the incumbent. This Exhibit takes into consideration 
the affects of appointing acting or interim Program Managers and 
this indicates the average when Deputies, acting as Program Man- 
agers, are excluded. 

1 
1 
1 

EXHIBIT VI-88-SUMMARY OF PROGRAM MANAGER TENURE 
[Average tmure m months] 

1 I 

....................................................................................... All major programs prior to and through Oct. 1984 25.7 
All major programs after Oct. 1984 .................................................................................................................. 21.4 
Composite average of all Program Maoagers ................................................................................................. 23.8 

The Air Force also has nine new programs, less than 4 years old. 
These nine programs have had 14 different Program Managers. 
Three of the programs (one-third) have had more than one Pro- 

gram Manager. In the case where there has been more than one 
Program Manager, average tenure has been 29 months. Reasons 
for leaving have been evenly split between retirement and reas- 
signment. In 1989, the Air Force reported that the average tenure 
of Air Force Systems Command Program Directors was just 20 
months. These are the most senior Program Manager positions in 
the Air Force. 

Program Managers-Major Programs 

Currently, 29 of the 30 Program Managers for major Air Force 
programs are military officers. Sixty-one percent of all Air Force 
Program Managers of major programs (in all categories) are non- 
rated officers, and 39 percent are rated officers. 

Education. All 29 Program Managers have a baccalaureate 
degree, and 28 a rn-mter degree. One has a doctorate. 

fiaining. All 29 Program Managers have completed a Senior 
Service School such as Air War College. Only 14, or 48 percent, 
comply with the requirement to complete the Program Manage- 
ment Course. Only three of the 14 still requiring the course have 
received waivers. In all Air Force major program categories, 61 per- 
cent have completed the Program Management Course. Sixty-eight 
percent of non-rated officers have completed this course whereas 
only 50 percent of rated officers have completed the Program Man- 
agement Course. 

Experience. All the Air Force Program Managers exceed the ex- 
perience requirements, averaging over 17 years in acquisition, 
except for the Program Manager for the KC-135 Reengining pro- 
gram in Air Force Logistics Command. This individual had no ac- 
quisition experience. The overall status of the military Program 
Managers is shown in Exhibit VI-89. 

EXHIBIT VI-89-REQUfREMENTS FOR PROGRAM MANAGERS 
[Mapr pr~grams] 

Requirement 1 Total 1 Nurnk~ 1 k,nt number axnolv~nn 

Deputy Program Managers-Major Programs 

Statutory: 
Comptete Program Management Course (10 U.S.C. 1622(b) (1) effective July 1, 1987) ...... 
Eight years experience in acquisition (effective luly 1, 1989) .............................................. 
TWO years experience (Procurement command) (10 U.S.C. 1622(b)(2) effective July I, 

................................................................................................................................. 1989) 
Four years tenure (P.L. 98-525, see. 1243, Defense Proc. Reform Act of 1984) ................. 

...................................................................................................... Average tenure (months) 
Education: 

.................................................... Baccalaureate ...................................................................... 
Intermediate Service School or Senior Service School .............................................................. 

There are 17 military Deputy Program Managers for Major Pro- 
grams. 

29 
29 

29 
20 
25 

29 
29 

14 
28 

28 
1 

................................. 

29 
29 

48 
97 

97 
5 

100 
100 
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A11 of the officers assigned exceed the educational re- 
quirements. Fifteen of the 17 have-earned a master's degree and 
one a doctorate. 

Training. All 17 had completed an Intermediate Service School, 
but only 7 had completed the Program Management Course. 

Experience. All exceeded the regulatory experience requirements 
with 16 and one-half years of average acquisition experience. 

Overall, the Air Force military deputy Program Managers fully 
comply, and in fact exceed, the minimum education and experience 
requirements, as indicated in Exhibit VI-90. 

EXHIBIT YI-90-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 
[Majw programs] 

Education: 
Baccalaureate ........................................................................................................................... 

Reguiremmts 

Experience: 
Three years acquisition ............................................................................................................. 
One year procurement command .............................................................................................. 

Program Managers and Deputy Program Managers- Non- Major 
Programs 

Total 
numkr 

Exhibit VI-91 shows the distribution of the 192 Air Force non- 
major programs among six Air Force Systems Command Product 
Divisions. 

Number 
amuynp / Percent 

I 

EXHIBIT VI-91-NON-MAfOR PROGRAMS 
- - 

Product divrsion 

The Air Force did not have additional information on non-major 
programs and hence was unable to provide information on the edu- 
cation, training and experience of non-major Program Manager 
personnel. 

Nume mn- 
majw 

programs 

AeronauticaI systems ......................................................................................................................................................... 
Ballistic systems ............................................................................................................................................................... 
Electronic systems ......................................................................................................................................................... 
Human systems ................................................................................................................................................................. 
Munitions systems ............................................................................................................................................................. 
Space systems ................................................................................................................................................................. 

The Air Force has one civilian Program Manager and 9 Deputy 
Program Managers of major programs. 

f 
53 

3 
64 
11 
30 
3 1 

Program Manager-Major Program 
The Program Manager for the National Aerospace Plane Joint 

Program Office, a Senior Executive Service ES-801 General Engi- 
neer at Aeronautical Systems Division (ASD), has been in the posi- 

tion for 15 months. This individual has completed neither the Pro- 
gram Management Course nor a Senior Service School. However, 
the individual has outs4anding credentials with over 25 years ac- 
quisition experience plus a baccalaureate degree in chemical engi- 
neering, a master's degree in nuclear engineering, and a Ph.D. in 
'mechanical engineering. 

Deputy Progr~m Managers-Major Programs 
Currently there are nine civilian Deputy Program Managers of 

major programs. Eight of the nine are GS/GM-15s and one is a 
GS-14. The occupational series of these personnel include: five 
GM-801 Supervisory Acquisition Management Engineers; one GM- 
855 Supervisory Electronics Engineer; one GS-855-14 Supervisory 
Electronics Engineer; and two GM-1101 Supervisory Acquisition 
Managers (fiom the General Business and Industry Occupational 
Series). All have undergraduate degrees in engineering disciplines, 
and three of the six master degrees are in business administration. 
Four have completed the Program Management Course, but none 
have completed Intermediate S e ~ c e  School. All exceed the experi- 
ence requirements with an average of 22 years of acquisition expe- 
rience. 

The overall status of the civilian Deputy Promam Managers in 
meeting education and experience req;irements is summaryzed in 
Exhibit VI-92. 

EXHIBIT VI-92-REQUIREMENTS FOR DEPUTY PROGRAM MANAGERS 
[Major programs] 

Deputy h g m m  Managers-Non-Major Programs 

Educaticm: 
Baccalaureate degree ............................................................................................. 

Experience: 
Three years acquisition ...................... ... ................................................................. 
One year procurement command .................................................................................. 

The Air Force was unable to provide aggregate information on 
its civilian Program Managers and Deputy Program Managers of 
non-major programs. 

REPRESENTATIVE PROGRAM OFFICES-AIR FORCE 

9 

9 
9 

A review of four major Air Force program offices provides addi- 
tional insight into the qualifications and structure of Air Force 
Program Management. The four offices considered are the 
AMRAAM at the Munition Systems Division, the C-17 and F-15 
programs a t  the Aeronautical Systems Division, and the National 
Aerospace Plane NASP program, which is a separate organization 
reporting directly to the commander of Air Force Systems Corn- 
mand. 

9 

9 
9 

100 

100 
I00 



I ADVANCED MEDIUM RANGE AIR-TO-AIR MISSILE (AMRAAM) 

Program Managers 
Tenure. The Advanced Medium Range Air-to-Air Missile 

(AMRAAM) program began in October 1975 when an  Air Force 
and Navy tactical working group defined requirements for air-to- 
air weapons for 1985 and beyond. The Congress approved the mis- 
sile's development in July 1976. Since September 1976, when the 
Secretary of the Air Force designated it a major program, the 
AMRAAM program office has had six different Program Managers 
with an average tenure of 25 months. Three of the Program Man- 
agers were Brigadier Generals and the other three were colcnels. 
Three of the five previous Program Managers retired and two were 
reassigned. Only one served for four years. 

Education and Training. All of the Program Managers have ex- 
ceeded the educational standards by having master degrees. Most 
of their degrees were in a technical or engineering discipline. Infor- 
mation on their training was incomplete. However, of the three 
Program Managers for which information was available, only the 
present Program Manager has completed the Program Manage- 
ment Course. 

Experience. For the four Program Managers for which informa- 
tion was available, all met the 8 years of acquisition experience re- 
quirement. Collectively, they averaged 12 years of acquisition expe- 
rience. 

Deputy Program Managers 
There have been four AMRAAM Deputy Program Managers, aH 

colonels. Their average tenure was greater than three years. Of the 
three for which information is available, all had master degrees, 
one had completed the Program Management Course, and the last 
two averaged 13 years of acquisition experience. 

I Contracting Officers 
There have been two primary Procuring Contracting Officers 

(PCOs) assigned to the AMRAAM program, both civilians. The first 
- served fox over nine years, had 16 years of contracting experience 

and a master's degree in public administration. The current PC0 
has been -signed since November 1985, has a baccalaureate 
degree in business and 19 years of contracting experience. 

Program Office Manning 
As depicted by Exhibit VI-93, the AMRAAM Systems Program 

Office (SPO) is a large matrix organization consisting of five core 
directorates and mven collocated functional organizations d d c a t -  
ed to supporting the $PO. There are 168 personnel in the Program 
Office; this includes three each from the United Kingdom and the 
Federal Republic of Germany as well as 10 officers and civilians 
from the Navy as this is a joint program office. 

The five core directorates are Acquisition, Advanced Projects, 
Configuration and Data Management, Internatiohal, and Test. 
Within the core directorates, there are 52 Air Force personnel: 26 
officers, 4 enlisted, and 22 civilians (12 of which are technical and 

professional personnel). The core military and civilian personnel, 
as of February 1989, are shown in Exhibit VI-94. 

EXHIBIT VI-93 

AMRAAM PROGRAM OFFICE 

DEPUTY FOR AMRAAM 

I MSD/YM - WLPm 
. . . . . . .  M E C  OFFICER 

MGT O P S  
m ~ m ,  

SPECML 

PRODUCTION 

i U N A G E M E N T  j I JXVISIDN : .................. 

.......................... 
: DIRECTORATE i 
1 01 
i C O N T R A f F N G  !- 

ADVANCED 
PROGRMlS 

......... 1 .......... 
--.. -", i DIRECTORATE i 

i of i 
i LOClSTICS i 

.... 

CONFIG d( DATA 

CONFlC MGT 

DATA YGT 

i ENGINEERING 

DMSION 

. DIVISION : ................ 

DIRECTORATE l T 1  
C E R U N Y  

UNITED 
KINGDOM [ 

......... 1 ................. ' DIRECTORATE ...... ......... _ /  
i D1RECTORATU o( 
i PROGRAM i 
j CONTROL j 

t PRCM INT 
I 

k SPT DIV ASST FOR 

FINANCIAL UC? OPERATIONAL 
DIVISION YATFERS 

................................................... MSgt ................................ 
...................................................................... TSg! ................................. 

................................................... Sgt ............................ 

EXHIBIT VI-94-ADVANCED MEDIUM RANGE AIR-TO-AIR MISSILE (AMRAAM) JOINT SYSTEM 
PROGRAM OFFICE 

Rank AFSC 

CORE MlLlTARY OFFICERS 

Job t#le 

............................. B/Gen 
............................. Cdonel 

Lt. Col ......................... 

Major.. ........................... 

........................... Captain 

........................ Lieutenant 

Number 

CORE MfllTARY ENLISTED 

0002 
2716 
2716 
2716 
2816 

F2825 
2716 
2816 
2724 
2825 

. 2855 
7024 
2724 

Total 

...................................................................... Program Director 
Deputy Program Director ....................................................... 
Directorate Chief ....................................................................... 
Acquisition Management Officer ................................................ 
Staff Dev Engineering Mgr ........................................................ 
Deputy Director .......................................................................... 
Acquisition Management Officer .................................................. 
Staff Dev Engineering Mgr ....................................................... 

........................... ............................... Acquisition Project O n i  : 
Electronic Engineer .................................................................... 

............................................................... Aeronautical f ngineer 
Executive Support Officer ......................................................... 

.......................................................... Acquisition Project Officer 

Total .............................................................................. 

1 
1 
3 
2 
1 
I 
2 
2 
7 
1 
1 
1 
3 

26 

1 
1 

.................... 

.................... 

.................... 
7 

.................... 
4 

.................... 

.................... 
................... 

10 
3 

26 



PROGRAM OFFICE-Continued 

.................................. AIC / 70230 1 Admin Management Spcialirt ................................................... LU 
Total .......................................................................... 1 4 [ 4 

Joial 

CORE CIVILIAN PROFESSIONS 

I r 
Number Rank 

GS-I 1 ............................ 

AFSC Job title 

............................................................. Superv General Edgineer 
General Engineer ........................................................................ 

................................................ Superv Acquisition Mgmt Spec 
Supenr Configuratbn Manager .................................................... 
General Engineer ........................................................................ 
Acquisition Management Spec .................................................. 

.................................................... Data Management Specialist 
General Engineer ......................................................................... 
Configuration Management Spec ................................................ 
Acquisition Management Spec ..................................................... 
Secretary (Steno) ...................................................................... 
Management Assistant ............................................................. 

..................................................................... Secretary (Steno) 
Secretary (Steno) ................................................................. 
Secretary (Typjng) ............................................................ 
Secretary (Typ~ng) .................................................................. 

........................................... Total 

The collocated organizations consist of five directorates: Program 
Control, Logistics, Engineering, Contracting, and Manufacturing. 
In addition, there is a Property Management Division and Assist- 
ant for Operational Matters. In the collocated organizations, there 
are 97 Air Force personnel: 31 officer, 10 enlisted, and 56 civil- 
ians-47 of which are technical or professional personnel. The 
breakout of officers and professional civilians is presented in Ex- 
hibit VI-95. 

EXHIBIT Vl-95-MATRIXED PERSONNEL 

Lieutenant ratonet ................................................... 
Major ...................................................................... 
Captain ..................................................................... 
1st Lieutenant .......................................................... 

........................................................ 2nd Lieutenant 

Total 31  . ............................................................. 

-- 

Offlcers 

GM-15 ..................................................................... 
..................................................................... GM-14 

GM-13 ........................ .. ..................................... 
.................................... &I2 ................................ .. 

GS-11 ...................................................................... 
Total ........................................................ 47 

The development of the F-15 air superiority fighter aircraft has 
been a model success story for the Air Force. The Office of Air 
Force Ristory prepared a monograph on the origin and develop- 
ment of this aircraft (The F-I5 Eagle: Origins and Development 
1964-1972, November 1974). A brief review of the formation of the 
Systems Program Office is instructive. An F-X special projects 
office was established in August 1966 and headed by a colonel, who 

I I I 
Number 

403 
@ served for almost two years From 1967 to May 1968 the 

thorized strength grew from 17 to 50. On July 11, 1969 Brigadier 
General (Selectee) Benjamin N. Bellis was appointed as SPO direc- 
tor. Genera1 Beliis was one of the Air Force's most experienced re- 
search and development managers with service dating back to an 
assignment to the Special Weapons Project in 1947. He worked on 
the development of the Matador and Atlas missiles and later man- 
aged the F-12 and SR-71 aircraft development projects. By July 
1969, the F-15 was identified as the model development and pro- 
curement program for both the Air Force and Department of De- 
fense. In this regard, General Bellis manned, centralized and 
streamlined communications in managing the program. He was 
given authority to select the best personnel he could find. His staff * 

rapidly grew to 230 people, half military and half civilian. Because 
he was committed to the career advancement of his staff, he was 
able to build a well-motivated and tightly-knit team. He also in- 
creased the number of directorates within the "Super SPO" by 
adding procurement and production (now known as contracting 
and manufacturing), test and deployment, configuration manage- 
ment, integrated logistics support, program control, systems engi- 
neering, and projects. The latter was unique in that it was respon- 
sible for assuring the development and availability of vital subsys- 
tems and components: airframe, avionics, and armament. He also 
had liaison officers from Tactical Air Command, Air Force Logis- 
tics Command and Air Training Command. There was a new 
streamlined reporting channel called Blue Line from the Program 
Director directly to the Commander of Air Force Systems Com- 
mand, Chief of Staff, and Secretary of the Air Force. These stream- 
lined procedures closely paralleled Deputy Secretary of Defense 
David Packard's views on weapon systems management. General 
Bellis described his role in 1970: 

Crv~lrans 

I am the single individual who must account for the 
progress, expenditure of funds, problems and solutions 
that will make the F-15 a successful part of the Air Force 
inventory . . .  I am the single source of decision for inte- 
grating all elements of the system . . .  With this type of 
control, there can be no excuses for uncontrolled changes. 

Number 

Program Managers 
Since the inception of the F-15 SPO there have been twelve dif- 

ferent Program Managers. The Air Force only has education, train- 
ing and experience information on the last three, all colonels. 

Tenure. The average tenure for the 11 previous Program Manag- 
ers was 22.5 months. The last three Program Managers averaged 
over 24 months in the position. One retired after serving slightly 
over 1 year and the other left after serving less than 3 years for a 
promotion to manage the C-17 program. The current Program 
Manager has been in the job for two years. 

Education and Training. Information is available only for the 
two most recent Program Managers. Both exceed the educational 
requirements with master degrees in technical and management 
disciplines. Both completed the Program Management Course. 



Experience. Both Program Managers exceeded the experience re- 
quirements with an average of over 10 years in acquisition. The 
current Program Manager also served previously for two years as a 
Program Manager. 

Deputy Program Managers 
-The Air Force had information on the last four Deput9 Program 

Managers, who served an average .of 17 months. The last two were 
GM-15 civilians; the prior two, colonels. 

Education and Paining. Of the three for which information is 
available (2 civilians and one military), all exceeded the education 
requirements with master degrees. Two of the three had completed 
the Program Management Course. 

Experience. The three most recent Deputies averaged over 14 
years of acquisition experience. The two civilians averaged over 16 
years of experience. Also, all three averaged over 8 years of experi- 
ence in Program Management . 
Contracting Officer 

The Air Force has information on two principal PCOs, both civil- 
ians. The first is the Division Chief for the F-15 Airframe Division. 
This individual, appointed in October 1985, is a GM-1102-13 with 
15 years of contracting experience and an MBA degree. The other 
individual is a GS-1102-12 with 15 years of contracting experience 
and an associate degree in accounting. 

Program Office Manning 
The F-15 SPO remains a matrix organization, as indicated in Ex- 

hibit VT-96. There are four core offices: Projects, Acquisition Sup- 
port, Test, and Management Operations. Six offices provide matrix 
support: contracting, engineering, safety, program control, logistics, 
and manufacturing/quality assurance. Further, there is a Tactical 
Air Command Systems Office (TACSO), which is collocated with 
the Program Manager to assure that the operational requirements 
of the using command are considered. Total manning of both core 
and matrix offices is 240 personnel: ninety-five are military (69 offi- 
cers and 26 enlisted) and 145 civilians, 37 of which are administra- 
tive and clerical personnel. Within the core SPO. there are 81 
people: 46 are military (officers and enlisted); 35 are civilians. 
Within the matrix support offices, there are 49 military (officers 
and enlisted) and 110 civilians. Most of the officers are in the 27XX 
Acquisition Management series with the remainder in the 26XX 
scientific and engineering series. The distribution of military offi- 
cer and comparable professional civilian personnel in both core and 
matrix officers is shown in Exhibit VI-97. 

EXHIBIT VI-96 

F - 15 SYSTEM PROGRAM ORGANIZATION 

MANAGEMENT DEPUTY DIRECTOR 
ASSISTANT DIRECTOR 

EXHIBIT VI-97-MILITARY OFFICERS 

Rank 

Colonel ............................ 
(0-6) .............................. 

........................ Lt. Colonel 
(0-5) .............................. 

Major ................................ 
.............................. (0-4) 

......................... Captain ..... 

AFSC 

0029 
2716 
6596 
2716 
2716 
2716 
2716 
0041 
2716 
27 16 
1455 
2255 
2716 
6516 
2855 
6516 
6516 
7016 
2716 

14551 
2255 
2724 
2724 
2825 

M title 

Program Director ....................................................................... 
Assistant Program Director ........................................................ 

..................................................... Director of Contracting 
Director for Projects ................................................................. 
Deputy Director for Projects ....................................................... 
Acquisition Management ......................................................... 

................................................................. Program Management 
Dir. for Acquisition Logistics ....................................................... 

' Director for Test ...................................................................... 
............................................................. Deputy Director for Test 

....................................................... Deputy for Flight Operations 
Acquisition Management ............................................................. 

......................................................... Acquisition Management 
Dep. Dir. Manufacturing/QA ...................................................... 

.......................... ................................... Aeronautical Engineer .... 
Pmcuring Contracting Officer ...................................................... 

..................................................... Pmcuring Contracting Officer 
Dir. Management Operations ...................................................... 

................................... .............................. Management Officer .,. 

............................................. TAC Liaison Office (Rated Pilot) 
....................................................... Assistant Program Manager 

............................................................... Program Management 
............................................................. Acquisition Management 

..................................................................... Electronic Engineer 

N u m k  

1 
1 
1 
1 
1 
1 
2 
1 
1 
1 
1 
1 
2 
1 
1 
1 
1 
1 
2 
1 
1 
9 
1 
2 

Total 

.................... 
.................... 

3 
.................... 
.................... 
.................... 
.................... 
................... 
.................... 

8 
................... 
.................... 
................... 
.................... 
.................... 
.................... 
.................... 
.................... 
.................... 

12 
.................... 
.................... 
.................... 
............*....... 



ClVILlAN PROFESSIONAL 

Total 

2821 
2895 
2665 
6534 
6736 
2724 
2724 
2724 
6624 
4024 
6746 
4925 
2724 
2724 
2855 
2831 
6534 
2724 

Number Rank AFSG 

Electronic Engineer ..................................................................... 
Project Engineer .......................................................................... 

........................................................................ Nuclear Research 
Procuring Contracting Officer ..................................................... 
Budget Officer .......................................................................... 
Analyst .................................................................................... 
Managers .................................................................................... 
Support Eq@. PM (SEPM) .................................................... 
SEPM .......................................................................................... 

....................................................................... Logistics Support 
Financial Management ................................................................ 
Program Manager .................................................................... 

...................... Program Management : ....................................... 
Acquisition Management ............................................................. 
Aquisition Log. Engineer .......................................................... 
Mechanical Engineer ................................................................... 
Cantracts Manager .................................................................... 
Dir. for Safety ............................................................................. 

I I 
lob title 

Tolal 

801 
501 
801 
301 

1150 
855 
861 

11 02 
501 

1101 
801 
301 
896 
855 
861 
830 
180 

1102 
546 
501 
345 
301 

1150 
855 
861 
801 
896 

1102 
346 

1101 
501 
560 
801 
301 

1102 
346 
501 

1102 

Electronics Engineer ............................................................... 1 ................... 
Logistics Management ................................. .... ......................... 1 .................... 
Administration and Program ................................................. 1 3 
Ekironics Engineer ....................................................... 1 1 
Industrial Engineer .............................................................. 1 .................... 

............................................................................... Contracting 1 .................... 
Administration and Program ................................................... 1 3 

Grade 

1 I I I 
Number 

............................. ......................................... General Engineer ... 
General Accounting ..................................................................... 
General Engineer ......................................................................... 
Administration and Program ..................................................... 
Industrial Specialist ..................................................................... 
Electronics Engineer ................................................................... 
Aerospace Engineer ..................................................................... 

................................................................................ Contracting 
General Accounting ..................................................................... 
Business and Industry ................................................................. 
General Engineer .................................................................... 
Administration and Program ....................................................... 
Industrial Engineer ...................................................................... 
Electronics Engineer .................................................................... 
Aerospace Engineer .............................. : ...................................... 

................................................................... Mechanical Engineer 
Psychology .................................................................................. 
Contracting ................................................................................ 
Logistics Management ..................................... ... ........................ 
General Accounting ..................................................................... 
Program Analysis ..................................................................... 
Administration and Program ..................................................... 
Industrial Specialist ..................................................................... 
Electronics Engineer .................................................................... 
Aerospace Engineer ..................................................................... 
General Engineer ......................................................................... 

.................................................................... lndustrial Engineer 
Contracting ................................................................................. 
Logistics Management .............................................................. 
General Business and Industry .................................................... 
General Accounting .................................................................... 

.......................................................................... Budget Analysis 
General Engineer .................................................................... 

................................................... Administration and Program 
............................................................................... Contracting 

.............................................................. logistics Management 
................................................................... General Accounting 

Contracting .......................................................................... 

Program Managers 

Job title - Grade 

There have been four different Program Managers for the (2-17 
program, ail colonels-two Brigadier General. Selectees. The cur- 
rent Program Manager is a Brigadier General. 

Tenure. The average tenure of the four C-17 Program Managers 
is 29 months. The first Program Manager had the longest tenure: 6 
years and 9 months. The shortest tenure was ten months. Reasons 
for departure of the three previous Program Managers was retire- 
ment (I) and promotion (2). The current Program Manager was as- 
signed in August 1987. 

Education and Training. All four Program Managers exceed the 
minimum educational standards with master degrees; all had an 
academic background in either engineering or physical science. 
Only the current Program Manager, however, has completed the 
Program Management Course. 

Experience. Three of the Program Managers exceeded the eight 
years of acquisj.tion experience requirement. The other had seven 
years of acquisition experience. The four averaged almost nine 
years of acquisition experience. Three of the four also had previous 
Program Management experience. 

I I 
&Series 

0%-Series 

Deputy Program. Managers 

Jab title 

There have been three Deputy Program Managers, two civilians 
and one colonel. The two previous Deputies left for retirement (ci- 
vilian) and reassignment (military). The current Deputy is a civil- 
ian appointed in March 1988. 

Education and Baining. All three had a t  least a baccalaureate 
degree in engineering. None completed the Program Management 
Course. 

Experience. The three Deputies averaged fourteen years of acqui- 
sition experience; the colonel had seven years and the two civilians 
thirteen and twenty-two years respectively. 

Contracting Officers 
The Air Force provided information on the current and most 

recent Directors of Contracts, both colonels and the current Deputy 
Director, a GM-1102-14. Both officers had MBA degrees; the 
former Director had 10 -years of contracting experience and the 
current Director only has 4 years of contracting experience. The ci- 



vilian Deputy Director has a baccalaureate degree in industrial 
management, an MBA, and 13 years of contracting experience. 

Program Office Manning 
The C-17 SPO, which is depicted in Exhibit VI-98, is organized 

into ten functional elements: Projects, Test, Development and 
Training, Configuration and Data Management, Management In- 
formation, Engineering, Contracting, Program Control, Logistics, 
Manufacturing and Quality Assurance, and System Safety. There is 
also an Army Liaison Office. Within the core SPO, there are sixty- 
six personnel: 40 are military (35 officers and 5 enlisted) and 27 ci- 
vilians (13 of which are clerical and administrative). A breakout of 
officers and enlisted personnel in the C-17 Program Office are . 
shown in Exhibit VI-99. 

EXHIBIT VI-98 

C - 17 SYSTEM PROGRAM OFFICE 

PROGRAM DIRECTOR '-4 

MANUFACTURING 8 SYSTEM vw 
QUALITY SAFETY LIAISON 

ASSURANCE 

n 

WHlBlT VI-99-C-17 MILITARY PROFESSIONAL STAFF 

I I I 1 
PRQJECTS 

409 

EXHIBIT V1-99-C-17 MILITARY PROFESSIONAL STAFF-Continued 

CONFIGURATION 
& DATA MANAGEMENT 

TEST, DEPLOYMENT 
6 TRAINING 

Number 

CORE MILITARY OFFICERS 

MANAGEMENT ' 
INFORMATDN 

i 

lob title Rank 

Rank 

AFSC 

1 
2 
7 

11 
12 
2 

Total .......................................................... 

Program Director ......................................................... 
Acqeisition Mgmt. Officer ............................................. 
Acquisition Mgmt. Officer ............................................. 
Acquisition Mgmt. Officer .............................................. 
Acquisition Mgmt. Officer ............................................. 
Acquisition Mgmt. Officer .............................................. 

Brigadier Gen ................................ .... .............. 
Colonel .......................................................... 
Lt. Colonel ..................................................... 
Major .................................................................. 
Captain ............................................................... 
Lieutenant .......................................................... 

Loadmaster .................................................................. 
.............................................. Administrative Specialist 

Administrative Specialist ................................................ 
Administrative Specialist ............................................... 
Administrative Specialist ............................................... 

Total .............................................................. 

AW 

35 

.................. ........................................... M. Sgt .., 

M. Sgt ........................................................... 
.................................................................. S.Sgt 

................................................................. Sgt 
Alc ................................. .... ............................ 

0029 
2716 
2716 
2716 
2724 
2724 

Exhibit VI-100 shows core civilian professionals in the C-17 pro- 
gram office. Of the fourteen professional or technical civilians, the 
overwhelming majority are in acquisition management with the 
rest in configuration management. 

EXHIBIT VI-100-CORE CIVILIAN PROFESSIONS 

Job title Number , 

CORE MILITARY ENLfSTED 

MI1470 
70270 
70250 
70250 
70250 

Grade 

GM- 15 
GM- 14 
GM- 14 
GM-13 
GS-13 
GS-13 
GS-12 
GS-07 
GS-07 
GS-06 
GS-06 
GS-05 
GS-05 
GS-05 
GS-05 
GS-05 
GS-04 
GS-04 

Title 1 
Supervisor Acquisition Mgt. Eng. .................................................................. 

..................................................................... Supervisor Acquisition Mgt. Eng. 
................................................................. Supervisor Configuration M g t .  Spec 

Supervisor Configuration Mgt. Spec .............................................................. 
................. ............................................... Acquisition Mgmt. Specialist ............ 
.......................................................................... Acquisition Mgmt. Engineer 

Configuration Mgmt. Speclalist ....................... ., .............................................. 
Secretary ....................................... ....................................... .......................... 

........... ................................ lead Management Assistant ..r.........................+. 

Management Assistant ................................................................................. 
Secretary ................................................................. ................................. ...... 
Acquisition Management Specialist .............................................................. 

.................................................................... Acquisition Management Engineer 
Configuration Mgmt. Specialist ...................................................................... 
Secretary ........................................................................... +.. ........................... 

.......................................................................... DataIProgcam Mgmt. Clerk 

............................................................................. Configurationflest Clerk ...., 
Management Assistant ................................................................................ '.. 

Total .............................................................................................. 

NATIONAL AEROSPACE PLANE (NASP) JOINT PROGRAM OFFICE 

The NASP JPO is a joint Air Force and National Aeronautics 
and Space Administration (NASA) Program Office. Due to its im- 
portance, technical complexity, and scientific challenges, the Pro- 
gram Manager reports directly to the Commander of Air Force Sys- 
tems Coinmand, who is7the PEO. This is the only program in the 
Air Force where the Program Office is a separate organization in- 
dependent of the Product Divisions and the PEO is a 4-star gener- 
al. 



Progmm Manager EXHIBIT VI-101 

Tenure. There has only been one NASP Program Manager since 
the program's inception in 1985, a civilian member of the Senior 
Executive Service. 

Zducation, Training and Experience. The Program Manager for 
the NASP is the only civilian Program Manager of a major Air 
Force program. This individual's qualifications and experience are 
extensive and far exceed the minimum standards except that he 
has not completed the Program Management Course. 

Deputy Program Manager 
There are three NASP Deputy Program Managers, one each for 

the Navy, NASA, and the Air Force. The Deputy Program Manag- 
ers for the Navy and NASA are civilians while the Air Force 
Deputy is a lieutenant colonel sitting in a colonel position. The Air 
Force Deputy was assigned in March 1988, the NASA deputy in 
May 1986, and the Navy deputy in August 1986. 
Education and Training. The Air Force Deputy Program Manag- 

er hm a baccalaureate in aeronautical engineering and a master 
degree in business administration. He has completed the Program 
Management Course. 

Expe~ieltce. The Air Force Deputy Program Manager has exten- 
sive experience as a fighter pilot and test pilot. His acquisition ex- 
perience is limited with his first acquisition assignment the NASP 
Program Office in June 1986. 

Contracting Officers 
There are six contracting personnel assigned to support the 

NASP Program Office; five are GS-1102 civilians and one is a mili- 
tary offi&r. The officer is in the contracting career field, has a 
master's degree and five and one-half years of contracting experi- 
ence. The civilians are all well educated (three with master degrees 
and the other two with baccalaureate degrees), and they average 
13.5 years of contracting experience. The Contracting Officer has 
been in his position since December 1985. 

Program Office Manning 
The NASP JPO is a joint program office having personnel from 

NASA and the Navy as we11 as the Air Force. As indicated in Ex- 
hibit VI-101, there are eight separate directorates plus a manage- 
ment operations offrce. This joint program has far more civilian 
control than normally found in Air Force SPO's, as evidenced by 
the distribution of directors displayed in Exhibit VI-102. 

NASP JPO ORGANIZATION 

EXHIBIT VI-102 

This represents a complete reversal of the typical relationship of 
military to civilian management positions within SPO's. 

Within the core JPO there are a total of 38 authorized personnel: 
28 military (22 officers and 6 enlisted) and 10 civilians. A breakout 
of the military and civilian personnel in the core JPO is provided 
in Exhibits VI-103 and VI-104. It is interesting to note that while 
the program officer leadership is primarily civilian, its staff is pre- 
dominantly military. Of the 10 Air Force civilians in the core func- 
tions of the Program office, four are professional and technical per- 
sonnel, including the Program Manager-and six are clerical. 

Deputy Directorate/deputy for 

.................................... Phase 3 Acquisition 
Engineering ................................................... 
Technology.., ................................... .... ........... 

................................................ Program Control 
...................................................... Applications 

....................................................... Contracts 
........................................... Test and logistics 

............................................................ Projects 

Director 

........................................ Military (AF) 
Civilian (AF) ....................................... 
Civilian (AF) ........................................ 

....................................... Civilian (AF) 
......................................... Military (AF) 
......................................... Civilian (AF) 

................................ Civilian (NASA) 

..................................... Civilian (NASA) 

Civilian (NASA). 
Civilian (AF). . 
Civilian (NASA). 
Military (AF). 
Civilian (NASA). 
None. 
Civilian (AF). 
Civilian (AF). 



EXHIBIT VI-103-CORE MILITARY OFFICERS 

Rank 1 AFSC / lob title I Number 1 Total 

Acquisition Management Mcer ................................................. 
Acquisition Management O f f i  ................................................ 
Project Manager ......................................................................... 
Acquisitin Management Officer ............................................... 
Staff Development Engineer Mngr ....................................... 

...................................... .................... Aeronautical Engineer .. 
.......................................................... Acquisition Project Officer 

Astronautical Engineer .............................................................. 
........................................................... Acquisition Project Officer 

Colonel ............................. 
....................... 11. Colonel 

Major ............................... 

Captain ............................ 

Lieutenant ........................ 

EXHIBIT Vtl04-CORE CIVILIAN PROFESSIONS 

2716 
2716 
2716 
2716 
2816 
2855 
2724 
2845 
2724 

7 1 a d e  1 Series 1 fit16 Number 

1 
.................................. SES 

GS-14 ............................ 
.............................. GS-13 

GS-07 ............................ 

GS-06 .............................. 

I Total 

ES-0861 
0801 
0801 
0341 
0318 
0318 

Program Director ........................................................................ 
............................................................. Systems Study Engineer 

......................................................... Test Management Engineer 
.............................................................. Administrative Assistant 
............................................................ Secretary (Stenography) 

..................................................................... Secretary (Typing) 

CHAPTER VII-PROFESSIONALISM OF THE 
ACQUISITION WORKFORCE 

1 
1 
1 
1 
1 
5 

A premise of this report, and a recommendation in many of the 
aforementioned commission reports, is that the professionalism of 
the acquisition workforce must be improved. As noted in Chapter I, 
we have used the most commonly accepted definition of "profes- 
sionalism"-the conduct, aims, or qualities that characterize a pro- 
fession or professional person. The measure of "professionalism" is 
difficult because professionalism embodies attitudes, values, and 
motivations which are difficult concepts to grmp and to measure. 
Instead, many use a$ a substitute measure membership in a "pro- 
fession"-the requirements of which include: entry criteria, re- 
quired specialized knowledge and public attestation to certain ethi- 
cal standards. 

This chapter explores the elements of professionalism and dis- 
cusses what is or may be required to establish the acquisition 
career field as a profession. Two basic elements of a profession- 
education and training-are highlighted. / 1 Total .................................................................... I 

THE CONCEPT OF PROFESSIONALISM 

Any consideration of value-laden terms such as professionalism 
require careful and precise delineation of their definition and 
usage. Thus, this section discusses the terms profession, profession- 
al, professionalism, and professionalization and describes their 
interrelationship and characteristics. The goal is, to paraphrase 
Dylan Thomas, to "take a debauched and prostituted 

. . .  word and to smooth away the lines of fts dissipation, and to 
put in on the market again, fresh and virgin. 

Profess ion 
A profession is commonly defined as a body of qualified persons 

of cine specific occupation or field. This definition is quite broad 
and is useful as a sociological tool. However, it fails to convey the 
sense that some occupations or disciplines are distinctly different 
from other economic activities. An earlier, more restrictive defini- 
tion, conveys the sense of differentiation: an occupation or vocation 
requiring training in the liberal arts or the sciences and advanced 
study in a specialized field. Historically, a profession is a vocation 
or calling that involves some branch of learning. Those who profess 
it are obligated to put integrity above personal gain in the skills 
that they exercise. The vows made upon entry into one of the three 
ancient professions-medicine, law, and divinity-require a con- 
tract between the inductee and the profession, an offer and an ac- 
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ceptan !!@ e offer is made by the profession in terms of its unique 
skills the inherent responsibility to convey something of value 
to society. The acceptance is society's official institutionalized rec- 
ognition of that particular community as something special. The 
term profession thus denotes a disciplined community of persons 
engaged in a common service activity predicated on a body of 
knowledge. 

I Professional 
A professional is engaged in activities suitable of a profession, 

normally requiring greai; skill or experience in a particular field or 
discipline. A professional thus performs a service for society, indi- 
vidually or collectively. Implicit is a responsibility. to society. In a 
formal sense, the'professional is an expert in a field which requires 
specific prerequisites for entry. Experience is acquired only after 
prolonged education and training. .And throughout their careers, 
professionals must keep abreast of the changes in their occupation 
via specialized training and participation in activities of profession- 
al associations. In common usage, however, a professional is 
anyone who knows his or her job and does it with thorough compe- 
tence. In common parlance then, one can be a "professional" with- 
out being a member of a profession. 

I Professionalism 
Professionalism is derived from the term profession-an occupa- 

tion in which one professes to be skilled. It also refers to a body of 
persons engaged in a calling. Significantly, it derives from the act 
of professing or publicly declaring entry into a religious order. 

The term professionalization is defined as the "acquisition of pro- 
fessional characteristics by occupation, without an increase in 
skill." In this sense then, the skills and competencies do not 
change, Rather, society's view of the importance of those skills in 
terms of their relative value to society changes. The group involved 
thus crosses the threshold from an occupation to a profession. 

A profession has six qualifying characteristics: a specialized body 
of knowledge, requirements for education and training, professional 
organizations or societies, certification or licensing, a code of ethics, 
and social utility. A profession possesses a defined body of special- 
ized knowledge gained through specialized preparation and degree 
programs (generally at recognized institutions of learning). Also 
present ia a strong feeling or' class honor and solidarity, manifested 
in professional organizations which set standards, test competence, 
and provide essential information to the members of the profession. 
The product of this activity is official regulation and licensure. An- 
other product is self-chiplining, or self-policing, embodied in a 
code of ethics enjoining the responsibility of the profession to the 
collective it serves. The last element of profession is a high degree 
of autonomy and responsibility which confers considerable social 
power and high social status; e.g., medicine, law, divinity, engineer- 

415 C ine. and university teaching, have a marked degree of ins itutional- 
izgtion as profess~ons. The j i t ter  characteristic-is the final product 
conferred by society in recognition of the social utility which the 
profession's unique responsibilities provide to society. 

Body of Knowledge 
A profession has an established body of knowledge, developed 

and maintained in academia. This body of knowledge is inextrica- 
bly tied to an academic curriculum, such as engineering or the law. 
The body of knowledge is attained through scholastic advancement 
through this curriculum. Inherently, this body of knowledge is dy- 
namic and expanding. Thus the evolution of this knowledge is ex- 
plicitly tied to on-going research. 

Education and Training 
Because the body of knowledge in the profession is dynamic, the 

members of the profession are ever-learning. This on-going educa- 
tion, training, and selfdevelopment should continue after entry 
into the profession and is generally accomplished through partici- 
pation in seminars and refresher courses and reading academic 
journals. 

Professional Organizations 
A significant characteristic of a profession is the presence of a 

representative association. Associations are the guidons of the pro- 
fession. They seek to further the interests of t.he community. Asso- 
ciations offer education, enhance the body of knowledge, and en- 
courage the professional development of members through various 
programs, including meetings, workshops, and seminars; publishing 
scholarly periodicals, newsletters, and other forms of communica- 
tion; promulgating codes of ethics and ensuring high standards of 
integrity; and promoting competence through certification proce- 
dures based on experience, education, and a rigorous examination. 

Certification or Licensing 
Professional associations can be perceived as a quality control 

mechanism of the profession, ensuring quality education and mem- 
bership corn etence. One tool to assure membership meets accepta- 
ble standar f s is a certification program. Certification encourages 
individual development, establishes standards of achievement, 
measures knowledge, and recognizes the professional competence of 
personnel. 

Codes of Ethics 
Codes of ethics and standards of conduct are based on a concern 

and responsibility for the public welfare. The professional is in a 
position of trust, which is shared by all members of the particular 
discipline or community. 

Social Utility 
A critical factor in the professiona1izat;ian process is to fill a 

social need. Recently, Professor Fritz Stern of Columbia University 
and visitor a t  the Institute for Advanced Study a t  Princeton Uni- 
versity observed: "progress of a profession depends not only, or not 



even principally, on advances in knowledge but on social needs, 
and on the relation letween these needs and the skills of the pro- 
fession." In &her words, the last evolutionary step or phase re- 
quired to move from occupation to profession depends on the social 
utility provided by Ike practitioners of the profession. There has to 
be a desire on the part sf scciety to see the need for the profession. 
This social need is in reciprocal juxtaposition to the social service 
provided. 

I EDUCATION 

Education is a prerequisite for a profeqsional workforce. In 
modern post-industrial society, education is the lubricant for the 
machine of progress. For many years, outside experts and cornmis- 
aions have decried the absence of educational requirements, includ- 
ing a college degree, for the federal civilian procurement work- 
force. The focus of this section will be on contracting civilians- 
GS-1102 personnel-for two reasons. First, nearly all of the limited 
number of civilian Program Managers have scientific or engineer- 
ing educations and thus, ipso facto, have college degrees. Second, 
nearly all military officers also have a college education. Thus con- 
iracting civilians are the only element within the scope of this 
report for which the issue of education pertains. 

In their classic 1962 study on weapons acquisitions, The Weapons 
Acquisition Process: An Economic Analysis, Merton J. Peck and 
Frederick M. Scherer recognized the crucial importance of a qual- 
ity contracting or procurement workforce, and lamented the ab- 
sence of college educated personnel. They noted that in a 1957-1958 
study of military and civilian procurement personnel, only 44 per- 
cent were college graduates and argued that although "formal edu- 
cation is by no means a perfect indicator of technical competence, 
it does represent the best objective measure for which data are 
available.' 

Almost a quarter century later, the Packard Commission re-ern- 
phasized the need for a quality acquisition workforce and observed 
that: 

Federal regulations should establish business-related edu- 
cation and experience criteria for civilian contracting per- 
sonnel, which will provide a basis for the professionaliza- 
tion of their career paths. Federal law should permit ex- 
panded opportunities for the education and training of all 
civilian acquisition personnel. 

The Commission called for the establishment of minimum educa- 
tion requirements for contracting civilians, including a require- 
ment for 24 college semester hours in business-related courses or 
equivalent experience, as entry-level criteria. 

While educational requirements for job entry, including a bacca- 
laureate degree, have long been recognized in the technical and sci- 
entific disciplines, great difficulty has been encountered in estab- 
lishing minimum educational requirements for the civilian con- 
tracting workforce (GS-1102 series). In this regard it is important 

to note that the issue relates only to civilian contracting personnel 
- in the GS-1102 occupational series. Military officers have, in the 

main, been required to have a college degree for some years. An 
indication of the problem can be gleaned from comparisons of the 
educational levels of various segments of' the career field. 

Exhibit VII-1 provides a comparison of the educational achieve- 
ments of military officers in contracting wit.h DOD civilians in the 
contracting field. 

EXHfBlT VI1-1-EDUCATIONAL COMPARISON OF OFFICERS TO ClVlLlANS 
[In percent] 

I 

BA/BS ............................................................................ 
MA/MS .................................. + 

............................................... Total ................... .. 

Navy: 
....... BAIBS .......................... .. 

MA/MS ...................... ......... ....................... 

Total ........................................................................ 

Air Force: 

Exhibit VII-2 indicates the relative increases in college educated 
civilians and officers from 1975 to 1985. 

56 
40 

96 

42 
43 
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Source: Defense Manwwer Data Center. 
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EXHIBIT VII-2 

EDUCATIONAL COMPARISON OF OFFICERS 
TO CfVtllANS 

DEPARTMENT OF DEFENSE 

1980 

YEAR 

= MAfMS* MILITARY &§a BAfBS MlLlTARY 

0 MMA/MS+ ClVlLiAN BA/BS CIVILIAN 

Even though comparisons between military officers and contract- 
ing civilians portray the civilian workforce as relatively uneducat- 
ed, the GS-1102 personnel within the Department of Defense are 
relatively well educated compared to their contracting counterparts 
throughout the Federal government. Exhibit VII-3 provides a com- 
parison of the government-wide figures of those employees holding 
college degrees for 1987 (the most recent figures available) and in- 
dicates that the DOD GS-1102 workforce does not fare poorly in 
comparison to other Federal agencies. In the General Services Ad- 
ministration, the largest civilian procurement agency, only 34 per- 
cent of GS-1102 personnel employed had college degrees-a signifi- 
cantly lower percentage than for any of the Military Departments 
or Defense Logistics Agency. 

EXHIBIT Vll-3-COLLEGE DEGREES HELD BY GS-1102 WORKFORCE 

419 cued EXHIBIT VII-3-COLLEGE DEGREES HELD BY GS-1102 WORKFORCE- 

u a b  / Agency 

i 

Rank / 

N U ~ ~ H  
persomet 

Agency 
Nurnk: / Percent I personnel 

The educational level of contracting personnel in the Depart- 
ment of Defense has exceeded the Federal government average by 
a slight margin since 1981. The Air Force has had a significantly 
greater proportion of contracting employees with college degrees 
than the Government-wide average for the past 10 years. The Navy 
lagged 1 QQT significantly behind the government-wide average until 

6 
7 
8 
9 
9 

I0 
10 
10 
11 
12 
13 
20 

Government- Wide Distribution of Degrees by Employee Grade Level 

............................................................................................................................. Air Force 
......................................................................................................... ........... Commerce .. 

............................................................................................................................ HUD 
............................................................ ...................... Nuclear Regulatory Commission .. 

................................................................................................................... Other DOD 
......................................................................................................... Treasury 

........................................................................................................................ Navy 
................................................................................................ ................ FEMA ... 

. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  HHS 
........................................................................................................ State 
...................................................................................................... Army 

................................................................................. General Services Administration 1 

According to the 1987 figures, fewer of' the GS-9/11 or "journey- 
man" level contracting employees have college degrees than either 
the senior level employees, or the entry level employees, as indicat- 

. ed in Exhibits VII-4 and VII-5, 

(Source: Federal Acquisition Institute. Report on the Acquisition Work Ibrce Flscnl Year 19871. 
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2 
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National Science Foundation ......................................................................................................... 
NASA .................................................................................................................................. 

........................................................................................................................................ Energy 
........................................................................................................ ........................ €PA ... 

tabor ......................................................................................................................................... 

100 
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EXHIBIT VII-4 

GS-1102 GRADE LEVELS 
PERCENT WITH DEGREES 

5 7 9 11 12 13 14 15 

GS LEVELS 

EXHIBIT VII-5--CONTRACTING CIVILIANS 
[Percent with college degree] 

Government-wide .................................................................................................................. 50 
Air Force .......................................................................................................................... 53 
Army.. ................................................................................................................................ 54 
Navy ........................................................................................................................... 49 
DLA.. ............................................................................................................................. 58 

{Source: Federal Acquisition last~tule, Report on the Acquialtion Work Force Fiscal Year 1987). 

COMPARISONS TO OTHER ADMINISTRATIVE SERIES WITHIN DOD 
As shown by Exhibit VII-6, contracting personnel are significant- 

ly better educated than personnel in other administrative series. 

EXHIBIT Vtl-6-GS-1102 VERSUS ADMlNfSTRATlVE SERIES 
[In percent] 

Army 

EXHIBIT Vll-6-GS-1102 VERSUS ADMINISTRATIVE SERIES-Continued 
[Inprcent] 

Bachelor degree ............................................................................. 
Master degree ........................................................................................ 

I i I 

Army 1 Nay'  

DLA Navy 

38 1 41 
8 1 10 

Additionally, as presented in Exhibit VII-7, the relative percent- 
ages of DOD GS-1102 personnel with college educations compares 
favorably to the overall administrative series totals in DOD. 

Air force 

Total ......................................................................................... 

Admin series: 
Bachelor degree ..................................... .... .......................... 

........................ ................................................ Master degree .. 

Total ......................... .. ........................................................ 

Atr Force 

. . - EXHIBIT VII-7 

I I i 

45 
15 

GS-1102 VERSUS ADMINISTRATIVE SERIES 
DEPARTMENT OF DEFENSE TOTAL 

46 
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38 

47 
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Masters Degree 
11% asters Degree 

Bachelor Degree 
43% 

51 

28 
8 

36 

Trend Toward a Better Educated Work force 
There has beefi significant progress in developing a college edu- 

cated contracting workforce within DOD. As previously discussed 
in Chapter V, the percentage of the DOD GS-1102 workforce 
having a baccalaureate degree increased from 32 percent in 1973 to 
53 percent in 1988. Exhibit VII-8 shows the relative percentages of 
civilian degrees by service. 
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OF DOD GS-1102 WORKFORCE WITH COLLEGE DEGREE 
[In percent] 

....................................................................... Total 
DOD ....................................................................... 
Army .................................................................. 
Navy ......................................................................... 
Air Force ................................................................. 

The number of individuals in contracting with advanced degrees 
has also increased; again, as shown in Exhibit VII-9, the Air Force 
has consistently had the largest percentage of the contracting 
workforce with advanced degrees. Throughout this period, the Air 
Force led the other services and DLA in the proportion of its work- 
force with a college education. 

EXHIBIT VII-9 

PERCENT OF CIVILIAN WORKFORCE 
WITH ADVANCED DEGREES 

73 74 75  76 77 78 79 80 81 82 83 84 85 88 87 88 

YEAR 

ARMY NAVY AIR FORCE 

DLA D ~ D  TOTAL 

I Nationwide Educational Trends 
While there is a positive trend in the educational level of the 

contracting workforce, any conclusions drawn from this trend must 
be tempered by the fact that there has been an increase, by any 

, measure, of the number of Americans graduating from college. The 
number of people receiving a bachelor degree almost doubled be- 
tween 1965 and 1980 from 501,000 to 929,000. The number of indi- 
viduals receiving advanced degrees rose from 162,000 to 401,000 

during the same period. By 1988, one of every four American work- 
ers was a college graduate compared with one in five 10 years ago. 
Notwithstanding the fact that the national percentage of college 
degree holders is increasing, the percentage of Federal workers 
with a degree is still greater than the national workforce with 31 
percent compared to 23 percent of all U.S. workers. Further, this 
represents an increase from about 25 percent in 1976, according to 
Civil Service 2000-an analysis prepared by the Hudson Institute 
for the Office of Personnel Management. 

This increase is largely attributable to the growth in the Federal 
professional and administrative workforce vis-a-vis the clerical and 
technical workforce. According to the Civil Service 2000 report, be- 
tween 1976 and 1986 the Federal professional and administrative 
workforce grew by 144,000, and college graduates in these two cate- 
gories grew by 128,000, as indicated in Exhibit VII-10. Conversely, 
the numbers of technical and clerical workers-among whom only 
nine percent are college graduates-decreased by 48,000. Thus, 
almost all of the increase in the college-educated share of the Fed- 
eral workforce came from the shifting mix of jobs within the Feder- 
al sector. 

EXHIBIT V11-10-PROFESSIONAL AND ADMINISTRATIVE WORKFORCE 

Educational Level by Form of Entry Into Government Service 

Total number 

There is also an important nexus between educational level and 
source of initial recruitment. Available data on education and 
source of intake of GS-1102 personnel since 1978 indicates a high 
correlation between external hires and college degrees (Federal Ac- 
quisition Institute, Report on the Acquisition Work Force Fiscal 
Year 1982, 1983, and 1987). During the period from Fiscal Years 
1979 through 1982, 66 percent of external hires were college gradu- 
ates whereas only 26 percent of internal hires had degrees. A large 
proportion of external hires in 1987 had a college degree (83 per- 
cent)-compared to 69 percent of external hires with degrees in 
Fiscal Year 1983-whereas only 35 percent of those recruited into 
the GS-1102 series from within the Government had a degree. 
Also, 28 percent of external hires with a degree were business 
majors compared to just 14 percent of internal hires. 

Historjcally, the government has manifested a marked proclivity 
to hire into the GS-1102 workforce from internal sources. Exhibit 
VII-11 indicates the relative percentages of internal to external 
hires government-wide between 1979 and 1987. As shown by Exhib- 
it VII-12, DOD had percentages comparable to the government- 
wide data, with the Army hiring the largest percentage externally 
and the Navy the least. 

I I I 
College grads Percent 
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EXHIBIT V11-13-INCREASE IN COLLEGE GRADUATES 

COMPARISON OF INTERNAL TO 
EXTERNAL GS-1102 HIRES 

79 80 81 82 83 84 85 86 87 

YEAR 

INTERNAL EXTERNAL 

EXHIBIT VII-12-COMPARISON OF EXTERNAL TO INTERNAL HIRES GS-1102 IN PI 1987 

Fields of Degrees 

Internal 

- - 

Most of the college degrees (59 percent in fiscal year 1987) are in 
business, law, and public administration, with 53 percent of the 
total in business. This compares favorably with the 22 percent 
hired with degrees in business during the period of fiscal years 
1979-1982. However, this growth in business-majors within the 
workforce must be addressed within the context of a significant in- 
crease in business majors. As indicated by Exhibit VII-13, while 
the total number of college graduates increased only slightly be- 
tween 1975 and 1984, the number graduating in business and man- 
agement increased significantly. 

External 
I I 

TRAINING 

Total ...................................................................................... 
Business .............................................................................. 

................................................................... Percent graduates 

Clarion calls for a well trained acquisition workforce have been a 
hallmark of past critiques and commentaries of Department of De- 
fense acquisition. In the Report of Task Group 6, it was noted that 
in "the field of procurement, it is recognized that inadequate train- 
ing of procurement personnel has frequently been the basic cause 
of costly procurement deficiencies." In 1986 the Packard Commis- 
sion observed that the Defense acquisition workforce was under- 
trained in comparison to its industry counterparts. The Commis- 
sion noted there were acquisition training programs a t  five major 
facilities and civilian contract specialists were required to complete 
600 hours of mandatory training. The Commission concluded in A 
Quest for Excellence: Final Report to the President (June 1986) that 
the existing DUD acquisition training effort required improve- 
ments, noting that: 

Insufficient management attention and financial resources 
are serious impediments to adequate training of contract 
specialists and, for that matter, all acquisition personnel. 
Such training . . .  should be centrally managed and 
funded. This is necessary to improve the utilization of 
teaching faculty, to enforce compliance with mandatory 
training requirements, and to coordinate overall acquisi- 
tion training policies. 

922,933 
133,010 

14 

This section describes the statutory and Department of Defense 
mandatory training for Program Managers and contracting person- 
nel, the existing training infrastructure to support this effort, the 
status of this training, and actions taken by the Department of De- 
fense and the services to train their contracting and Program Man- 
agement personnel. In addition, the section reviews how each serv- 
ice and the Defense Logistics Agency manages its mandatory train- 
ing effort and what type of executive level training is provided or 
available within a career program context. 

BACKGROUND: MANDATORY DOD TRAINING REQUIREMENTS 

929,417 
185.361 

20 

Historically, the Department of Defense has consistently es- 
poused the policy that necessary training shall be provided to its 

. personnel. The need for training civilians was established during 
the 1950s. During the 1960s, under the leadership of Secretary of 
Defense Robert S. McNamara, the policies and procedures for 
training civilian personnel were institutionalized. DOD Instruction 
1430.10, "DOD-Wide Civilian Career Programs" (June 2, 1966), 
made training an integral part of civilian career development. This 
Directive also recognized that "training and development is a joint 
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responsibility of management and the employee.' Accordingly, the 
Defense Management Education and Training Program - (DMET) 
was established by DOD Directive 5010.16, "Defense Management 
Education and Training Program" (September 12, 1966), and other 
Department of Defense Directives were promulgated to establish 
responsibilities and procedures for its implementation. In this 
regard, DUD Directive 1430.2, "Assignment of Responsibilities for 
Civilian Career Programs" (May 9, 1966) made a "coordinated 
training and development program" a basic career program ele- 
ment. Today these basic policy directives remain in full force and 
effect. 

Contracting Training 
The need for a trained contracting workforce has long been rec- 

ognized within the Department of Defense. In 1952, the Secretary 
of Defense required each Military Department to establish a "de- 
finitive program . . . for the recruitment and training of competent 
military and civilian personnel" in the area of procurement or con- 
tracting (DOD Directive 4000.8, "Establishment of Basic Military 
Supply System Regulations," September 5, 1952). 

Mandatory Department of Defense contracting training was es- 
tablished with the issuance of DOD Directive 1430.6, "Armed Serv- 
ices Procurement Training Program,'' on July 5, 1961. This Direc- 
tive established requirements for the training of both military and 
civilian contracting personnel and identified 13 different contract- 

-ing courses that would be provided. DOD Instruction 1430.7, 
"Armed Services Procurement Training Register," August 22, 1961, 
listed all joint general and specialized contracting courses as well 
as service-uni ue contracting courses. 't The origina Directive was superseded by DOD Directive 1430.6, 
"Defense Procurement Training Program,' March 10, 1962, which 
established the DOD policy '(to provide personnel engaged in pro- 
curement, and others whose work requires a knowledge of procure- 
ment, with the training necessary. . . . Satisfactory completion of 
Defense Procurement Training courses . . . are vital factors in the 
selection of individuals for career advancement in the procurement 
field". This Directive also established a high-level Defense Procure- 
ment Training Board. A newly issued DOD Instruction 1430.7, "De- 
fense Procurement Training Register," October 28, 1963 expanded 
the number and types of courses to include courses in contracting- 
related functions, such as quality assurance. 

The Department of Defense established an extensive, uniform 
mandatory training program for contracting civilians (GS-1102) as 
well as other related "acquisition" civilians-GS- 1101, -1 103, and - 
1150 occupational series-with the promulgation of DOD 1430.10- 
M-1, "WD-Wide Civilian Career Program for Procurement Per- 
sonnel," dated August 4, 1966, replacing the previous DOD policy 
on contracting training. This Manual went through two revisions 

- (January 28; 1974 and December 7, 1982) and served as the basic 
DOD policy document for mandatory civilian contracting training 
until its cancellation by DOD Directive 5000.52, "Defense Acquisi- 
tion Education and Training Program" on August 22, 1988. 

Mandatory contracting training courses were designed to provide 
basic skills and knowledge for employees to perform in their cur- 

rent positions and to advance in the career field. Courses were di- 
vided into three levels: Entry (GS-5 through GS-8 and officer 01/ 
03), Intermediate (GS-9 through GS-12 and officer 03/04), and 
Senior (GS/GM-13 and officer 04 and above). The December 1982 
edition of DUD 1430.10-M-1 established the DOD policy that: 

Contracting activities shall send employees to mandatory 
courses as soon as they are eligible. Adherence to manda- 
tory training requirements shall be a matter of concern for 
DUD audits, inspector general visits, and procurement 
management and contract management reviews. 

In December 1986 the same training requirements were made ap- 
plicable to military personnel with the publication of DOD Direc- 
tive 5000.48, "Experience, Education, and Training Requirements 
for Personnel Assigned to Acquisition: Contracting, Quality Assur- 
ance, and Business and Financial Management." Prior to this Di- 
rective, there had been no DOD mandatory training for military 
contracting personnel since the early 1960s. Instead, each service 
was allowed to train its military personnel within service guide- 
lines. 

Program Manager Training 
The requirement for mandatory training of Program Managers is 

relatively more recent than the requirement for contracting per- 
sonnel. Secretary of Defense McNamara had sought to improve 
Program Manager qualifications by increased training in the early 
1960s. When David Packard was Deputy Secretary of Defense in 
the early 1970s, he established the Defense Systems Management 
School (now the Defense Systems Management College) for the pur- 
pose of training Program Managers. The Department addressed the 
training requirements for Program Managers through the promul- 
gation by Deputy Secretary of Defense Clements of DOD Directive 
5000.23, "System Acquisition Management Careers," on November 
26, 1974. This Directive required that all major system Program 
Manager candidates receive professional education at the Defense 
Systems Management School's Program Management Course 
(PMC) or Executive Refresher Course (ERC), either before or short- 
ly following assignment to a major program office. Each service or 
Military Department was free to follow the same selection proce- 
dures that it used for other intermediate service schools such as 
the Army Command and General Staff College. With the enact- 
ment of P.L. 99-145, on November 8, 1985, Program Managers of 
major programs were required to complete the Program Manage- 
ment Course a t  the Defense Systems Management College, effective 
on July 1, 1987. 

Notwithstanding the well-established DOD policies on training of 
contracting and Program Management personnel, effective imple- 
mentation of these policies has been problematic. As discussed in 
Chapter VI, the services have been unsuccessful in achieving re- 
quired training of their Program Managers. The services have also 
failed to adequately train their contracting personnel. 



Deficiencies in DOD contracting training were highlighted in a 
1984 DOD Inspector General report-Report on the Audit of De- 
partment of Defense Procurement Training (No. 84-047, February 
14. 1984). This report resulted from the IG s evaluation of 24 DOD 
activities to determine if intermediate and senior level civilian con- 
tracting personnel were receiving mandatory training. In reviewing 
1,551 individual training records of four occupational series, the IG 
found that 67 percent of the courses had not been completed by re- 
&ired DOD 

The 24 activities audited were all central or systems contracting 
functions where greater attention would normally be given to man- 
datory training than a t  the base or installation level because of 
more resources and higher visibility. Exhibit VII-14 indicates the 
training deficiencies identified by the DOD IG by service and 
~ g & c y i n  its 1984 report. 

ElHlBlT VII-14-FINDINGS OF 1984 DOD IG REPORT ON TRAINING OF CONTRACTING PERSONNEL 

............................................................................................................................... Army.. .................................. 
....................................................................................................................... Navy ............ ......... .: ................ ...+-...... 
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Defense Logistics Agency 
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Serviceiagency 

The GS-1102 series was 67 percent deficient overall. None of the 
24 activities audited fully complied with the GS-1102 mandatory 

Percent deficient 

training requirements. 
The DOD IG found a number of impediments to compliance. A 

critical limiting factor was an insufficient number of class offer- 
ings. This shortfall was highlighted in the case of class offerings 
provided by the Air Force Institute of Technolow (AFIT). For the 
nine mandatory courses available through AFIT, only 31 percent of 
DOD training requests could be satisfied during FY 1981, only 17 
per cent of the requests in 1982, and 23 percent of the requests in 

I 

1983. 
Each service had its own system for identifying contracting civil- 

ians to attend the classes, arid each school had its own distinct ad- 
ministrative procedures. Most were hindered in identifying individ- 
ual and gross requirements by reliance on manual systems. Only in 
the Air Force was an automated, service-wide system used; but 
even here two distinct but interrelated data systems were used. 
The general reliance on fragmented and often untimely manual ill- 
formation systems between the functional contracting organiza- 
tions and their civilian personnel offices hindered effective man- 
agement of the training function. The DOD IG noted three addi-. 
tional contributory factors. First, there was a high turnover of con- 
tracting personnel, resulting in constant hiring of new personnel, 
with concomitant training requirements. Second, the language of 
DOD 1430.10-M-1 was silent on specific time frames for completion 
of training requirements. Third, training institutions did not offer 
sufficient alternative training modes such as correspondence 
courses, seminars, and equivalency examinations. The 1984 Inspec- 

tor General Report served as an impetus for actions by the Depart- 
, ment of Defense to redress the chronic difficulties encountered ii: 

training contracting civilians. 
However, each service and Agency and the Office of Secretary oC 

Defense responded differently. In general, the report was viewed as 
a call to action-an opportunity and a challenge. The serii,-t 
schools, civilian personnel functions, and functional managemri~t 
each responded within the constraints of their existing service 
system and traditions. Responses ranged from ad hoc approaches h> 
more emphasis within tile traditional burna~~racy .  

Acgu kit ion Enhancement (ACE) Program 
The reaction of the Office of the Secretary of Defense tr, th:= 

report, conjoined with an initiative of the Defense Counci: on Integ- 
rity and Management Improvement (DCIMI), led to significant 
senior level involvement. On August 22, 1985, Deputy Secretary of 
Defense Taft issued a Memorandum to the services and Defense 
Agencies concerning proper funding for procurement training. This 
Memorandum stated: 

The quality of procurement training and its availability 
has a direct impact on the quality of our procurement 
workforce. I am concerned that such training has been a 
low budget priority in some organizations. You are to take 
appropriate action to ensure that procurement training in 

. . .  accordance with DOD 1430.10-M-1 is being properly 
funded and executed for your entire procurernent work- 

. . .  force. Your procurement training plans should sup- 
port mandatory training for 85 percent of your mandatory 
requirements each year. The execution of these training 
plans are to be a matter of review by your internal audit 
personnel. 

The 85 percent goal established in August 1985 remains the DOD 
objective. 

Simultaneous to the establishment of the Acquisition Enharrce- 
ment (ACE) Program, the Deputy Secretary of Defense, on August 
19, 1985, directed a comprehensive review of actions needed to pro- 
mote a more professional contracting, quality assurance, and Pro- 
gram Management workforce. A three-month joint review was con- 
ducted under the auspices of the Defense Systems Management 
College and included full-time representatives from the services 
and the Defense Logistics Agency. This effort culminated in the -4c- 
quisition Enhancement (ACE) Program Report, Volume I (Decem- 
ber 19851, which developed experience prerequisites and increased 
education and training requirements for 15 job functions, including 
contracting and Program Management. 

The Ace Study Group also drafted new DOD directives and in- 
structions to promulgate the increased training requirement. The 
resulting progeny were DOD Directives 5000.48 and 5000.23, the 
lineal ancestors of DODD 5000.52. Lastly, it recommended the es- 
tablishment of a DOD University of Acquisition Management 
(DUAM) and a follow-on study of the DOD's acquisition training 
base. 
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EXHIBIT VII-15 
The Defense Systems Management College was tasked in May 

1986 to conduct a foIlow-on comprehensive ACE 11 study. The scope 
of this study was to include approximately 56,000 civilian and rnili- 
t a ~ y  "acquisit~ion" personnel in 15 job functions. The ACE 11 study 
report, which was issued in December 1986, noted that the magni- 
tude of the training deficit can be measured in light of a projected 
civilian backlog of about 668,000 student man-days. This backlog 
would increase to two million student man-days when the training 
requirements recommended by the ACE I report became effective 
jn i957. The ACE II Program Report concluded: 

. . . this very s e i f i c a n t  training requirement demands a 
coordinated effort that crosses individual service and 
Agency lines. . . Our review concludes that the coordina- 
tion and directim required to cope with this problem, as 
well as the longer term efforts to obtain and maintain the 
required levels of professionalism, cannot be provided by 
the current segmented education and training manage- 
ment structure. 

The ACE 11 study report repeated the recommended establish- 
ment of a DUD University of Acquisition Management (DUAM), 
with portions of the current DOD learning centers, e.g., AFIT and 
ALMC, becoming its consortium members with no operational con- 
trol. Conceptually, the ACE 11 study team envisioned a two-phase 
development of the DUAM. Phase I would entail the development 
of selected DUD colleges, schools, and training centers nationwide 
into a consortium of associate members as depicted in Exhibit VII- 
15. Phase 11, whose proposed structure is presented at  Exhibit VII- 
16, would culminate in a consolidated university with two principal 
colleges-the Defense Contracting and Quality Assurance College 
and the Defense Systems Management College-and the Institute 
of Acquisition Research. 
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EXHIBIT VII-16 

ORQANIZATIONAL CHART FOR 
DEFENSE UNIVERSITY OF ACQWSIT'ION MANAGEMENT 

(PHASE 11-CONSOLIDATED) 

This proposal was resisted by the services and was ultimately re- 
iected by the Under Secretary of Defense (Acquisition) in Septem- 
ber 1987: 

Lastly, the ACE II study decried the absence of data systems to 
support the training effort. The ACE Study Group had found that 
obtaining the necessary data in response to the Deputy Secretary 
of Defense's tasking in August 1985 proved a "formidable task." 
Accurate training data was not readily available within the Office 
of the Secretary of Defense and the services and Defense Agencies. 
Only the Air Force Contracting and Manufacturing Civilian Career 
Program (CMCCP) had been able to extract information from an 
automated data system-which was still less than optimum. The 
Army and Navy had to rely on cumbersome manual screening. The 
ACE Study recomrnended that each service and agency "establish a 
comprehensive management information system to track the edu- 
cation, experience, and training status of its acquisition personnel." 

The organizational structure for acquisition training within the 
Department of Defense could be characterized as pluralistic decen- 
tralization. Each service has a portion of the training organization 
infrastructure and responsibility. In most cases, the training mis- 

sion and activity encompasses more than acquisition training. The 
training infrastructure is shown at Exhibit VII-17. 

EXHIBIT VII-17 

SERVl CES 

DOD ACQUISITION TRAINING INFRASTRUCTURE 

OSD 
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Offke of Secretary of Defense 
The training function is arranged hierarchically under the 

Deputy Secretary of Defense and the Defense Council on Integrity 
and Management Improvement. At the Office of the Secretary of 
Defense level, there are limited resources to plan and monitor the 
training effort. The training and education effort within OSD is 
supported by the Assistant Secretaries of Defense (Comptroller) 
and (Force Management and Personnel). Under the latter are two 
important support activities: the Training Performance Data 
Center which develop8 data on course requirements and the De- 
fense Manpower Data Center which is responsible for reporting 
course completions and historical data. The Under Secretary of De- 
fense (Acquisition) is responsible for the development of training 
and career development policy for acquisition personnel, and relies 
on a functional ad hoc board structure and the Defense Systems 
Management College to support this responsibility. 

Defense Systems Management College 
- 

On July 1, 1971, Deputy Secretary of Defense David Packard es- 
tablished the Defense Systems Management School, now the De- 



fense Systems Management College (DSMC), as a joint military 
service/OSD professional military institution. DSMC was to serve 
as the capstone for the professional education of DOD personnel in 
Program Management and defense system acquisition manage- 
ment. 

DSMC had its antecedents in the initiatives of Secretary of De- 
fense McNamara to improve the quality of Program Management 
in the Department. In September 1963 Deputy Secretary of Defense 
Roswell L. Gilpatrick directed the establishment of a system/ 
project management educational and training institution. Accord- 
ingly, the Defense Weapon Systems Management Center (DWSMC) 
was established in 1964 a t  WrighbPatterson Air Force Base, Ohio, 
with the Air Force acting as executive agent. This joint DOD school 
offered a 10 week Project Management Course. In June 1969, 
Deputy Secretary of Defense Packard *directed a DOD Review 
Group conduct a comprehensive review of the curricula, faculty 
and administration of DWSMC. The recorninendations of this 
Review Group led to Mr. Packard's decision to disestablish 
DWSMC, effective June 30, 1971, and replace it with the Defense 
Systems Management School a t  Fort Belvoir, Virginia. 

DOD Directive 5160.55 (August 22, 1988) expanded the DSMC 
mission by tasking the college to be the DOD executive agent for 
the DOD education and training program for the acquisition work- 
force, as enunciated in DOD Directive 5000.52. As the USD(A)'s ex- 
ecutive agent, DSMC is to provide full-time oversight for DOD-man- 
dated acquisition training and education in coordination with the 
appropriate DOD functional boards. DSMC also is charged with: 
certification and identification of non-DOD education and training; 
elimination of duplication in course curricula; promotion of higher 
quality training; development of standards for demonstrating corn- 
oetencies in lieu of course attendance; and general oversight of 
iourse quality. 

The Commandant, Defense Systems Management College reports 
to the Under Secretary of Defense (Acquisition). The organization 
of DSMC is shown at  Exhibit VII-18. The Commandant is support- 
ed by the ACE Program Office, responsible for managing the DOD- 
wide effort for training the acquisition workforce and a series of 
boards and councils. 

EXHIBIT VII-18 

DEFENSE SYSTEMS MANAGE3lENT COLLEGE 
FORT BELVOIR, VIRGINIA 

1 AUGUST 1989 

ACQUISITION I 

C?ZHTER FOR 
ACQUISITION 
HANAGPIhNT 
POLICY 

I ENHANCEMENT 
PROGRAM 
OFFICE I 

ACQUISITION INFORMATION OPERATIONS & 
EDUCATION 

SERVICES 

- -  

ACE Program Office. A significant outcome of Deputy Secretary 
of Defensi! Taft's initiatives and the ACE program efforts was the 
informal establishment in May 1987 of a central coordinating ACE 
office within DSMC. This office was formally established on Febru- 
ary 4, 1988 and mandated by DOD Directive 5160.55, August 22, 
1988, which made the Defense Systems Management College the 
DOD executive agent to provide oversight for the DOD education 
and training program for the acquisition workforce. As such, the 
college was given 11 discrete responsibilities within four general 
categories: 

(1) Oversight and review of training and education, in- 
cluding course quality; 

(2) Curricula and course content and course offering 
modes and sources in terms of quality, effectiveness and ef- 
ficiency; 

(3) Management of the annual quota allocation process; 
and. 

OFFICE OF THE 
C O A N T  

(4) Budgeting for necessary resources to support all man- 
datory acquisition education and training. 

This office is headed by an Army Colonel who is authorized four 
subordinates: an  0-5 each from the Air Force and Navy, a GS-14 
Administrator, and a GS-7 Secretary. This office is supported by a 
GS-12 Budget Officer in the Department of College Operations. 

- EXECUTIVE 
INSTITUTE 



Policy Guidance Council and Boards 
DODD 5160.55 also established two boards to support DSMC: the 

DSMC Policy Guidance Council (PGC) and a DSMC Board of Visi- 
tors (BOV). The PGC is established to provide policy and guidance 
for DSMC and to recommend nominees for Commandant to the 
USD(A). It is composed of 17 members, chaired by the USD(A) and 
including the Vice Chairman, Joint Chiefs of Staff, top level OSD 
officials, the Service Acquisition Executives and the Joint Logistics 
Commanders (JLC). The BOV is to advise the USD(A) through the 
DSMC Commandant and the PGC on organization management, 
curricula, methods of instruction, and facilities. Members are to be 
appointed from academia, business, and the defense industry and 
shall serve a two year term. 

The USD(A) has also established two ad hoc boards to support 
DSMC: the Interservice Acquisition Enhancement (ACE) Program 
Action Group and the Curriculum Advisory Council (CAC). Their 
d u t i e ~  and functions are integral to the management of mandatory 
DOD training. 

Each service and Agency has appointed a service ACE Program 
Director to the Interservice Acquisition Enhancement (ACE) Pro- 
gram Action Group, established by the USD(A) to provide the Exec- 
utive Agent with direct access to each service and Defense Agency. 
Its purpose is to facilitate coordination and identify and resolve 
problems and issues, or failing resolution, surface them to the Com- 
mandant of the College and/or USD(A). It will consider questions 
about experience, education and training requirements plus course 
pedagogy, including the establishment of new mandatory courses. 

The ACE Program Office is assisted by the Curriculum Advisory 
Council (CAC), whose mission is to advise in the curricula and sup- 
portive instructional methods/rnaterials for the DOD mandatory 
and equivalent acquisition courses. Its responsibilities include 
review of mandatory courses and coordination of their development 
or revision, recommendation of courses for certification, develop- 
ment of DOD-wide equivalency tests, and provision of no-show data. 
Chaired by the Commandant, Defense Systems Management Col- 
lege or h idher  designated representative, CAC members are 
"senior representatives" from the USD(A), the College, and the ten 
component school-houses. 

The Commandant of DSMC also obtains functional advice (not di- 
rection) from four inter-service functional boards: the Defense Con- 
tracting Career Management Board; the Quality Assurance Coun- 
cil; the Industrial Property Management Board; and, the Manufac- 
turing and Production Board. It is anticipated that additional func- 
tional boards will be established to assist the Executive Agent in 
his duties. 

DOD School System 
DOD Directive 5160.55 requires the Military Departments and 

Defense Agencies to support the Executive Agent, Commandant 
DSMC, through their cognizant schools. Significant and challenging 
tasks for the services include the requirement to determine annual 
requirements plus 5-year projections for training in each rnandato- 
ry acquisition course. They are to maintain cost data for students 

and faculty and attendance, graduation, and no-show data for each 
course. Sponsoring schools arid certified offerors are to submit 
annual reports. 

The existing DOD school infrastructure consists of a core of spon- 
soring schools, orbited irr concentric circles by a series of certified 
schools and certified course offerors. Thus sponsoring schools are 
supported in their endeavors by certified schools and certified 
course offerors who are approved to present mandatory courses. In 
addition, there are distinctive service schools that provide srrvice- 
unique courses. The classification of school type and identification 
of specific sources is discussed below. A more extensive discussion 
of the various schools is provided later, within the context of what 
the schools are accomplishing to train personnel. 

Sponsoring Schools. A sponsoring school is a training source with 
.overall responsibility for a specific course of instruction and is re- 
quired to ensure that the curricula reflects a competency-based 
training approach in which fundamental skills or knowledge re- - 
quired to satisfactorily perform job functions are taught. The spon- 
soring school is also responsible for the development and mainte- 
nance of course materials, conduct of classes, course reviews, and 
an assessment of core competencies. 

There are four sponsoring schools authorized to teach mandatory 
contracting courses and the Program Management Course. These 
schools, the mandatory courses and the personnel required to take 
these courses are shown in Exhibit VTI-19. 

EXHIBIT VII-19-DOD MANDATORY CONTRACTING AND PROGRAM MANAGEMENT CURRICULA 
IContrading and Program Management] 

Army Logistics Management 
(ALMC). 

Defense Systems Management College. 
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(1) Piogram Management @liege Course ............... 
( 2 )  Systems Acquisition for Gofitraciing Personnel. 
(1) Contract Administration (twecutive) ................. 

Program Managers. 
Cantracting Personnei. 
Contracting Personnel. 

(2) Government Contract Law ................................. 
(3) Cantract Administration (Advanced) ................. 
(4) Principfes of Contract Pricing ........................... 
( 5 )  Quantitative Techniques for Cost/Price Ana- 

tysts. 
(6) Advanced Cantract Pricing .......................... 
(1) Management of Defense Acquisition Contracts 

(Basicl: 

Certified Schools. A certified school is an alternative training or- 
ganization within the Department of Defense, certified by the De- 
fense Systems Management College, to teach mandatory courses. 
They may, within certain bounds, revise the curricula and develop 
their own course materials. There are four certified schools: the- 

Contracting Personnel. 

U.S. Navy ....................................... 

(2)' htanagement of Defense Acquisition Contracts 
(Advanced). 

(3) Management of Defense Acquisition Contracts 
(Executive). 

(4) Defense Contracting for Information Re- 
sources. 

Defense Acquisition and Contracting Executive 
Seminar. 

Contracting Personnel. 



Navy ilqiiisitiaa ?daringen?mt Training Cffice (?JAP4:%0), the 
Naval Facilities Contract Training Center (NFCTC), the Air Force 
Lowry Technical Training Center (LTTC), and the DLA Civilian 
Service Support Office (DCPSO). The Navy established NAMTO 
and NFCTC as indigenous training sources to train personnel who 
were backlogged in the Army-sponsored courses at  ALMC. 

Certified Collrse Offerors. Certified course offerors are external 
training sources that have been certified by the Defense Systems 
Management College to teach mandatory courses when the cogni- 
zant sponsoring source is unable to meet the demand. There are 
two certified course offerors: a contractor responsible for courses 
under Navy cognizance and a contractor to supplement the courses 
taught by ALMC. The Air Force has placed greatest reliance on 
contractors to reduce its training backlog. The Air Force has long 
operated the Lowry Technical Training Center (L'TTC) which teach- 
es mainly base-level contracting courses as an equivalent source. 
The L r r C  courses are shown in Exhibit VII-20. 

EXHIBIT VI1-20-APPROVED EQUIVALENT DOD CONTRACTING EDUCATION AND TRAINING COURSES 
[lowry Technical Training Center] -- 

Each service and the Defense Logistics Agency (DLA) endeavor 
to manage the training of their personnel, that is, match specific 
individuals against class and school quotas. All the services rely, in 
the main, on their existing military personnel systems and local 
functional managers to train officers in the mandatory courses. 
They rely on a more formal, centralized approach in selecting offi- 
cers for Professional Military Education (PME), such as Intermedi- 
ate and Senior Service Schools. Likewise, the process of selecting 
officers to attend the Program Management Course tends to be cen- 
tralized. Thus, there is basic commonality in how the services 
manage the training of military personnel. 

On the other hand, there are dissimilarities in how the services 
and DLA manage the training of their civilian personnel. The tra- 
ditional approach to m a n a n g  technical training is to decentralize 
this process in the local civilian personnel office and to functional 
management. However, each service has also come to regard train- 
ing, to greater or lesser degrees, as a function of career program 
management. Therefore, a brief review of training and its relation- 
ship to the civilian career program structures in each service and 
DLA is discussed below. 

Mandatory courses 

Government Contract Law ................................................................ 
........................................................... Principles of Contract Pricing 

.................................................. Defense Small Purchase (Basic) 
Management of Defense Acquisition Contracts (Basic) .................... 

Army 

Equivalent courses 

Base Contract law. 
Base Level Pricing. 
Contracting Specialist. 
Central/Systems Level. 
Contracting or Base Levei Contracting 

The Army manages technical training in a decentralized mode 
with the focal Civilian Personnel Office and functional manager 
scheduling individual training. Headquarters, Army Materiel Com- 
mand is the Army Executive Agent for managing contracting 
courses outside the Materiel Comrnarld school system, e.g., Army 
Logistics Management College. This effort consists of determining 
training needs, requesting schooi quotas, and then allocating 
quotas to the activity, unit, or installation. An annual training 
survey is conducted manually. Inputs are made by various media to 
the AMC Logistics Systems Support Activity which converts re- 
quirements into a standard hard-copy document. Army Materiel 
Command distributes these to cognizant schools, such as the Air 
Force Institute of Technology. The DOD schools provide AMC their 
quotas, which are then suballocated throughout the Army. The last 
survey was run in fiscal year 1987. 

Characterized by decentralization, this system is operated by the 
personnel organization wit b little feedback to functional manage- 
ment. A new PERSCOM system is being developed that will main- 
tain this training database known as the Total Army Centralized 
Individual Training Solicitations (TACITS). This system will be 
available in fiscal year 1991, a t  the earliest. 

Executive Career Development and Twining. The Army has a 
number of management and executive development courses for ci- 
vilian employees. Contrary to the management of the mandatory 
contracting training, the Army approach here is towards more cen- 

. tralization. Long-Term Full-Tim6 Training (LTFT) is professional 
training lasting, normally, at  least 6 months. Individuals usually 
attend in a Temporary Duty status. In academic year 1988-1989, 
the Army planned to have 34 Army-wide quotas for civilians of all 
career fields as indicated in Exhibit VII-21. 

I 

EXHIBIT V11-2 1 -LONG-TERM FULL-TIME TRAINING 

Sc hml 

There is an Army-wide announcement distributed through per- 
sonnel and functional channels. Nominations are open to all GS- 
13s and above, but the emphasis is on GS-14 or higher. Nomina- 
tions are submitted through command channels and must have 
Major Command (MACOM) functional chief endorsement. Nomina- 
tion packages go to PERSCOM where panels of personnelists con- 
vene to rate and rank candidates. They look at  nominees' perform- 
ance, knowledge, skills and ebilities, and the MACOM post-utiliza- 
tion plan. Selections are made by the Army Executive and Profes- 

Quotas 
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Industrial College of the Armed Forces ........................................................................................................................ 
Armed Forces Staff College ......................... ........ .......................................................................... 

.......................................................................................................................................................... Legis Fellows 
.................................................................................................... .......... Army R&D Fellowships .. .................................... 

I 
6 
2 
1 
6 
8 
6 
5 



sional Development Committee, chaired by the Deputy Assistant 
Secretary for Program Planning. 

Unlike the military program, the Army has a very limited Train- 
ing With Industry (TWI) program for civilians. In academic year 
1988-1989, there were only two civilian quotas, and none for con- 
tracting personnel. The Army also has a Professional Functional 
Long-Term Training program. Quotas are provided to various 
Functional Chiefs Representatives (FCR) based on need and criti- 
cality by the Executive and Professional Development Committee. 
This usually consists of university education and is generally one 
year in length. The individual picks the college or university, and 
it is approved by the FCR. Currently Contracting and Acquisition 
does not have quotas in this program. 

In terms of career development, the Army encourages two types 
of career broadening experiences: assignments where an individual 
stays in his or her career field but works temporarily at  a different 
organizational level (again, Contracting and Acquisition did not 
have any participants in 1988); and assignments in different career 
fields, through such programs as the Logistics and Acquisition 
Management Program (LOGAMP). The Army is also participating 
in the Department of Defense Procurement Intern Management 
Enhancement (PRIME) Program and currently has two interns as- 
signed. 

The Navy strives to develop its civilian personnel through mana- 
gerial and technical training. Technical contracting training con- 
sists of mandatory and non-mandatory training pursuant to DOD 
policy. Mandatory DOD contracting training is managed through 
each command (SYSCOM) and subordinate field activities with the 
local s u p e ~ s o r  and civilian personnel office working together to 
schedule and manage training within each activity. 

Executive Career Development and Training. The Navy generally 
takes a decentralized approach to funding and managing civilian 
training and development programs. Thus, there are a limited 
number of Long-Term, Full-Time training and executive develop- 
ment programs that are centrally funded and administered by the 
Office of Civilian Personnel Management. In academic year 1988- 
1989, the Navy had 72 quotas for civilians from all career fields as 
indicated in Exhibit VII-22. 

EXHIBIT Vll-22-NAVY LONG-TERM FULL-TIME TRAINING 

............................................................................................................................... National War College 
.................................................................................................. Industrial bllege of the Armed Forces 

................................................................................................................ Armed Forces Staff College 
President's Executive Exchange Program ................... .... .................................................................. 

................................................................................................... Congressionat Fellowship Program 
............................................................................................... ............. LEGIS Fellows .. 
.................................................................................... M u t i v e  Potential Program 

.......................................................................................... Women's Executive Leadership Program 

As indicated, the contracting career field has had limited represen- 
tation in these programs. 

The Navy also provides central pool funds, when available, to the 
SYSCOMS and other organizations to support their long-term 
training programs. Since 1988, two GS-1102 personnel per year 
have received central funding for this type of training, such as 
graduate training in procurement management a t  universities. 

The Office of Civilian Personnel Management also manages the 
Navy participation in the Office of Personnel Management Execu- 
tive Seminar Center program, consisting of short-term managerial 
and executive training. In addition, each SYSCOM has an estab- 
lished training program, the purpose of which is to acculturate all 
civilians to that SYSCOM and "the military service". The Navy 
does not; have a Training With Industry or Education With Indus- 
try program like the Army and Air Force. 

Air Force 
The Air Force accords mandatory contracting training a high 

priority with concomitant high-level visibility. The Air Force adopt- 
ed centralized management and funding of this training through 
the CMCCP PALACE Team. Non-mandatory technical (contracting) 
training is managed in the traditional, decentralized mode except 
for contracting interns. Supervisors and Civilian Personnel Offices 
schedule employees for this training, utilizing standard automated 
procedures in two interrelated standard Air Force data systems: 
the Personnel Data System-Civilian (PDS-C) and the Pipeline 
Management System (PMS). The PALACE Team has taken a role 
in supporting the non-mandatory training of interns. This has been 
limited in scope because of austere funding. 

Executive Career Development and Training. This training con- 
sists of short-term management and executive development courses 
plus Long-Term, Full-Time training. The primary source of CMCCP 
managerial training has been competitive selection for attendance 
at Office of Personnel Management Executive Seminar Center 
courses. The Air Force Civilian Personnel Management Center 
(AFCPMC) centrally manages and funds for these courses. Each 
career program receives its "fair share" of quotas. Nominations are 
done "in system" (using PDS-C) and individuals are ranked for se- 
lection based on a rating and ranking plan approved by the Profes- 
sional Development Panel. 

Also known as Mid-Level Management Development, Long-Term 
Full-Time Training (LTFT) is centrally coordinated by the 
PALACE Team. The CMCCP Professional Development Panel rates 
and ranks its nominees. Finat selection for all participating career 
programs is made by the Air Force Mid-Level Management Devel- 
opment Panel chaired by the Director of Civilian Personnel. The 
Associate Director of Contracting and Manufacturing Policy is a 
member of this panel. The Air Force has 32 quotas for 1988-1989 as 
indicated in Exhibit VII-23. 



EXHIBIT Vtl-23-AIR FORCE LONG-TERM, FULL-TIME TRAINING 

National War College ...................................................................................................................................................... 
Air War College ............................................................................................................................................................. 
Industrial College of the Armed Forces ............................... : .......................................................................................... 
Armed Forces Staff College ..: .......................................................................................................................................... 
Air Command and Staff Cattege .................................................................................................................................... ... 
legis Fellows ................................................................................................................................................................... 
Harvard University ....................................................................................................................................................... 
Princeton University ......................... ., .............................................................................................................................. 
University of Southern California ............................................................................... , ..................................................... 
Sloan Stanford .............................................................................................................................................................. 

........................................................................................................................................................................ Sloan MIT 
.................................................................................................................................................. Congressional Fellowship 

Education With Industry (EWI). Air Force civilian participation 
in the EWI program began in 1981 and is managed by the Air 
Force Institute of Technology (AFIT) and the respective PALACE 
Teams at the AFCPMC. The CMCCP has the largest number of 
participants with six quotas. The approach for civilians differs from 
the military. Civilian nominations are sought Air Force-wide and 
competitive selections are made by the Professional Development 
Panel. All civilians have prior experience in contracting and should 
be among the best and brightest. They will return to a Contract- 
ing/Acquisition position upon completion of EWI. An effort is made 
to place individuals into follow-on assignments that will allow 
them to benefit from their EWI experience. An evaluation mecha- 
nism to determine the utility of EWI h a .  been established, and the 
results of this evaluation are provided lo the Policy Council. 

The Air Force also has an active civilian career broadening pro- 
gram, centrally managed by the PALACE Team. The purpose of 
career broadening is to acquire new knowledge, skills and abilities 
not available through normal career progression. Individuals are 
competitively selected, and the normal tour of duty is 2 or 3 years. 
Assignments may be to another occupational series or to a differ- 
ent function or organization within the s a w  series. Salaries aod 
other costs are paid b the Civilian Personnel Manageme~t Center. 
CMCCP has 8 career grosdening positions. Six are on the PALACE 
Team. The other two are in the Air Force Directorate of Contract- 
ing and Manufacturing Policy. 

Below the Air Force headquarters level, there are also "ex- 
change" programs within contracting. For example, Air Force Lo- 
gistics Command has an  exchange program with the Air Force 
Contract Management Division of Systems Command which allows 
for limited numbers of contracting civilians to trade jobs between 
Air Logistics Centers (ALCs) and Air Force Plant Representative 
Offices (AFPROs). 

Defense Logistics Agency 

level, individuals are also selected locally for technical and supervi- 
sory training which is funded locally by Primary Level Field Ac- 
tivities. This constitutes the bulk of the training provided to inter- 
mediate and senior-level individuals. 

Executive Career Development and Training. On a selective basis, 
there are a number of contracting civiIians who participate in a 
new Acquisition Mid-Level Management Development Program 
managed by the DLA Civilian Personnel Service Support Office 
(DCPSO). This is a 2 year program with an  initial target-audience 
of GS-9 or GS-11 and a target grade of GS-12. This new program 
has three basic elements: core training, professional education and 
training, and enrichment assignments. The core training consists of 
248 hours of training in management concepts/practices and DLA 
acquisition policy and is taught a t  DCPSO. The professional educa- 
tion and training portion consists of the mandatory DOD contract- 
ing courses plus supplementary education through colleges, profes- 
sional associations and other media. The enrichment assignment 
phase consivta of job rotation into other DLA organizations to pro- 
vide a broader understanding of DLA logistical functions. 

There is also a select group under an executive development pro- 
gram which is centrally funded and managed. Participation may 
include graduate work a t  selected universities; participation in the 
senior service schools (i.e., Industrial College of the Armed Forces, 
Naval War College, etc,); rotational assignments between DLA field 
activities, DLA Headquarters, and the Office of the Secretary of 
Defense; and, attendance at  Harvard, Brookings Institution, the 
Federal Executive Institute, and other institutions of higher learn- 
ing or advanced study. 

TRAINING STATUS 

This section provides an analysis of mandatory contracting and 
Program Manager training in the services and the Defense Logis- 
tics Agency.. 

Army 
Mandatory course completions in the Army are not available be- 

cause of data system deficiencies. In fact, the Army cannot even 
identify its training requirements for FY 89. However, in an 
August 1986 manual survey on the status of training for civilian 
and military workforce conducted for the ACE Program Office, the 
Army reported that 65 percent of its contracting civilians and 25 
percent of its military contracting personnel had completed manda- 
tory contracting courses. The breakdown of the training situation, 
from ACE Program Report II, (Volume I, December 1986), is shown 
in Exhibit VII-24. 

Training is managed and funded locally, that is, decentralized. 
Whenever possible, mandatory training is provided by in-house in- 
structors a t  the DLA Civilian Personnel Sewice Support Office 
(DCPSO), which is certified by the DOD Acquisition, Education and 
Training Executive Agent-DSMC. At  the intermediate and senior 



EXHIBIT VII-26-ARMY LOGISTICS MANAGEMENT COLLEGE COURSES 
WHlBlT VII-24-NUMBER REQUIAEMENTS/BACKLOG 

[Percent not trained] 
-- - - 

1 Civiltan 1 M i l i t a~  

Course I Asslgnd 1 Barklag I Pernnl / / Assigned / Backlog I Percenl / 
...................... Contract adm. (advanced) 

............................. Contract adrn. (basic) 
................. Def, acq. and con. exec. sen. 

.............................. Cont. neg. workshop 
................................... Small purchase 

................................. Cost/price analysis 
Contract law .......................................... 

...... ....................... MDAG (advanced) .. 
..................................... MDAC (basic) 

............................... Mngt. of managers 
....................................... Contract pricing 

Total .................................................... I 

The Army recognizes it has a problem in knowing its real train- 
ing requirements. The disparity in the Arm training requirements 
identified to the ACE Program Office for 86 and FY 90 would 
seem to confirm this lack of precision, As seen in Exhibit VII-25, in 
FY 86 the Army identified a requirement for 6,259 classroom seats, 
whereas in FY 90 it identified 5,224 training requirements and the 
accuracy of this number is questionable. If one compares the stated 
requirements in August 1986 with the same requirements offered 
in FY 90 (excluding the courses for which data was unavailable or 
which had been established since August 1986), the reduction of 
1,035 requirements from 6,259 (1986) to 5,224 (1990) is a decrease in 
requirements of 17 percent. As a caveat, the requirements for FY 
90 are probably no more accurate then those for FY 86. 

EXHIBIT VII-25-ARMY TRAINING REQUIREMENTS 

Management of defense acquisition contracts (MDAC) basic .......................................... 
Principles of contract pricing .......................................................................................... 

....................................... Management of defense acquisition contracts ( MDAC) advanced 
................................... Government contract law ....................................... ..., 

Advanced contract administration .......................................................................................... 
Quantitative techniques for cost and price analysis ........................................................... 
Defense contracting for information resources ..................................................................... 

........................................................... Major systems acquisition for contracting personnel 
....................................... Management of defense acquisition contracts (MDAC) executive 

Contract administration (executive) ................................................................................... 
............................................................. ..................................... Advanced contract pricing ... 

Defense acquisition and contracting executive seminar ....................................................... 

.......................................................................................................................... Total 1 
i 

1 No data. 
(ACE Blue Book: Defensa Atquisilion Education and Training Program FY 90 Budget, August 19, 1988). 

The Army has cognizance over four mandatory contracting 
courses, with the Army Logistics Management College (ALMC) as 
the sponsoring school. These courses and the number of personnel 
to be trained for FY 90 are depicted in Exhibit VII-26. 

Course No. trained 

1 
Management of defense acquisition contracts (basic) ...................................................................................................... 2,4 10 
Management of defense acquisition contracts (advancedl ............................................................................................... 2,646 
Management of defense acquisition contr~cts (executive) ...............,.............................................+................................. 1 801 
Defense contracting for information resources .............................................................................................................. 223 

ALMC uses a variety of instructional modes: resident (at ALMC), 
on-site (the instructor goes to the student location), correspondence 
(for the MDAC Basic course) and satellite classroom. ALMC has 
also supplemented its faculty course offerings with a contractor to 
teach mandatory contracting courses. ALMC is restrained in its fa- 
cilities and has undertaken a classroom expansion project. The de- 
velopment of a television satellite classroom network has been an 
effective method of training large numbers of personnel. However, 
there are concerns about the quality of the instruction in such an 
environment. A review of personnel attending classes conducted in 
fscal year 1988 and 1989 is shown in Exhibit VII-27. 

....................................................................................................................................................................... Total 

WHlBiT V11-27-PERSONNEL AllENDlNG ALMC COURSES 

6,080 

The National Guard Bureau (NGB), through its Principal Assist- 
ant Responsible for Contracting (PARC), is responsible for assuring 
that contracting personnel in both the Army and Air Guard are 
trained pursuant to IDOD policy. Exhibit VII-28 identifies the con- 
tracting training courses attended by National Guard Bureau per- 
sonnel in F Y  87 and FY 88. 

MDAC (advanced): 
................................................................................................................... Resident 

On-site ...................................................................................................................... 
........................................................................................ Contractor ......................... ., 

Total .................................................................................................................. 

MDAC (executive): 
Resident ............................................................................................................... 

...................................................................................................................... On-site 

Total ............................................................................................................ 

Defense Contracting for information resources: 
Resident ...................................................................................................................... 
On-site ......................................................................................................................... 

.................................................................................................................. Total 

EXHIBIT Vfl-28-NATIONAL GUARD BUREAU CONTRACTING PERSONNEL TRAINED 

Ccsl/price analysis ................................... ..... ...................................................................................... 
....................................................................................................................... Contract negotiation workshop 

Mamgernent of defense acquisition contracts (basic) .................................................................................... 0 

MI988 

640 
1,645 
2,680 

4,965 

90 
30 

120 

210 
I40 

350 

- 

FYI989 

640 
1,675 
1,850 

4,165 

480 
180 

Total 

1280 
3,320 

. 4,530 

9,130 

570 
210 

660 

210 
140 

3 50 

780 

420 
280 

700 
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GUARD BUREAU CONTRACTING PERSONNEL TRAINED-Continued 

Management of defense acquisition contracts (advanced) .................................................................................. 
................................................................................................................................................ Small purchase 

.................................................................................................................................... Contract law ( 2  classes) 

........................................................................................................................................................ Total I-!- 113 150 

The Corps of Engineers provides four courses for its civilian con- 
tracting officers who are not in the GS-1102 series. Exhibit VII-29 
identifies these courses and provides their length. 

EXHIBIT VII-29-CpRPS OF ENGINEER'COURSES FOR NON-GS-1102 CONTRACTING OFFICERS 

Course title 

Corps military officers attend two courses: the District Officer In- 
troduction to Contracting Course and the Corps of Engineers Com- 
manders Pre-Command Course. These courses have not been certi- 
fied as equivalent to the DOD mandatory courses. 

In addition, the Army Health Services Command medical f~gisti- 
cians (SSI 67K) who are warranted contracting officers do not. 
attend all the mandatory contracting courses. Instead, these offi- 
cers enter the Army Medical Department Acquisition Officer 
Intern Training Program. Only the three following courses are re- 
quired: Management of Defense Acquisition Contracts (Basic), De- 
fense Small Purchase, and Government Contract Law or Base Con- 
tract Law. 

Length 

Canstructin contract administration ................................................................................................. 
....................................... ........................................... Advanced cbnstruction cantract administration .. 

.................................................................................................. Negotiating construction modifications 
Cost analysis ....................................................................................................................................... 

Navy 

I 
36 hours. 
36 hours. 
32 hours. 
32 hours. 

The Navy is unable to report on the mandatory training status of 
its personnel for current or recent fiscal years. The Navy now rec- 
ognizes the need for information on the training, education, and ex- 
perience of its contracting workforce in a timely and centralized 
fashion, and it has developed two initiatives to correct this deficien- 
cy. First, the Navy Contracting Career Management Board 
(NCCMB) determined that a quarterly "snap shot" of the workforce 
is necessary to scope the size of the training requirement. A work 
group was established to create a system to gather management in- 
formation currently in use to determine the training requirements. 
The first report of this group was due on April 30, 1989. Second, in 
February 1989, the Navy's contract with its Defense Management 
Education and Training (DMET) contractor now requires the con- 
tractor to provide selected information by class on each student. 
This new capability should provide monthly training completion 
data. 

While today the Navy cannot identify training requirements, in 
1986 it did provide training backlogs and requirements to the ACE 
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Program Office. As the requested data was provided, Navy officials 
notGd that the reliability -of the data was -questionable. - Notwith- 
standing these limitations, the Navy reported its 1986 contracting 
training status as depicted by Exhibit VII-30. 

WHlBlT VII-30-NUMBER REQUIREMEHTS/BACKLOG 
[Percent not trained] 

I Clvitian I Military 

Backlog 
Course 

Contract adm. (advanced) ..................... 
Contract adm. (basic) ......................... 
Def. acg. and con. exec. sem .................. 
Contract neg. workshop ........................... 
Cost/price analysis .................................. 
Smalt purchase ..................................... 
Contract law .......................................... 
MDAC (adv.) ........................................... 
MDAC (basic) ....................................... 
Mflgt. of managers ................................. 
Contract pricing ................................ 

Total ................................................. 

Assigned 

1599 
1702 
898 
691 
373 

2675 
3285 
1599 
1740 

125 
373 

15060 

The Navy has established a training team concept consisting of a 
triad of .training sources: the Defense Management Education and 
Training (DMET) contract; the Navy Acquisition Management 
Training Office (NAMTO); and, the Naval Facilities Contracts 
Training Center (NFCTC). The Navy began satisfying its special- 
ized contract training requirements under commercial contract in 
the late 1950s. This approach allowed the Navy to send contract in- 
structors to students a t  specific locations. With the establishment 
of the Defense Management Education and Training (DMET) Pro- 
gram in the 19608, each service agreed to share responsibility for 
the training of its workforce. 

At this time, the Navy decided to continue using the contract ap- 
proach. During the period from Fiscal Year 1986 through Fiscal 
Year 1988, the Navy offered as many as 14 different courses under 
its DMET contract including the following eight mandatory 
courses, the first three of which the Navy is the DOD sponsor: De- 
fense Cost and Price Analysis, Defense Contract Negotiation Work- 
shop, Defense Acquisition and Contracting Executive Seminar, Con- 
tract Law, Management of Defense Acquisition Contracts (Basic), 
Management of Defense Acquisition Contracts (Advanced), Con- 
tract Administration, and Quantitative Techniques for Cost and 
Price Analysis. The Navy is also the sponsor for five non-mandato- 
ry contracting courses, such as the Defense Contracts Management 
for Technical Personnel course. 

From FY 1986 through FY 1988, 10,200 personnel (civilian and 
military from all services) received Navy sponsored training 
through this mode. The specific breakout is shown in exhibit VII- 
31. 

Percent 

47 
90 
64 
51 
53 
42 
70 
47 
60 
74 
53 

59 

r q .  

159 
171 
89 
69 
37 

268 
328 
159 
175 
I2 
37 

1504 



EXHIBIT VII-;?I-CONTRACTING TRAINING THROUGH DMET 
EXHIBIT VII-33 

...................................................... , " 1 1 ;' 1 2 5  1 1 12. Cost and price analysis I 
Contract negotiation workshop ............................................... 1400 1575 1375 

.............. Defense acquisition and contracting executive seminar 24 600 30 750 28 700 

In addition, five other mandatory contracting courses were 
taught by the DMET contractor in the period FY 86 through FY 
88. There were 16 classes of Defense Contract Law (400 students); 
12 classes of the Management of Defense Acquisition Contracts 
(Basic) (300 students); four classes of the Management of Defense 
Acquisition Contracts (Advanced) (100 students); four classes of 
Contract Administration with 100 students; and, five classes of . 
Quantitative Techniques for Cost and Price Analysis (125 students). 
Thus, the contractor serves as the Navy "shock-absorber" for train- 
ing Navy and DUD employees over-and-above the cognizant propo- 
nent schools. For example, the Air Force trained 1,350 personnel 
under the Air Force Logistics Command PACER PRODUCE intern 
training between 1984 and 1986. Approximately, 5,400 Air Force ci- 
vilians were also trained under COPPER TOP between 1986 and 
1988 using the Navy Contractor. This represents 73 percent of the 
total training provided by the DMET contractor. 

Based upon the services' requirements, in FY 89 the Navy is of- 
fering 21 classes of the Defense Acquisition and Contracting Execu- 
tive Seminar with 469 quotas allocated as follows: 

_ _  
Cou~se 

- -- -. . - - 

HHIBIT VII-32-DEFENSE ACQUISITION AND CONTRACTING EXECUTIVE SEMINAR ff 89 
ALLOCATIONS " 

Ff 88 

Sewice / auotas I Percent 

Classes Students 

FY 86 

Under the new, more centralized training program, the ACE Pro- 
gram Office has also delegated authority to the Navy for FY 90 to 
teach mandatory courses over which other services may have cog- 
nizance. Training will be provided by the Navy Acquisition Man- 
agement Training Office (NAMTO) in Norfolk, Virginia. NAMTO 
was established in October 1985 by the Commander, Naval Supply 
Systems Command. Its primary purpose was to increase the needed 
training for contracting personnel working in the more than 900 
contracting offices throughout the Navy Field Contracting System. 
Located a t  the Naval Supply Center Norfolk, NAMTO employs 51 
civilians; it is an organizational component of the Fitting Out and 
Supply Support Assistance Center (FOSSAC) and is organized as 
shown a t  Exhibit VII-33. 

FY 87 

Classes 

............................................................................................................................................................. Army 

.......................................................................................................................................................... Navy 
........................................................................................................................................................... Air Force 

DM ............................................................................................................................................................. 

NAW ACQUISITION MANAGEMENT 
TRAINING OFFICE 

GM- 15 
Classes Students 

GM- 14 SPECIALIST 
GS-12 

DEPUTY 

GH- I4  

Students 

60 
281 
110 

18 

COURSE DlR 
MDACC (A) 

13 
60 
23 

4 

COURSE DIR 
PRINCIPLES OF 
CONTRACT PRICING 
CLP/NEGOTIATIONS 

I INSTRUCTORS ( 5 )  1 

COURSE DIR COURSE DIR 
ADV CONTRACT 

INSTRUCTORS ( 4 ) 

NAMTO delivers courses on-site a t  Navy locations world-wide. 
The. NAMTO instructors are primarily GS-1102 contract special- 
ists. For other than facilities contracting, NAMTO is the Navy in- 
house resource for mandatory course development. NAMTO has 
been certified to teach the eight mandatory contracting courses, 
shown in exhibit VII-34 along with numbers of classes offered and 
students taught: 

I 

I /  

EXHIBIT Vll-34-MANDATORY CONTRACTING COURSES AT NAMTO 

ILLUSTRATOR 

............................................................... Gost and price analysis 
Contract negotiation workshop ............................................... .... 
Contract law ........................................... 
Management of defense acquisiti~n contracts (basic) ................ 
Management of delense acquisition contracts (adv) .................. 

............................................................. Contract administration 
Contract administration (a&) ................................................... 
Defense Acquisition and contracting executive seminar ............... 

EDS STAFF 1 4 )  

SECRETARY 

Course 

...... Total , ......................................................................... I 
NAMTO has proven very effective in supplementing the regular 

training sources, having taught over 5,700 individuals in the rnan- 
datory contracting courses since Fiscal Year 1986. Both NAMTO 
and NFCTC will be teaching the Government Contract Law course 

EDS DIRECTOR M H I N  STAFF( 8 )  

FY 86 

Classes Studmb 

- N 87 

i 
Classes 

N 88 
Students Clases 

I 
Sludenls 

I 





(AFSC) to use for reducing the training backlog of their contracting 
civilians. 

In addition, AFLC had established a special command intern pro- 
gram known as PACER PRODUCE to replenish the contracting 
workforce while keeping up with an expanding workload. These in- 
terns were originally trained in a centralized location by, complet- 
ing all the entry-level mandatory courses in sequence; then, the in- 
terns were moved to the various Air Logistics Centers for their on- 
the-job training. In later iterations of PACER PRODUCE, interns 
were trained at  their respective ALCs. In both cases, the Air Force 
relied on the Navy contractor and ALMC instructors to bring the 
classroom to the workplace. 

With the establishment of the CMCCP and its PALACE Team 
within the Air Force Civilian Personnel Management Center in 
January 1985, the framework was established for a centralized, Air 
Force-wide management approach. A problem facing the PALACE 
Team, which is characteristic of all the services, was that it did not 
know how many people required what courses; nor did it know who 
or where they were. Even though the Air Force had a training sub- 
system within the Personnel Data System-Civilian (PDS-C), it 
was not working optimally and required systems enhancements 
and extensive data base management. 

The Air Force adopted a two-pronged approach to solving this 
problem. First, the software subsystem of the Personnel Data 
System-Civilian (PDS-C) training system was fmed. This was fol- 
lowed by a massive Air Force-wide effort to purify the data base 
and maintain it, known as COPPER PURE, and involved every Ci- 
vilian Personnel Office, every manager and every civilian GS-1102 
employee in the Air Force. Second, the Air Force decided to cen- 
trally manage training by centralizing the funding and controlling 
the allocations through the PALACE Team, which also estab- 
lished-in conjunction with every MAJCOM in the Air Force-a 
world-wide training schedule. 

Equally important centralized funds were provided by the Air 
Force Secretariat. In August 1985, the Assistant Secretary of the 
Air Force (Financial Management) advised the OASD (Comptroller) 
that the Air Force would take all "actions necessary to ensure all 
of our procurement personnel have met mandatory- training re- 
quirements." 

The emphasis was to bring the classroom to the workplace in so 
far as possible, thus reducing costs. From its inception, COPPER 
TOP was intended to supplement, not replace, the traditional train- 
ing infrastructure. The CMCCP PALACE Team held annual confer- 
ences of civilian personnel/functiond representatives from cogni- 
zant MAJCOMs as well as the DOD schools to develop a viable 
schedule for the next year. The Team provided detailed and timely 
reports to the CMCCP Policy Council on courses, fill-rates, and ' 

MAJCOM support of the program. By exploiting the data system, 
the senior Air Force civilian leadership was able to telescope in on 
problem areas and provide guidance and instructions, as necessary, 
to the appropriate MAJCOMs and field offices. This program was 
highly successful, as can be seen by a review of its history, as 
shown in Exhibit VII-37. 

&HIBIT VII-37-COPPER TOP SUMMARY 

Copper top 

Thus, COPPER-TOP proved a significant tool to reduce the train- 
ing backlog of civilians. One also discerns decreasing per capita 
costs with each iteration of COPPER TOP. The cost to train a stu- 
dent was also uch less than in the traditional resident mode. For 
example, Air ;fr raining Command estimated a cost of a b u t  $1,000 
per student for comparable classes in residence. Courses taught by 
AFIT were comparable, as can be seen by the AFIT FY 90 budget 
report .extract (Exhibit VII-38). 

Total ............................................................................................................. 

EXHIBIT Vll-38-AFIT FY 90 BUDGET REPORT 

Year 

$6,835,000 

Budget 

Qurse 

In the On-Site Cost column, the first figure represents the cost 
for faculty instructors and the second amount represents the cost 
per student. For example, the cost to teach contract pricing on-site 
was $3700 for the instructor and an average of $400 per student at- 
tending. Thus, one can see that the on-site mode of instruction was 
more cost-effective. It should be noted, however, that resident costs 
also include course development costs, which are not always includ- 
ed in on-site costs. 

There are, however, disadvantages to the on-site mode. First, the 
quality of instruction must be monitored. Second, adequate facili- 
ties must be provided. Lastly, on-site classes tend to be more homo- 
geneous than resident classes which have students from all DOD 
components. 

Another advantage from the centralized management manifested 
in the COPPER TOP program, was a much higher fill-rate than the 
resident schools achieved. Fill rates historically exceeded 96 per- 
cent in the COPPER TOP classes. The situation of AFIT relative to 
the fill-rate problem is not considered atypical. In FY 1988, AFIT 
had 359 unfilled seats in six mandatory contracting courses. These 
unused allocations and the fill rate for each course are shown in 
Exhibit VII-39. 

8,978 

Contract pricing ...................................... 
.................................................. Contract law 

Contract administration (advanced) ................. 
Quantitative techniques cost and price analy- 

sis. 
............................. Contract admin (executive) 

Advance contract pricing ................................. 

Number trained 

$761 

1 I 
Resident cost 

:tk7 , 

On-site cost 

Sl295/student ................................ .... 
$1008/student .............................. 
$1008/student .................................... 
$1254/student .................................. 

$715/student ................................... ..... 
$1008/student ................................. 

$3700 and $400/student. 
$4200 and $26O/student. 
$4575 and $260/student. 
$3990 & $380/student. 

Not taught on-site. 
$2695 and $260/student. 



EXHIBIT VII-39-FILL-RATES FOR AFlT MANDATORY COURSES 

Cwrse 

Undoubtedly, the COPPER TOP initiative provided a cost-effec- 
tive and efficient mechanism for reducing the training backlog 
while responding to the needs of the Air Force civilian lesdership. 
In a 1987 report to the Under Secretary of the Air Force, the 
CMCCP PALACE Team projected that the DOD goal of 85 percent 
might be reached by FY 89 with full funding, as indicated by Ex- 
hibit VII-40. 

................................................................................................................................................ Contract ~r ic ing  
.............................................................................................................. Contract law .... ............................. 

bntract administration (advanced) ................................................................................................................ 
..................................................................................... Quantitative techniques for cost and price analysis 

Advanced contract pr~cing ............................................................................................................................... 
....................................................................................................................................... Contract administration 

EXHIBIT VII-40 

I 
Unused 

123 
34 

145 
25 
29 
3 

1 
MANDATORY CIVILIAN TRAINING 

Fill-rate 

With austere budgets, however, funding was reduced and this 
goal was rot  achieved. In its response to the DEPSECDEF guid- 
ance, the Air Force programmed over $17 million between FY 89 
and FY 94. In every year, however, actual COPPER TOP funding 
was lower, and in FY 89 it was cut 82 percent. Finally, it  was elimi- 
nated in FY 90 through FY 94. 

Like the Navy and DLA, the Air Force has made significant 
progress in reducing the training backlog, especially of its civilians. 
However, like the other services and DLA, the Air Force has had 
difficulty in properly identifying its true backlog. The systems 

changes in the Personnel Data System-Civilian (PDS-C) and the 
various iterations of COPPER PURE resulted in a well scrubbed 
data base, which-nonetheless-requires continued maintenance. 
The training data on military personnel requires a similar effort. 

The difficulty may be seen when one compares the Air Force 
input to the ACE Program Office in August 1986 (Exhibit VII-41) 
with an updated input in 1988 (Exhibit VII-42). 

[Percent not trained] 

Contract admin (advanced) ............................... 
Contract admin (basic) 

Cantract negotiation workshop 
Cost/price analysis 
Sma[l purchase 
Contract law 
(MDAC) (adv.) ..................................................... 
(MDAC) (basic) ............................... .................. 1667 
Mngt. of managers ............................................... 
Contract pricing .................................................. 607 328 

Total .............................................................. 17803 10609 

Annual 
r q  

103 
88 
54 
65 
32 

108 
214 
103 
88 

8 
32 - 

895 

Assigned 

Military 

Backlog 

217 
24 1 
24 1 

2172 
957 

2416 
363 
217 
1786 
48 

957 

The Air Force reported that its backlog of civilian mandatory 
training requirements was 60 percent and the backlog of its mili- 
tary personnel were 71 percent. These requirements were probably 
understated as in the case of the other services. The Air Force 
input a t  that time was based on an incomplete COPPER PURE for 
civilians as well as a military data base which was inaccurate. 

EXHIBIT VII-42-UPDATED 1988 DATA 

Contract administration (advanced) ................... .. ............................................................... 
Contract law .............................................................................................................................. 
Management of Defense Acquisition Contracts (MDAC) (basic) ........................................ 
Management of Defense Acquisition Contracts (MDAC) (advanced) ...................................... 

..................... Cont'act pricingfcost and price analysis .. ............................................... 
Defense acquisition and contracting executive seminar .......................................................... 

Total .......................................................................... 11,170 

course 

The Air Force acknowledges that the backlog requirements pro- 
vided for the FY 90 budget are inaccurate. The proper tracking of 
military training requirements remains a prohlem. For the civilian 
workforce, the backlog has improved significantly. In January 
1989, the Air Force reported that its total training backlog for GS- 
1102 personnel was down to 32 percent. The largest portion of the 
training requirements and course completions are found in the two 
procurement cor~mands: AFSC and AFLC (Exhibit VII-43). The re- 
mainder are in the operational MAJCOMS. 

1986 1988 Percent 



EXHIBIT Vlt-43-TRAt NING REQUIREMENTS AT AFSC AND AFtC 

................................................................................................................................ AFLC 14106 

............................................................................................................................... AFSC 
................................................................................................... Operational Contracting 

In comparing training requirements for civilians between 1986 
and 1989, one finds, generally, positive trends (Exhibit VII-44) 
except for Contract Pricing or Defense Cost and Price Analysis. 

Percent 
backhg 

EXHIBIT VII-44-TRAINING REQUIREMENTS FOR CIVILIANS 

Percent 
mpie te  r::g 

Course 

~0npF 

Cwrse 

The Air Force is the sponsor for six mandatory contracting 
courses through the Air Force Institute of Technology. Historically, 
AFIT has been overburdened and unable to meet the demands for 
the contracting courses under its cognizance. In FY 1988 it provid- 
ed 127 class offerings of the seven mandatory courses under its cog- 
nizance. One course, Contract Administration, is no longer a man- 
datory course. These classes and the distribution of spaces are 
shown in Exhibit VII-45. 

....................................................................... Management of Defense Acquisition Contracts (MDAC) (basic) 
........................................................... Management of Defense A~ujsit ion Contracts (MDAC) [advanced) 

............................................................................................................................................... &tract law 
................................................................................................................ Contract pricing/wst and price anal 
................................................................................................................ Defense acquisition and contracting 

..................................................................................................................................................... Total 

EXHIBIT VH-45-AFIT CONTRACTING TRAINING N 89 

Backlog 

1986 

947 
1319 
1721 
656 
470 

51 13 

1989 

880 
945 
809 
1385 
443 

4462 

I 

Principles of contract pricing ..................................... 
Government contract law ........................................... 
Advanced contract administration ............................. 
Qnt techniques cost and price analysis ...................... 245 

............... Contract admin (executive) (new course) 
Advanced contract pricing ......................................... 18 56 
Contract administration ...................... ... ................ 

Spaces ki sewica 
Course 

In FY 1989 it is offering 109 classes of the six mandatory courses. 
The distribution of quotas for these classes is shown in Exhibit 
VII-46. 

Number 

Total ................................................................. 

457 

EXHIBIT Vll-46-ANT CONTRACTING TRAINING FY 89 

Spaces by semlce 
Course Number 

Navy AF DLA Other Tolal 
I I 1 I I 

, - 

127 

Principles of contracting pricing .......................... 
....................................... Government contract law 

Advarrced contract administration ............... .. ....... 
Qnt techniques cost and price analysis ..................... 
Contract admin (executive) .................................... 
Advanced contract pricing ...................................... 

Total ............................................................ 

Total 

811 

These numbers reflect the spaces allocated to each service a t  the 
beginning of the fiscal year. Actual attendees are not all contract- 
ing personnel. 

Other 

The Defense Logistics Agency also responded positively to the 
DOD IG Report, seeking to reduce the backlog of training of its 

. contracting personnel. In accomplishing this, it  had to rely on a de- 
centralized management approach, which was further impeded by 
the lack of a standard DLA data system responsive to the manage- 
ment of the training effort. Recognizing that class capacity in the 
resident schools was a problem, DLA turned to alternative modes, 
including: on-site courses .taught by cognizant service schools; DLA - 
and contractor instructors; correspondence courses; college equiva- 
lent courses; equivalency tests and the television satellite ftele- 
teach) courses. Despite these efforts and those of the service schools 
to maximize allocations, insufficient spaces for some of the manda- 
tory courses taught by the service schools have contributed to 
DLA's backlog. This is especially true of personnel assigned to .the 
Defense Contract Administration Services Regions (DCASRs), 
where wide geographical dispersion of personnel complicates the 
opportunities for on-site courses. Some mandatory courses are 
taught only in residence (this is especially true of courses taught by 
AFIT) and are, as one might expect, courses with some of the larg- 
est backlogs. 

Training of DLA personnel in the ALMC sponsored courses has 
been hindered by lack of adequate funding. For example, one-half 
of the estimated backlog for the service Centers a t  the end of FY 87 
was due to the cancellation of all on-site presentations of the Man- 
agement of Defense Acquisition Contracts (Advanced) course. This 
situation has not improved. In December 1988 Army Materiel Com- 
mand was forced to cancel most of the on-site mandatory course of- 
ferings of ALMC because of their inability to fund the travel and 
per diem of instructors. Courses could only be offered if the host 
activity could fund ALMC's expenses. 

One inpovative approach+adopted by DLA was to establish an in- 
ternal training function similar to the Navy Acquisition Manage- 
ment Training Organization (NAMTO). In April 1986 the DLA Ci- 

' 

vilian Service Support Office (DCPSO) began teaching contracting 
courses throughout the Agency. The instructors are DLA contract- 
ing (GS-1102) civilians; currently twelve are authorized. To date, 

1 I I 
DM Army 

502 

Havy AF 

1281 550 49 3193 



DCPSO has taught 117 1 students in 47 classes as shown in Exhibit 
' VII-47. 

EXHIBIT Vll-47-DM CIVILIAN SERVICE SUPPORT OFFICE COURSES 

..................................................................................... Management of defense acquisition contracts (basic) 
............................................................................................................................ Contract administration ...... ... 

................................................................................................................................. Defense small purchase 
.............................................................................................................................................. Contract pricing 

................................................................................................................................................... Total 

With these extraordinary efforts to complement the traditional 
class offerings through the cognizant schools, DLA was able to 
reduce its backlog from 8,162 in December 1984 to an estimated 

, 

2,652 in October 1987 (Exhibit VII-48). This backlog represents all 
the Contracting and Manufacturing traditional "1100 family", that 
is, GS-1101, 1102, 1103, and 1150 series. 

Students Course 

EXHIBIT Vtl-48-DM TRAINING BACKLOG 

I I 
Classes 

................................................................................................................................... Supply centers 3,606 
.......................................................................................................................................... DCASRS 

................................................................................................................................... Total 

DLA does not know with certainty its backlog situation because 
of automatic data processiag limitations previously discussed in 
Chapter 111. Based on DLA figures, the- backlog was significantly 
reduced for all four occupational series between 1984 and 1987. The 
percentage column reflects the October 1987 backlog as a percent 
of the December 1984 total. The backlog in the Supply Centers, for 
example, was reduced by 83 percent within the period under con- 
sideration. 

The training completed in Fiscal Years 1985 and 1986, coupled 
with the projections for 1987 (Exhibit VII-49) would far exceed the 
December 1984 backlog of 8,162. However, training would not be 
eliminated because training requirements are constantly growing 
with new hires and individual advancement into higher grades The 
DLA statistics on training completed are current only through FY 
86, with an estimate for FY 87. 

EXHIBIT Vll-49-DM TRAINING COMPLETED 

............................................................................................................. Supplyceaters 
..................................................................................................................... DCASRS 

Yet the problem of finding the correct number in a dynamic en- 
vironment is akin to finding the philosopher's stone. This can be 
seen in comparing the above data to the backlog figures for GS- 
1102 personnel only, reported to the ACE Program Office in 
August 1986 (Exhibit VII-50). Here one finds a "current" backlog 
of 7,906 and an annual requirement of 2,827. 

............................................................................................................... Total 

EXHIBIT VII-50-DM BACKLOG AS REPORTED TO ACE PROGRAM OFFICE-1486 

7,261 

Course 

The problem of properly identifying requirements is highlighted 
by the disparity between the training requirements in 1986 and 
1988 for the same courses, even after the extraordinary training ef- 
forts mentioned above. 

When comparing the same courses in 1986 and 1988, one finds a 
decrease in the backlog from 4546 to 3945, a decrease of 13 percent. 
This is shown for certain courses in exhibit VII-51. - 

Contact administration (adv) ........................................................................................ 
bntract administratration (basic) ................................... .... ........................................... 
Defense acquisition and cantracting executive seminar .................................................. 
Contract negotiation workshop ............................................................................... 
Defense smat purchase ...................................................................................... 
Costlprice analysis .................................................................................................. 
Contract law ........................................................................................................ 
Management of defense acquisitian contracts (advanced) ........................................... 
Management of defense acquisition contracts (basic) .......................................... 
Management of managers ................... .... ............................................................... 

........................................................................................................... Contract pricing 

Total ................................ .. ...................................................................... 

7,564 

EXHIBIT VII-51-BACKLOG IN TRAINING 1986 AND 1988 
-- 

Assigned 

- 

Contract admlnrstration (advanced) ................................................................................................................ 
Contract law ............................................................................................................................................... 
Management of defense acquisition contracts (basic) ..................................... .. .......................................... 
Management of defense acquisition contracts (advanced) .................................................................... 

........................... Contract pricing .: .................................................................................................................... 
Defense acquisition and contracting executive seminar ................... .............. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

Total .................................................................................................................................................... 

3,712 

The only mandatory course for Program Managers, identified by 
law, is the Program Management Course at the Defense Systems 
Management College or a comparable Program Management 
Course at another institution. The Program Management Course 
(PMC) is taught by Defense Systems Management College (DSMc3) 
a t  Fort Belvoir, Virginia, and has been of 20 weeks duration. Title 
10 U.S.C. Section 1622 requires that Program Managers of major 
weapon system acquisitions complete this course prior to their as- 

Backlog 

18,537 

Perant 



signment as Program Managers. Currently, there is no equivalent 
course to the Program Management Course. 

This requirement differs significantly from that of contracting 
personnel. In the latter situation, there are a number of mandatory 
courses for a whole class of personnel. This results in a significant 
demand on the training resources of the DOD. In the case of the 
Program Managers, the course is only mandatory for individuals 
prior to occupying select positions and is thus a function of that po- 
sition, not of the occupational series or class. The essential require- 
ments for this course remain manageable since there currently are 
only 93 major programs (36 Navy, 29 Air Force, and 28 Army). 

The services have had difficulty, however, in getting their desig- 
nated Program Managers through the course but have improved 
since the ACE Report of August 1986. Exhibit VII-52 indicates that 
only 31 percent of cognizant Program Managers had completed the 
Program Management Course in 1986. By January 1989, the per- 
centage had increased to 54 percent (Exhibit VII-53). 

EXHIBIT VII-52-COMPARISON OF MAJOR PROGRAM MANAGERS TO PMC GRADUATES AUGUST 
1986 

........................................................................................................ Program managers 
................................................................................................................ PMC graduates 

Percent .......................................................................................................................... 3 1 

EXHIBIT VII-53-COMPARISON OF MMOR PROGRAM MANAGERS TO PMC GRADUATES JANUARY 
1989 

......................................................................................................... Program managers 
................................................................................ PMC graduates ................... ......... 

...................................................... ............................................ Percent ,.-- 

While all services have shown some improvement the last two 
and one-half years, the fact that they have not been able to get all 
required Program Managers through the course is not due to a 
lack of course availability. According to the Defense Acquisition 
Education and Training FY 90 Budget, there were an estimated 
560 graduates in both Fiscal Years 1988 and 1989. 

The services have been sending far more people to the Program 
Management Course (PMC) than would be necessary to fill any ex- 
pected Program Manager vacancies, even using the most generous 
attrition rates. For example, in August 1986, the services identified 
607 requirements for the PMC (Exhibit VII-54) as follows. 

EXHIBIT Vlf-54-PROGRAM MANAGEMENT COURSE REQUIREMENTS 

EXHIBIT Vfl-54-PROGRAM MANAGEMENT COURSE REQUIREMENTS-Continued 

-- Service 

Air force ....................................................................................................................................... 

In planning for fiscal year 1990, the ACE program office at 
DSMC identified the following requirements for the Program Man- 
agement Course (Exhibit VII-55). 

EXHIBIT VII-55-PROGRAM MANAGEMENT COURSE REQUIREMENTS AND ALLUCA'IIOMS 
-- 

Army Navy Air Force Other 

I I I I 
Requirements ............................................................................................... 110 

............................................................................. A ............... !! 
................................................................................. Percentdifference +623 +321 +437 +320 +732 

Concerning the requirements in 1986, two observations are im- 
mediate. First, the requirements for PMC quotas were 880 percent 
of the actual number of major programs for which the course was 
required. Second, no civilians were identified to attend the PMC 
even though there are a limited number of civilian Program Mar,- 
agers. For FY 90, all of the identified requirements are for military 
officers in the three services. This number does not include stu- 
dents from civilian agencies of the government and private indus- 
try. For example, DSMC traditionally reserves ten percent of their 
quotas for students from private industry, who attend a t  no chargc. 
Again, the allocations far exceed the basic demands for this course. 

There is, however, an explanation for this apparent paradox. Of- 
ficials at the Defense Systems Management College point out that 
the Program Management Course is not solely intended for Pro- 
gram Managers of major weapon system acquisitions. The course is 
also intended for more junior acquisition officers who will develop 
into the Program Managers of tomorrow. In fact, there is an  unoffi- 
cial "seven for one" rule which states that seven individuals need 
to complete the Program Management Course to assure that there 
is a t  least one Program Manager available, who has completed this 
required course. 

Because demand has ostensibly exceeded resources, the course 
has now been divided into two parts. Part I is six weeks and is of- 
fered a t  Ft. Belvoir and its four satellite campuses (Boston, Hunts- 
ville, St. Louis, Los Angeles). Part 11, consisting of the remaining 14 
weeks, is taught a t  Ft. Belvoir. Upon completion of PMC Part I, in- 
dividuals receive advanced placement status into Part I1 (valid for 
three years after graduation from Part I). For graduates with sub- 
stantial acquisition experience subsequent to graduation from ,Part 
I, the three year Advanced Placement status may be extended by 
DSMC. In addition, there are two alternative means of Advanced 
Placement into the Program Management Course, but both require 
successful completion of the PMC Part I Certification Examina- 
tion-developed by DSMC as an equivalency test for PMC Part I. 
First, senior candidates-defined as GS-13 or 0-4 and above-with 
substantial acquisition experience, designated by their service, may 



enter PMC Part I1 within one year of successfully conlpleting the 
examination. Second, graduates from certain service acquisition 
courses, who are nominated by their service and who pass the PMC 
Part I examination, may enter PMC Part I1 within one year. The 
minimum grade in this case is 0-3  or GS-12. Currently, only three 
Air Force Institute of Technology courses and two systems acquisi- 
tion courses taught by the Air Force Systems Command Systems 
Acquisition School are recognized acquisition courses. As of Novem- 
ber 1988, 15 people had passed this test. 

Current Status 
Beginning in Fiscal Year 1990 (1 October 1989), the ACE Pro- 

gram Office in the Defense Systems Management College will en- 
-deavor to centrally coordinate and manage the mandatory course 
contracting and Program Management requirements of the Depart- 
ment of Defense. It will be responsible for managing and allocating 
funds to the various schools and services for 23 different courses. 

One of these courses is for Program Managers and twelve are for 
contracting personnel. Out of a total budget of $17,790,000 for all 
mandatory acquisition courses, $13,915,397 (78 percent) is allocated 
to the Program Management Course and the 12 contracting 
courses. The breakout of the courses and numbers to be trained are 
shown in Exhibit VII-56. Forty-five percent of this subtotal is allo- 
cated to the Program Management Course. 

I EXHIBIT VII-56-DSMC BUDGET FOR PROGRAM MANAGEMENT AND CONTRACTING COURSES (1990) 

Course 

The cost per student for the Program Management Course is 
$9,474. This includes the cost of per diem and related travel ex- 
penses for the 20-week course. The average cost for the mandatory 
contracting classes is only $592 per student. This includes short 
one-week classes as well as four-week classes. 

These funds are probably insufficient to meet the training re- 
quirements in the contracting career field. This is especially the 
case for three reasons: (1) the funded requiremsnts do not meet the 
total known requirements, which are most likely understated; (2) 
the course offerings for new required courses are meager compared 
to the overall requirements; and, (3) no funding or quotas were pro- 
vided for military personnel in the Army and Air Force Reserve 
and National Guard, although the mandatory courses apply equal- 

Budget Students 

................................................................................................................ Program management course 
Contract administration executive .............................................................................................................. 
Government contract law ............................................................................................................................. 

.......................................................................................................... Contract administration (advanced) 
Principles of contract pricing ...................................................................................................................... 

.................................................................................. Quantitative techniques for price and cost analysis - Advanced contract pricing ......................................................................................................................... 
Management of defense acquisition contracts (basic) ............................................................................. 
Management of defense acquisition contracts (advanced) .......................................................................... 

........................................................................ Management of defense acquisition contracts (executive) 
............................................................................................ Defense contracting for information resources 

........................................... Major systems acquisition for contracting permnel ...................................... .. 
............................................................................ Defense acquisition and contracting executive seminar 

ly to them. Conversely, the mandatory training requirements for 
Program Managers are greatly exceeded. Based on the projected 
funding and classroom quotas, one will find an excess of individ- 
uals requiring the course for Program Manager positions enrolled 
in the Program Management Course and a shortfall in contracting. 

Overall, there are indications of progress in reducing the train- 
ing backlogs. For contrasting, however, the achievement of the 85 
percent training goal that was established by the Deputy Secretary 
of Defense in August 1985 remains problematic. Exhibit VII-57 
provides a breakout of current mandatory contracting and systems 
acquisition training requirements, lists fiscal year 1990 requests for 
this training, current quotas for these courses, as well as the 85 
percent required training level for each course. Based on this anal- 
ysis, only 36 percent of the 1990 required contracting training can 
be met under the current quotas. Only in the training of Program 
Managers does the resources exceed the requirements. 

I 
$5,542,295 

257,242 
1,674,191 

593,012 
1,547,740 

225,534 
80,149 

1,868,493 
1,467,690 
1,551,164 

240,298 
170,589 
461,039 

EXHIBIT VII-57-MANDATORY TRAINING REQUIREMENT/QUOTAS 
[Re~~sts/Ouofas] 

Contract Administrative 
Executive ....................... 

Contract Law ................... .... 
Adv Gonttact Admin ............. 
Principles of Contract 

Pricing.. ......................... 
Quantitative Techniques for 

Price/Cost Analysis ......... 
Adv Contract Pricing ............ 

................... MDAC (Basic) 
MDAC (Adv) ....................... 
MDAC (Exec) ...................... 
Def Contracting for lnfor 

Resources ...................... 
Maj Syslerns Acq for 

Contracting Personnel ...... 
Def Acq and Contracting 

........... Executive Seminar 
Program Management 

Course ........................... 

Total ............................... 

Army Air Force O,her Totai requests1 
quotas r 85 

percent 
goal 

1448 
8775 
2444 

2825 

785 
252 

2984 
7381 
3151 

599 

146 

2530 

94 

33413 



CHAPTER VIII-CIVILIANMILITARY MIX 

The issue of the roles of military officers and civilian employees 
and their proper mix or ratio within the defense workforce has 
been debated often in recent years. Several prominent commissions 
have studied the issue and determined that there are many oppor- 
tunities for greater civilianization of non-combat DOD functions. 
While specific guidance has been promulgated by OSD and the 
military services about the procedures for determining which de- 
fense functions or jobs should be military and which ones should be 
civilian, the General Accounting Office and DOD internal audit 
groups have determined that: (1) guidelines for identifying opportu- 
nities for civilianizing the DOD workforce have not been followed; 
(2) there are many opportunities for greater civilianization of the 
DUD workforce; and, (3) increased civilianization would produce 
significant savings. This- chapter discusses these points and also 
characterizes the current mix of military and civilian personnel in 
two acquisition career fields-contracting and Program Manage- 
ment. 

BACKGROUND 
As J. Ronald Fox noted in his recent article "Training the Wise 

Buyer," over the past three decades, U.S. military operations have 
shifted toward high-technology weapons and equipment. As a 
result of this change, the services have been given an added mis- 
sion of great complexit;y-managing the defense acquisition proc- 
ess. This mission has necessitated development of an increasingly 
larger acquisition workforce-one requiring training, career devel- 
opment, duration of assignments, and length of career radically dif- 
ferent from that required for combat. 

With the modernization and sophistication of military weapons, 
an increasingly smaller percentage of the military force is required 
in combat roles and more and more military personnel are being 
used in administrative and support tasks, including weapons 
system acquisition and wholesale logistics support. For example, in 
the 200,000 person Marine Corps, about 23,000 are engaged in oper- 
ations which would result in their firing on the enemy. As the rela- 
tive percentage of the military force engaged in combat or direct 
combat support functions has declined and the relative percentage 
of the force engaged in administrative or commercial related tasks 
has increased, more and more questions have been asked about 
how the civilian-military mix of the non-combat defense workforce 
should be determined. 

Numerous expert panels and commissions have observed oppor- 
tunities for greater civilianization of the DOD workforce. For ex- 
ample, in 1955 the Report of the Second Hoover Commission obi 
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career civilian managers were being denied adequate 
opportunities because top positions were filled with military per- 
sonnel. The Commission recommended that the Department . . . .  of - De- 
feGe limit assignments of military personnel to posts in tactical or- 
ganizations and use civilian personnel increasingly in management 
and technical positions in support of activities such as procure- 
ment. In 1970 the Fitzhugh .Commission observed that too often 
non-combat activities were headed by military officers who had ci- 
vilian deputies, serving as resident experts. The Fitzhugh Commis- 
sion recommended that: (1) activities headed by military officers 
with an immediate civilian subordinate should be surveyed to de- 
termine the necessity of military direction; (2) where there was no 
legitimate requirement for military direction, the position should 
be civilianized or made available for either a military officer or a 
civilian; and (3) "dual" staffing should only be permitted in excep- 
tional cases. The Fitzhugh Commission also recommended in- 
creased use of civilian Program Managers. 

OSD POLICIES AND OVERSIGHT 

Responding to these and other recommendations, DOD developed 
three directives to provide policy guidance as to how defense mili- 
tary and civilian staffing requirements should be determined. . 

DOD Directive 1100.4, "Guidance for Manpower Pro- 
grams," was issued August 20, 1954. 

DOD Directive 1100.9, "Military-Civilian Staffing of 
Management Positions in the Support Activities," was 
originally issued April 24, 1957 and was reissued by 
Deputy Secretary of Defense Packard September 8, 197 1. - .  

DOD Directive 1400.5, "Statement of Personnel Policy 
for Civilian Personnel in the Department of Defense,'' was 
issued January 16, 1970 and reissued March 21, 1983. 

DOD Directive 1100.4 states that civilian personnel will be used 
in positions "which do not require military incumbents for reasons 
of law, training, security, discipline, rotation, or combat readiness, 
which do not require a military background-for-successful perform- 
ance of the duties involved, and which do not entail unusual hours 
not normally associated or compatible with civilian employment." 
DOD Directive 1100.9 further requires that military personnel be 
assigned to management positions when: 

required by law, when the position requires skills and 
knowledge acquired primarily through military training 
and experience, and when experience ir. the position is ea- 
sential to enable the officer personnel to assume responsi- 
bilities necessary to maintain combat-related support and 
proper career development. - - 

Furthermore, this directive notes that civilian personnel should 
be assigned to  management positions "when the specialist skills re- 
quired are usually found in the civilian economy and continuity of 
management and experience is essential and can be better provided 
by civilians.'' 

DOD components are required to designate positions as mTitary 
or civilian on manning documents, staffing guides, and career de- 
velopment ladders, and senior positions within headquarters and 
field support activities are intended to be opened to civilians. 

The Assistant Secretary of Defense (Force Management and Per- 
sonnel), ASD (FM&P), has cognizance over the directives discussed 
above and is responsible for monitoring service compliance. Offi- 
cials within this organization appear to have an inverted interpre- 
tation of their own directives. For example, while DOD Directive 
1400.5 provides a positive requirement for "civilian substitution" 
for positions not requiring military incumbents, ASD (FM&P) per- 
sonnel stated that DOD will consider the possibility of staffing a 
position with a civilian once it is determined that the job does not 
need a military incumbent. The difference in emphasis between the 
stated policy and its operational interpretation may appear subtle 
but is actually quite significant. The onus is placed on the organi- 
zation to justify having a civilian in lieu of a military whereas cur- 
rent DOD procedures convey the opposite meaning. 

Despite the potential conflict between policy and interpretation, 
ASD (FM&P) posits two primary benefits from civilian substitution: 
it provides the services the opportunity to enhance readiness by 
freeing military positions for reallocation to more combat-related 
missions; and, civilian personnel are, on average, less costly. 

OSD officials acknowledged that in the past they have been 
unable to monitor the compliance of the services in achieving re- 
quired civilian substitution, but stated that this problem is being 
addressed. ASD (FM&P) intends for each functional area to take 
responsibility for assuring compliance. For example, the Under 
Secretary of Defense (Acquisition) would be responsible for assur- 
ing compliance within the acquisition community. Additionally, 
ASD (FM&P1 has directed the services to examine the feasibility of 
implementing internal control procedures that would facilitate 
management oversight and enable a comparison of planned versus 
actual military-civilian substitutions. 

SERVICE COMPLIANCE WITH CIVILIAN SUBSTITUTION 
.REQUIREMENTS 

According to several recently issued reports, the Military Depart- 
ments are not complying with Department of Defense policy for 
converting military positions to civil service positions and to reallo- 
cate the military positions to higher priority assignments-a prac- 
tice known as civilian substitution. 

In a 1988 report (Military Manpower Lack of Management Ouer- 
sight Over Civilian Substitution, NSIAD-88-169, September 6, 
1988), the General Accounting Office (GAO) reported that both the 
Air Force and the Army did not monitor civilian substitution prac- 
tices or routinely keep records on substitutions made or the disposi- 
tion of military positions "freed" as a result of substitutions. GAO 
concluded that both services needed to improve their management 
oversight and assess their progress in this area. 

In another report (Personnel: Civilian/Military Personnel Mix at 
the Air Force Weapons Laboratory, B-231286, November 16, 1988, 
GAO found that the Air Force was not complying with its own pro- 



cedures set forth in Air Force Regulation 26-1, which state that 
only work which meets criteria established in DOD Directive 1400.5 
will be performed by military for reasons of military essentiality. 
As previously noted, DOD Directive 1400.5 states that it is DOD 
policy to use "civilian employees in all positions that do not require 
military incumbents for reasons of law, training, security, disci- 
pline, rotation, or combat readiness, or which do not require a mili- 
tary background for successful performance of the duties involved." 

In 1989, the Air Force Audit Agency (AFAA) also found that the 
Air Force was using military manpower in positions with no war- 
time or military essential requirements. The AFAA report noted 
that: 

The Air Force system for determining and reporting the 
military essentiality of positions was not effective. Justifi- 
cations were not adequate for retaining military positions 
not having wartime missions, and Air Force procedures 
and criteria for identifying and justifying military essen- 
tial positions did not adequately implement DOD policy. 

Of the 224 peacetime-only positions sampled by AFAA (from a uni- 
verse of 47,346 positions in eight Air Force commands), ninety did 
not meet DOD criteria for military manpower. Based on its statisti- 
cal sample, AFAA projected that between 15,983 and 22,062 mili- 
tary positions could be civilianized. As a result, AFAA reported 
that the Air Force spent between $406 and $598 million in addi- 
tional manpower costs by using military personnel in these posi- 
tions, and will continue to spend between $210 and $310 million an- 
nually in additional manpower costs until these positions are con- 
verted to civilian. 

CIVILIAN-MILITARY MIX IN CONTRACTING AND 
PROGRAM MANAGEMENT 

The purpose of this section is to describe the current civilian- 
military mix of personnel in two areas-contracting and Program 
Management. In conducting this analysis, it was found that com- 
prehensive data was not available, particularly in the Program 
Management career field. As discussed earlier in this report, the 
lack of a standard definition of who is included in the acquisition 
workforce as well as the lack of an effective standard data system 
that integrates both military and civilian personnel inhibited com- 
prehensive work force analysis of the DOD acquisition workforce. 

Comprehensive data was available for civilian contracting per- 
sonnel from the Defense Manpower Data Cenkr, but the data is 
considered less accurate for military contracting personnel because 
the military skill and specialty identifiers are less clearly defined 
and a match of personnel with the correct job specialty code can 
result in misleading conclusions. Consequently, data on military 
contracting personnel was obtained directly from the services. 

Comprehensive information on Program Management person- 
nel-both military and civilian-was not readily available. Most 
Program Managers have an academic background in science or en- 
gineering, and many have an operational background in their re- 
spective services. However, it is very difficult to identify Program 

Managers by their job classification since they may or may not be 
in a Program Management job classification or series. For example, 
for civilians, while the GS-340 occupational series is designated as 
Program Management, very few civilian Program Managers are 
classified in this series. Thus, for purposes of this analysis, informa- 
tion for both military and civilian Program Managers was extrapo- 
lated largely from manual records or off-line data provided by the 
services. 

As shown by Exhibit VIII-1, 84 percent of the DOD contracting 
workforce is civilian. With over seven times the number of military 
personnel in contracting than the other services, the ,4ir Force has 
a significantly greater military presence. Additionally, the figure 
provided for the Air Force include only military officers, and does 
not include the 1,680 enlisted contracting personnel. The 343 mili- 
tary officers in contracting assigned to the Defense Logistics 
Agency are from the services-Army (117), Navy (101), and Air 
Force (125)-but are not included in the figures provided for their 
respective services. Exhibit VI'III-2 graphically portrays the civilian- 
military mix of contracting personnel (GS-1102 civilians and mili- 
tary contracting specialities) in the Army, Navy, Air Force and De- 
fense Logistics Agency. 

EXHIBIT VIII-1-CIVILIAN-MILITARY MIX OF DOD CONTRACTING PERSONNEL 

Service 

Army .............................................................................................................................. 
Navy ........................................... .................................................................................... 
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DM ........................................................................................................................... 
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EXHIBIT VIII-2 

CIVILIAN MILITARY MIX 
IN CONTRACTING ORGANIZATIONS 

ARMY NAVY AIR FORCE DLA 

MILITARY !$88 CIVILIAN 

Despite the preponderance of civiliaqs in the DOD contracting 
i6vorkforce, the military tend to occupy key management positions. 

As shown in Exhibit VIII-3, the Program Managers for major 
DOD programs are almost exclusively military officers. However, 
Program. Managers of non-major programs include a higher per- 
centage of civilians-with 6 percent of these positions in the Navy 
and 22 percent in the Army held by civilians. (The Air Force was 
unable to provide data on non-major programs). The civilian repre- 
sentation among Deputy Program Managers for major programs is 
even higher-with 93 percent in the Army, 48 percent in the Navy, 
and 35 percent in the Air Force. 

EXHIBIT VIII-3-CIVIIiAN-MILITARY MIX FOR PROGRAM MANAGERS OF MAJOR PROGRAMS 

Service 1 Military 1 Percent 1 Civ~ltan I Pereenl 
I I I I 

Program Managers of non-major programs include a higher propor- 
tion of civilians; 22 percent in the Army are civilians and 6 percent 

Army ........................................................................................................................... 
Navy ...................... .. ................................................................................................ 
AirForce .................... .. ......................................................................................... 

........................................................................................................................ WDlot al 

in the Navy. The Air Force was unable to provide data on its Pro- 
gram Managers cjf non-major programs. 

Although Program Manager positions are generally held by mili- 
tary officers, there are significant numbers of civilian personnel 
who serve in program offices, generally in such areas as contract- 
ing, engineering, and logistics. Exhibits VIII-4 and VIII-5 show the 
civilian-military mix of personnel in Program Management offices 
in each of the services. 

EXHIBIT VHI-4-CIVILIAN-MILITARY MIX OF PERSONNEL IN PROGRAM OFFICES 
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29 
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Army ................................ .. ........................................................................... 
Navy .................................. ..... ........................ .. ........................................................ 
Air Force ....................................................... .. ................................................ 851 292 

Total ................................................................................................................. 1525 2442 
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Another indicator of civilian-military mix in the DOD acquisition 
workforce is the number of personnel in the services' civilian and 
military Program Management career programs. Exhibit VIII-6 
portrays the civilian-military mix in acquisition career programs in 
each of the military services. In the Army, 62 percent of the 
"career" Program Management positions are identified as military 
positions, while 38 percent are earmarked for civilians. In the 

Clvil~an Percent 



Navy, 92 percent of all "career" Program Management positions 
are  in one of the two Navy military career programs. The Air 
Force, currently has no operational civilian career program for 
Program Management personnel. 

EXHIBIT Vf 11-6 

CIVILIAN MILITARY MIX 
ACQUlSlTlON CAREER PROGRAMS 

u-m - 
ARMY NAVY AIR FORCE 

MILITARY CIVILIAN 

CHAPTER LX-THE ISSUE OF COMPENSATION 

Adequate compensation of the civilian and military workforce 
has been a major concern of officials within Government as well as 
numerous outside independent observers and commissions for 
many years. The Second Hoover Commission spoke of the need for 
a system of compensation for both military and civilian managers 
and technical personnel based on "adequate and equitable re- 
wards." The Hoover Commission's Task Force on Personnel and 
Civil Service said that compensation in the upper grades, both mili- 
'tary and civilian, should be more comparable with the private 
sector. 

In their 1962 classic study, The Weapons Acquisition Process: An 
Economic Analysis, Peck and Scherer observed that since the end 
of World War 11, government employment has grown increasingly 
unattractive vis-a-vis private industry and concluded: 

The government's ability to recruit and retain the compe- 
tence it needs is a function of the financial and nonfinan- 
cia1 attractiveness of government employment. . . . What 
this analysis indicates is that the government does not pay 
as well as industry for comparable jobs. 

The Fitzhugh Commission (Blue Ribbon Defense Pane0 noted in 
its 1970 report that  there "is a particular urgency in the matter of 
upgrading personnel involved in contract negotiation and in the 

'system of promotions and rewards for the negotiators." It was later 
evident to the Grace Commission that there had been no improve- 
ment in this situation. While impressed with the talent and experi- 
ence of military and civilian managers, this Commission noted that 
salaries and other rewards were not competitive enough to. attract 
or retain the highest caliber personnel, except those motivated by 
psychological rewards. 

Not surprisingly, the Packard Commission (Blue Ribbon Commis- 
sion on Defense Managenenrent) concluded that  the Department of 
Defense must be able to attract and retain the caliber of people 
necessary for a quality acquisition program." L t  expressed concern 
that the Department of Defense was losing its best college gradu- 
ates and brightest trainees because of higher pay in private indus- 
try. The steadily declining financial compensation, particularly of 
the civil service, coupled with an erosion in the value of public 
service by their fellow citizens led to what the National Academy 
of Public Administration has termed, in its report The Executive 
Presidency: Federal Management for the ir990s, a "quiet crisis" in 
the federal service. 

In November 1988, the General Accounting Office reported in the 
Presidential Transition Report that the government faces a "people 
problem." Noting that the government's pay structure has broken 



down, GAO observed that the Packard Commission and the Presi- 
dent's Commissions on Compensation of Career Federal Executives 
and on Federal Pay had all concluded that the "inadequacy of fed- 
eral compensation seriously affects the government's ability to at- 
tract and retain a highquality workforce." The GAO noted that 
while this issue may not be as visible as most, it may be more im- 
portant because the processes of government are only as good as 
the people who have to carry them out. Succinctly summarizing 
the issue, the GAO stated: 

If the quality of the federal workforce is reduced, the qual- 
ity of government services and programs is reduced. The 
bottom line in this situation . . . is less effective govern- 
ment services . . . and, therefore, less respect for the gov- 
ernment. 

The recently issued report of the National Commission on the 
Public Service or Volcker Commission (Leadership for America: Re- 
building the Public Service) observed that to fill key civil service 
positions with qualified employees, the Government must stay a t  or 
close to average pay levels offered by other employers. The Volcker 
Commission concluded that the salaries of most federal employees 
are clearly lagging behind the private sector with a nationwide av- 
erage difference of 22 percent. The Commission noted that the Gov- 
ernment: 

will never be able to pay its employees more than the pri- 
vate sector, nor should it try. However, if government is to 
recruit from among outstanding college graduates, and 
build a high-performance workforce, it must be willing to 
pay reasonably competitive salaries . . . if it is to remain a 
credible career choice, government simply cannot permit 
the purchasing power of federal pay to decline year after 
year and the gap between public and private pay for com- 
parable jobs to widen. 

CIVILIAN PAY COMPARISONS 

Theoretically, the government follows a long-standing concept of 
"comparability," set forth in the Federal Salary Reform Act of 
1962 (P.L. 87-793) which stated that "Federal salary rates shall be 
comparable with private enterprise salary rates for the same levels 
of work." This precept was reaffirmed in the Federal Pay Compara- 
bility Act of 1970 (P.L. 91-656), which transferred responsibility for 
adjusting these pay rates from the Congress to the President. It es- 
tablished the concept of the President's Pay Agent being responsi- 
ble for determining adjustments needed to achieve federal white- 
collar pay comparability. The Pay Agent consists of the Directors 
of the Office of Personnel Management (OPM), Office of Manage- 
ment and Budget (OMB), and the Secretary of Labor. The Act also 
established two other bodies: a three-member Advisory Committee 
on Federal Pay and the Federal Employees Pay Council. The 
former is an independent establishment to .assist the President by 
reviewing the Pay Agent's annual reports and making its own find- 

ings and recommendations to the President. The latter is corn- 
prised of representatives from government employee organizations. 
To assist in this undertaking, the Department of Labor's Bureau of 
Labor Statistics since 1970 has conducted an annual Professional, 

. Administrative, Technical and Clerical pay survey of private sector 
salaries. 

General Schedule salaries are supposed to be adjusted annually 
to keep up with private sector pay. The comparability amounts are 
determined by the Pay Agent. The President has the option of ad- 
justing the salary rates for the General Schedule employees to 
make them cornparable, or alternatively, to propose an alternative 
pay plan when such action is appropriate because of national emer- 
gency or economic conditions affecting the general welfare. Such 
plans are to'go into effect automatically within 30 days unless Con- 
gress disapproves. In reviewing the history of the Act's implemen- 
tation, it is obvious that comparability has not been sustained. 
There has been a growing divergence in the pay of General Sched- 
ule employees relative to the private sector. The 1970 Act author- 
ized the President to make the first two comparability adjustments 
effective the first applicable pay period commencing on or after 
January 1, 1971 and January 1, 1972, with future adjustments 
made after October 1. The first comparability increase was effected 
on time and provided for full comparability. This was the only time 
that full pay comparability has been achieved. 

The other element in the equation is the comparison of military 
compensation to both private sector counterparts and to the civil 
service workforce. In conducting such a comparison, it is necessary 
to recognize the unique character of military pay and its historical 
development. A -fundamental distinction is in the purpose of the 
military compensation system, which is to attract, retain, and moti- 
vate the number and quality of personnel needed to maintain na- 
tional security. As the General Accounting Office pointed out in its 
report (Military Compensation: Key Concepts and Issues, NSIAD- 
86-11, January, 1986), an understanding of the "nature of the serv- 
ice expected of military personnel is important for developing a 
compensation system that is a useful tool for efficiently meeting 
military personnel requirements." Military service has many 
unique institutional aspects which have led to a compensation 
system which partially remunerates people on the basis of particu- 
lar government need rather than exclusively on the work they per- 
form. A salient characteristic of the military compensation system 
is its complex, patchwork character, consisting of more than 40 dif- 
ferent pays and allowances and many supplemental benefits. 

In any comparison of military compensation to civilian pay it is 
important to recognize that there are three primary elements of 
military compensation: regular military compensation, special and 
incentive pays, and supplemental benefits and allowances. Before 
December 1980, Regular Military Compensation (RMC) was defined 
as the combination of basic pay, the non-tax value of cash Basic Al- 
lowances-Quarters (BAQ) when government housing was not pro- 
vided, the non-tax value of basic subsistence allowances when gov- 



ernment meals were not furnished, and imputed tax advantages. In 
December 1980, the definition was changed by Public Law 96-579, 
37 U.S.C. 101(25), to include variable housing allowance (VHA) and 
overseas station allowances. The components of the RMC are now 
called Basic Military Compensation (BMC). In its report Military 
and Federal Civilian Disposable Income Comparisons and Extra 
Pays Received by Military Personnel (NSIAD-84-41, May 9, 1984), 
GAO reported that BMC is "at best, an analytical tool useful to 
making managerial decisions on general compensation levels." I t  is 
not intended to represent actual amounts of cash received by all 
service members a t  a particular rank and longevity step. 

Special and incentive pay is intended to compensate for unusual 
risks or hardships and to encourage retention of people in hard-to- 
fill skills. A military member can receive no more than two incen- 
tive pays a t  one time, but there is no limit on the number of spe- 
cial pays. Jobs qualifying for incentive pay include flight duty, sub- 
marine duty, high- and low-pressure chamber duty and aviation 
career incentive pay. Special pays and continuation bonuses are for 
service members in traditionally difficult to fill professions such as 
medical and nuclearqualified fields. 

Beyond the BMC and the special pay and allowances, certain 
supplemental benefits and allowances, comprising up to 36 percent 
of the total compensation package, are also available. This includes 
military retirement after 20 years, full Social Security coverage, ' 

unlimited and free health care plus use of commissaries and base 
or post exchanges. According to the Department of Defense, the 
commissaries and exchanges charge 25 percent and 23 .percent less 
respectively than their private sector counterparts. 

Since World War 11, the military compensation system has been 
studied and evaluated in its entirety or in parts by a t  least 12 emi- 
nent study groups, most of which were formed at the request or di- 
rection of the President. The following seven groups or comrnis- 
sions were established for one-time evaluations and reports: Adviso- 
ry Commission on Service Pay (Hook Commission-1948); Cordiner 
Committee (1957); Gorham Committee and Randell Panel (1962); 
President's Special Panel on Federal Salaries (Folsom Panel- 
1965); President's Commission on an All-Volunteer Armed Force 
(Gates' Commission-1970); Defense Manpower Commission (1976); 
President's Commission on Military Compensation (1978); and the 
Military Manpower Task Force (1982). In addition, Public Law 89- 
132 of August 21, 1965 required the President to: (1) direct a com- 
plete review of the principles and concepts of the military compen- 
sation system not later than January 1, 1967 and not less than 
once very 4 years thereafter; and, (2) to report any proposed 
changes to Congrese. Thus was established the Quadrennial Review 
of Military Compensation (QRMC), which issued reports in 1967, 
1971, 1977, and 1984. 

MILITARY AND CIVIL SERVICE COMPENSATION 
COMPARISON 

Two other significant events have impacted military cornpensa- 
tion and its relationship to the civil service and the private sector. 
In 1961, Public Law 90-207, the "Rivers Amendment," was en- 

acted- linking military pay increases to those granted to federal ci- 
vilian white-collar employees. This amendment did not establish 
comparability between military and federal civilian or private- 
sector levels of work. It did, however, assure that whenever there 
were General Schedule pay increases, military pay would increase 
by an identical percentage. This linkage was meant to serve as a 
temporary mechanism until military pay standards could be estab- 
lished and a pay adjustment mechanism more applicable to the 
military system could be developed. 

The second major milestone occurred in 1973 when the United 
States replaced conscription with the All-Volunteer Force, thus 
forcing the Department of Defense to depend almost entirely upon 
conditions of the labor marketplace to meet its personnel needs. 
With the development of the All-Volunteer Force, there was also a 
de facto decoupling of military and civil service pay. The General 
Accounting Office reported in January 1986 that although the link- 
ing procedure established in 1967 remains, with several modifica- 
tions, in effect, military pay raises were disconnected on an ad hoc 
basis from civilian increases in a t  least 4 of the past 6 years so that 
the military would receive a larger pay increase. 

In any comparison of military and civil service pay, proper com- 
parison levels must be established. In November 1967, the First 
Quadrennial Review of Military Compensation established work 
span comparisons, referred to equivalent levels of work, experience, 

, and responsibility. These military-civil service equivalences are 
depicted in Exhibit IX-1. 



478 

EXHIBIT IX-I. 

MILITARY - C I V I L  S E R V I C E  WORK SPAN COMPARISONS 

C i v i l  Service 
M i l i t a r y  Of f i ce r  General Schedule 

In its report Military and Federal Civilian Disposable Income 
Comparisons and Extra Pays Received by. Military Personnel, (May 
9,  1984), the GAO concluded there has been a significant erosion of 
civil service pay relative to their military counterparts. For exam- 
ple, a GS-15, Step 4 has comparable responsibility to an 0-6, yet 
his pay was equivalent to that of an  0-4 with 16 years of service. A 
GS-13 with responsibility equivalent to an 0-4 had significantly 
less income; in fact, his income was slightly less than that of an  E- 

0-8 

9. A GS-7 was no longer equivalent in pay to a n  0-1, but rather 
has income equivalence to less than an E-5. 

In 1984 the GAO compared military and civil service compensa- 
tion in the Washington, D.C. area and found significant disparities. 
The GAG study made the following assumptions: the standard de- 
duction for state and federal income taxes was taken; the arche- 
type lived in a state that taxes personal income and paid taxes in 
that state; and special and incentive pay were excluded from the 
analysis. The resulting GAO report, Military and Federal Civilian 
Disposable Income Comparisons and Extra Pay Received by Military 
Personnel, drew comparisons between military and civil service per- 
sonnel, as depicted in Exhibit IX-2. 

EXHIBIT IX-2-DISPOSABLE INCOME COMPARISONS MILITARY TO CIVIL SERVICE 

................................................................................................................................................. 0-6 .. $62,249 
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.......................................................................................................................................................... E-3 ., $I4,341 
............................................................................................................................................. GS-5, step 4 $14,707 

GS-18 

r 

0-7 

As indicated, a colonel or Navy captain (0-6) had 65.6 percent 
($40,845) of disposable income from a gross income of $62,249. By 
comparison, a member of the Senior Executive Service (ES V) had 
a disposable income of $36,640, or 51.4 percent of gross income. 

The GAO also noted that 62 percent of Navy personnel and 53 
percent of Air Force personnel received some extra cash pay which 
varied based on rank or grade. Exhibit IX-3 shows the percentage 
of Navy and Air Force officers a t  the ranks of 0-6 and 0-4 who re- 
ceive special or incentive pay. 

I 
GS. t 7 

EXHIBIT iX-3-OFFICERS RECEIVING SPECIAL INCENTIVE PAY 

Grade I Navy [ Air Force 

0-6 

Of those personnel not receiving some extra cash payments, the 
GAO found that 93 percent of Navy and 79 percent of Air Force 
personnel received rent-free government housing. The conclusion 
was that for roughly equivalent gross income levels, a military 
member's disposable income can be several percentage points 
higher than civil servants. As indicated in Exhibit IV-4, the differ- 
ences were in mid-and upper-grade career personnel. 
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EXHIBIT IX-4--OFFICERS RECEIVING ADJUSTMENTS TO INCOME 
[Grades 0-3 to  0-61 

N a ~ y  ......................... ............... .............................................. 83 
Air Force .............. .... ................................................... 

In light of the above statistics, GAO concluded that military 
members had significantly higher take home pay than civil serv- 
ants with roughly equal gross income. 

Percent in 
rent-free 

hwslng but , 
Percent 

receiving 
extra pay 

COMPARISON OF CIVIL SERVICE, MILITARY AND PRIVATE 
SECTOR COMPENSATION 

Having compared the differences in compensation between mili- 
tary officers and civil service personnel, both are now compared to 
the private sector. There are three standard measures used to com- 
pare compensation between the three sectors: the Professional, Ad- 
ministrative, Technical, and Clerical (PATC) pay survey of private 
sector salaries; Employment Cost Index (ECI); and Adjusted Hourly 
Earnin s (AHE). Tne PATC is an annual survey of the Bureau of 8 Labor tatistics. The ECI is the principal federal economic indica- 
tor that measures changes in compensation levels for all occupa- 
tions in the non-farm economy, including state and local govern- 
ment, but excluding the federal government. I t  measures the rate 
of change in employee compensation and includes wages, salaries, 
and employers' cost for employee benefits, and is very close to the 
PATC. The Adjusted Hourly Earnings Index covers all private- 
sector, non-farm production or non-supervisory workers, and is ad- 
justed (in manufacturing only) and for inter-industry employment 
shifts. 

Exhibit IX-5 compares General Schedule compensation with 
comparable military and private sector pay for Fiscal Years 1972 
through 1985. Military compensation only includes Basic Military 
Compensation (BMC) and does not include other components. As in- 
dicated, civil service and military compensations have eroded sig- 
nificantly in recent years when compared to private sector stand- 
ard ineasures. The military has fared much better than civil serv- 
ants during the mid-1980's. 
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EXHIBIT IX-5-COMPARISONS OF KEY COMPENSATION INDICATORS-Continued 
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This data is portrayed graphically in Exhibit IX-6. 

EXHIBIT IX-6 
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The historical record of eroding government pay vis-a-vis the pri- 
vate sector is clear. While both military and civil service pay have 
lost comparability, the civil service pay situation is particularly 
troublesome. Exhibit IX-7 shows the annual percentage increase 
for military and General Schedule pay from 1969 through 1988 as 
compared to changes in the Consumer Price Index (CPI) and white- 
collar wages. Note that white-collar wages were not reported in 
1987 and 1988. (White-collar wages refers to white-collar mean 
annual earnings as defined by the U.S. Bureau of Census, Popula- 
tion Division, Income Statistics Branch. For the years 1969-1981, 
the Census Bureau definition included full-time male and female 
employees in four broad occupational categories: (1) professional 
and technical workers; (2) managers and administrative workers; 
(3) clerical and kindred workers; and, (4) sales workers. For 1982 
and subsequent years, the Census Bureau used two new categories: 



(1) managerial and professional specialty occupations; and, (2) tech- 
nical, sales and administrative support occupations. These are close 
but not identical to the earlier categories; thus the data for 1982- 
1986.are not fully comparable with the 1969-1981 data.) 

EXHIBIT IX-7 

RATE OF PAY INCREASES 

89 70 71 72 73 74 75 76 77 78 79 80 81 82 83 84 85 86 87 88 

YEAR 
- CPI 8.3%. -t 09 (FED. PAY) 6.1%. 

* MlLlTARY PAY 8.9%* - Q -  WHITE COLLAR PAY 7%. 

*Annual Compound Rate of Growth 
CPI- Coneumer Prlce Index 

When two or more increases occurred in the same year, the per- 
centages were compounded to reflect the true annual increase; for 
example, the GS pay increases of 5.5 percent and 5.1 percent in 
1972 reflected a compounded increase of 10.9 percent. Over this 20 
year period, for eight years military pay increased by a greater per- 
centage overall than civil service pay; the percentage increases 
were identical for 10 years; and, twice (1976-1977), the iivil service 
pay increase was larger than the military. In the 1971-1972 time 
frame, military pay increases were significant in an effort to make 
military pay competitive so as to sustain the All Volunteer Force. 
Military pay increases exceeded the CPI for 4 straight years (1969- 
1972) as did the civilian (GS) pay, but the military pay fell behind 
the CPI from 1974 through 1980. The GS pay increase has not 
matched the CPI annual increase since 1977. 

The large military pay increase of 1981 sought to recoup the 
recent relative deterioration in pay. In that year, officers received 
a 14.3 percent pay raise while enlisted personnel received an in- 
crease ranging from 10 to 17 percent. Over the period from 1969 to 
1988, the annual compound rate of growth for military pa exceed- - 
ed the CPI 6.9 percent to 6.5 percent. Conversely, the G H pay in- 

creases after 1977 failed to stay abreast of the CPI. As a result, 
civil service pay has fallen behind both the CPI and military pay 
increases with a 20 year rate of 5.1 percent. 

E;xhibit IX-8 compares the effects of these annual percentage in- 
creases for each pay category. Setting 1968 pay scales as the base- 
line, with an index of 100.0, the cumulative impact of pay raises 
throughout the period are indicated. For example, for Federal 
workers to have the same purchasing power in 1988 as in 1968, 
their wage level index must equal 339.8. Federal workers' actual 
wage index in 1988 equalled 268.9, indicating a shortfall of 70.9 
index points, or 20.9 percent below 1968 purchasing power. 

EXHIBIT IX-8 

CHANGE OF PERCENTAGE INCREASE TO 
CONSUMER PRICE INDEX (CPI) 
1968 BASE YEAR (1968-100) 
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CPle6.3 QS (FED. PAY)*5.1 

MILITARY PAY*6.9 @@ WHITE C;OLLAR PAYe7.2 

*Annual. Compound Rate of Growth (oh) 
Change In Purohaalng Power: 139 -20.9%; 
Mil l tary 12.0%; Whlte Collar 10.2% 

Exhibits IX-9 and IX-10 recompute using baseline years of 1970 
and 1974 respectively. Changing the base year substantially affects 
the change in purchasing power. Using 1970, the year of the Feder- 
al Pay Comparability Act, as the base year, civil service pay de- 
clined by 23.6 percent between 1970 and 1988 and military pay in- 
creased only by 2.7 percent. Using 19'74 as the base year, a time 
when Federal pay comparability and military funding for the All 
Volunteer Force should have been well established, the evidence 
indicates an even greater decline in purchasing power: 25.4 percent 
for civil servants, and 15.5 percent for military. 



EXHIBIT IX-9 

CHANGE OF PERCENTAGE INCREASE TO 
CONSUMER PRlCE lNDEX (CPI) 
1970 BASE YEAR (1970=100) 

70 71 72 73 74 75 78 77 78 79 80 81 82 83 84 85 88 87 88 

. .. -- YEAR 

CPI* 6.4 QS (FED. PAY)*4.8 

MILITARY PAY.6.5 WHITE COLLAR PAYe7.0 

*Annual Compound Rate of Growth (%I 
Change tn Purcharlng Power: GS -29.8961 
Mllltary 2.7%; Whlte Collar 8.0% 

EXHIBIT IX-10 

CHANGE OF PERCENTAGE INCREASE TO 
CONSUMER PRICE INDEX (CPI) 
1974 BASE YEAR (1974400) 
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CP116.4 GS (FED. PAYb4.2 

MILITARY PAY.5.2 WHITE COLLAR PAY.7.2 

*Annual Compound Rate of Growth (%I 
Change In Purohsalng Power: QS -26.496; 
Mll l tery -15.5%; Whlte Collar 3.2% 

Exhibit IX-11 portrays the negative growth in pay of military 
and civil service personnel between 1972 and 1985 as measured by 
the annual Profeasional, Administrative, Technical and Clerical 
(PATC) pay survey, with 1972 as the base year. As indicated, both 
military and civil service pay declined-with a far greater decline 
in the latter. 
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EXHIBIT IX-12 

PAY DIFFERENTIALS 
(1972=0) 
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As indicated by Exhibit IX-12, there has been a growing chasm 
between pay in the public and private sectors. The comparability 
percentage represents the pay increase recommended by the Presi- 
dent's Pay Agent as necessary in each year for Federal pay to keep 
pace with the private sector. The military and civil service pay per- 
centages shown reflect the actual increases. In every year since 
1977, the salary adjustments for General Schedule employees have 
been a t  lesser amounts than required to achieve comparability. Al- 
though 1983 reflects a zero increase, 1983 pay increases was moved 
from October (the beginning of the fiscal year) to January 1984. 
Even after structural and procedural adjustments undertaken in 
the comparability process in 1984, the public/private sector pay 
gap has remained above 20 percent overall. Three recent GAO re- 
ports effectively document these disparities: Federal Workforce: 
Pay, Recruitment, and Retention of Federal Employees, (No. B- 
214553, February 1987); Federal Pay: Changes to the Methods of. 
Compari;tg Federal and Private Sector Salaries, (B-226282, May 
1987); and, Managing Human Resources: Greater OPM Leadership 
Needed to Address Critical Challenges, (B-211358, January 1989). 
Each reported that the public/private sector pay gap increased be- 
tween 1985 and 1986 from 19.2 percent to  23.8 percent overall. 

MILITARY -CIVILIAN PAY 
COMPARABILITY GAP 

71 72 73 74 75 76 77 78 79 80 81 82 83 84 85 86 87 88 89 

YEAR 

- MILITARY -i-- CIVIL SERVICE * COMPARABILITY 

The dissolution of pay comparability becomes more deleterious at 
the micro level where particular disciplines and professions have 
witnessed a disproportionate decline in pay. Therefore, this section 
addresses pay comparability of Program Management (represented 
by engineering) and contracting personnel in both the private 
sector and government. In the case of military officers, the compar- 
ison was limited to contracting, but would be equally applicable in 
engineering a t  the comparable grade levels as neither function re- 
ceives professional pay similar to that provided to medical doctors. 

Program Management personnel come from a multitude of func- 
tional backgrounds; therefore, it is difficult to objectively quantify 
the specific differences in pay between the public and private sec- 
tors. Since most Program Management personnel have a technical 
or engineering background, a comparison of the differences in pay 
between government engineers and their private sector counter- 
parts should be applicable to the general field of Program Manage- 
ment. 

The government has historically had difficulty attracting engi- 
neers. To address this problem, the Office of Personnel Manage- 
ment has authorized special salary schedules as well as special 
hiring authority for engineers. This authority is provided under 5 
U.S.C. 5303 which allows for higher minimum rates (not to exceed 
the maximum salary rate prescribed in the General Schedule for 



that grade or level (step lo)), and a corresponding new salary range 
to be established for positions or occupations under certain condi- 
tions. These conditions include a finding that the salary rates in 
private industry are so substantially above the salary rates of the 
statutory pay schedules as to significantly handicap the Govern- 
ment's recruitment or retention of well-qualified persons. 

That authority has been increasingly utilized as the Govern- 
ment's difficulty in hiring and retaining engineers has increased 
over time, as manifested in the expansior. of special salary rates. In 
March 1915, special higher salary ranges were authorized for pro- 
fessional engineers, accountants, and auditors a t  the entry grades 
of GS-5 and GS-7. By March 1985, these special salary rates were 
authorized not only for professional engineers at-the GS-5 and GS- 
7 level but also for engineers at  the GS-9 and GS-11 level. By 1987, 
the special salary rates were extended to the GS-12 level plus pe- 
troleum engineers through the GS-13 grade. 

The need for special pay rates is obvious if one looks at  a com- 
parison of private sector engineers with General Schedule employ- 
ees of comparable grade level, without factoring in any special pay 
rates. 

Exhibit IX-13 shows the difference in pay in the years between 
1970 and 1988, using the General Schedule Step 1 as the base 
salary for the civilian workforce. Percentage changes are all in 
favor of the private sector. Also, this Exhibit shows the step level 
increase an individual in the civil service would require to match 
the salary of those in private industry. For example, in 1970, a GS- 
9, Step 1 received $9,881 annually; the private sector counterpart 
received $12,350, a difference in salar of 25 percent. The Govern- 
ment engineer would have to be at Cd-9, Step 9 to have a roughly 
equivalent salary to the private sector counterpart. At the GS-5 
and GS-7 grade levels in 1970, the pay differences to the private 
sector were 56 and 38 percent respectively. The pay differentia1 
was so large that there was no step equivalent a t  either grade. It is 
important to note that by 1985, there was no civil service step 
equivalent to the comparable engineer in the private sector. 

EXHIBIT IX-13-COMPARISON OF ENGINEER PAY 1970-1988 
[Private sector to General Schedule, step 11 

GS-I 1 1 $11 905 $15,481 $20,61 I $26 381 $27,172 $27,716 
Pr~vate sector 1 $14,591 j $19.443 $28.486 $40,991 $44.360 $45.680 
Difference percent 2 3 25 1 IR 1 55 81 1 65 

................................................................ GS-5 
.................................................. Private sector 

Difference percent ............................................. 
.................................................... Step equivalent 

............................................................... GS-7 
.................................................... Privatesector 

Difference percent .............................................. 
............................................... Step equivalent 

......................................................... GS-9 
....................... ......................... Privatesector ... 

Difference percent.. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
.......................................... Step equivalent 

EXHIBIT IX-13-COMPARiSON OF ENGINEER PAY 1970-1988-Continued 
[Private sector ta General Schedule, step 11 

I _ ,  

1988 

.................................................. Step equivalent 8 9 ( ' f  f l )  ( I )  

GS-12 ........................................... $14,192 $18,463 $24,703 $31,619 $32,561 $33,218 
Privatesector ................................................ $17,004 $22,427 $33,141 $48,366 $52,648 $54,817 

.............................................. Difference percent 
.................................................... 

20 2 1 34 53 62 65 
Step equivalent 7 8 ( I )  I ' )  ( I )  

GS-13 ........................................ $16,760 $21,816 $29,375 $37,559 $38,727 $39,501 
.................................................. Private sector $19,471 $26,109 $38,259 $56,136 $61,807 $64,993 

........................................... Difference percent 16 20 30 49 60 65 
Step equivalenl ................................................. 6 7 ( I )  ( I )  ( ' 1  

( I )  

....... ........... ................. GS-14 Y . . . . . .  .. $19,643 $25,581 $34,713 $44,430 $45,763 $46,679 
Prlvate sector ................................................... $22,328 $29,101 $43,242 $65.641 $71,475 $74,326 

............................................ Difl erence percent 
................................................. 14 14 25 

48 56 59 
Step equivalent 5 5 9 ( I )  ( = I  ( [ )  
GS-15 ............................................................. $22,885 $29,818 $40,832 $52,262 $53,830 $54,907 
Private sector ...................................................... $25,393 $34,114 $50,079 $76,205 $81,060 $85,725 

................................................ Difference percent 11 14 23 46 51 . 
.............................. 5 

56 
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None. 

I 1 1 I I 

1987 1970 

$6,548 
$10,209 

56 
( I )  

$8,098 
$11,077 

38 
( I )  

$9,881 
$12,350 

2 5 
9 

In a comparison of General Schedule Step 1 salaries for GS-5 
through GS-15 personnel, one finds the greatest disparity in 1970 
and 1975 at  the entry and journeyman levels (GS-5 through GS- 
12). At the higher grades (GS-13 through GS-15) there is a close 
confluence between General Schedule and private sector engineers 
in 1975. During the 1980s, the situation deteriorated significantly, 
with the pay gap at all grade levels sharply increasing. 

The pay situation is somewhat ameliorated in the special pay 
rates. As the civil service salary position relative to the private 
sector is viewed over time, the special pay rates are extended to 
higher level civil service grades. Exhibit IX-14 indicates how the 
special pay rates for engineers have been applied by the Office of 
Personnel management (OPM) since 1970. This Exhibit indicates 
the General Schedule step equivalent in salary authorized for engi- 
neers. 

EXHIBIT IX-14-SPECIAL PAY RATES FOR ENGINEERS 1975 
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$12,917 
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As shown in Exhibit IX-15, while special pay has prevented the 
huge disparity in salaries that would have occurred under the Gen- 
eral Schedule alone, the rate of special pay extension in the 1980s 
Failed to keep pace with the rate of divergence in pay, especially a t  
the higher pay grades. For example, in 1970 special salary equiva- 
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lent stepswere authorized by OPM for GS-5 through GS-12 grade 
levels. A GS-9 could start at the Step 7 level. In 1975, there was no 
special pay rate for the GS-9, but by 1980 it was reinstated at the 
Step 8 level. Throughout the period, the GS-5 started at  'Step 10. 

EXHIBIT IX-15-ENGINEERS COMPARABILITY PAY 
[GS-Special pay rates] 

The last measure of the accelerating divergence in pay is the per- 
centage increase in pay of private sector engineers over civil serv- 
ice counterparts, which is depicted in Exhibit IX-16. 
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An analysis of contracting personnel can be easily distinguished 
from that of Program Management because contracting constitutes 
an homogeneous group that facilitates comparisons of like career 
fields. Government contracting personnel, like government engi- 
neers, do not have pay comparability with their counterparts in the 
private sector. While the engineers' disparity appears worse in ab- 
solute terms, the situation of engineers at the lower grades is a m e  
liorated by special pay rates which are unavailable to contracting 
personnel. 

A comparison of the growth in pay of contracting civil servants 
over the last 20 years relative to that of their counterparts in the 
private sector indicates a growing pay gap, as delineated by Exhibit 
IX-17. 

Now. 
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EXHIBIT IX-17 

PERCENT INCREASE IN PAY 1966-1988 
CONTRACTING 

GS-5 QS-7 QS-0 GS-11 

GS-LEVEL 

CIVIL SERVICE PRIVATE SECTOR 

Similarly, a comparison of pay differences between contracting 
civil servants (GS-1102 series) and their private sector counterparts 
in medium and large size firms from 1966 through 1988 confirms 
the growing pa gap. Exhibit IX-18 provides such a comparison for 
selected years &ring this period. The data presented is for the only 
four grade levels for which data was available. The analysis speci- 
fies the step interval in the General Schedule which is roughly 
equivalent to private sectcr pay. For example, in 1970, a GS-5, Step 
1 received $6,548 annually, compared $8,512 by his or her counter- 
part in private industry. Based on this 30 percent pay differential, 
the contracting GS-5 would have to be at Step 10 to have a compa- 
rable salary. 

U(HI0IT IX-18-COMPARISON OF CONTRACTING PERSONNEL PAY, 1966-1988 
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EXHIBIT tX-18-COMPARISON OF CONTRACTING PERSONNEL PAY, 1966-1988-Continued 
[Private sector to General Schedule, step 11 
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Like the engineers, double digit percentage differences exist at 
all grade levels, with the greatest difference initially a t  the entry 
level. However, by 1980 pay differentials at the journeyman level 
were more significant. At the same time, step equivalents withir? ' 
the same grade were no longer operative a t  any grade level. 

Exhibit IX-19, which compares the differences in terms of aver- 
age General Schedule pay at the same grade levels vice the Step 1 
pay, indicates similar differences that are only less sharply drawn. 
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Another measure of the pay disparity in contracting is in com- 
paring the starting salaries of college graduates with appropriate 
academic disciplines to the starting (GS-5 or GS-7, Step I) civil 
service salary for GS-1102 personnel, as shown in Exhibit IX-20. 

EXHIBIT IX-20 
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EXHIBIT IX-19-COMPARISON OF CONTRACTING PERSONNEL PAY 1975-1988 
[Private sector to General Schedule Average] 
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EXHIBIT IX-20-Continued 
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As indicated, there are gross pay disparities, especially a t  the grad- 
uate degree level, which have only worsened over time. 

Pay is an important factor in hiring and retaining a quality 
workforce. In high cost-of-living areas, the government has had dif- 
ficulty, especially a t  entry grades, in hiring and retaining contract- 
ing civilians. For example, the Directorate of Contracting and Man- 
ufacturing a t  Air Force Systems Command, Space Division, in Los 
Angeles, California reported in August 1988 that it had experi- 
enced a turnover of 61 percent of its contracting civilians in the 
last three years. As a result, Space Division has a huge body of in- 
experienced contracting specialists. The average contracting experi- 
ence level of contracting officers is only 2.6 years. Space Division 
attributes this situation to significant pay disparities and the high 
cost of living in the Los Angeles area. 

In its 1989 report on personnel attrition in the civil service 
white-collar occupations (Who Is Leaving the Federal Government ?), 
the Merit Systems Protection Board analy~ed the various types of 
separation from the Civil Service in 1987. It found that there was 
an overall 9 percent separation rate. Furthermore, 58 percent of all 
separations were resignations, 25 percent were voluntary retire- 
ments and 5 percent were agency initiated separations. 

There are many reasons for leaving government service and 
there are a number of variables: age, length of service, occupation, 
economic conditions both in general and occupation specific. As the 
Merit Systems Protection Board report observed: 

Dynamics of Federal employee turnover are complex and 
multi-faceted . . .  conclusion about what 'causes' turnover 
should be drawn very carefully, since there may be indi- 
rect relationships among several different factors . . .  
Overall, however, there are some major public policy im- 
plications regarding the current 'tools' available to public 
managers in terms of current civil service rules and regu- 
lations. The rigidities of the current white-collar compen- 

. . .  sation system provide Federal managers with few op- 
tions for attempting to retain-on a selected basis-high 
performing ernploy6es who are leaving for compensatiGn 
related reasons. 

Military, Civil Service, Private Sector Contracting Pay Analysis 
A comparison of civil service, military and private sector con- 

tracting pay shows that both military officers and GS employees 
are not compensated adequately compared to the private sector as 
can be seen in Exhibit IX-21 

EXHIBIT IX-21-COMPARISON OF GENERAL SCHEDULE, MILITARY AND PRIVATE SECTOR PAY 
(CONTRACTING PERSONNEL) 

These trends are graphically represented in Exhibits IX-22 (GS- 
7/0-11, IX-23 (GS-9/0-21, and IX-24 (GS-11/0-3). In reporting this 
data, General Schedule Step 1 salaries were used, as many con- 
tracting personnel a t  these grades are on training or intern pro- 
grams where they progress annually to the next higher grade. 0-1 
(second lieutenant) salary was computed a t  less than two years 
service, 0-2 (first lieutenant) a t  two or more years service, and 0 - 3  
(captain) a t  4 or more years service. Because civil servants on 
training programs would normally progress at a faster rate than 
their military contemporary, an  individual GS salary a t  these 
grade levels would tend to increase a t  a faster rate. On the other 
hand, comparisons should be made of comparable pay for the same 
level of responsibility and work. 
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Milshortfall .................................................... 

GS-9 ................................................................ 
0-2 ..................................................................... 

..................... Privatesector .......................... ....... 
GSshortfal ......................................................... 

..................................................... Mil.shortfaH 

.................. -- .......................................... . GS-11' : 
. 

0-3 ............................ 
Privatesector ................................................ 
GSshortfall ....................................................... 
Milshortfall ...................................................... 

1970 

$8,098 
$7,307 
$9,759 

21% 
34% 

$9,881 
$9,709 

$11,665 
18% 
27% 

$11,905 
. $12,655 

$13,895 
17% 
16% 

1975 

$10,520 
$10,009 
$13.337 

27% 
33% 

$12,841 
$11,597 
$15,995 

25% 
38% 

$15,181 
$16,381 
$18,943 

22% 
E% 

1980 

$13,925 
$13,363 
$18,467 

33% 
38% 

$17,036 
$16,575 
$22,904 

34% 
38% 

$20,611 
$21,831 
$27,777 

35% 
27% 

1985 

$17,824 
$19,421 
$25,606 

44% 
32% 

$21,804 
$23,730 
$31,774 

46% 
34% 

$26,381 
$31,262 
$39,306 

49% 
26% 

1987 

$18,358 
$20,601 
$27,184 

48% 
32% 

$22,458 
$24,982 
$34,818 

55% 
39% 

$27,172 
$33,143 
$42,772 

57% 
29% 

1988 

$18,726 
$11,013 
$27,863 

46% 
33% 

$22,907 
$25,484 
$36,040 

57% 
At0/-  

- - ' $27,716 
$33,808 
$43,651 

57% 
29% 



EXHIBIT IX-22 EXHIBIT IX-23 

CONTRACTING PERSONNEL 
SALARY COMPARISON 
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SALARY COMPARISON 
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I EXHIBIT IX-24 EXHIBIT IX-25 

CONTRACTING PERSONNEL 
SALARY COMPARISON 

1970 1975 1980 1985 . 1987 1988 

YEAR 

GS-11 0-3 EI PRIVATE SECTOR 

At the entry or lower ranks and grades, civil servants fared rela- 
tively better than officers vis-a-vis the private sector through 1980. 
However, the situation changed sigxificantly in the 1980s and by 
1988 a very wide gap had developed. At the higher grades, military 
personnel fared much better in pay than did their civil service 
counterparts vis-a-vis private contracting personnel. 

Exhibits IX-25, 26, and 27 show the negative growth of both rnili- 
tary and civil service pay compared to the private sector for GS-7, 
GS-9, and GS-11 grade levels respectively. The percentages shown 
represent how much less the civil service pay and military pay is 
compared to one data point-the pay of the private sector counter- 
part. 

CONTRACTING PERSONNEL SALARIES 
PAY DIFFERENCE 

1 
-35% 1 I I I I f 

1970 1975 1980 1985 1987 1988 

YEAR 

Comparison to Private Sector 
(Baeeline=O) 



EXHIBIT IX-26 
EXHIBIT IX-27 

CONTRACTING PERSONNEL SALARIES 
PAY DIFFERENCE 

C I 
-40% I I I I 

1 I 

1970 1975 1980 1985 1987 1988 
YEAR 

Comparison to Private Sector 
tBaaeline-0) 

CONTRACTING PERSONNEL SALARIES 
PAY DIFFERENCE 

I I I 1 

1070 1975 1980 1985 1987 1988 

YEAR 

Comparison to Private Secfor 
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Air Force Study o Contracting Personnel Compensation. A 1987- d 1988 Air Force stu y analyzed various aspects of the civilian con- 
tracting personnel compensation issue, including job entry and re- 
tention. The Air Force study attempted to ascertain the initial 
appeal of private sector contracting employment rather than feder- 
al employment and identified factors that sustained the initial 
choice of jobs. Private sector contracting personnel were asked why 
they originally chose to work for their present employer and what 
factors influenced them to remain with the company. They were 
also asked if they had considered Federal employment at the time 
they accepted their current position. These personnel rank ordered 
fourteen factors considered important when evaluating a job oppor- 
tunity. Exhibit IX-28 indicates the rank order of each factor. 

EXHIBIT IX-28-FACTORS CONSIDERED DURING EVALUATION OF AN EMPLOYMENT OPPORTUNITY 

Factor 1 Ranking 

................................................................................................................ The work itself, e.g., challenging, interesting I 
........................................................................................................................................................................... Salary 

. Personal/professionaI growth opportunities ........................................................................................................................ 
................................................................................................................................................ Autonomy/responsibility 
............................................................................................................................................... Promotion opportunities 

Working conditions/environment .................................................................................................................................. 
Other compensation, e.g., benefits, bonuses ..................................................................................................................... 

.................................................................................................................................................................... lob security 
Pension/retirement plan .................................................................................................................................................... 



EXHIBIT IX-28--FACTORS CONSIDERED DURING EVALUATION OF AN EMPLOYMENT OPPORTUNITY- 
Continued 

Factor 1 Ranking 

The work itself was considered most important, followed by 
salary. Thirty-six percent of the private sector contracting employ- 
ees considered working for the Federal government a t  the time 
they accepted their present job, Of 14 separate factors, "growth op- 
portunity" was the top factor a t  the entry and managerial levels 
with salary the fifth most important factor. For journeymen level 
employees, salary was the most important factor. Seventy-five per- 
cent of entry level personnel indicated their responses were based 
on .perceptions of the Federal government. However, 56 percent of 
journeymen and 62 percent 'of managers said their comparisons 
were fact-based. 

Contracts employees were asked what they liked and disliked 
about their present job to determine why they have remained with 
their current employer. Out of 16 factors liked, the most important 
satisfier was challenging work with salary third. Conversely, in 
ranking factors that employees disliked about their jobs, promotion 
opportunity was the most important and salary was fifth. 

Air Force civilian contracts employees ranked job security, chal- 
lenging work, autonomy/responsibility, and their 'pension plan 
among the top factors they liked. Both job security and pension 
plans were among the top four factors about their job disliked by 
private sector employees. The disparity in salary is manifested by 
private sector employees ranking it as their third most liked factor 
znd Air Force employees ranked as their most disliked factor. 

Air Force personnel dissatisfaction was translated into turnover. 

Job preslige ............................................................................................................................................................. 
Educationai/training opportunities ...................................................................................................................................... 
Flexible working hours.. ................... .. ......................................................................................................................... 
Travel opportunities ........................................................................................................................................................ 
Oaycare facilities ......................................................... .......................................................................................... 

From 1983 t i  1987 approximately 12 percent of GS-1102 personnel 
terminated their employment to accept a job with private industry.. 
The overall separation percentage and the relative percentages ac- 
cepting jobs in private industry are shown in Exhibit IX-29. 

10 
1 1  
12 
13 
14 

'EXHIBIT IX-29-A1R FORCE CONTRACTING PERSONNEL SEPARATIONS 
fln percent] 

Level 1 Entry 1 Journeyman 1 Management 

Separating from Air Force ................................... ... ............................................................ 16 
lob with private industry ................................................................................................... 

The Air Force study discussed above-A Comparison of Civilian 
Contracting Personnel with l'heir Private Sector Counterparts-also 
compared the compensation package of government contracting ci- 
vilians to that of contracting personnel in the private sector. The 
elements of compensation evaluated included salary, insurance, re- 

tirement benefits, pension plan, expense accounts, and intangible 
compensation such as environment. Comparisons were made of two 
private sector contracting groups: those employed by aerospace 
companies selling primarily to the Air Force; and those employed 
by large industrial firms (500 top firms on the Fortune 500 list of 
April 27, 1987). The study was limited to eight cities throughout 
the United States, most of which were identified as high cost-of- 
living areas. 

As depicted by Exhibit IX-30, private sector contracting person- 
nel had higher salaries than Air Force employees: approximately 
$10,000 more per year a t  the entry and journeyman levels and 
$5500 more at the managerial level. 

EXHIBIT IX-30-SALARY COMPARISONS OF CONTRACTING PERSONNEL 

................................................................................................................ Entry $29,747 $30,000 $19,518 $18,726 
....................................................................................... )ourneyma" ........... $43,279 $40,030 1 $31,235 1 $31,874 

......................................................................................................... Manager $53,263 $50,500 $47,643 $44,769 

7 Private sector 

The study found that, typically, private sector employees re- 
ceived higher salaries except in Dayton, Ohio where Air Force em- 
ployees consistently received higher pay. Forty-two percent of the 
private companies surveyed indicated that salary levels for their 
contracts personnel were established on a local job market basis. 
Thirty-three percent stated salary levels were established accorciing 
to a national measure. The remainder indicated some other meth- 
odology was used; for example, twelve percent conducted surveys of 
both national and local competitors in order to establish compara- 
ble sataries. Ninety-seven percent of the companies indicated that  
their employees did not receive a cost-of-living (COLA) adjustment. 
Ninety-three percent of the companies did not provide a geographic 
location COLA. 
In other areas of tangible compensation, the private sector often 

proved far more generous than the Government. Sixty-eight per- 
cent of the companies reimbursed all reasonable costs incurred by 
employees during business-related travel. Twenty-three percent re- 
imbursed travel costs, but limited reimbursement on food and lodg- 
ing to a maximum amount per day as does the Government under 
the Joint Travel Regulations. 

Ninety-four percent of the companies offered some form of health 
insurance coverage, and they tended to be much more generous 
than the government as indicated in Exhibit IX-31. 

Air Force 

EXHIBIT IX-31-COMPARISON OF HEALTH INSURANCE COVERAGE 

Private company 
Item Government 

..................................................................................................... Pacent of premium paid 1 91.4 / 100 1 75 
............................................................................. Upper limit paid per individual per year $825 $750 $1612.12 



EXHIBIT IX-31-COMPARISON OF HEALTH INSURANCE COVERAGE-Continued 

Upper limit paid per family per year .................................................................... $1461.61 $1200 $2172.73 1 I I '  
Hem 

While the Government offers basic life insurance to all its em- 
ployees, as do ninety-one percent of the companies surveyed, the 
percent of premium paid by the Government is only 33 percent 
whereas the private sector companies surveyed paid 99 percent of 
the premium The Government offers a life insurance option for de- 
pendents, although the employee must pay all the premium, while 
only 39 percent of the companies offered life insurance for depend- 
ents. Both the Government and private companies offered acciden- 
tal death insurance with a few companies a t  the high end provid-, 
ing substantially more benefits. 

Federal employee compensation was much better in the areas of 
retirement benefits and eligibility, and in the number of holidays 
and the number of days of leave allowed per year. Federal employ- 
ees are eligible for performance-based bonuses and may receive 
cash awards for superior performance, suggestions, inventions, or 
special services. Forty-two percent of the companies surveyed paid 
performance-based bonuses; 33 percent paid company profit bo- 
nuses, and 12 percent reported their employees are eligible for 
annual and Christmas bonuses. 

With regards to intangible compensation, private sector and Air 
Force civilians were asked to describe their physical work environ- 
ment in terms of office area and availability of eating, health and 
day care, and recreational facilities. Overall, private employees 
were more likely to have better office/work areas, whereas Air 
Force civilians had better support facilities available for their lim- 
ited use. Almost one-third of Air Force employees indicated an in- 
adequate working environment. 

APPENDIX 1 - 1  
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DEFENSE DEPARTMENT REFORMS 

Statement by the Principal Deputy Press Secretary to the President 

The Presrdent has signed a directive to implement virrually all of the recommendatrons presented 
to hrm In the interrm report or the Blue Rlbbon Commrss~on on Defense Management The 
Pres~denttal directrve and separate instructions issued by Secretary of Defense Wernberger ~nclude all 
of the Commrssion's recommendatrons that can be implemented-by Executive action 

The Presrdent takes pride and sat~stactton with the many reforms already started by Secretary 
Wernberger and stresses that the Commission recommendations should prov~de the basts for 
structural reform whlch would permit the Department of Defense to build upon and go beyond what 
has aIready been accornpl~shed The President apprecrates the Commission's statement that many of 
their recommendat~ons have already been started by Secretary Wernberger Th~s was one of the 
factors that encouraged the Cornmrssion and gave them confidence that thetr proposals would be 
I mplernented 

The President also IS indebted to Davrd Packard, the Commission s chairman, and the 
Commission for their excellent work The recommendations of the Commission are among the most 
extensrve reforms of the Defense establ~shment since World War ll The Packard Commission will 
continue to adv~se the Presrdent and Secretary Weinberger during the process ot implementing the 
report The Presrdent expects the Commission to elaborate on its interim recommendations by Issuing 
add~tional reports prror to ~ts r~nal report th~s summer 

In slgning the necessary directrves to implement the Commission s recornmendat~ons, the 
President noted that he will send a tormal message to the Congress a.king for Congress to join him in 
implementing the Cornmissron s recornn~endations He w ~ i l  call on the Congress to help in the 
~mplementatron of executive branch rerorm and also to make the ~rnportant congressional reforms 
outl~ned by the Commrsslon The Prestdent I S  pleased that the Congress has begun to take the first 
steps in this process 

April 2, 1986 

FACT SHEET 

Summary of a Directive Implementing the 
Recommendations of the Bfue Ribbon Commission on 
Defense Management 

Thrs d~rectrve outhnes the steps approved for 
the ~mplementatron of the ~n i~ ra l  
recommendations of the Cornmtssion on 
Defense Management The Cornrn~ssion will 
make additional recornmenda~rons whrch will 
be evaluated In due course and elaborate on 
those it has already made, as requ~red We 
must, however, be especrall, mindtul o: the 
need to move qurckiy and decisrvely to 
Implement those changes approved In thrs 
directive 

I. National Security Planning dnd Budget~ng 

The current Department or Detense 
planning, programming, and budget~ng 
system (PPBSI i s  a sophtsticated and 
effective process for the allocation of 
defense resources. Effective plann~ng is a 
key element of PPBS. In striving to achieve 
the objectives of our five-year defense 
program within a constrained resource 
environment, the requirement for stabte 
and effective planning is becorn~ng even 
more important. The planning process 
requires that we consider the entire scope 
of nat~onal poiicies and pr~oritres 

tn this regard, i t  has been determined that 
defense planning should convey the jn~tial 
guidance from senior civilian and rnrl~iary 
officials to those required to Implement 
such guidance by: ( 1  1 the NSC revrewing 
our national security stratrgv to determ~ne 
i t  changes are requtred; 121 \trcngthen~n~ 
the process through nhic h 1h<1 Preiiden~ 
provrdes policy and i l s c ~ l  eu~ti ' lnc c to the 

Department of Defense; and 13) enhancing 
the role of the Chairman of the Joint Chiefs 
of Staff In the resource allocation process 

The NSC, wrth the advice and assistance 
of the Offrce of Management and Budget, 
will (leveiop revised schedules and 
procedures to improve the integration of 
national security strategy with frscal 
guidance provided to the Department of 
Defense. Toward this end, within 90 days 
of the date of this directive, the Secretary 
of Defense shall recommend to the NSC 
and OM0 procedures for, 

A) the Issuance of provisional five-year 
budget levels to the Department of 
Defense. Those budget levels would 
reflect competing demands on the 
federal budget and gross national 
product, and revenue projecttons; 

6) a military strategy to support natronal 
objectives wlthln the provisional f~ve- 
year budget levels. Such strategy 
would include broad military options 
developed by the Chairman wrth the 
advice of members of the ICS and the 
Commanders oi  the Combatant 
Commands, 

Ci a net assessment of mil~tary 
capabihties: and 

Dl selection by  the President of a military 
program and the assocrated budget 
level. 



The NSC and OM0 wtll ensure that such 
procedures are fully in place prior to the 
beginning of the budget cycle for Fiscal 
Year 1989. In the meanttme, the Secretary 
of Defense will ensure that improvements 
to the planning process, whtch result from 
the guidance above, are integrated with 
the preparation of the Fiscal Year 1988 
defense budget to the greatesf possrble 
extent. In addition, OMB and D o 0  wrll 
undertake the appropriate steps necessary 
to produce a two-year defense budget for 
F~scal Years 1988-89. 

Our objective is to improve and srab~lize 
strategic planning at the highest ievel, so 
that public and congressional debate can 
be elevated and brought to bear on these 
larger quest~ons of defense policy. 

11. Military Organization and Command 

Th~s directive fulty endorses the 
recommendatcons of the Commiss~on 
concerning m~litary organrzatton and 
command To contcnue to strengthen 
command, control, and mrlttary advrce. 
the fol low~ng measures will be 
undertaken. 

A Wcthfn 90 days or th~s drrectrbe, the 
Secretary of Defense w ~ i l  report to the 
President concerntng changes to 
approprtate DoD D~rect~ves 
undertaken to Increase the 
effectcveness of comrnunlcatlons 
between the Secretary of Defense and 
the Combatant Commanders Such 
changes shall include tmproved 
procedures for the Cha~rrnan ot the ICS 
to 

( 1  1 channel the reports o i  the 
Combatant Commanders ro the 
Secretary o i  Deiense. wbrect to the 
direction of the Secretarv, so that 
the Chairman mav better 

incorparate the vrews of the 
Combatant Commanders In his 
adv~ce to the President and the 
Secretary; and 

(2) channel to the Combatant 
Commanders the orders of the 
President and the Secretary of 
Defense. 

B. Within 180 days of the date of thrs 
directcve, the Secretary of Defense will 
report to the President on revisions 
made to Jornt Chiefs of Staff Publication 
R 2  (Unified Action Armed Forces), the 
Unified Command Plan, and any other 
such publications and directives as 
may be necessary to accomplish the 
following: 

( 1 )  to provide broader author~ty to the 
Combatant Commanders to 
structure subordinate commands. 
jo~nt task forces and support 
activities, subject to the approval of 
the Secretary of Defense; . 

( 2 )  to prov~de optcons In the 
organ~zat~onal structure of 
Combatant Commands to 
accommodate the shortest poss~ble 
charns of command cons~stent w ~ t h  
proper supervtscon and support. 
wh~ch  the Secretary of Defense 
may rmplernent during 
conttngencres short of general war, 

13) to prov~de rncreased flexibility to 
deal w ~ t h  situations that overlap the 
current geographtcal boundaries of 
the Combatant Commands; and 

14) to ensure the continuing 
responsiveness of the Combatant 
Commands to current and 
projected national securrty 
requirements. 

We also support the recommendation of 
the Cornmcssron that the current statutory 
prohibttion on the establishment of a 
srngle Unified Command for 
transportation be repealed. Assuming this 
provision of law will be repealed, the 
Secretary of Defense will take those steps 
necessary to establish a single Unified 
Command to provide global air, land, and 
sea transportation. 

Ill Acquisibon Organization and Procedures 

To conttnue to Improve acqu~sllron 
management, the followtng measures will 
be undertaken. 

A Wlthrn 60 days of the date of this. 
d~rect~ve, In antlclpatlon of the 
enactment of legtslatron establish~ng a 
ievel 11 posltron ot Under Secretary of 
Deiense for Acqu~s~tion, the Secretary 
ot Defense will Issue a DoD D~rect~ve 
outllnrng the roles lunctions and 
respons~b~ltttes o i  !he Under Secretary 
ot Defense for Acqutqrtton The Under 
Secretary ot Defense for Acqurs~tion 
f iho  should have a sol~d ~ndustr~al 
background, wtll serve as the Defense 
Acqurs~t~on Executtve The ex~strng 
Defense Acqu~sltion Executtve wrll 
~rnrned~ateiy begrn ~mptementatron of 
these actrons pendtng the passage of a 
b ~ l l  authorrztng apporntment of a new 
USDlA) as contemplated by the 
Packard Commtss~on The D~rectrve 
will encompass the followrng 

( 1  i def~n~tron of the scope ot the 
"acqurs~tron" funcilon, 

(21 responsibifity for settrng policy for 
procurement and research and 
development; 

(31 supervision of the pertormance of 
the entire department acqulsrtton 
svslern, 

(4)  policy for adminislrat~ve oversight 
of defense contractors; and 

15) develop appropriate guidance 
concerning auditing of deiense 
contractors. 

B Wrth~n 60 days of the date of th~s 
drrect~ve, in ant~c~pat~on of enactment 
of legcslat~on to establ~sh the posrtlon 
of Under Secretary of Defense for* 
Acqu~s~tton, the Secretary of Defense 
wrll d~rect the Secretar~es of the 
Mrlltary DepaFtments to prepare 
Military Department Directives 
establishing Servrce Acqu~sit~on 
Executives. The Serv~ce Acquisition 
Executives, acting for the Service 
Secretartes, will appolnt Program 
Executive Offlcers (PEO) who wi l l  be 
responsible for a reasonable and 
defcned number of acquisition 
programs, Program managers for these 
programs would be responsible 
directly to their respective PEO and 
report only to h~ rn  on program matters 
Thus, no program manager would 
have more than one level of 
supervision between himself and h ~ s  - 
Servtce Acquisition Execut~ve, and no 
more than two levels between hrmseli 
and the Department of Defense 
Acqu~srt~on Executive. tach Servrce 
should retain fiexibility to shorten ~hrs 
reportrng chatn even f~rther, as it sees 
f ~ t .  By this means, DoD should 
substantrally reduce the nurnbei of 
acquisit~on perso:lnel. 

C. The Administrat~on should work with 
the Congress to recodify all federal 
statutes governing procurement Into a 
single government-wide procurement 
statute. This recodiftcation should aim 
not only at consolidation, but more 
importantly at stmptificat~on and 
conststency. Within 120 days of thrs 
d~rect~ve, the Director of OMB should 



submit a legislative initiative to the 
Presrdent that accomplishes the 
needed consofidatlon, s~mplrfication 
and consrstency In preparing this 
initiative. OM6 should work wtth the 
Do0 and all other appropriate Federal 
Agencies. 

0.  Withtn 60 days the Secretary of 
Defense shall report to the Prestdent on 
measures to strengthen personnel 
management policies for civifian 
managers and ernpioyees having 
contracting, procurement or- other 
acquisition responsibtiities. 

E Wtthrn 45 days of thrs drrecttve the 
Secretary of Defense shall establ~sh 
procedures whrch call for the joint 
Requ~rements Management Board 
URMB) to be co-chatred by the Under 
Secretary of Defense iAcquisltton) and 
the Vtce Chatrman of  the JCS These 
procedures shouid call for the JRM8 to 
play an active and important role In al[ 
jbtnt programs and rn approprtate 
Service programs by dettnrng weapons 
requrrements selecting programs for 
development and p r o v ~ d ~ n g  thereby 
an early trade-off between cost and 
performance The jRMB will conduct 
rts acttvlttes under the general 
supervrsion ot the Secretary ot Defense 

and in coordrnation with the Defense 
Resources Board 

F .  W~thin 90 days after the appointment 
of the Under Secretary of Defense for 
Acquisition, the Secretary of Defense 
shall report to the President on 
measures, already taken or to be taken, 
to enhance the cost-cific~ency, qualrty, 
and t~meliness of procurements. 

IV. Government, Industry, Accountability 

Within 90 days of the date of this directrve, 
the Secretary of Defense'shall begin 
implementation and report to the President 
on the implementation of the 
recommendations of the President's 
Commission on Defense Management 
relating to Covernment/lndustry 
accountability. Steps taken in this regard 
should not, however, reduce the 
Department's ability to monitor and aud~t  
contractor performance and procedures. 

V. Reporting and Coordination 

This directive conta~ns numerous actions, 
plans, and implementation procedures. In 
order to keep the President futly informed 
on the progress of these events, the 
Secretary of Deiense will advise htm 
regulariy on trnplementation progress. 

R?PE~';DI)I I-& 
T H E  S E C R E T A R Y  OF D E F E N S E  

w&$HINGTON T H E  DISIRICr OF COLUh3BIA 

1 3  MAY 198; 

H o n o r a b l e  Les  A s p i n  
Chai rman 
Commit tee  o n  Armed S e r v i c e s  
House o f  R e p r e s e n t a t i v e s  
W a s h i n g t o n ,  D.C. 20515-6035 

Dear M r .  Chai rman:  

S e c t i o n  932 o f  t h e  N a t i o n a l  D e f e n s e  A u t h o r i z a t i o n  Act  
f o r  F i s c a l  Year 1987, Pub.  L .  No. 99-661,  r e q u i r e s  t h e  
d e v e l o p m e n t  o f  a p l a n  f o r  a p e r s o n n e l  i n i t i a t i v e  d e s i g n e d  t o  
e n h a n c e  t h e  p r o f e s s i o n a l i s m  o f ,  a n d  c a r e e r  o p p o r t u n i t i e s  
a v a i l a b l e  t o ,  a c q u i s i t i o n  p e r s o n n e l  o f  t h e  D e p a r t m e n t  o f  D e f e n s e .  
Section 932(c) r e q u i r e s  t h a t  a r e p o r t  d e s c r i b i n g  t h e  p l a n  be 
s u b m i t t e d  t o  t h e  C o n g r e s s .  

The p l a n  b e i n g  p u r s u e d  c o n s i s t s  o f  t w o  s e t s  of i n i t i a t i v e s .  
The  f i r s t  i s  a l e g i s l a t i v e  c h a n g e  t h a t  would  a l l o w  t h e  e s t a b -  
l i s h m e n t  o f  a f o r m a l  a l t e r n a t i v e  p e r s o n n e l  management s y e t e m .  
The s e c o n d  i n v o l v e s  s p e c i f i c  a c t i o n s  e x c l u s i v e l y  a d d r e s s i n g  
e d u c a t i o n a l  q u a l i f i c a t r a n  r e q u i r e m e n t s  a n d  t r a i n i n g  o p p o r t u n i t i e s  
f o r  acquisition p e r s o n n e l .  B o t h  i n i t i a t i v e s  a r e  d i s c u s s e d  i n  t h e  
f o l l o w i n g  p a r a g r a p h s .  

The D e p a r t m e n t  o f  D e f e n s e  has  b e e n  a c t i v e l y  i n v o l v e d  f o r  
s e v e r a l  y e a r s  i n  t h e  d e v e l o p m e n t  o f  i m p r o v e d  a p p r o a c h e s  t o  
c l v i l i a n  p e r s o n n e l  management .  A f t e r  much s t u d y ,  t h e  D e p a r t m e n t  
has c o n c l u d e d  t h a t  t h e  s i m p l i f i e d ,  f l e x i b l e  p e r s o n n e l  s y s t e m  
b e i n g  d e m o n s t r a t e d  b y  t h e  N a v y ' s  l a b o r a t o r i e s  a t  C h i n a  Lake  and 
San D i e g o ,  C a l i f o r n i a ,  p r o v i d e s  t h e  b e s t  a p p r o a c h  to a t t a i n  l o n g -  
n e e d e d  s y s t e m i c  i m p r o v e m e n t s .  The  P r e s i d e n t ' s  B l u e  Ribbon 
Commission on  D e f e n s e  Management,  h e a d e d  by David  P a c k a r d ,  a g r e e s  
w i t h  t h i s  a p p r o a c h  a n d  h a s  recommended s p e c i f i c a l l y  t h a t  t h e  
c o n c e p t s  o f  t h e  Navy p r o j e c t  b e  e x t e n d e d  t o  a l l  a c q u i s i t i o n  
p e r s o n n e i  i n  DoD. 

The A d m i n i s t r a t i o n ' s  p r o p o s e d  C i v i l  S e r v i c e  S i m p l i f i c a t i o n  
Act  would a l l o w  f o r  c a r e f u l ,  budget  n e u t r a l  e x p a n s i o n  o f  t h e  
N a v y ' s  a u c c e s s f u l l y  d e m o n s t r a t e d  s y s t e m .  T h e  D e p a r t m e n t  o f  
Defenae s t r o n g l y - s u p p o r t s  t h i s  l e g i s l a t i v e  p r o p o s a l  a n d  b e l i e v e s  
i t  would  p r o v i d e  t h e  f l e x i b i l i t y  n e c e s s a r y  to a t t a i n  t h e  d e s i r e d  
e n h a n c e m e n t  of p r o f e s s i o n a l i s m  o f  a c q u i s i t i o n  p e r s o n n e l .  
However,  s i n c e  t h i s  Government-wlde  l e g i s l a t i o n  has n o t  y e t  
r e c e i v e d  s u f f i c r e n t  s u p p o r t  i n  t h e  C o n g r e s s ,  tha D e p a r t m e n t  is 
p r e p a r e d  to p u r s u e  s e 2 a r a t e  l e g i s l a t i v e  a u t h o r i t y  to  e s t a b l i s h  a n  
a l t e r n a t i v e  p e r s o n n e l  management s y s t e m  c o v e r i n g  DoD o n l y .  T h e  
k e y  f e a t l ~ r e s  o f  such a s y s t e m  a r e :  



- Pay Banding. The sys2em would consolidate existing 
grade levels into appropriate pay bands that would 
generally encompass the pay ranges for two or more 
grade levels of the General Schedule. 

- Simplified Class~fication. Within the pay bands, the 
system would eliminate much of the administrative 
burden now involved in classification. 

- Pay-fcr-Performance. Progression within the pay bands 
would be based inore on performance than seniority, 
with greater rewards for better performers and with 
the ability to withhold pay raises for those whose 
performance is less than fully euccessful. 

- Market Sensitivity. The system would allow the hiring 
of new employees within the pay bands at rates more 
reflective of market conditions, allowing for adequate 
recruitment for employees in critical, hard-to-fill 
occupations. 

While the Department views Alternative Personnel Management 
System legislation as the long-term solution, other avenues are 
also being pursued. The prospect of establishing firm 
educational requirements as a prerequisite for entry into the 
Contracting Series, G S - 1 1 0 2 ,  has been pursued with the Office of 
Personnel Managentent (oPM).  By letter of January 20, 1987, OPM 
has advised that such requirements are precluded, in the case of 
this occupation, by the provisions of 5 U . S . C .  3308. An 
alternative approach has been proposed that may allow the 
establishment of educational standards, but on the condition that 
suitable experience could be substituted. A meeting with senior 
OPM, Federal Acquisition Institute, and DoD acquisition and 
personnel representatives, is scheduled for May 20, 1987 to 
explore this proposal. However, the Department would support a 
modification to 5 U.S.C. 3308 such as the following, that would 
allow OPM, with the Department of Defense, to establish 
appropriate educational standards: "(b) Notwithstanding 
the provisions of Section 3308(a), OPM is authorized to establish 
appropriate minimum educational standards for the Contracting 
Series, GS-1102, in conjunction with the Department of Defense." 
A college degree requirement remains the optimum that we should 
seek. 

academic degree. Currently, payment is allowed for job-related 
training courses only. The proposal would simplify the admin- 
istrative process and substantially encourage professionalism. 
It is expected to be submitted with the DoD Legislative Program 
for the 100th Congress. 

~t is hoped that this report will be of assistance to you. 

Sincerely, 

/y&.i d ' 7 f - 7 - 2  
Nilliarn H .  T a f t ,  IV 
D e p u t y  Secretary o f  Defense 

In a related supporting action DoD has prepared a proposal 
for a change to 5 U.S.C. 4107 that would allow the payment of 
training expenses for the prlrnary purpose of obtaining an 



FORCE MIHAOCMCHT 
AH0 PERSONNEL 

ASSiSTANT SECRETARY OF DEFENSE 

WASUINGTON D C 10101.4000 

Honorable Les Aspin 
Chalrnan, Committee on 

Armed Services 
Houue of Representatives 
W.ashlngton, D .C. 20515 

Dear Mr. Chairmarl: 

Section 934 of the Nacional Defense Authorization Act for 
Flscal Year 1987 states that "The Secretary 02 Defense shall 
submit to the Coumi t t e e s  on Armed Services of the Senate and the 
House of Representatrves a report containing a plan for the 
coordination of educacronal program managed by the Department of . 

Detense for acqulsatlon personnel of the Dapartment." The 

plan to improve the educatlotr and training of the acquisition 
work force and the relevant directives to bm revised are enclosed. 
The Defense Systems Management College's (DSMC) mission har been 
expanded to xnclude the responsibility for the coordination of 
niyn quality mandatory training and education courses of study by 
DoD and non-DoD sources that will prepare selected mllltary 
officers anb civillan personnel for assignments in acquisition 
career fields. 

A olmilar letter is belng sent to the Chairman of the 
Committee on Armed Services, United States Senate. 

Enclosures: 
As Stated 

THE UNDER SECRETARY OF DEFENSE 

WASHINGTON. OC 2030I 

4 FEE rses 
ACQUISITION 

( P/CPA ) 

MEMORANDUM FOR SECRETARIES OF TBE MILITARY DEPARTMENTS 
ASSISTANT SECRETARY OF DEFENSE (FORCE 
MANAGEMENT AND PERSONNEL] 

DIRECTORS OF THE DEFENSE AGENCIES 
COMMANDANT, DEFENSE SYSTEMS MANAGEMENT COLLEGE 

SUBJECT: Initiatives to Improve the Education and Traininq of the 
~cquisition Workforce 

Your efforts in improving the professionalism of the 
acquisitfon workforce have been exceptional. To continue these 
fine efforts, I ask your support and timely action in implementing 
the racommendations (Attachment I) developed by the inter-Service 
Acquisition Enhancement (ACE) Program Action Group. 

To ensure these efforts are  properly directed, supported, and 
coordinated, I have expanded the mission of DSMC. Essentialfy, 
I have directed DSMC to become the full-time OSD action agent to 
work with the Services and Agencies in accomplishing the activities 
outlined in Attachment 2. 

As part of that new missi~n, I would like DSMC (with the help 
of the Services) to provide by March 1, l980, the following; 

(1) a revised DoD Directive 5160.55, "Defense Systems 
Management College,*to incorporate the expanded mission: 

( 2 )  a single DoD Directfvc that consolidates the myriad of 
existing DoD Directives, Instructions, and m n u a l s  on 
acquisition training and education; and 

( 3 )  racommendations for revision (if necessary) of DoD 
Directive 5000.23, tc provide for separate alternative 
training programs (OJT, other courses, etc.) for managers of 
major and less-than-major programs unable to attend the DSMC 
Program Management Course because of insufficient course 
capacity. 

To help DSMC accomplish its ~x~anded'mission, 1 request t h a t  
the Army Colonel and Air Force Lieutenant Colonel positions 
previously provided to serve on the ACE Program Action Croup be 
converted to permanent positions on the DSMC Table of Distribution 
and Allowances by June 1, 1988, and the incumbents continue i n  



these positions. The inter-Service ACE Program Action Group is to 
provide continued support for these activities. Further, the 
Commandant, DSMC, shall identify any additional resources--expected 
to be extremely modest--as the work necessary to perform the 
expanded mission takes shape. 

Attachments 

Near Term Improvements in t h e  Education and 

Training oi the ~cquisitidn Workforce 

a. The sponsoring schools shall modify the acquisitzon 
courses shovn in Enclosure 1 (Revised Curricula) and as 
coordinated with the appropriate functional boards. These revlsed 
courses must be available in the recond quarter of FY89. ~ h u s ,  
their development and/or modification shall be given resource 
priority over other acquisition training development efforts. T h e  
sponsoring schools for chese courses are listed in Enclosure 2. 

b. While these modifications are being made, but no later 
than the second quarter FY89, the DoD Components may follow the 
tralning requirements set forth in Enclosure 3 (Interim Curricula) 
in lieu of t h e  training requirements established in DoDD 5000.48. 

c. Apply maximum training resource8 to the courses llstsd 
in Enclosure 4 to reduce the existing student bactlog for those 
cour~es . 

d. Encourage t h e  judicious use of the form at Enclosure 5 
to accurately reflect fulfillment of Do0 mandatory training 
requirements through experience, education, and/or alternate 
training. Services and Defense Agencies will develop their own 
procedures to administer the form, ensuring that individual 
records are appropriately updated. Approval level rhould be at 
least two tiers above the individual's supervisor, or at the 
general officer/flag officer level (or civilian equivalent), which 
ever is lower. 

A t c h  1 



REVISED CURRICULA REVISED CURRICULA 
(CONTINUED) 

I. -Rcementr For GS-1102 tcontractb). ar.d Ca:?arabL? 

1- ExlxZY Management of Defense Acquisition Contracts 
80-4320 (JT) - 4 week8 

principles of Contract Pricing QMT 170 (JT)  - 
2 weeke 

3. Senior 

Management of Defense Acquisition Contracts 
(Advanced) BD-F12 (JT) - 2 weeks and 4 days 

Government Contract Law PPH 302 (JT) - 2 w e e k s  

Management of Defense Acqu sition Contracts 
( E x ~ N c ~ v ~ )  -C-B) (JTIt - l week 

Defense Acquisiti n and Contracting Executive 
Seminar ER (JT]? - 1 week 

Advanced Contract Administration PPM 304 {JT) - 2 weeks and 3 dayr 
Government Contract Law PPH 302 (JT) - 5 weeks 

Contract Administration (Exacutive) PPM 057 
( J T ) ~  - 1 week 

Defense Acquisition and Contracting Executive 
Seminar - ER (JT)2 - 1 week 

Quantitative Techniques for Cost & Price 
Analysrs QMT 3 4 5  (JT) - 2 veeks and 4 days 

Government Contract Law PPM 302 (ST) - 2 weeks 

Advancad Contract Pricing QMT 540 (ST) - 
2 week8 

Defenee Acquisiti n and Contracting Executive 
Seminar ER (JTIq - 1 w e e k  

2 .  Jntennediate Defense Contracting For Information Resources 
ALMC-ZX - 2 w e e k s  

Cou 
ri e%zAA% C U u l S W  . . .  systnm. 

3. Senior Major Systems Acquisition For Contracting 
Personnel DSMC-31 - 2 w e e k s  

1103 (- 

LrrPl - 
1 1  EntN Industrial Property Administration PPH 1 5 1  

(JT) - 2 w e s k r  and 4 day8 
Management of Defense Acquisition Contracts 

8D-4320 ( J T )  - 4 weeks 
Defense contract  top;;;^ Dieposition ALMC-TY - 1 week 

2. fntcrmediarh Advanced Property Administration PPM 300 (JT) - 2 weeks 

3 .  S m b Z  Defense Acqufsiti n and Contracting Executive 
Seminar ER (JT)q - 1 weak 

far GS-1105 f- 

1. EUuZ Defense Small Purchase (8asi.c) U C - B 3  (JT) 
(GS-4/6) - 1 week 

2 .  Intennediau Defense small Purchase (Advanced) ALMC-84 
(GS-7/10) (ST) - 1 week 



REVISED CUrCRICULA 
(CONTINUED) 

2 .  Purchase (Bas ic)  U C - 5 3  (JT) 

-1156 (Induetrial s~ecisliat) and 
v *  c 

1 .  mEZ production Management I PPM 1 5 3 ' ( ~ ~ )  - 6 weeks  
Management of Defense ~cguieition Contracts 
8D-4320 (JT) - 4 weeks , 

2 .  Production Management I1 PPH 305 (JT) - 3 weeks 
Management of Defense Ac isition Contracts 

(Advanced) BD-tll (JT)qU- 2 weaka and 
4 days; PL: 

Advanced Contract hdministration PPM 304 (JT)4 - 2 weeks and 3 day. 

3. Senior Defense Acquisiti n and Contracting Executive 
Seminar LR (JT)? - I reek 

w 
1. ELuY Defense Quality Arrurancc (TBD) 

or 
Selected Courses Listed in DoD 1430.10-H-2 

2 ,  Intcrmtdiatt Quality Assurance nanagement I WC-QC-  
- 1 week 

Quality Assurance Management XI W C - Q D  
- 1 week 

or equivalent course recommended by the 
Quality Assurance Council 

REVISED CUEVllCVLA 
(CONTINUED) 

VIf. Far Personnrl TO B~ 

Lprnl - 
3 .  Senior Program Management Course DSMC 3 - 2 0  weeks 

1 - A l s o  Mandstory For CS-12/Comparable Hllitary Contracttng O f f ~ c e r s  
2 - Should Be Attended t v e q  3-5 Year8 
3 - Mandatory Course To Be Taken If Job Is Primarily Pre-Award Oriented 
4 - Mandatory Course To Be Taken If Job Is Primarily Port-Award Orienced 



AMEC 

DSMC 

Management of Defense Acquisition 
Contracts (Basic) +*  

Management of Defense Acquisition 
Contracts (Advanced) ** 

Management of Defense Acquisition 
Contracts (Executive) * 

Defense Small.Purchase (Basic) * *  
Defense Small Purchasa (Advanced) 
Defense Contract Property Disposition 
Quality Assurance Management I " 
Quality Assurance Management 11 * 
Defenee Contracting for Information 
. Resources 

Defense Acquisition and Contracting 
Executive Seminar 

TBD Defense Quality Assurance 

DSMC- 3 
DSMC- 31 

Program Management Course 
Major Systems Acquisition for 

Contracting Personnel * 

Management of pfense Acquisition Contracts 
8D-4320 (JT) - 4 weeks; 

Contract Administration PPM 152 [ J T ) ~  - 3 veeks 
Principles of Contract Pricing QMT L70 ( J T ) ~  - 2 weeks; 
Defense Coet and Price Analysis PN (3T) - 2 weekr 
Defense Contract Negotiation Workshop CN (JT) - 1 week 

2. Dtermedfd& Management of Defense Ac isition Contracts 
(Advanced) BD-F12 (JT)p- 2 weeks and 4 days 
PI 

Advanced Contract Adminiatration PPM 304 ( J T ) ~  - 2 weekr and 3 days 
Government Contract Law PPH 302 (JT) - 2 weeks 
Quantitative Techniques For C o r t  & Price 

Analysis QMT 345 (3114 - 2 week. and 4 days 
Defense C ntracting For Infomation Resources 

ALHC-ZX8 - 2 week. 

3 .  5 d A - K  Defense Acquioiti n and Contracting Executive 
Seminar ER (JT]j - I week 

SLMMRRY OF SPONSORING SCHOOLS FOR 

MANDATORY COURSES (REVISED CURRICULA) 

Sponsoring 
School Course N u m S a  

W I T  PPH 057 
PPM 151 
PPM 153 
PPH 300 
PPH 302 
PPN 304 
PPH 305 
QMT 170 
QMT 345 

QMT 5 4 0  

Contract Administration (Executive) * 
Industrial Property Administration * +  
Production Hanagement.1 + *  
Advanced Property Adm~nistration * *  
Government Contract Law 
Advanced Contract Administration " 
Production Management I1 ** 
Principles of  Contract Pricing * *  
Quantitative Technicpee for Cost & 

Price AnaLysis 
Advanced Contract Pricing * *  

Course co be developed 
* *  Existing course to be reviewed and/or revised, as appropriate, to 

reflect course consolidations 

E n c l  2 

INTERIM C U R R I C U  

3eLmBmw o Re-For GS-1102 ~ C o m w a \ .  and Corn- 

1. - Industrial Property Administration PPH 151 
(JT) - 2 weeks and 4 days 

Management of pfense Acquisition Contracts 
8D-4320 (JT) - 4 weeks; py 

Contract Administration P P H .  152 ( J T ) ~  -3 weeks 
Defense Contrect Property Drsporit~on AGMC-TY - I week 

2. D t e n n e u  Advanced Property Administration PPH 300 (JT) - 1 week and 3 days 
~overnment contract-~aw PPH 302 (JT) - 2 weeks 

3. Sgnior Defense Acquisition and Contracting Executive 
Seminar ER (3~15 - 1 week 

Encl 3 



INTERIM CUXRICULA 
(CONTINUED) 

Defense Small Purchase (Basic) ALMC-83 
(JT) - 1 week 

1. EntN 
(CS-3 /5 )  

2. Intermcdibtc Defense Small Purchase (Basic) U C - 8 3  
(CS-6/7) (JT) - 1 week 

1. EntN Production Management 1 PPH 153 (JT) - 6 vuekr 
Management of fefente Acqui8itfon Contracts 

8D-4320 (JT) - 4 veekr; p ~ .  
Contract Adminirtratfon PPH 152 (JT)2 - 3 weeks 

2. Dtennediatq Production Hanagement I1 PPH 305 (JT) - 3 week8 
Management of Defense Ac isition Contracts 

(Advanced) BD-112 (JT)$- 2 weeks and 
4 days; py; 

Advanced Contract Administration PPM 304 ( JT) - 2 weeks and 3 days 
Government Contract Law PPH 302 (JT) - 2 w e e k s  

Defense Acpufsiti n and Contracting Executive 
Seminar LR (JT)q - 1 week 

INTERIM CUIIRICUU 
(CONTLKUED) 

VI . m a  Recxliremtnts for P e r m e l  . . .  Per zominq C o n t r a c t i w  
nce 

Cornoarable 
F u n c t i o n *  In . The , A c ~ l t i o r i  Proccse 1GS-1910, GS -800. GS-  

Defense In-Plant Quality Aesurance w C *  
8D-F34 - 7 1/2 days; 

DCAS Contract Quality Assurance Dm-sol* - 13 days (96 hours); a 
Air Force Quality Assurance Orientation X--SC 

- 1 (Kirtlnnd AFB, NH) - 1 week 

2. m e d i a t e  Quality Assurance Management 1 UC-QC' - 1 week 

3 .  Senior: Quality Assurance Management 11 ALHC-QD* - I week 

or equivalent course recommended b y - t h e  
Qualrty Assurance Council 

VII. m a  R c ~ e m c n C s  For Per~onnel To Be Aes-d As- 
Manaacrs 

Cavcl Ilnndatoru Courses 

3 .  Program Management Course DSMC 3 - 20 weeks 

1 - Mandatory Course To Be Taken I f  Job Is Primarily Pre-Award Orlentec 
2 - Mandatory Course To Be Taken If Job is Primarily Post-Award O r ~ e n z e d  
3 - Recommended For Cost And Price Analysts 
4 - Mandatory If Performing Intermediate Level Cost And Price A n a l y s ~ s  
5 - Should Be Attended Every 3-5 Years 
6 - Mandatory Course To Be Taken If Involved In Acquisition Of 

Inforrnat~on Resources 



FT OUTPUT OF SELECTED ACOUISiTInN COURSES 

As recommended by the ACE Program Croup, focus your training 
resources on the folloving selected acquisition courses begsnning 
in FY88. 

Government Contract Law 
Advanced Contract Administration 
Management of  Defense Acquisition Contracts (Basic) 
Management of Defense Acquisition Contract6 (Advanced) 
principles of Contract Pricing 
Production Management 11 
Defense Small Purchase 
Defense Acquisition and Contracting Executive Seminar 

increase student output and eliminate the training backlcg 
for these courses by the end of PY90 and maintain the broad base 
of training resources currently in place, vhile taking specif~c 
action (where appropriate) to: 

a. Increase the use of quality, cost-effective on-site 
offeringe. 

b Increase clase size, vhece appropriate. 
c. Permit the shifting of resources onca the backloge on 

these course8 are reduced to levela approximating annual 
requirements. 

d. Maximize use of equivalent tests and/or cauree 
exemptions based on fultilfmenr of DoD mandatory 
tralning requirements through experience, education and/ 
or alternate training. 

e. investigate the -increased use of contractor and other 
non-DoD-offered courses, especially in the short  term. 

E n c l  4 

Emplovce A e q u e ~ t  (P leaac  P r i n t  o r  Type) 

1. , propose t h r ~  rllc r L l l l r  and knowledbc 
(hame 

provided by Do0 aandrcory couru8 
( i o u r s c  T i  t i e )  

, ] l ave  been 
(Course Wumber) (Course Level - t n r r y / I n r . e r n / S r )  

o b t a l n r d  by rxpuri*ncr, .ducaclon, aqu lva l tncy  c c e t ,  o r  r l c e r n r t u  t t r l n i n g .  
Based on ch* a t t ached  j u s 2 l f i ~ a S l o n  ( u s e  p l a i n  bond p a p e r ) ,  I r eques t  t h r c  
t h i s  ba c o n s i d t r c d  f u L f i l ~ m e n c  of t h e  m n d r t o r y  t r r i n l n g  r8quLremant i n d k c d t t d .  

Esployar  SLynacure/Drct SSN 

P o s i t i o n  I i c l e l S a r t t r  Cr rde  

Dare Enc t r rd  Cur ran t  l e v e l  

S u p e r v i s o r ' s  Rccomaendaclon 

- I do  ooc concur i n  chis r eques t .  (Raturn form co *rn?loyee.) 

- I reco-end a p p r o v a l  o f  c h i s  r e q u r s t ,  based on t h r  enployee hav ing  
o b t a i n a d  t h e  r e q u l s i r e  s k i l l s  and knowladgr, a s  sc rced  abova. (Tcrvrrd form 
through c h a a e l r  t o  t h e  a p p r o v i n ~ / d i r a p p c o v i o y  o f t i s i a l . )  

- Approved - Disapproved 

S i g n a c u r e / Q a t e  Ducy ? i t l a  

Office Sy8bollLacrcron 



GUIDELINES 

EXPANDED MISSION OF THE DEFENSE SYSTEMS MANAGEPENT COLLEGE 

Reference.: (a) DoD Directive 5000.1, "Major and Hon-' 
Major Defense Acquisition Programs,* 
September 1, 1987 

(b) Don Directive 5000.23, "Syetem 
Acquisition Management Careers," December 
8 ,  1986 

(c) Don Directive 5000.48, "Experience, 
Education, and Training Requirements for 
Personnel Assigned to Acqulsitlon: 
Contracting, Quality Ascurance, and 
Businesl and Financial Management," 
December 9, 1985 

(d) DoD Directive 5010.16, wDefense 
Management Education and Training 
Program," July 28, 1972 

( e )  DoD 1430.10-M-1, "DoD Civilian Career 
Program for Contracting and Acquisition 
Personnel," December 1982, authorized by 
DoD Instruction 1430.10, June 22, 1981 

(f) DoD 1430.10-M-2, mDoD-Wide Civilian 
Career Program for Quality and 
Reliability Asourance P e r ~ o n n e l , ~  March, 
1980, authorized DoD Instruction 1430.10 
June 22, 1981 

It is DoD policy to prepare and assign fully qualified 
individuals to positions in support of defense acquisition. 
References (a) throuqh (f) establish and implement training, 
education, and experience requirements for Borne acquisition 
persennel. To facilitate fulfillment of this training and 
education requirement, and provide for improved education 
opportunities for the entire acquisition workforce, the 
mlssion of the Defense Systems Management College (DSMC) is 
expanded to include the entirety of acquisition management as 
reflected in Reference (a). 

To accomplish this mission, the DSMC vill be the action agent 
for the USD(A) with the support of the Services to: 

a. Provide certification of DoD and non-DoD education 
and training centers for caurse equivalency. 

b. Provide full-time oversight for DoD acquisition 
training and education in coordination with the appropriate 
functional board. 

c. Avoid unnecessary duplication in curricula. 

d. Develop and promote current and effective methods 
of acquisition-related training and education. 

e. Ensure the conduct of high quality mandatory 
training and education courses of study by DoD and non-DOD 
sources that rhall prepare selected military officers and 
civilian personnel for assignments in acquisition career 
f ieldr . 

f. Manage the annual quota allocation procese related 
to the courses described in DoD Directives 5000.23, 5000.48, 
5010.16, and DoD Manuals 1430.10-M-1 and 1430.10-M-2 
(references (b) through-ff)f and as directed by the USD(A) to 
encourage the most cost effective US* of DoD and non-DoD 
training resources while maintaining an adequate level of 
acquisition training expertise and facilities within DoD to 
accomplish the mission. 

g. audgtt for resources associated with the quota 
allocation process, including all mandatory training and 

. education. 

h.  Develop appropriate experience, education, and 
training standards that may be used in place of mandatory 
acquisition courses, 

i. Develop appropriate alternative training and 
education programs to include non-DoD and contract 
activities. 

j .  Promote and conduct research and provide 
information related to acquisition management training and 
education. 

k. Recommend to the USD(A1 additfons or deletions to 
the mandatory courses in D m  Directives 5000.23 and 5000.48 
(references (b) and (c)) after coordination with appropriate 
functional boards. 

1. Provide oversight, review, and guidance in course 
development activities to maintain courre quality. 

Functional Boards, such as the Defense Contracting and 
Acquisition Career Hanagcmcnt Baerd (DCARIB), the Quality 
Assurance Council (QA Council) and the Defense Management 
Education and Training Board (DMETB), ehall provide advice to 
the DSMC regarding the requirements of education and training 
of functional personnel under the cognizance of the 
respective boards. 

The Commandant, DSHC #hall be responsible for executing the 
misrion in accordance with the policy guidance provided by 
and approved by the USD(A). The Commandant shall review the 
operation and accomplishments and report findings to the 
USD(A) annually. 



 he Secretaries of  the Military Departments and Directors of 
the Concerned Defense ~ q e n d e s  (or Their Desiqnees), shall: 

a. Ensure that the DoD Component schools and training 
centers develop affective working relationships between the 
DSMC and the schools, 

b. .Submit to the DSHC the annual requirements and 5- 
year projections for.:each mandatory course to meet the 
mandatory education and training requirements. 

c. Maintain entry, no-show, graduate, and other course 
data and provide oame to the-DSMC upon request. 

d. Advise-the DSMC of manpower authorizations used to 
staff the Service Learning Centers for the DoD mandatory 
courses. 

e. Submit semiannual cost data for rtudent and faculty 
travel and per diem, operations and maintenance (OGM) oupport 
costs, and curriculum development, maintenance and revision 
C Q S t B .  

procrramminq, Budqetinq, and Financinq 

1. The DSMC #hall reparately identify and budget for its 
resources to include funds f o r  student and faculty travel and 
per diem, OP8ration and Haintenance ( O L M )  student rupport 
costs, and curriculum development and revision costs f o r  the 
mandatory courses. The DSMC'o program and budget plan w i l l  
be submitted to the Army, its executive agent. 

2. If additional instructional resources and supporting 
facilities are required over and above that allocated for the 
mandatory courser, requirements shall be forvarded to the 
DSMC with a detailed justification plan for them. The DSMC 
shall make adjustments where possible in the DoD acquisition 
training base to eliminate the need for the additional 
resources. If adjustments cannot be made and additional 
funding is required, the request shall be forwardad to the 
USD(A) for applicable action and direction. 

The Secretary of the A r m y ,  or desiqnee, ahall: 

- a. Provide support serrices and maintain facilities 
and equipment essential to the functioning of the DSMC at 
Fort Belvoir and ensure that adminiatrativs and resource 
support i s  timely, adequate, and supportive of the DSMCqs 
misolon. 

b. Include the DSMC'e annual budget in the Department 
of the Army's overall budget and financial plan and Program 
Objectives Memorandum (POM) submission. The USD(A) will be 
consulted prior to incorporation within ~rmy-level documents 
of any proposed downward adjustments in the DSMC's budget, 
POM submission, manpower, or facilities. 

The Assistant Secretary of Defense (Force Manaqernent and 
Personnel) s h a l l :  

a. Through the Traininq and Performance Data Center 
develop and maintain an education and training information 
data base to support acquisition requirements, including 
those for course files, master course schedule, and job aids. . 

b. Through the Defense Manpower Data Center develop and 
maintain a functional and t ra in ing  related data base to track 
the training status of acquisition personnel. 
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A PURPOSE 

T h i s  D l r e c t ~ v e  s u p e r c e d e s  r e f e r e n c e s  ( a )  t h rough  ( e l  and r e q u r r e s  t h e  e s t a b -  
l r s h m e n t  o f  experience and e l 1 g l b i l r t y  c r ~ L e r l a  and e d u c a t l o n  and t r a l n l n g  
r e q u r r e m e n t s  f o r  m l l l t a r y  and c l v r l l a n  p e r s o n n e l  a s s i g n e d  t o  a c q u l s r t ~ o n  
positrons l n  t h e  Depar tment  of De fense .  

R APPLICABILITY AND SCOPE 

T h l s  D ~ r e c t l v e  a p p l l e s  t o  

1 The O f f r c e  o f  t h e  S e c r e t a r y  of De fense  (DSD), t h e  H r l ~ t a r y  Depa r tmen t s  
( ~ n c l u d l n g  t h e l r  N a t l o n a l  Guard and Rese rve  componen t s ) ,  t h e  O r g a n i z a t r o n  o f  
t h e  J o l n t  C h r e f s  o f  S t a f f  (OJCS) ,  t h e  UnrEled and S p e c l f r e d  Commands, t h e  

De fense  Agencies, and t h e  DoD F l e l d  A c t l v r t l e s  ( h e r e a f t e r  r e f e r r e d  t o  collectively 
a s  "DoD Components") 

2 T h e  f o l l o w r n g  a c q u i s l t l o n  functional a r e a s  program management, 
p rocu remen t  a n d / o r  c o n t r a c t l n g ,  q u a l l t y  a s s u r a n c e ,  a c q u l s r t r o n  l o g l s t l c s  
p e r s o n n e l ,  sy s t em engineers, manufac tu r rng  and production p e r s o n n e l ,  b u s ~ n e s s  
and f l n a n c l a l  management ,  and any o t h e r  a c q u l s l t l o n  specialty t h a t  mav be 
determined by t h e  Under S e c r e t a r y  of Defense  ( A c q u r s l t l o n )  (USD(A1) t o  be 
a p p r o p r t a t e  and applicable a t  a l a t e r  t lme  I t  I n c l u d e s  m i l l t a r y  o f f i c e r  and 

e n l l s t e d  p o s l t ~ o n s  ~ n  t h e  r a t e g o r l e s  s p e c l i l e d ,  a s  w e l l  a s  c l v l l l a n  p o s r t l o n s  
rn  t h e l r  c e s p e c t r v e  o c c u p a t i o n a l  codes  I n  t h e  c o m p e t r t l v e  and e x c e p t e d  s e r v l i e  
s c h e d u l e s  A ,  B ,  and C 

i .  DEFINITION 

A c q u l s r t i o n .  The c o n c e p t u a l r z a t r o n ,  ~ o l r r a t r o n ,  d e s l g n ,  deve lopmenr ,  t e s t ,  
c o n t r a c t l n g ,  p roducc ron ,  dep loymen t ,  and l o g l s t l c  s u p p o r t  o f  weapon and o t h e r  
s y s t e m s ,  s u p p l r e s ,  o r  s e r v l c e s  ( ~ n c l u d l n g  c o n s t r u c t r o n )  t o  s a t l s f y  Agency 
n e e d s .  l n t e n d e d  f o r  u s e  r n  o r  I n  s u p p o r t  o f  m i l ~ t a r y  m l ~ s i o n s  

D. POLICY 

1 The USD(41 s h a l l  d e v e l o p  and p romu lga t e  DoD policy for  preparing and 
a s s l g n l n g  f u l l y  q u a l ~ f r e d  r n d ~ v r d u a l s  t o  a c q ~ n s r t l o n  positions. P r ~ r n a r y  
r e s p o n s r b l l l t y  r e s t s  w i t h  t h e  DoD Components t o  d e v e l o p  and implement p r o c e d u r e s  
t h a t  e x p e d ~ e n t l y  provide a p p r o p r i a t e  e d u c a t l o o ,  t r a l n r c g ,  and c a r e e r  development  
o p p o r t u n l t l e s  t o  p a r t l c r p a n t s  I n  t h e  a c q u l s l t l o n  p r o c e s s  S e l e c t e d  e d u c a t l o n  
and t r a l n l n g  c o u r s e s  s h a l l  be  r d e n t i f l e d  by t h e  USD(A) and made manda to ry  f o r  
p e r s o n n e l  performing s p c c l f ~ c  j o b  functions Such c o u r s e s  s h a l l  p r o v ~ d e  a  
common, non-DoD C o m p o n e n t - s p e c i f ~ c ,  rnlnrmum foundation o f  knowledge on u h l c h  t h e  
DoD Components can r e l y  a s  t h e y  build t h e x r  un lque  e d u c a t i o n  and t r a r n i a g  
c o u r s e s .  USD(A)-mandated c o u r s e s  s h a l l  r e c e l v e  r e s o u r c e  p r l o r r t y  o v e r  o t h e r  
a c q u l s i t l o n - r e l a t e d  c o u r s e s .  

2 .  Minimum e x p e r i e n c e  and e d u c a t i o n  s t a n d a r d s  f o r  c i v i l i a n s  a r e  i n  t h e  
c u r r e n t  e d i t i o n  o f  t h e  O f f i c e  o f  P e r s o n n e l  Management [OPPI) Handbook X-118 
( r e f e r e n c e  (€1) .  To t h e  e x t e n t  t h e  mandatory  r e q u i r e m e n t s  established by t h e  
USD(A) i a  implement ing documents  d i f f e r  from t h e s e  s t a n d a r d s ,  t h e y  s h a l l  be  
t r e a t e d  a s  q u a l i t y  r a n k i n g  f a c t o r s  f o r  t d e n t i f y i n g  t h e  best q u a l i f i e d  from 
among t h e  min ima l ly  q u a l i f i e d  c a r ~ d i d a t e s  c o n s i s t e n t  w i t h  t h e  c u r r e n t  e d l t i o n  
o f  t h e  F e d e r a l  P e r s o n n e l  Manual ( F P f f ) ,  Chap t e r s  338 and 335 ( r e f e r e n c e  ( g ) ) .  

3 .  M i l i t a r y  p e r s o n n e l  a s s l g n e d  t o  acquisition p o s r t i o n s  s h a l l  meet t h e  
s t a n d a r d s  e s t a b l i s h e d  by t h e  USDIA) l n  ~ m p l e m e n t ~ n g  documents  f o r  compa rab l e  
c i v i l i a n  p o s i t i o n s .  

4 .  The  d e f e n s e  acquisition management c o u r s e s  s h a l l  be  r e v ~ e w e d  r e g u l a r l y  
by t h e  C o r n a n d a n t ,  De fense  Sys t ems  Management C o l l e g e  (DSMC), t o  e n s u r e  adequacy  
o f  c o n t e n t  and t o  a n t i c i p a t e  e d u c a t i o n  and t r a i n i n g  needs  c o n s r s t e n t  w i t h  t h e  
p r o c e d u r e s  i n  a n  imp lemen t ing  manua l .  

5 .  When r e q u i r e d  by t h e  DoD Components, r e s l d e n t  and o n - s i t e  i n s t r u c t i o n  
programs f o r  t h e  d e f e n s e  a c q u i s i t i o n  management c o u r s e s  may be supp l emen ted  by 
o t h e r  modes o f  i n s t r u c t i o n  s u c h  a s  c o r r e s p o n d e n c e ,  s a t e l l i c e ,  o n - t h e - j o b  
t r a i n i n g  c o u r s e s ,  and a c c r e d i t e d  o f f - campus  i n s t r u c t i o n ,  c o n s i s t e n t  w i t h  
t r a i n i n g  p r a c t i c e s  o f  t h e  DoD Components. 

6 .  Employees o f  p r i v a t e  o r g a n i z a t i o n s  unde r  c o n t r a c t  t o  a  DoD Component 
a r e  a u t h o r i z e d  a t t e n d a n c e  o n l y  on a  s p a c e - a v a i l a b l e  b a s i s  a t  t h e  manda to ry  
c o u r s e s ,  p r o v i d e d  t h e  DoD Component c e r t i f i e s  t h a t  a  v a l i d  r e q u i r e m e n t  f o r  
a t t e n d a n c e  e x i s t s .  I n  a l l  s u c h  c a s e s ,  t h e  r e g u l a t i o n s  o f  t h e  s p o n s o r i n g  DoD 
Component on  t h e  e l i g i b i l i t y  f o r  a t t e n d a n c e  o f  c l v r l i a n  c o n t r a c t o r  p e r s o n n e l  
a t  DoD Component s c h o o l s  s h a l l  be  complied with. 



E .  RESPONSIBILITIES 

1 .  The t i n d ~ r  S e c r e t a r y  o f  D e f e n s e  ( ~ c q u i s i t r o n )  (USD(A)) i s  r e s p o n s r b l e  
; o r  p o l l c y ,  d ~ r e c t l o n ,  and evaluation o f  t h e  o v e r a l l  d e f e n s e  a c q u r s i t l o n  
e d u c d t r o n  and t r a l n z n g  program f o r  m z l i t a r y  end  c i v l l l a n  a c q u l s ~ t i o n  p e r s o n n e l  
a n d  s h a l i :  

a I s s u e ,  n todl fy ,  o r  eliminate e x p e r l e n c e ,  e d u c a t l o n ,  and  t r a r n r n g  
c e q u l r e m e n t s  lo a n  l m p l e m e n t l n g  manual  I n  c o n s u l t a t i o n  w r t h  t h e  A s s l s t a n t  
S e c r e t a r y  o f  D e f e n s e  { F o r c e  Management and ~ c r s o n n e t ) ( A S D ( F M & P f )  and t h e  
DoD Components 

b Approve  o r  d ~ s a p p r o v e  p r o p o s e d  new c o u r s e s  and  e l l i n l r l a t e  
f > x l s L ~ o g  m a n d a t o r y  a c q u l s r t l o n  c o u r s e s  

c D e t e r m i n e ,  ~ n  c o n ~ u n c t l o n  w l t h  t h e  ASD(FM&P), t h e  u n ~ f a r m  
p r o c e d u r e s  and p o l l c l e s  f o r  t h e  DoD-wzde c a r e e r  p rogram f o r  a c q u l > r t l o n  
p e r s o n n e l  

. d Establish, w o r k ~ n g  w l t h  t h e  Components ,  f u n c t i o n a l  b o a r d s  o r  
a d v r s o r s  t o  p r o v i d e  a d v i c e  a n d  c o n s u i c a t r o n  o n  e x p e r l e n c e ,  e d u c a t r o n ,  and  
t r a i n i n g  r e q u i r e m e n t s .  

2 .  The A s s l s t a n t  S e c r e t a r y  o f  D e f e n s e  ( F o r r e  Hanagement and P e r s o n n e l )  
(ASDiFMhP)) s h a l l  p r o v i d e  a d v i c e  and  a s s ~ s t a n c e  i n  i m p l e m e n t i n g  t h e  p o l i c y  
e s t a b l i s h e d  I n  this D i r e c t i v e .  

3 .  The Heads  of  DoD Components s h a l l  I n t e g r a t e  t h e  e x p e r i e n c e ,  e d u r d t i o n ,  
and  t r a i n i n g  r e q u l r e m e n t s  of  t h e  USD(A) w i t h  t h e  m ~ l l t a r y  and  civilian p e r s o n n e l  
a s s i g n m e n t  p o l i c i e s  and p r o c e d u r e s  o f  t h e i r  r e s p e c t ~ v e  o r g a n i z a t i o n s .  Each  
Component s h a l l  have  e n t r y - l e v e l  ( G S  5 / 7  a r  m i l i t a r y  e q u i v a l e n t s )  a c q u l s l t r o n  
I n t e r n  p r o g r a m s  c e n t r a l l y  managed and c o n t r o l l e d  L O  p r o v i d e  a s o u r c e  o f  h i g h l y  
q u a l ~ f r e d  c a n d r d a t e s  f o r  h i g h - l e v e l  a c q u a s i t i o n  p o s l t l o n s .  The  number s h o u l d  
be  s e t  consistent wlth anticipated t u r n o v e r ,  g r o w t h  o f  t h e  o c c u p a t i o n a l  f ~ e i d ,  
and p l a n n e d  I n t a k e  a t  mid o r  h i g h e r  l e v e l s .  A d d i t i o n s  o r  d e l e t i o n s  o f  a  c o u r s e  

o f  i n s L r u c t l o n  a s  a  DoD-mandated a c q u i s i t r o n  c o u r s e  may b e  recommended t o  t h e  
USD(P).  

4 .  The Commandant, D e f e n s e  S y s t e m s  Management C o l l e g e  (DSMC), s h a l l  s e r v e  
a s  t h e  E x e c u t i v e  Agent  f o r  t h e  USD(A) t o  p r o v i d e  o v e r s i g h t  f o r  t h e  DoD e d u c a t - r a n  
and  t r a x n i n g  program f o r  t h e  a c q u i s i t i o n  w o r k f o r c e .  [ S e e  DoD O i r e c t l v e  5 1 6 0 . 5 5 ,  
r e f e r e n c e  ( h ) . )  

F PROCEDURES 

1 .  The e x p e r r e n c e ,  e d u c a t i o n ,  and t r a r n i n g  r e q u i r e m e n t s  e s t a b l ~ s h e d  by 
t h e  USD(A) s h a l l  be  u s e d  t o  s c r e e n  l n d i v l d u a i s  p r o p o s e d  f o r  a s s r g n m e n t  t o  
a c q u i s l L l a n  management p o s ~ t l o n s .  

2 .  C e r r a i n  USD(A) r e q u l r e m e n t s  may b e  w a l v e d  by t h e  command a u t h o r i t y  
l e v e l  determined by t h e  DoD Component ,  e x c e p t  t h o s e  r e q u i r e m e n t s  established 
f o r  program m a n a g e r s  o r  d e p u t y  p r o g r a m  m a n a g e r s  a s  r e q u i r e d  b y  10 U . S . C .  
( r e f e r e n c e  ( r ) ) .  ( S e e  s u b s e c t i o n  F.3., b e l o w )  T h ~ s  a u t h o r i t y  i n c l u d e s  w a i v e r  
o f  g r a d e ,  e x p e r i e n c e ,  e d u c a t i o n ,  o r  t r a i n i n g  r e q u i r e m e n t s  i f  a n  individual i s  

t i e c e r m l n e d  t o  be  o t b e r w ~ s e  q u a l i t l e d  f o r  t h e  j o b  s e r l e s  2nd  l e v e l .  c o n s r s c z n t  
w ~ t h  OPM Handbook X-118 ( r e f e r e n c e  ( i ) )  C u r r e r ~ t  e m p l o v e e s  a r e  n o t  r e q u l r e d  
t o  m e e t  t h e  e x p e r r e n c e  a n d  e d u c a t l o n  p r e r e q u l s l t e s  I n  t h i s  D i r e c t ~ v e  a s  o f  ~ t s  
e f f e c t i v e  d a t e .  H o w e v e r ,  t h e y  a r e  e x p e c t e d  t o  s a t r s f y  a l l  t he  t r a r n r n g  c e q u i r e -  
men L s 

3 .  DaD Form 2 5 1 8  ( e n c l o s u r e  3 J  may be  u s e d  t o  r e f l e c t  t h e  fulfillment o f  
DoD m a n d a t o r y  a c q u l s l t l o n  t r a l n r n g  a n d  e d u c a t l o n  r e q u i r e m e n t s  ( f o r  o t h e r  t h a n  
p r o g r a m  m a n a g e r s  a n d  d e p u t y  p r o g r a m  m a n a g e r s  t h r o u g h  e x p e r r e n c e  , e d u c a t  i o n ,  
~ s d / o r  a l t e r n a t e  t r a l n i n g  The  DoD Components  s h a l l  d e v e l o p  t h e l r  own p r o c e -  
d u r e s  t o  a d m l n l s t e r  t h e  f o r m ,  e n s u r l n g  t h a t  ~ n d x v l d u a l  r e c o r d s  a r e  appropriate- 
l y  u p d a t e d .  A p p ~ o v a l  l e v e l  s h o u l d  b e  a t  l e a s t  t w o  c ~ e r s  a b o v e  t h e  l n d l v l d u a l ' s  
supervisor or a t  t h e  g e n e r a 1  o f f i c e r  a n d / o r  f l a g  o f f x c e r  l e v e l  ( o r  c l v l l ~ a n  
e q u i v a l e n t ) ,  whichever 1s l o w e r  T h e  s t a n d a r d s  f o r  e d u c a t l o n ,  training, a n d  
e x p e r l e n c e  f o r  p r o g r a m  m a n a g e r  a n d  d e p u t y  p r o g r a m  m a n a g e r s  a r e  e s t a b i l s h e d  bv 
USD(A) U n l e s s  s p e c i f i c a l l y  v a l v e d  by t h e  S e c r e t a r y  o f  t h e  M r l ~ t a r y  D e p a r t m e n t  
c o n c e r n e d ,  e v e r y  s t a n d a r d  p r e s c r ~ b e d  mLst  be  met b e f o r e  assignment a s  prograrii  
m a n a g e r  o r  d e p u t y  p r o g r a m  m a n a g e r  f o r  a m a j o r  p r o g r a m  A c o p y  o f  e a c h  w a l v e r  
o f  t h e  m a n d a t o r y  s t a n d a r d s  f o r  p r o g r a m  m a n a g e r s  o f  m a j o r  p r o g r a m s  g r a n c e d  b v  
t h e  S e c r e t a r y  o f  t h e  f l l i ~ r a r y  depart men^ c o n c e r n e d  s h a l l  b e  furnished ~ m m e d i a t e i y  
t o  t h e  USD(A) 

4 .  T h e  p r o c e d u r e s  f o r  t h e  a d m i n l s t r a t r o n  o f  t h e  D e f e n s e  A c q u r s ~ t r o n  
E d u c a t i o n  a n d  T r a l n i n g  P r o g r a m  v r l l  b e  i n  an l m p l e m e n t r n g  m a n u a l  a n d  DoD 
Directive 5 1 6 0 . 5 5  ( r e f e r e n c e  (h)) DoD Components  s h a l l  a s s l s t  t h e  Commandant .  
DSMC, I n  e n s u r l n g  t h a t  t h e  a d m r n l s t r a t l o n  o f  t h e  p r o g r a m  r s  t i m e l y  a n d  efficient 

5 .  P o l i c y  a n d  p r o c e d u r e s  g o v e r n r n g  t h e  p r o g r a m m i n g ,  b u d g e t i n g ,  a n d  f i n a n c -  
i n g  o f  t h e  m a n d a t o r y  DoD a c q u i s i t i o n  c o u r s e s  a r e  c o n t a r n e d  ~ n  r e f e r e n c e  ( h ) .  

G .  EFFECTIVE DATE AND IMPLEMENTATION 

T h r s  D r r e c t i v e  i s  effective ~ m m e d i a t e l y  F o r w a r d  t w o  c \ p l e s  o f  i m p l e -  
menting d o c u m e n t s  t o  t h e  U n d e r  S e c r e t a r y  o f  D e f e n s e  ( A c q u i s r t l o n )  w l t h l n  60 
d a y s .  . 

W i l l i a m  H .  Taf  t ,  IV " 
Depucy S e c r e t a r y  of  D e f e n s e  

E n c l o s u r e s  - 3 
1.  R e f e r e n c e s  
2 .  Objec t ives  of  t h e  D e f e n s e  A c q u i s i t i o n  E d u c a t i o n  a n d  T r a l n l n g  P r o g r a m s  
3 .  DD Form 2518, " F u l f i l l m e n t  of DoD M a n d a t o r y  T r a i n i n g  R e q u i r e m e n t "  



Aug 2 2 ,  88 
' 5000.22 ( E n c l  1)  

REFERENCES, c o n t i n u e d  

(e) DoD 1 4 3 0 . 1 0 - t i - 2 ,  "DaD-Wide C i v i l i a n  C a r e e r  Program f o r  Q u a l i t y  and 
R e l i a b i l i t y  Assurance  P e r s o n n e l , "  March 1980 ( h e r e b y  c a n c e l e d ) ,  
a u t h o r i z e d  by DoD I n s t r u c t i o n  1430.10,  J u n e  22 ,  1981 

( f )  O f f i c e  o f  P e r s o n n e l  Management (OPM) Handbook X-118, " Q u a l i f i c a t i o n  

S t a n d a r d s  for  P o s i t i o n s  Under t h e  G e n e r a l  S c h e d u l e , "  J a n u a r y  1975 
( g )  F e d e r a l  P e r s o n n e l  Manual (FPH) , C h a p t e r  335, "Promotion and I n t e r n a l  

P lacement"  and C h a p t e r  338, " Q u a l i f i c a t i o n  Requ i rement s  ( G e n e r a l ) , "  
Hay 16, 1979 

( h )  DoD D i r e c t i v e  5160.55, "Defense Sys tems  Management C o l l e g e , "  h u g u s t  2 2 ,  1983 
( i )  T i t l e  10, U n i t e d  S t a t e s  Code, C h a p t e r  85, S e c t i o n  1621-1624 

Aug 2 2 .  88 
5000.52,  ( E n c l  2 )  

OBJZCTIL'ES OF THE DEFENSE ACQUISITION EDUCATION AND T R A I N I N G  PROGRAM 

The objectives of t h e  program a r e  t o :  

1.  P r o v i d e  m i l i t a r y  and c i v i l i a n  p e r s o n n e l  engaged i n  a c q u i s i t i o n  f u n c t i o n s  
wlth t h e  n e c e s s a r y  e d u c a t i o n  and t r a i n r n g  t h a t  s h a l l  promote maximum e f f i c i e n c y  
and s k i l l f u l ,  p r o f e s s i o n a l  pe r fo rmance .  

2 .  Promote un i fo rm DoD implementa t ion  o f  p o l i c i e s ,  D i r e c t i v e s ,  and 
I n s t r u c t ~ o n s  by p r o v i d i n g  s u i t a b l e  e d u c a t i o n a l  and t r a i n i n g  opportunities 

3 .  Encourage improvement i n  a c q u i s i t i o n .  management p r a c t i c e s  th rough  t h e  
i n t e r c h a n g e  o f  i d e a s .  

4 .  Maximlze t h e  d e f e n s e  a c q u i s i t i o n  m a n a p e n t  c o u r s e s  I n  s u b j e c t  a r e a s  
n o t  p e c u l i a r  t o  one DoD Component, and encourage  deve lopment  by t h e  DoD 
Components of s i n g l e  DoD Component courses o n l y  when t h e y  a r e  r e q u i r e d  t o  meet 
t h e  p e c u l i a r  needs  o f  t h e  i n d i v i d u a l  DoD Component. 



Aug 22, 88  
5000.57 ( F n r 1  3 )  

FULFILLMENT OF DO0 MANDATORY TRAINING REQUIREMENT 

Privacy Act StaRment 

AUTHORITY: EO 9397, November 1943 (SN) 

PRINCIPAL PURPOSE(%: To evaluate and dotermme the status of mandatory acqulritlon tralnlng The purpose of 
solic~tlnq the Soc~al Securtty Number I S  for porltrve ~dentlf icat~on 

I 
. COURSE TiTLf 4. COURSE LEVEL (Enfry. ln t * rmrdldi~ .  

Scnror. ccc 

ROUTlNE USE(S1: The ~nforrnat~on prov~ded 1s used for ver~f~catron by the ~ndiv~dual's supervrsorr and the 
~ndrvidual'r personnel offcce to ensure that mandatory acqulsitlon tralntng requiremenls 
have been fulfilled 

DISCLOSURE. Voluntary, however failure to provide requested lnforrnat~on may preclude an e f fec t~ve  
evaluation to deterrkne an ~nd~v~dual's status c f  mandatory acqulsrtron tra~nlng Fa~luro 
to provrde the Soc~al Security ~urnber 'wr l l  not nullify the purpose or use of the 
requested ~nformation 

b SECTION I . INOfVlOUAL REQUEST ( T y ~ t  or punt tn ~nkl 

I propo5e that the skrlls and knowledge prov~ded by the Do0 mandatory course tdenuf~ed above have been 
obtalnod by rxperlonce, educat~on, equivalency test, or alternate tra~nlng Bared on the attached jurt~!rcat~on, 
I requert that t h~ r  be conrldered fulfrilment of the mandatory tfalnrng requrrement ~nd~cated 

NAME (Lm Firm, Middle Inlnai) 

,. 51GUATURL . 7. DATE SIGNID (YYMMDD) 8 .  SOCIAL SECURlTI HUMBtR I 

1 COURIE NUMBER 

1 t 
TITLE 10. SERIES 1 1  GRAOE RANK 

1 I 

b SECTION II - SUPERVfSOR'S RECOMMENDATION 
a 

6. COMCURRfUCE/NONCONCUffRENCE ( X  one) 

r CONCUR .INO!VIOUAL HA5 GAINED REQUISITE SKILLS 
AN0 KNOWLEDGE AS PROPOiEO IN SECTION I b DO NOT CONCUR (Return requrn (0 indsv#durll 

7 SUPERVISOR SKiYAlURE 111. D A f E  SIGHED lYYMMDDl 

b SECllON 111 - DISPOSlllON 

1 ACMOVALtO(SAPM0VAL (X one) 

a APPROVED b DISAPPROVED 

3 SIGNATURE Of APFKOVING OftlCIAL 124 OAT€ SIGHED (YYMMDOI 

1 1 I 
0 form 2518. SEP 88 P I~V~OUS .diirons rrr obsokte . *. . _ <  

3 - 1  

5. DUTY T I~LE  26. OFFICE SYMBOL 

~ ~ ~ ~ r + - ~ e n t  of  Defense Instruction 5 0 Q o . , X X  ( D r a f t )  

SUBJET: Reprtirq mianal ard Trahkq-related Data m mt of 

lkfense Kilitaxy ard Civilian Acquis i t ia  

27. L O C A ~ O W  

Ref-: (a) I h D  Directive 5000.XX, "Defense Aquisitim Education ard 

minirq plqmn" 

(b) I b D  HanudL 5000.XX+11 "BD-Wide Greer P n q n m  for 

Aapisit ion ~wsonpd '~  

(c) FRI Supplarent 292-1, U.S. of f i e  of Fersomd HaMgement, 

l v ~ s n n e l  hta ~tardards'~ thxuqh installment 9, etnkr 8 ,  

1986 

(d) ' COD Directive 5000.1 *?.la jor ard Norr-Ma jor Wf ense 

Acquisition Prtgrans,lf 1, 1987 



a. Establishes pnxadures for reporting functional ard t r a w - r e l a t e d  

data an civilian nrd military aqIuisitim personnel of the Deprhmt 

of D e f e n s e .  

b. Wrts the corn@ in references (a) ard (b) by creathq a 

Epartsrent-wide capability of tram the trairih-g status of a m s i t i o n  

It is I ~ D  p l i c y  to prepare am3 assign fully qualified irdividuals to 

acquisition-related positions. 'XI this erd, the Urder Secmtary of kfense 

(Acquisitian) has identified selected trainhq - as mardatory for 
prsomel EEEformirq specific jcb functions. a-ly, the mprhmt viLl 

mile ard store relaant t r a i n i ng  data in order to report on the trahirq 

status of its acquisition work force. 

1. Procedures 

1. Instruction a ~ p l i s  to the O f f i a  of the Secretary of mfense 

(SD) a d  its field activities,  the filitary Departments, the ~rganization o f  

the J o h t  Chiefs of Staff (OICS) , the. Vfifiecl ard Specif id m, ard the 

Defense Agencies ( excep t  the Natiandl Security kp-cy/Central Security Service 

ard the kfense InMligence ?igency) d f t e r  called "DoD Onpnents." 

2 .  ?his Ins tmct ion cnvers military ard civilian -& in a&ition 

.related w i t i o n s  as defined in ref- (b) . Mremer, merage of this  
. . 

Instruction shall- k l t d e  all military ard civilian prwnnel h o l m  a cllrrent 

w a n a n t  to w n t r a d l y  obligate the tepartment of Defense to 

a~propriated Ands. 

a. Reporting of military ard civilian uqmnents  of the acquisition 

wrk force shall be aamplished thrcqh separate nngnetic tapes, l M e d  as 

specified in enclosure 1, fo-tt& +'depicted in enclcsute 2 ,  ard coded as 

shm in enc1csu-e 3. A list of nrardatory training subjects uder reference - 
(b) is given in enclmure 4. 

b. Each ?xprt shall be ammpanied by a letter of trammittdl that 

prwides the same infomation as the tape's extemnl label (See enclosure 1). 
. . 

c. OFF¶ stardard data elements shall be used where specified. Codes 

for #ese elenants will amply with FR.I Sqplmt 292-1, "-& hta 

Skadadsv t h u q h  Lnstallment 9, Cckcber  8 ,  1986, reference (c). Other data 

elemnts and axles are TZO- ard w i l l  ke investigated for pssible 

-zation urder m D  Dinctive 5000.11, +'mta Elexrents ard mta W e -  

Sh-dardization Program, " - 7, 1964, ard b D  I n s t m d i o n  5000.12, "Bta 

u€mxks ard Bta Ocdes Stardardization -," April 27, 1965. 



F i l e  as of 

March 31,  198! 

Septartret- 30, 

c. me report* 

Report  Cbntrol Symb1 -1 

1. Suhnksian Inshmct  

2. F o m t  for T r a u  

3 .  Description 

4.  Acquisition Trainir 

April '30, 1989 

Cktdzer  31, 1989 

q h - e m m t s  of this Znstructim have been assigned 

&P- - 

d i v e  irmnediately. F o r n a r d  two q i e s  of 

r e  Assistant m t a r y  of bfense  (Force Hanagarent 

3 y s .  bplementirx~ dcunnents shall name the agen=y 

, title, address, ard @me mrmber, as W1 as the 

nrrmtw. 

/,' 

Grant S. Green, Jr. 

Assistant semetyy of Defense 

d. Eacfi d a n n u a l  Vrt shall cxrrtain a m r d  for ~ach  m e &  

wrker, even if there are ra tram cmpletiorrs to reprt an3 even if dl1 

a r p l e t i m  uf required training have been -ted in an earlier semi- 

report urder this report control symbol. Oriiy tfrme enployed 'm the "as of " 

date are to ke reported. 

e .  A m e r e d  worker's -letions of trairirq required by ref- (b) 

shall be rep- in the f o m t  sfKwn in enclamre 2.  Training armpletxl 

&fore the f i r s t  &annual report cycle will be no later than the 

-rd report ( h e  October 31, 1989). 

f .  Subsequent &annual reports will be replaoernent files on the 

acquisitim mrk f o n t s  training cmpletim, daxm-.ti.rq all the x q u h d  

training onnpletions prwicusly reprted for ~~ still in mered 

psitions, an3 any x w  ocmpletians of required trahirq taken by the sam 

~~, as well as corrections to 'hir  -XIS. m- replacarrent wainby 

f i l e s  shall also docurwlt the relevant hisbricdl ard current required training 

ampletions of r s ~ ~  entrants to positions cover& by reference (b) . 

a. DoD cn$enents w i l l  sutmit data an mered  acquis i t ion 

employed on the "as ofu date of the report. 

b. Semiannual reprts shall  h nrade d e r  the  follcwing s&dule ard 

mntirn_lally shall ke mde ushq the report* pattern: 



a. Military ard civilian taps shal l  be m i l d  (cerE.ified) to tbe 
I 

I>efens? Manpmer Data Center l 
a. No Headex or trailer 1-s 

b. tensity-6250 BPI p r e f ~ 1 6 0 0  BPI aocepted 

c. Track-9 track 

d. W r d  ---160 

e. B l o z k  size--8000 (50 x 160) 

f. Master file Sgcluence--Social Security M m k r  (-) 

g. rslmreric data shall  .be right-justif ied w i t h  lea* zercs; al* data 

shall be left-justified with trailing blanks 

h. Use blanks for inapplicable d uravailable data unless mther ccde is 

specified 

i. Tape suhnissions must: be ax&tible with IBM 370 series hadhare 

2 .  Exbm-al Label 

a. Density 

b. hacks  . . 
c- w-3' 
d. siuhdssion b t e  

e. Rep>rt OmrrOl Symbo:L 

f. Reels-qtEme- 

g. Report "as of" rate 

h. ReccrdQxrnt 

i. Whether Military or Civilian Records . 

off ice of the Assistant Secretary of kf-& ( n a p )  

File Manager, Civilian Files 

550 Qmino El FsterO, Sui te  200 

Pbnterey, (a 93940-3231 

b. Tapes are o v d e  at the Defense Hmpmer hb cfhtslr after the 
Nbnissim bte inilcaw in r r t i m  D of J e i o n .  

guarantee next day delivery of uverdue t sp ,  

is l - q i n d .  

wernight shiprent 



mta M m b e r  
Element W r d  of 

m k r  Fieldasaxacters 
. . 
~ u t ~ ~ n  QEHsa&& 

15 62 1A Trahirq Cmpletion See enclosure 3 
M e  - 3 

53ta Ikmber  
Element Fz6zxxd of . . 
Pd-2~  Field m 1Ptlon QBSG@d 

16 63-64 2N Wivering -1 See crrr=losure 3 
N m  - 3 

17 65-68 4N Trainirq. Ompleticm See enclosure 3 
mte - 3 

1 1-9 9N Sccial Security Nm&r O W  ~tardard SCC-079 
See enclosure 3 Acquisition T r a h i q  

Subject - 4 
See enclc6ure 4 

See e n c l m  3 
2 10-32 23A Wloyee N m  

3 33 1A Job Specialty 

O W  Stardard M - 0 4 2  
See enclosure 3 

See enclosure 3 
-livering School 

N a r r e  -.4 
% enclosure 3 

% enclosure 3 

See enclosure 4 
I 5 38 l3i Level ' See enclosure 3 

6 39-41 3A -sition Training % erx3lcsure 4 
subject - 1 

Arquisition ~ r a i n b ~ ~  
subject - 5 

7 42 1~ ?'rahirq m l e t i m  see enclccare 3 
W e  - 1 
' / 

8 43-44 2N ~ e l k h g  Schcol See e n ~ ~ o s ~ r e  3 
Name - 1 

TrabdYq Canpletion 
W e  - 5 

Se9 enclosure 3 

See enclosure 3 

See encloflue 3 

See enclasure 4 

See en=losure 3 

!!see enclosure 3 

See enclonzre 3 

see enclonrre 4 

See ery=lO!nre 3 

&livering School 
Name - 5 

9 45-48 4N Training ~ c m p l e t i o n  See encfosure 3 
Bte - 1 Tninirq Canpletion 

Bite - 5 
10 49-51 3A w i t i o n  Wining S e e  enc~Cam.2 4 

Sub)& - 2 
Ac@sition Trainkg 
Subject - 6 

11 52 1A Trainirq Ccmpletion see enclosure 3 
W e  - 2 

12 53-54 2N D e 1 i ~ e r i . q  Schwl see erclofllm 3 
N m  - 2 

TraMiq  Cmpletion 
Mode - 6 

13 55-58 4N Training Ccmpletion See enzlenrre 3 
Date - 2 



bta Rumter 
ElerrEnt bwrd of 

Field Ckuadfzs 
. . 

l&!~k~r - k x r r * a o n  QmsB&& 
bta Nmber 
Element R0wrd of 
Mnnber Field ~~~ Descriution om ! ihnbrd 

- - 

50 159 lJ4 Bjor h-cgram Ir*;Licator See -1- 3 

51 160 LA Contractor Jcb S i t e  See encla;ure 3 

*liver- Mcol 
Name - 7 

See enclosure 3 

See errlcmrre 3 

sef2 en=losu-e 4 

See enclosue 3 

Delivering School 
Name - B 

See enclasure 3 

!%e enclcxure 3 

see errlcsure 4 

See emzlcrmre 3 

See e r c l v  3 

See ~lcsure 3 

Acquisition Trainiq 
Subject - 9 

Training Canpletion 
F!de-9 

DelivQirq school 
Name - 9 

?oqdsition Traw 
Subject - 10 

See  los sure 4 

See enclcsure 3 

See enclofllre 3 

Se?  enclosure 3 

Delivering School 
Name - 10 

Filler 

Primary W a r r a n t  Qp See enclamn 3 

See e n c l m  3 

See enclosure 3 

Frirmry w a r r a n t  Arrount 



Data Elanent 

Refers tn the a3dit-q developed by 0R.l d e r  FRI 

Sqplemznt 292-1, referenze (c) . 

Valid q z s  a m  OOlOOOOOO thxvgh 626999999 ard 700000000 
' 

t h m q h  728999999. Vumzals of the a m t  nw$er assignef 

the Social Security Pdministration (or the ps@xlo SSN created In 

specid c-), /& the d e .  If a valid number is not 

available, see FR? SxqpI-t 298-1, '"me Cen- PersonneL 

File," June 12, 1985, for instructions on creating a pseudo SSN. . 

Ehplovee Name 

?his is a liter& entry, up to a rnaxirmrm of 23 ctancters. mter 

las t  rime, space, first m, space, middle r a m  (or middle 

initial) until field is &usted. Blank fill the uriused p*ion 

of the field. 

Fqplicable to civilian and cuparable military ocarpations ard levels 

dexsribed in attachmnt (c) of reference (b) . 

mter the code for  j c b  specialty described in attachrent (c) of 

reference (b). For nona~licable records, NLmit a blank in this 

field . 

Specialty 

M o m t i o n  ESUUDZ acqdsition 

Cost and prim a n a l y s i s  

Hajor systerm acquisition 

Pre-award /,. 

Post-award 

m a w a r d :  information nsamx aapisition 

Post-am; information - acquisition 
Cost ard price analysis; infomtion rexurce acquisition 

Pre-award: m j o r  systens acquisition 

Fcst-award; mjor systems aquisition 

03St am3 price d y s i s ;  mjor systerrs acquisition 



~ ~ ~ l l f ~ l t i o m l  m e  (Civilian -tiom1 adel 

,qplicable to militaxy and civilian m a b ~ ~  axrered by reference 

(b). (The civilian ocuqmtions of p=~~nnei  -0nnb-q Wity 

functions in the a e i t i o n  procew hide all 

-tian 1910 p r ~ a l n e l  as bell as -q ~ Z ' S Q ~ S  in -ti- 

0801-0899 ard 1101-1199.) For applicable civilian persannel, 

e n t e r  their civilian occupationaf d e  fran ref- (c). For 

applicable mi l i ta ry  m m k r s ,  ,slbmit the civilian aca rmt iona l  

c d e  for vfiich the i r  military d u t y  -tion is canparable h e r  

ref- (b). Ib not enter their militam dutv m t i o n a l  

-1icable to military ard civilian r r a k e s  mered by refa- 

(b) , w i t h  the exception of prcgram mmgers  ard deprty pra~r;im 

m g e r s .  For applicable records, subnit the ccde f i e *  the 

wrkk's lwel d e s c r M  in referex= (b) .  For nompplicable 

records, subnit a blank in this field. 

1 = mtry level (level I) 

2  = Iriterrrodiate lwel (level 11) 

3 = Senior l w e l  (level 111) 

39,43 A = Waiver (credit for experim) 

B = Resident (sponsor- -1) 

C = Equivalent -, ~~~ equivalent mllqe or university 

a x s e  or oaxse 

D = Equivalenc,r test 

E = Con-€sp=)rdervse axlrse 

F = Contmctor cxurse 

G = s m i l n r  

H = M t d  off a~iprus instnxtlon (AW) 

J - Satellite Matision netuork 

K = GaV-t ami+ '>- 

8,LZ,16,20 kliverinqschmlNam 

24,28,32,36 

40,44 %licable if the 6 1  deliver* the ccmpleted axzrse ~s ~e 

of thcse mid helm. Leave blank in norn~licable re03rds. 

01 = Air Forre Institub o f  9xhrwlq-y (AFTT), Wri#t-Patterjon 

m, 

02 - %istics H a M g m t  College (W) , R. r e ,  VA 

03 = Atmy MaMgement Wineeriq mllqe (m), Rock Island, IL 



05 = IRfense Logistics P q q  (DLA), ~arietta, GA 
- -7 - - - - -  - . -- - - -  .- 

H a M g m t  (OW), mW- 
---. - - 

07 = KJmM States Navy (US), W-n, CC 

08 = Navy A a p k l t l o n  mgement  T r a ~  O f f i a  (NAPDO), Norfolk, VA 

09 = Naval Facilities mntracts ha- Center (NfCrC), Port 

H u m ,  a 

lo = lsir FO- system cammrd (AFSC) , W a r d  AFE, M.I 

3 11 = Air ~ r a i r & ~ ~  w, Lcury 'm3nical Trairirq Center (m, UTC), 

Ft. Honmxrth, rn 

13 = me m i c a n  University, X o g d  Oollege of Wlsiness 

Administration, Washington, [X: 

14 = Collqe of San Maw, San Wteu, CA 

15 = (331leqe of St. ?haas, St. Paul, MN 

16 = Florida Institzrte of Td-mlogy ,  Melbxne, FL 

17 = me Ceorge i j a s k i q t o n  University, Washkgton, Dc 

18 = Rarrho Santiago College, Santa AM, CA 

19 = Richard Blard 0311ege of the William a d  Mary College, 

ktersbxg, 

20 = RDse State College, Hiduest City, OX 

21 = W k i o  College, St. L a i s ,  M 

22 = ~assachusetts ~ 3 y  ~irmrnrnity College, ~ e l l e s l e y  Kills, MA 
23 = Tenple University,  Eh i l adwa ,  PA 

24 = University of Cdlifornia, Wine, (2 

25 = 'Ihe University of Dillas, hvirq, 'IX 

( d ' d )  26 = ?he University of The D i s t r i c t  of a l m b i a ,  W a s f i i r q t o n ,  

27 = 'Ihe University of V i r g i n i a ,  Falls murch, vA 

28 = Vniversity of W Florida, Pensamla, FL 

29 = Webster mllege, St. Lcuis, m 

30 W&=m New mlleqe, ~ t .  w e n s ,  MA or 

m, 

31 = West Tos Arqeles College, a v e r  City, a 

4 1 , 4 5  in year a d  mnth  s e q u a ,  mch as 8103, w 

1981. N o t e  that tra- canpletions nay be either current 

( h a m  dur- the,+annudl v r t  period) or historid 

(ocau~irq fxfore the semiannual reprt w i d ) .  

A ~ l r a n t  is the G m e n m m t  officet 's  written authorizatian to 

perform contracmal rolg mnsistent w i t h  spec i f i d  duties an3 

respansibilities which define the warrant t y p .  Report a warrant 

anly i f  it is oxrent on the nqmrt3.q date (i.e., Septar$er 30 

or Match 31) of th is  file. 



(cont'd) If a awered employee holds more than ore cllrrent varrant ard 

grants the status of "mtractbq off icer ,  * report code A. I f  

neither curmnt varrant is for m n t r a c t i r q  o f f i ~ ,  rep3rt the 

w a r r a n t  type a s x r i a t e d  vith the higher current w a r r a n t  anaint. 

A = C r m t r a c t -  off icer  (also called a procur- contractin3 

offiox or KD) . A person vith the authority to enter into 

a n t r a c t s  to m, fent, lease or othenfise obtain supplies 

or services f m  iwnfderal soxccs, ard which &ligate the 

Federal gwerrar~nt to e q e d  appropria- furd5. 

B = M s t r a t i v e  contracting officer ( A m ) .  A person with 

authority delegatid by a a n t r a c t *  officer to addnisbx 

c o n t r a c t s -  

C = -thy contracting officer ('105). A person w i t h  authority 

delegated by a contract* officer to s e a e  -tw 
. mntrac t s  . 

D = Ojxprate administrative a n t r a c t +  off icer  (m) . The I b D  

c iv i l i an  or military barcanted amtract* officer assim 

caplizarce of a mrparation. The CA03 is m i b l e  for 

prEormiq, on a m p > r a W i d e  basis, We contract 

actministration functions d e s i v t e d  by the v m i b l e  agehcy. 

E = Prixipll  a h h k t n t i v e  a n t r a c t -  off icer  ( P m )  . 

The senior c lv i l i an  or mil i tary  mrranbd administrative 

m n t m c t i r q  officer vho deals exclusively, or n e a r l y  

exclusively, with a sirqle m D  amtractor. me 'w 

' 'contractor" m y  h l l d e  ore o r  more  corporate 

divisioru, suhsidiaria, or a f f i l i a t s  urder cl- 

a n m v n  wntrol. PA- are norrally, h t  rat m i l y  

always, physically lccated a t  the c o n t r a c t o r ' s  plant or 

&er similar f ac i l i ty .  

. 48 h-irrarv %ran t  Amount 

RLis is +&e limitation on b l i g a t i r q  authority hpx& by SF Fom 

1402, "Certificate of Appointrrent, " ard any other daxmmt 

limitirq obligat% authority. If t h e r e  is mre thm m e  varrant 

amxmt, report the m a m t  assoziated vith the varrant tM;e 

reprted in data dmt 47. 

1 = No mmant a m t  granted 

2 =-$25,003 or less 

3 = $25,001 thrcuglh $500,000 

4 = $505,001 tlumgh $2,000,000 

5 = $2,000,001 thrm$l $10,000,000 

6 - Wer $10,000,000 {If varrant mt is lidinited,ll 

inlicate oode 6. ) 



mlicable to p- m g e r s  ard deprty p m  ~ e r s  only 

urder rrference (b). Leave blank in mpplicable records. 

Applicable to prcgram tramger~ a d  deprty prcqram ~ a ~ g e r s  anly. 

Leave blank in nonapp_lkable m r d s .  

1 = lhis employee @om w r k  in =rt of a mjor defense 

pr=qram as defined in referenrz (d) .  

2 = This employee perfo? w r k  in s u p p r t  of a m j o r  defers= 

prcgram as define3 in refeeno? (d). 

C o n t r a c t o r  Job S i t e  

Whether a majority of the person's mrking days dur- the . 

r e p r t b g  perid involved performance of an acquisition f v c t i o n  

( r e l a t h  to a w n t r a c t  of the -t of ~ e f e r w )  at a site 

or plant  that is aJned or v t e d  by the mntractor ard that is 

the principal location of sud7 person's p e r f o m i ~ ~ e  of that 

acquisition W o n .  

y = *isition functions w e r e  perforrred such that rare tban 

50 ~t of the irdivldual's t h  durw the reprti2-q 

perid was  at a m n t r a c t o r d  or operated site or 

plant. 

N = A l l  others. 



m s m m  'IRAINDJG W E  Tnzrs AND 

-isit ion cause Titles/D?En' C a t d m  m e s *  w e  to d t  

~ s t r a t i q A T M  304 BM 

pdvarcd Omtract F T i c i I q / m O  B4D 

pavanced ~roperty h d m h i d m t i m / P R . I  300 Fm 

AF~C a Orientation/AFSC-13 to be assigned 

ANlual F z d u d  Substitution ard Frad Trainirq/S80 to be asigned 

Autcrratic T e d  E.quiprent/S32 to be assiqnd 

Easiness Mamqarent aw.rx? to be assigned 

Ql ibration System m - t s / S O - i  to be assign63 

a m f i g u r a t i o n  Uarngmt /AFSC-35  to be assiqd 

tnn+xae 3 u k i ~ h a t i o n / A F S C - 3 2  to be assigned 

-tract ?dmhkkmt ion  ( B e c u t i v e ) / P R l  057 BcM 

Oxtractor Performwe axlrse to be swim 

Defense A c q u i s i t i o n  an3 Contract- QeoJtive w m  8I3) 

- - 
Defense Contract+ for Infontation w / A l l . I C - Z X  P D Y  

Deferse a n t r a c t  Pmperty ~ i s ~ i t i o n / A 1 M C q  PM 

& f e w  Contracts M a M q m t  for 'Ikbical m d / Q 4 0  to ke assigned 

wfense Ln-Plant QilaliV -/8Pm4 Qm 

wfense smdll I-)/Am-M m 

kfense srrdll R&mhse (Mic)/AXMC-a to be assigned 

~efense Wity -1- t~ be dmel@ to be wigned  

* clxlrse titles are frun ref- (b). 

amuisiticn C v x s e  Titles ard 1E@r Catalm Czrsrse Codes* to mt to 

D r a w ,  D i r r e r s i c r s  ard ' b l m i r q / S 4 4  to ke assi- 

Rgineerirq D r a w i n g  1nterpret&4/clm?. 061 to be assigned 

Gchrermrent Orrtract L a W / l R l  302 - EDP 

Irdustrial Prcperty -tion/FFM 151 HIM 

b j o r  w i t i o n  for Contracting Fersonnel/CGMC-31 m 

~ 3 n a g m m t  of mfense Acquisition 03ntracts(Advanced)/8~-m w 

m g e r e n t  of Defense Papisition Omtracts (Basic)/BD-4320 E Q  

Kmaqenmt of Wfense Aapisit ion Contracts (Dterutive)/AIl1C-S BCZ 

Heasuring TecfYLicpes/S06 to lx assign33 

=kian  wd Measuring M q u e s - R m x  I/EOX.OSO to be -igned 

h.gcribed +3rriculm of an I n m a t e  .Semi= Scfiml to be assim 

Prescribed ~ i c u l u m  of a Senior Servica ~ 2 3 ~ ~ 1  to * assigned 
h - k i p l e s  of h t r a c t  Pricim-/m 170 ECR - 03nfo- ~ ~ ~ ~ ~ c q m - 3 6  to be assigred 

Pratudim m q a r e n t  I/PRI 153 
rr 

hocfuctian KaMgemmt II/PRI 305 - - w- - m - 3  

Wity Arsurance MaMgarrent I/ALMC-CC 

mity ~snrran=e Mvraqarent II/ALMC-QD 

Quantitative Techniques for  bst an3 hie AM-tys is /m 345 

specifications and St-ardard/S60 

Statisticdl P I K C Z S - ~ ~ ~ ~ O ~ / S ~ ~  

Statistical Frcrsss m-1 Mth&/B.11090 

* axlrse titles are frrrn referervz (b) . 

ErW: 

to be assim 

to be assigned 

to be assigned 



REQUEST FOR AF/CVAE SUSPENSE ACTIOM CHANCE - -.- 

0.T. O C  I C Q J C S t  

o, EXECltTlVE SERVICES QIVISlON 
OFFICE OF THE VICE CHlEF OF STAFF - 2 3  Sep 1988 

ro c p n p l e l a d  by ~ c r l o n  ol1ic.r  

. ~ C Y ~ C E O ~ Y C O C * O  DCS C O Y T ~ O L  -0 D , . ~ C T O " * 1 C  C O * l " O L * O  

8808219 1 I 
u-jeer (Uncl...i f l e d  m l r ) .  
I O ~ ) I  SQOQ.XX, ~ ~ ~ o r c i n g  Functional and Training-Related Data on DOD Military and 
,cquisicion Personnel 

TYPE or ICll0~ REOUESTLO (Ch..b ~ , p l i ~ . b l .  m=) 
~ C A M C C L  ( A t l a r h  u p ,  I f  d i r . ~ I  ,.PI, 1. -*d.) 

~ r v . ~ s t o r  ( 1 - d . r i -  r r p l l . .  .r. ,=.wrr.d en . I f  ..t.n.lenr I. Y*)" A r r  C-.d.r.. A<r.ch cop,  i f  i n < - r l r  r - l l r  1. 
-ad+, 

7 T - C ~ L E L ~  O W  A C Y ~ O U  ( S h -  ~ ~ d . ,  ..EDUmS*s l h .  LY. m d  o f l i c .  embl -1 p.rson .cc.pt ir (  Ihr a s l i o n )  

OFFICES REQUIRED TO COOIDINATE OM OOCUrEMT AFTER CC ACTIOH 

I I I I I 

REQUEST Y E W  SUSPENSE DATE ( A ' t l - n  . / I 1  

a c r . r r w s t o -  ( l m l v r l r  rrrlI..  .r. r.pl1r.d on a11 ..l.~rzon. t~ Y ~ j o r  A i r  C-.ndrr.. 
A t r r r h  copy I 1  i n l . r i r  r . p l ,  1. .ad., 

. C * f * f  C V A C  .U,..Y,L D I I l  

23  September 1988 

' I R I C I ,  D O 0  ." , -CYIL D A T E  

23 September 1988 

REQUEST ME* WSPEMSE DATE llcrssn a f t , = .  - , / I  b. n . l l l 1 . d  - 1  dr..ppro..l. m l r )  

V*CSIHI C V A C  SUI-CWSL O & T L  w c -  c v a s  m a r s  ~ E O U S I I C O  

/3 & ZJ 23 sip 8s 

J ~ S E P ~ P  . % 3 ~ +  3. C&L/ # d m -  299 
I V S I I P I C I I I O Y  A Y B  I C Y A R M S  I 

" . * C Y A '  ~ A T C " ~ O U ~ * r c O  

21 October 1988 

-L" 0 0 0  0.TL 

24 October 1988 

Spoke with Action Officer, Mr. James Creager, D m ,  on 9 Sep 88. Requested 
additional time for completion of  coordination/scaffing. Mr. Creager indicated 
an extension to 23 Sep 88 would be accepcable. 

U . l l r l C . T I O *  ..*.a "CYAR",  

xeponSe is in aoardination. *Iso.auait~g an input from data S r s t a s  managers 

in A i r  Force Civilian Personnel Management Center ( A F C ~ C ~ / D ~ ~ I ) .  ~t also decided in 

a me,,,,, the ACE Frog& offire s t  DSK chat rhe draft DODl need3 to be correlated 
the draft Do~M5000.XX being developed under the auspices of ACE-DSMC. 

FOR US& BY ~ / C V A E  ' u' '\i ' " 
> I  ... ._.__ ,,. .-- 

/ a 



AQC SUSPENSE TRACKING CONTROL SHEET 

TASKER DATE SUSPENSED O N  CASE NUHBER 
16-AUG-SO 24-AUG-08 

08f30B2 19 

FROM : A S 0  
_-_-___-___-__-____--L2----------------------------------------------_-L- 

SUMMARY 

O O D I  5000 X X ,  R E P O R T I N G  F U N C T I O N A L  fiND TRAINING-RELATED DATA ON DOD W I L I T A R Y  A t  

tIVILIAN A C Q U C S I l I O N  PERSONNEL 

_-_________________------------------------L------------------------- 

A C T I O N  

,SUSPENSED T O .  SUSPENSE DUE: 

~ Q C X  AQC: 09-SEP-OR 

A 4  1 12-SEP-BR 

A / O :  S HEROLD 
DAE:  13-SEP-88 

O I S P O B I T X O N  

D A T E  T O  AQC: ------_-La 

A1 D i r e c t o r  ---------------------c-------------- 

H I  Associate D i r e c t o r  ---- 
. .. - 

S I G N E D  B Y :  ------------------------------------- 

D A T E :  ----,----- SPECIAL 

TFIRCK I N G  

3enortinq functional & Training-related Data on Dept of Defense 
P i i l i t a r y  and Civilian Acquisition Personnel 

T Y P E  O F  A:TIOM REOUEITCD (Chrc l  A p p l ~ r . b l .  b x )  

u c r w c c ~  (Afrsch c o p y  i f  d i r e 1  rep17 11 redo) 

REQUEST FOR AF/CVAE SUSPENSE ACTION 

TO* E X E C l l T / V E  SERVICES DIVlSlON o a r #  o r  ICOUL~ ,  

OFFICE OF T H E  VlCE CHIEF OF STAFF 2 2  Aug 8 8  
To be complsfsd by Action 0tlrc.r 

I 
J V I 7 1 I 1 C I 1 3 O Y  A N D  e E U A * " D  

T r a n s f e r  action to SAF/AQ; coordinated with Ms Sharon Hero ld ,  SAF/AQCX, -1 

I ~ / C Y A C  C O N T ~ O L  w e .  

8 8 0 8 2 1 9  

I 

F O R  USE BY A F / C V A ~ /  

0 ~ ~ . A ~ ~ P . O Y E O  01. ,,.,') 1 
AFHQ K T C  13 P C T V I O U S  COII!OH W I L L  BC U S E D  

~ u s r s c r  (unri.**i far6 onlr). 
DP 3 4 2 9  

DCa C O ~ T ~ O L  MO. 

DP3429 (S) 
D l l E C I O I A T l  C O M I R O C  NO, 
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DATE 

DOD 5000.52-IY 

FOREWORD 

This manual is issued under the authority of DoD Directive 5000.52, "Defense 
Acquisition Education and Training Program," and applicable personnel directives. 
it3 purpose is to provide uniform procedures and policies for the DoD Acquisition 
Career Program for acquisition personnel, consistent with the general policies 
and authorities stated in DoD 1400.25-M, Civilian Personnel Manual Chapter 950, 
"Civilian Career Management," June 22, 1981, and appropriate component civilian 
and military persoanel regulations. 

%is manual applies to the Office of the Secretary of Defense (OSD), the 
Military Departments (including their National Guard and Reserve Components), 
rhe Unified and Specif ied Commands, the Joint Staff, the Defense Agencies, 
and the DoD Field Activities (hereafter referred t o  collectively as "DoD 
Componencs"), Its provisions cover military personnel in acquisition-related 
functions and assignments and civilian employees seming in the competitive 
and excepted service schedules A ,  8, and C and in same instances, temporary 
Federal s e r v i c e ,  covered by the acquisition career field. 

This manual is effective immediately and is mandatoj. for use by all DoD Components 
Heads of DoD Componencs may issue supplementary iostructioas when necessary t o  
provide f o r  unique requirements within thelr respective coaponent. 

Send recornended changes to the manual througt chan?els to the following: 

Office of the Under Secretary of Defense (~cquisitfon) 

Room 3D944> The Pentagon 

Washington, D.C. 20301 

DoD Composents may obtain copies of this manual through t h e l r  own publications 
channels. Other  federal agencles and the p u b l i c  may  obtain c o p i e s  from chc 
Director, U.S. Xaval Publications and Forms C e n t e r ,  5801 Tabor Avenue, Philadelphia 
Pennsylvania 19 120. 
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Doll 1400.25-H, C h a p k r  4U, T L F F V ~ .  &nagemeat and Superv i so ry  
Development," February I, 12%. 

-a C i t i I i a n  Caree r  Management Program," DoD I n s t r u c t i o n  1430.12, %,%-' 
September 1 4 ,  1982. 
Federa l  Pe r sonne l  Yanul,(??] Za ; t c -  3 3 ,  "Promotion and i n t e r n a l  
Placement," Hay 16, 1 9 5 9 .  
Federa l  Personnel  Yar?lraL (?-I Z ; a ; x z  35.5, " Q u a l i f i c a t i o n s  Requirements 
(General) ,"  Hay 16,  1 9 7 3 .  
DoD 1430.11-M, "DoD C r r i l i z  S--er k-uLt.rige T e s t  Program," .August 1 9 7 8 .  
DoD I n s t r u c t i o n  5000.52-1,' :eyr--> i c ~ t i o n a l  and T r a i n i n g - R e l a t e d  
Daca on Department o f  Def*r<c Ell--r~ a 2  C i v i l ~ a n  Acquisition 
P e r s o m e l "  

DoD 5000.52-M 

DEFINITIONS 

1. Acqu i s i t ion -  .4s used i n  t h i s  manual, r e f e r s  t o  the  c o n c e p t u a l i z a t i o n ,  
i n i t i a t i o n ,  des ign ,  development, t e s t ,  c o n t r a c t i n g ,  p roduc t ion ,  deployment ,  and 
l o g i s t i c  suppor t  of weapon and o t h e r  sys tems ,  s u p p l i e s ,  o r  s e r v i c e s  ( i n c l u d i n g  
c o a s t r u c t i o a )  t o  s a t i s f y  agency needs ,  in t ended  f o r  use  and o r  s u p p o r t  o f  m i l i t a r y  
miss ions .  

2 .  A c q u i s i t i o n  L o g i s t i c s .  The p rocess  o f  s y s t e m a t i c a l l y  identifying and 
a s s e s s i n g  l o g i s t i c  requirements  and a l t e r n a t i v e s ,  a n a l y s i s ,  and r e s o l u t i o n  
o f  I n t e g r a t e d  L o g i s t i c s  Support  (ILS) d e f i c i e n c i e s  and t h e  management o f  
ILS throughout  t h e  a c q u i s i t i o n  p r o c e s s .  

3 .  Caree r  Advisor. An ass igned  i n d i v i d u a l  a t  v a r i o u s  o r g a n i z a t i o n a l  l e v e l s  - 
u s u a l l y  a t e c h n i c a l  a p e c i a l i s t  within t h e  a c q u i s i t i o n  c a r e e r  f i e l d  - who i s  
knowledgeable of  t h e  r e sources  and c r i t e r i a  f o r  c a r e e r  development ,  and i s  
f a m i l i a r  v i t h  t h e  program o b j e c t i v e s  o f  management and the a d m i n i s t r a t i v e  
r equ i rement s  f o r  funding,  budge t ing ,  and t r a i u i n g .  

4 .  Ca ree r  Appraisal .  The p rocess  o f  e v a l u a t i n g  t h e  a t t r i b u t c s  and p o t e n t l a 1  
c a p a b i l i t i e s  of each  employee t o  i d e n t i f y  c a r e e r  g o a l s ,  t o  s e r v e  a s  a  b a s i s  
f o r  c a r e e r  counse l ing ,  and f r e q u e n t l y ,  t o  e v a l u a t e  c a n d ~ d a t e s  f o r  promotion 
o r  l a t e r a l  vacancy r e f e r r a l s .  

5;  C a r e e r l P r o f e s s i o n a l  Development. The p r o f e s s i o n a l  development of employee 
p o t e n t i a l  by i n t e g r a t i n g  t h e  c a p a b i l i t i e s ,  needs,  i n t e r e s t s ,  and a p t i t u d e s  o f  
employees p a r t i c i p a t i n g  i n  t h e  c a r e e r  program through a  planned,  o r g a n i z e d ,  
and sys temat i c  method o f  t r a i n i n g  and developmhnt designed t o  meet organ iza -  
t i o n a l  o b j e c t i v e s  and accomplished through work assignments ,  job r o t a t i o n ,  
t r a i n i n g ,  educa t ion ,  and se l f -deve lopment .  Chapters  3 and 4 o u t l l n e  c a r e e r  
development a c t i v i t i e s  f o r  t h e  a e q u ~ s i t i o n  c a r e e r  program. 

6 .  Caree r  F i e l d .  One o r  more occupa t ions  o r  func t ions  t h a t  r e q u i r e  s i m i l a r  
b a s i c  knowledge and s k i l l s  and  t h a t  a r e  s u f f l c l e n t l y  r e l a t e d  t o  be recognized 
a s  a  c a r e e r  p a t t e r n .  The occupa t iona l  s e r i e s  t h a t  comprise t h e  a c q u i s l t l o n  
c a r e e r  f i e l d s  a r e  shown i n  paragraph B .1 .a  of Chapter  1 .  

7 .  Career  Levels .  Groupings by a  range o f  grade l e v e l s  ( e n t r y  o r  t r s l n e e ,  
l a t e r m e d i a t e  o r  journeyman, s e n i o r  o r  e x e c u t l v c )  t h a t  provide t h e  framework 
f o r  o v e r a l l  t r a i n i n g  and development p lann ing  and p rogress loo  w i t h i n  a c a r e e r  
f i e l d .  

8 .  Caree r  ffanagement. The con t inu ing  p rocess  by which employees i n  s p e c i f i c  
c a r e e r  f i e l d s  a r e  i d e n t i f i e d  and developed,  administered under a  formal  program, 
and used t o  f i l l  p o s i t i o n s  o f  i n c r e a s i n g  responsibility i n  t h e  Depar t rnea~  o f  
Defense and t o  provide management wi th  a s t a f f  of p r o f i c i e n t  c a r e e r  employees. 

9 .  Caree r  P a t t e r n s .  The range o f  o p p o r t u n i t i e s  a t  each c a r e e r  l e v e l  and t h e  
optimum pathways f o r  v e r t i c a l  and h o r i z o n t a l  movement wi th in  a c a r e e r  f i e l d .  

10. Caree r  Program. A comprehensive o p e r a t i n g  p lan  f o r  admin i s t e r ing  a c a r e e r  
f i e l d  t h a t  inc ludes  work fo rce  analysis, f o r e c a s t i n g  and p lann ing ,  and t h e  
s y s t e m a t i c  s e l e c t i o n ,  development, assessment ,  and u t i l i z a t i o n  o f  employees. 
Th i s  manual se rves  a s  t h e  genera l  o p e r a t i n g  p lan  f a r  t h e  a c q u i s i t i o n  c a r e e r  
f i e l d ,  

v i i  
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11.  C e r t i f i c a t i o n .  That p r o c e s s  whereby the Curriculum Advisory Council 
(CAC) " v e r i f i e s "  t h a t  a  course  o f f e r o r  has the  a p p r o p r i a t e  resources ( t r a i n e d  
i n s t r u c t o r s ,  f a c i l i t i e s ,  course  m a t e r i a l s ,  e t c . ) ,  understands t h e  manner . in  
uhlch t h e  course  1s  t o  be p r e s e n t e d  and understands the  q u a l i t y  s t andards  f o r  
t h e  course .  The CAC recommends certification/decertification t o  the DSHC ACE 
Program O f f i c e .  This  term does n o t  app ly  t o  the  c e r t i f i c a t i o n  p rocess  involved 
i n  p roceed ing  from e n t r y  l e v e l  t o  advanced p o s i t i o n s  i n  each ca ree r  f i e l d .  

1 2 .  C e r t i f i e d  Course Of fe ror .  A t r a ~ n l n g  source t h a t  has been c e r t r f i e d  by 
t h e  DSHC t o  p resen t  a  mandatory course  i n  the Defense Acquis i t ion  Education 
and T r a i n i n g  Program. 

13. C e r t i f i e d  School. A t r a i n i n g  o r g a n i z a t i o n ,  c e r t i f i e d  by the  DSMC, t h a t  has 
t h e  c a p a c i t y  t o  c a r r y  o u t  v a r i o u s  f u n c t i o n s  r e l a t e d  t o  acqu i s ion  educa t ion  and 
t r a i n i n g ,  inc lud ing  developing and r e v i s i n g  c u r r i c u l m ,  t r a i n i n g  i n s t r u c t o r s ,  
ma in ta in ing  a s tuden t  d a t a b a s e ,  and d e l i v e r i n g  the mandatary courses .  

14 .  Component Career Hanagement Coordinator .  A r e p r e s e n t a t i v e  of  a  DoD Com- 
ponent  headquar te r s  s t a f f  pe r sonne l  o f f i c e  which has  primary f u n c t i o n a l  manage- 
ment r e s p o n s i b i l i t y  f o r  c a r e e r  program. 

15. Counsel in . A process by which superv i sors  and employees c o n s t r u c t i v e l y  
d i s c u s s  p e r f o g a n c e  and behav iora l  f a c t o r s  around which an employee's c a r e e r  
development can be planned s y s t e m a t i c a l l y .  Chapter 2 d i scusses  counsel ing f o r  
t h i s  c a r e e r  program. 

16.  Defense Acquis i t ion  Educa t ion  and Tra in ing  Program. .The program mandated 
by t h e  VSD(A) t o  provide s p e c i f i c  educa t ion  and t r a i n i n g ,  and s k i l l  development 
t o  meet e s t a b l i s h e d  requirements .  

17 .  DoD Component Func t iona l  Chie f .  ' T h e  Senior  Acquis r t ion  Executive (SAE) a t  
t h e  DoD Component l e v e l  who has Component-Wide r e s p o n s i b i l i t y  and l e a d e r s h i p  f o r  
p lann ing ,  developing,  and a d m i n i s t e r i n g  t h e  a c q u i s i t i o n  func t ion  o r  mission.  

18. Employee. The term employee used i n  t h i s  manual r e f e r s  t o  both DoD 
c i v i l i a n s  and m i l i t a r y  members who comprise the Acquisition work f o r c e .  The 
term member i s  synonymous wi th  t h e  term employee. 

19.  Equiva len t  Course/Program. A course  not under t h e  ausp ices  of t h i s  manual, 
t h a t  has been judged by DSHC t o  c o n t a i n  t h e  appropr ia te  l e v e l  of knowledge 
and would enab le  i n d i v i d u a l s  who t a k e  t h e  course/program t o  perform a s  i f  they 
had completed r designated c o u r s e  under t h e  Defense Acqil is i t ion Education and 
T r a i n i n g  Program. A course  provided by a c e r t i f i e d  course o f f e r o r  is not  dn 
e q u i v a l e n t  course ;  it i s  a  course  under t h i s  program. 

20. Executive Pos i t ion .  A p o s i t i o n  occupied by a  s e n i o r  manager, usua l ly  i n  
t h e  S e n i o r  Executive S e r v i c e  (SES), o r  i t s  e q u i v a l e n t ,  who has top- leve l  man- 
a g e r i a l  o r  s t a f f  r e s p o n s i b i l i t y  i a  a DoD Component headquar te r s .  

2 1 .  Ind iv idua l  Development P lan  ( IDP)  o r  i t s  Equ iva len t .  A document which 
p rov ides  an a n a l y s i s  of  c a r e e r  educa t ion  and t r a i n i n g  needs f o r  o r d e r l y  pro-  
g r e s s i o n  w i t h i n  the  c a r e e r  f i e l d  and f o r  planning the  f u l f i l l m e n t  of  these  
needs.  I t  i s  a  combined e f f o r t  of  t h e  c i v i l i a n  employee, superv i sor ,  c a r e e r  
a d v i s o r ,  and  employee development s p e c i a l i s t ,  a s  appropr ia te .  

v i  ii 

2 2 .  Manager. A DoD o f f i c i a l  who d i r e c t s  work of  an o r g a n i z a t i o n ;  i s  he ld  
accountab le . fo r  t h e  success of  s p e c i f i c  l i n e  o r  s t a f f  programs, p r o j e c t s ,  
f u n c t i o n s ,  o r  a c t i v i t i e s ;  moni to r s  t h e  p r e g r e s s  of  t h e  o rgan iza t ion ;  and 
p e r i o d i c a l l y  e v a l u a t e s ,  makes a p p r o p r i a t e  ad jus tments ,  and performs t h e  
major d u t i e s  c i t e d  i n  Subchapter  SS, paragraph  85-6, Federa l  Personnel  
Manual Supplement 305-1 ( re fe rence  (e ) ) .  

23. Mandatory Courses.  Those courses  t h a t  have been i d e n t i f i e d  by USD(G) 
through DSHC a s  meetlng an  e s t a b l i s h e d  DoD educa t ron  and t r a i n l u g  requirement.  
These courses  w i l l  provide common, non-component-specific minimum founda t ion  of 
knowledge upon which the  DoD Compoaents can  r e I y  a s  they  b u i l d  t h e i r  unique 
a c q u i s i t i o n  educa t ion  and t r a i n i n g  courses .  

24. Has te r  T r a i n i n g  and.Development P lan .  An o u t l i n e  of t r a i n i n g  and develop- 
ment requirements  and recommendations t h a t  is arranged by grdde Level and occu- 
p a t i o n a l  grouping.  Chapter  4 con ta ins  the H a s t e r  Tra in ing  and Development P lan  

. f o r  t h i s  c a r e e r  program. - 

25. Occupational  F i e l d .  A s i n g l e  job  occupa t iona l  s e r i e s  r e q u i r i n g  va ry ing  
degrees of  t h e  same type of s k i l l s ,  knowledge, and a b i l i t i e s .  Subsec t ion  B . L . ,  
Chapter  I ,  s p e c i f i e s  t h e  occupa t iona l  s e r i e s  for  t h i s  c a r e e r  program. 

26. Sponsoring School. The school  des igna ted  by t h e  DSHC t h a t  i s  r e s p o n s i b l e  
f o r  a  s p e c i f i c  course  of i n s t r u c t i o n  which is  p a r t  of  t h e  c u r r i c u l a  of  t h e  
Defense Acquis i t ion  Management Education and Tra in ing  Program. R e s p o n s i b i l i t i e s  
inc lude  development and maintenance of course  m a t e r i a l s ,  course  reviews,  and 
de te rmina t ion  of equivalency f o r  courses .  . 
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A. OBJECTIVES 

The DoD Caree r  Program f o r  Acqu i s i t ion  Pe r sonne l  ( h e r e a f t e r  c a l l e d  " c a r e e r  
prqgram") i s  designed:  

1.  To meet c u r r e n t  and f u t u r e  DoD needs o f  a c q u i s i t i o n  pe r sonne l  and t o  
p rov ide  capab le  replacements  f o r  s e n i o r  a c q u i s i t i o n  p o s i t i o n s  on a p lanned ,  
s y s t e m a t i c  b a s i s .  

2. To a t t r a c t ,  s e l e c t ,  develop,  and retain on  a l ong- te rn  c a r e e r  b a s i s  a 
h i g h l y  q u a l i f i e d  work f o r c e  capab le  o f  performing c u r r e n t  and f u t u r e  DoD a c q u i s i t i o n  
f u n c t i o n s .  

3. To i n c r e a s e  t h e  p r o f i c i e n c y  o f  DoD a c q u i s i t i o n  p t r s a n n c l  i n  t h e i r  p r e s e n t  
p o s i t i o n s  and t o  p rov ide  o p p o r t u n i t i e s ' f o r  broadening exper i ences  and p r o g r e s s i o n  
c o m e n s u r a t e  w i t h  t h e i r  a b i l i t i e s .  . 

4.  To improve t h e  p ro fess iona l i sm of t h e  Acqu i s i t ion  Work Force .  

1. Prov i s ions  of t h i s  manual apply t o  m i l i t a r g  p e r s o ~ e l  i n  a c q u i s i t i o n  
assigaments  and t o  c i v i l i a n  employees who a r e  $e rv ing  under c a r e e r  o r  c a r e e r -  
c o n d i t i o n a l  appointments  i n  the  compe t i t ive  s t ' m i c e  o r  excepted s e r v i c e  and 
who occupy p o s i t i o n s  i n  t h e  occupa t iona l  s e r i e s  l i s t e d  below: 

a .  At grades GS-05 and above (excep t  those  noted below) and comparable 
m i l i t a r y  grades and s p e c i a l t i e s  t h e  fo l lowing  o c c u ~ a t i o n a l  s e r i e s  app ly :  

(1) GS-1101, General Business  and Indus t ry  p o s i t i o n s  
involved p r i m a r i l y  i n  a c q u i s i t i o n  d u t i e s  and 
r e s p o n s i b i l i t i e s  ( c a r e e r  program t o  be determined) 

(2)  CS-1102, Con t rac t ing  

( 3 )  GS-1103, I n d u s t r i a l  P roper ty  Admin i s t r a to r  

( 4 )  GS-1105. Purchasing (GS-4 and above) 

( 5 )  GS-1106, Procurement C l e r k / A s s i s t a n t  (GS-3 and above) 

(6) GS-Sxx, GS-llxx Performing Hanufacturing and Produc t ion  
Funct ions(50 pe rcen t  o f  t h e  t ime) - Indus t r i a l  S p e c i a l i s t  

( 7 )  GS-axx, GS-llxx, GS-1910, performing q u a l i t y  and r e l i a b i l i t y  
assurance func t ions  i n  t h e  a c q u i s i t i o n  p rocess  

(8) Business  and F i n a n c i a l  manager (mul t ip le  CS s e r i e s  
assigned t o  a c q u i s i t i o n  a c t i v i t i e s )  , - 

( 9 )  Program Management (mul t ip le  GS s e c i e s )  

(10) L o g i s t i c i a n s  (mul t ip le  GS s e r i e s )  

(11) Systems Eng inee r s  

(12) Other  A c q u i s i t i o n  s p e c i a l t i e s  a s  deter inmcd by CSD(1). 

b.  To comply wi th  t h e  i n t e n t  t o  p r o f e s s i o n a l i z e  a c q u i s i t i o r ;  fuzc~l:cs 
throughout  t h e  Department, when 50 percen t  o r  more of an  i n d i v i d r u l ' s  & c i a  
and r e s p o n s i b i l i t i e s  invo lve  a c q u i s i t i o n - r e l a t e d  f u n c t i o n s  a s  described in t-5~ 
append ices  i n  any o t h e r  s e r i e s ,  t h e  ind iv idua l  s h a l l  meet thr erpcrimcc q w l f -  
f i c a t i o n s  f o r - e n t r y  i n t o  one o f  t h e  s e r i e s  l i s t e d  i n  pa ragraph  8.1.1.. above. 

2 .  DoD Components s h a l l  e s t a b l i s h  i n t e r n a l  programs for t h o s e  a r p l o p e u  
i d e n t i f i e d  i n  paragraph B . 1 .  t o  ensure t h a t  t h e  requiresenLs o f  this rranrraf 
and o t h e r  developmental  needs o f  t h e  employees a r e  met. 

3 .  A  d e s c r i p t i o n  of d u t i e s ,  minimum exper i ence ,  and e d u c a t i o n  stadarts 
f o r  c i v i l i a n s  a r e  i n  t h e  c u r r e n t  e d i t i o n  of t h e  O f f i c e  of PerrouneL Y a t u g e ~ ~ ~ c  
(OPH) Handbook X-118 ( r e f e r e n c e  ( f ) ) .  To t h e  e x t e n t  t h e  mandatory 
e s t a b l i s h e d  by t h e  USD(A) I n  rmplemeoting documents d l f f e r  f r m  t h e s e  s tan&&. 
they  s h a l l  be t r e a t e d  a s  q u a l i t y  ranking f a c t o r s  f o r  i d e n t ~ f y m g  the bat 
q u a l i f i e d  from among t h e  minimally qualified c a n d i d a t e s  c o n s i s t i n t  with the 
c u r r e o t  e d i t i o n  o f  t h e  Federa l  P e r s o ~ e l  Manual (FPH), Chapters  338 and 335 
( r e f e r e n c e  ( 8 ) ) .  

4 .  M i l i t a r y  pe r sonne l  a s s igned  t o  a c q u i s i t i o n  p o s i t i o n s  s h a l l '  meet -i. 
s t andards  e s t a b l i s h e d  by t h e  USD(A) i n  implemehting documents f o r  coizpariblr 
c i v i l i a n  p o s i t i o n s .  

C. RESPONSIBILITIES 

1 .  The Under S e c r e t a r y  o f  Defense (Acqu l s i t lon )  s h a l l  p rov ide  p!iq rz2 
d i r e c t i o n  fo r  t h e  Defense Acquis i t ion  Education and Tra in ing  P r o g r a t  & c3:er  
program, i n  c o n s u l t a t i o n  with  t h e  ASD(El&P). 

2 .  The ~ s s i s t a n t  S e c r e t a r y  of Defense (Force Yanagement and  _ D e , w ; ~ t l :  
s h a l l  provide p o l i c y  adv ice  and a s s i s t a n c e  t o  t h e  Under S e c r e t a q  o f  k f u r s c  
(Acqu i s i t ron)  . 
. 3 .  The DoD Component S e n i o r  Acqu i s i t ion  Execu t ives  s b l l  irplacnt thh 

c a r e e r  program i n  c o o r d i n a t i o n  wi th  t h e i r  r e s p e c t i v e  p e r s o ~ c l  o f f i c c n  md 
i f  a p p r o p r i a t e ,  e s t a b l i s h  f u n c t i o n a l  adv i so r s  t o  p rov ide  a d v i c e  and rollsulu- 

t i o n  on exper i ence ,  e d u c a t i o n ,  and t r a i n i n g  requirements .  

D. ENTRY-LEVEL INTAKE. 

1. Each DoD Component s h a l l  e s t a b l i s h  annual  i n t a k e  g o a l s  f o r  r u n i t -  
meat of h igh  p o t e n t i a l  e n t r y - l e v e l  cand ida tes ,  When e s t a b l i s h i n g  intake goals, 
c o n s i d e r a t i o n  must be g iven  t o  t h e  recrui tment  of i n d i v i h l s  uho b e  cte k i g 5  
p o t e n t i a l  f o r  r ap id  development a n d  p rogress ion  t o  t h e  senior level. GS/Qf-L?.E 
and SES. S e l e c t i o n s  s h a l l  be based s t r i c t l y  on m e r i t  factors w i t h  d b u z  
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from a l l  a p p r o p r i a t e  s o u r c e s .  Due c o n s i d e r a t i o n  s h a l l  be  g iven  t o  p a s t  educa- 
t i o n a l  achievements .  Genera l ly ,  it i s  cons ide red  d e s i r a b l e  t h a t  c a n d i d a t e s  have - 
academic c r e d i t  i n  bus inese  and b u a i n c s s - r e l a t e d  s u b j e c t s  t h a t  r e l a t e  d i r e c t l y  
t o  DoD a c q u i s i t i o n  s p e c i a l t i e s ,  c o n s i s t e n t  v i t h  OPH Handbook X-118 and o t h e r  
m e r i t  system r e g u l a t i o n s  pub l i shed  by OPH. When making s e l t c t i o n s ,  DoD Com- 
ponent  p o l i c i e s  and p rocedures ,  i n c l u d i n g  a f f i r m a t i v e  a c t i o n  p l a n s ,  must be  
obse rved .  I n t a k e  th rough  upward m o b i l i t y  programs i s  encouraged. Add i t iona l  
d i s c u s s i o n  on upward m o b i l i t y  programs i s  con ta ined  i n  Chapter  3 ,  Paragraph C.3. 

2 .  S e l e c t i o n  o f  m i l i t a r y  pe r sonne l  f o r  a c q u i s i t i o n - r e l a t e d  d u t y  w i l l  be 
made based on Component needs and t h e  q u a l i f i c a t i o n s  and p o t e n t i a l  o f  t h e  
cand ida tes  + 

3. Educat ion Q u a l i f i c a t i o n  S tandards  

Many o f  t h e  educa t ion  q u a l i f i c a t i o n s  t h a t  appea r  i n  Appendices 3 through 
1 exceed those  l i s t e d  i n  OPH a n d b o o k  X-118. OPK s e t s  t h e  minimum q u a l i f i c a t i o n  
s t a n d a r d s .  However, the r d d i t i o a r l  e d u c a t i o n a l  requirements  l i s t e d  i n  Appendices 
B through J may b e  used a s  q u a l i t y  ranking f a c t o r s  i n  DoD comptnent promotion 
programs, Refe rences  ( f ) ,  (g)  and (q )  app ly  t o  a l l  s t a t ement s  of q u a l i f f c a t i o n s  
con ta ined  i n  Appendices B through I .  

E , WOW FORCE ANALYS 1 s  

I .  The Defense tfanpower Data Center  (DKDC) w i l l  c o l l e c t  and maiu ta in  
f u n c t i o n a l  and t r a i n i n g - r e l a t e d  d r t a  on DoD m i l i t a r y  and c i v i l i a n  pe r sonne l  
(Reference S ) .  

2 .  In fo rmat ion  maintained by t h e  DMDC t h e T r a i n i n g  P ~ r f o r m a n c e  and Data 
Cen te r ,  and t h e  DoD Components v i l l  be used t o  p rov ide  s t a t i s t i c a l  a n a l y s e s  
of t h e  DoD a c q u i s i t i o n  work f o r c e  and t o  s i z e  t h e  educa t ion  and t r a i n i n g  
requ i rement s .  

F. CAREER REFERRAL 

S p e c i f i c  minimum areas  of c o n s i d e r a t i o n  shown below a r e  recommended t o  
ensure  a  d e s i r a b l e  l e v e l  of competi t ion when f i l l i n g  vacanc ies .  They may be 
m ~ d i f i e d  a s  cons ide red  a p p r o p r i a t e  by t h e  r e s p e c t i v e  DoD Components. 

1, Minimum Areas o f  Cons ide ra t ion  

a .  GS-5 th rough  GS-11. Vacancies a t  t h e s e  g rade  l e v e l s  normalLy a r c  
f i l l e d  through e x t e r m 1  h i r i n g ,  e . g . ,  OPH r e g i s t e r s  and t r a i n e r s  from o t h e r  
Federa l  agenc ies .  

b .  GS-12. Vacancies a t  t h e  GS-12 l e v e l  t y p i c a l l y  should invo lve  
competi t ion th roughou t  t h e  major  command i n  which t h e  vacancy i s  loca ted .  

c .  GS/Cn-13/14/15. The recornended minimum a r e a  o f  c o n s i d e r a t i o n  f o r  
vacanc ies  a t  GS/GH-13/14/15 i s  DoD-wide compe t i t ion ,  worldwide. 

2 .  Considering Son-DoD Candidates .  b f i d i a s  from o t b e r  f e d e r a l  agenc ies  
and the p r i v a t e  s e c t o r  ~ h o u l d  be C o n s i t e r r ?  '7 expanding t h e  a r e a  o f  cons ide ra -  
t i o n  c c n s i s t t n t  wt!x f e d e r a l  pe r sonne l  p:iq. There sources  p r o v i d e  f o r  the  
d e s i r a b l e  incabr: o f  t a l e n t  e x t e r n a l  tn Do:. ' r ev ious  educa t ion  and t r a i n i n g  
s b l l  be  a n  e s s e n t i a l  e l r ~ c n t  b%en c o c s i t e r a  non-DoD cand ida tes  f o r  b u i l d i n g  
che p r o f e s s i o n a l  wart  f o r c e .  

3 .  H i l i t a r y  pe r sonne l .  Y i l i t a r p  pen:-1  vill be s e l e c t e d  f o r  a c q u i s i t i o o -  
r e l a t e d  assignments based on q u a l i f i u t i a ~ ,  <anomstrated pe r fo rmance ,  and 
p o t e n t i a l .  I d e n t i f i c a t i o n  and s e l e c t i o n  cf b d i v i d w l  n i l i t a q  members f o r  
assignments  v i l l  be u d e  by the inrliPidu1 tc3 t oaponen t .  

4.  bnagement  I n f o m a t  i o n  R e p r t s .  S ' a fLs t i ca l  d a t a  conce rn ing  work fo rce  
p r o f i l e s  a r t  provtded the DCIDC p e r i c d i a l l y .  Addi t iona l  a n a l y s e s  s h a l l  be 
p rov ided  by DoD -nent P e n c u m e l  d a b  and t h e  T r a i n i n g  and Performance 
Oat. Cente r .  

The DoD Coaponrnts w i l l  use managentot rs i -3 ,  i nc lud ing  Procurement  Man- 
agement Revicvr,  to m a l u t e  the e f f t c t iv - r  o f  DoD a c q u i s i t i o n  a c t i v i t i e s .  
Such revlevs should i n c l u d e  e v a l u a t i o n  o f  -0-t implementation of  t h i s  
pcogram. 

a .  T ra in ing  i s  an e s s e n t i a l  el-t of jeh ~ r f o n n a o c e .  Much e f f o r t  i s  
r e q u i r e d  i n  this a r e a  t o  keep.13~ vark  for=-, nll informed r e g a r d i n g  new t ech-  
nology,  m t e r i a l s ,  w u f a c t u r i n g  . p r o c e s s t s .  d t e c h n i c a l  p r o c e d u r e s .  I n  add i -  
t i o n ,  inadequa te  c-cation awng G o v e m t  apployees a n d  t h e i r  c o n t r a c t o r  
counterpar-  is  of- cawe of s t n i n r -  ~ - 1 a r i o n s  and m i s t r u s c  most ly due t o  
misunderstandings.  To +rove t t r i s  rr?ar==%? and develop common q u a l i t y  
g o a l s .  The f o l l o v i n g  g u i d e l h e s  &ll be -2 ccace rn ing  Government and Con- 
t r a c t s r '  r e c i p r o c a l  t r a i n i n g :  

1. C o v t m m c ~ t  p e r s o m e l  mr  ;4r,lc+zh2 i n  c o n t r a c t o r -  sponsored 
t r a i n i n g  courses  such  t r a i n i n g  is r e > A  t~ t h e  employee 's  j o b  re spons l -  
b i l i t i c s .  

2. %o ~ p p r e c ~ b l c  a d d i t i o o . 1  c o s t  is i a r n r r c d  by t h e  a c t i v i t y  p rov id ing  
t h e  t r a i n i n g .  

3 .  The t r a i n i l g  subj-ect  m a t t e r  is  3% r e l a t e d  and t h e  p r imary  emphasis 
i s  on t h e  b e n e f i t  t o  the Gave-nt t L z o e  ez.kxccd employee knowledge and 
s k i l l .  

d .  SES- position^. Vacancies  i n  t h e  SES a r e  f i l l e d  ihrough s p e c i a l  
procedures pub l i shed  by each DoD Component, i n  accordance wi th  OPH requ i rement s .  
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4 .  Prov id ing  t h e  t r a i n i n g  w i l l  n o t  a d v e r s e l y  a f f e c t  t h e  o b j e c t i v i t y  
o f  t h e  employee, and w i l l  n o t  g i v e  t h e  appearance o f  c o n f l i c t  of i n t e r e s t  n o r  
o f  p r e f e r e n t i a l  treatment. 

5 .  C o n t r a c t o r  employees may be al lowed t o  a t t e n d  a Government spon- 
so red-course ,  on a  space  available basis, when t h e  t r a i n i n g  m a t e r i a l  does n o t  
invo lve  s e n s i t i v e  m a t t e r s  o f  p u r e l y  i n t e r n a l  i n t e r e s t  and t h e r e  i s  a  b e n e f i t  
t o  t h e  Government th rough  enhanced c o n t r a c t o r  employee knowledge. 

I .  ETHICS AND PROETSSIONALISM 

The Department o f  Defense is  conrmitted t o  t h e  h i g h e s t  e t h i c a l  s t a n d a r d s  
t o  enhance t h e  n a t i o n a l  de fense  mission.  E t h i c s  and s t a n d a r d s  t o  i n c r e a s e  
t h e  p r v f e s s i o ~ L i s m  and conduct  o f  t h e  work f o r c e  w i l l  i nc luded  i n  t h e  co r rec -  
t i o n  o f  each  m n d a t o t y  course i n  the  Defense A c q u i s i t i o n  Educat ion and T r a i n i n g  
Program. The s u b j e c t  o f  e t h i c s  and p r o f e s s i o m l i s m  w i l l  be p resen ted  i n  a 
manner a p p r o p r i a t e  t o  t h e  s t u d e n t  l e v e l  i n  each  c o u r s e .  S p e c i a l  emphasis w i l l  
be g i v e a  t o  the p r o v i s i o n s  o f  the Federal Procurement  Act  (PC 100-679) and DoD 
D i r e c t i v e  5500.7, "Standards o f  Conduct." 

CHAPTER 2 

CAREER COUNSELING AM) INDIVIDUAL DEVELOPPENT PLANNING 

A .  GENERAL 

1.  Counsel ing and assessment  a r e  day-to-day r e s p o n s i b i l i t i e s ,  no t  p e r i o d i c  
requirements .  However, formal  counse l ing  and assessment  should be accomplished 
a t  l e a s t  annua l ly .  

2 .  The assessment  p rocess  i s  a  combined e f f o r t  normally invo lv ing  the  
i n d i v i d u a l  employee, t h e  s u p e r v i s o r ,  and t h e  c a r e e r  a d v i s o r .  For most employees, 
c a r e e r  counse l ing  and assessment  a r e  accomplished i n  con junc t ion  with t h e  annual  
performazce e v a l u a t i o n  u s i n g  DoD Component forms and I n d i v i d u a l  Development 
P lann ing  p rocedures .  M i l i t a r y  members w i l l  be provided p e r i o d i c  c o m s e l i n g  on 
t h e i r  performance and e v a l u a t i o n s  based on i n d i v i d u a l  DoD Component pe r sonne l  
e v a l u a t i o n  p o l i c i e s .  

3. The c a r e e r  assessment  s h a l l  be a  p a r t  of t h e  documentat ion of t h e  
I n d i v i d u a l  Development P lan  (IDP) f o r  each  employee. Personnel  o f f i c e s ,  
c a r e e r  a d v i s o r s ,  and ~ u p e r v i s o r s  s h a l l  ensure  t h a t  t h e  IDP o r  i t s  equ iva len t  
f o r  the  m i l i t a r y  i s  developed f o r  each  employee covered by t h i s  c a r e e r  pro-  
gram. The IDP o r  i t s  e q u i v a l e n t  s h a l l  be maintained by the  a c q u i s i t i o n  
a c t i v i t y  and forwarded t o  t h e  s e r v i c e  c a r e e r  managers on an a ~ u a l  b a s i s .  

5. OBJECTIVES 

The o b j e c t i v e s  o f  c a r e e r  counse l ing  and assessment  a r e  t o :  

1.  Assess wi th  t h e  employee, his or he r  performance,  t r a i n i n g  needs,  and 
p o t e n t r a l  f o r  f u r t h e r  deve?opment and advancement th rough  p e r l o d i c  c o n s u l t a t i o n .  

2 .  E s t a b l i s h  an o r d e r l y  c a r e e r  p rogress ion  p lan  and i d e n t i f y  the  t r a i n r n g  
and developmental assignments  necessa ry  t o  accomplish t h e  d e s i r e d  progression. 

3. Record employee a v a i l a b i l i t y  f o r  assignment t o  o the r  p o s t t l o n s  within 
t he  Department of Defense. 

4 .  E s t a b l i s h  o b j e c t i v e s  f o r  i n d i v i d u a l  ernplsyee developmental and promo- 
t i o n a l  o p p o r t u n i t i e s .  

C .  RESPONSIBILITIES 

1. Managers and Superv i so r s  a t  a l l  l e v e l s  s h a l l :  

a .  Maintain a  record o f  DoD mandatory course  comple t ions ,  review 
annua l ly  employee progress a g a i n s t  the  IDP o r  i t s  e q u i v a l e n t ,  a n d  t ake  ac t lon  
t o  schedule employee f o r  mandatory t r a i n i n g .  

b .  Evaluate  annua l ly  employee p o t e n t i a l  for  growth and development 

c .  Counsel employees t a  enhance f u r t h e r  p r o f e s s i o n a l  development 
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d .  Ensure the  p a r t i c i p a t i o n  of o t h e r  o f f i c i a l s  i n  rounding o u t  t h e  
c o u n s e l i n g  p r o c e s s .  These o f f i c i a l s  u s u a l l y  w i l l  be employcc development 
s p e c i a l i s t s  and t h e  o r g a n i z a t i o n ' s  c a r e e r  a d v i s o r s .  

e .  Cooperate  i n  t h e  execu t ion  of t h e  IDP o r  i t s  e q u i v a l e n t  f o r  the  
f o l l o w i n g  y e a r .  

2 .  Employees s h a l l :  

a ,  Recognize t h e i r  a p t i t u d e s ,  s t r e n g t h s ,  and developmental  needs.  

b .  Seek educa t ion ,  t r a i n i n g ,  and development t o  meet i d e n t i f e d  needs 
a s  s p e c i f i e d  on prepared IDPs, o r  e q u i v a l e n t  documents. 

c .  Consider  t h e i r  development i n  terms of career g o a l s ,  which may 
i n c l u d e  assignments  t o  o t h e r  p o s i t i o n s  w i t h i n  the  Department o f  Defense.  

d .  Cons ide r  p a r t i c i p a t i o n  i n  r e l a t e d  p r o f e s s i o n a l  a s s o c i a t i o n  
a c t i v i t i e s  t o  enhance t h e i r  f u t u r e  development. 

3 .  Caree r  a d v i s o r s  s h a l l  p rov ide  a d v i c e  about  t h e  employee 's  c a r e e r  p l a n  
and g o a l s .  Such counse l ing  mag i n c l u d e  in fo rmat ion  abou t  t h e  a v a i l a b i l i t y  of 
c d u c a t r a p  and t r a i n i n g  courses  and t h e  course  p r e r e q u i s i t e s .  

4 .  Higher headquar t e r s  s h a l l  e n s u r e  t h a t  c a r e e r  counse l ing  and i n d i v i d u a l  
development  p lann ing  a r e  conducted p r o p e r l y ,  a r e  f u l l y  cons ide red  dur ing  p l a c e -  
ment and vacancy r e f e r r a l  a c t i v i t i e s ,  and a r e  i n t e g r a t e d  p r o p e r l y  wi th  a ~ u a l  
t r a i n i n g  p l a n s  and programs. For  t h e  m i l i t a r y  member, e s t a b l i s h e d  pe r sonne l  
c o u n s e l i n g  and e v a l u a t i o n  systems w i l l  be fo l lowed .  

P r a c t i c a l  exper i ence  on t h e  job  is  cons ide red  t h e  p r imary  means of c a r e e r  
development. The second means is through complet ion o f  a p p r o p r i a t e  educa t ion  
and t r a i n i n g  courses .  J u s t  a s  developmental  work as s ignments  occur  throughout  
an employee 's  c a r e e r ,  t h e  need t o  a t t e n d  mandatory educa t ion  and t r a i n i n g  
courses  occurs  dur ing  a l l  t h r e e  l eve l s - -en t ry  (CS-5 t o  GS-7; i n t e r m e d i a t e  
(GS-9 t o  GS-12; and s e n i o r  (GS-13 and above,  and comparable m i l i t a r y  l e v e l s ) .  

B. DETERMINING NEEDS 

Prepara t ion  of an  IDP f o r  t h e  c i v i l i a n  employee o r  i t s  e q u i v a l e n t  f o r  t h e  
m i l i t a r y  member i s  e s s e n t i a l  t o  c a r e e r  kounsel ing and p lann ing  (Chapter  2 ) .  
Superv i so r s  a h a l l  r e v i e v  t h e  c u r r e n t  IDP and e s t a b l i s h  o r g a n i z a t i o n a l  p r i o r i t i e s  
f o r  i n d i v i d u a l  employee c a r e e r  development. Requests  f o r  t r a i n i n g  o r  develop-  
ment s h a l l  be made through t h e  s e r v i c i n g  p e r s o n n e l ' o f f i c e .  Superv i so r s  s h a l l  
e i t h e r  i n i t i a t e  o r  reconfirm r e q u e s t s  f o r  planned c a r e e r  development a c t i v i t i e s  
based upon t h e  employee'e TDP o r  i t s  equ iva len t .  

C. CAREER DElrELOPKIEflT GUIDES 

1. General .  Developmental assignment* u s u a l l y  c o n s i s t  o f  on-the-job work 
exper i ences  arranged i n  a  s e q u e n t i a l  o r d e r  of  i n c r e a s i n g  d i f f i c u l t y .  Because 
t h e  normal cyc le  of work a c t i v i t i e s  may n o t  p rov ide  a  developmental  sequence 
of assignments ,  c e r t a i n  impor tan t  and c r i t i c a l ' t a s k s  may on ly  be accomplished 
o c c a s i o n a l l y .  Unless t h e s e  i n f r e q u e n t  bu t  c r i t i c a l  t a s k s  a r e  i d e h t i f i e d  and 
made a v a i l a b l e ,  employees may n o t  q u a l i f y  f o r  f u t u r e  p o s i t i o n s .  To ensure  
p roper  employee development, each  superv i so r  s h a l l  p l an  developmental  assign- 
ments t h a t  w i l l  p rov ide  t h e  needed exper i ence .  The s u p e r v i s o r  s h a l l  ensure  
t h a t  the  assignment i s  recorded on t h e  IDP  and i n  the c i v i l i a n  employee 's  
o f f i c i a l  pe r soane l  f o l d e r .  

2 .  Educat ion and T r a i n i n g  Agreements. Some development programs r e q u i r e  
t h e  use of formal educa t ion  and t r a i n i n g  agreements w h e n . s p e c i f i c  t r a i n i n g  and 
development w i l l  be  recognized a s  a s u b s t i t u t e  f o r  OPH q u a l i f i c a t i o n  requirements  
The need f o r  t r a i n i n g  agreements  s h a l l  be determined i n  coord ina t ion  wi th  t h e  
a p p r o p r i a t e  pe r sonne l  o f f i c e r .  

3. Upward n o b i l i t y  T r a i n i n g  Programs. The Department of Defense a c q u i s i -  
t i o n  work f o r c e  c a r r i e s  o u t  e s s e n t i a l  r o l e s  i n  va r ious  a c q u i s i t i o n  management 
and a d m i n i s t r a t i v e  f u n c t i o n s .  Normally, the  o p p o r t u n i t i e s  f o r  advancement a r e  
l i m i t e d  by experience and educa t ion .  DoD Component upward m o b i l i t y  programs, 
designed t o  promote s y s t e m a t i c  t r a i n i n g  and q u a l i f y i n g  exper i ence ,  w i l l  enab le  
t b e s e  i n d i v i d u a l s  t o  perform p r o f e s s i o n a l  a c q u i s i t i o n  m a g e m e n t  and admini- 
s t r a t i v e  func t ions .  Where p r a c t i c a b l e ,  t h e s e  programs s h a l l  ba t a i l o r e d  t o  
i n t e g r a t e  suppor t  p o s i t i o n s  i n t o  t h e  development p l a n  f o r  p r o f e s s i o n a l  a c q u i s i -  
t i o n  j o b s  o r  developed i n t o  formal c a r e e r  programs opera ted  a t  o r  below t h e  
DoD Component headquar t e r s  l e v e l .  



4 .  En t ry  Leve l .  Development a t  t h e  e n t r y  l e v e l  i s  des igned  t o  prepare 
q u a l i f i e d ,  mot iva ted  c i v i l i a n  employees and m i l i t a r y  members f o r  p o s i t i o n s  
a t  t h e  fu l l -pe r fo rmance  l e v e l .  DoD Components s h a l l  use e d u c a t i o n ,  t r a i n r n g ,  
and develcpment  programs t a i l o r e d  t o  meet s p e c i f i c  needs .  flinimum e n t r y - l e v e l  
e d u c a t i o n  and t r a i n i n g  course requirements  f o r  a c q u i s i t i o n  c a r e e r  t r a i n e e s  
a r c  inc luded  i n  Appendices B through H. At t h e  e n t r y  l e v e l ,  t r a i n e e s  s h a l l  
be exposed t o  t h e  p r i n c i p l e s  of sma l l  group dynamics, the  subfunc t ions  of 
a c q u i s i t i o n  and t h e  r o l e s  of i t s  v a r i o u s  s p e c i a l i z a t i o n s .  T h e r e f o r e ,  i n  
a d d i t i o n  t o  p a r t i c i p a t i o n  in  educat ion and t r a i n i n g  c o u r s e s ,  t h e  new r r a l n e e  
a I s o  shou ld  have the  oppor tun i ty  t o  r o t a t e  through h l g h l y  s t r u c t u r e d  on-the-job 
r o t a t i o n a l  a s s ignments .  

I 5. I n t e r m e d i a t e  Level. 

a .  A t  t h e  in te rmed ia te  l e v e l ,  s p e c i a l i z a t i o n  i s  emphasized. Dev-lop- 
ment c o n t i n u e s ,  bu t  t h e  l eng th  of time an i n d i v i d u a l  spends i n  each p o s i t i o n  
g e n e r a l l y  i n c r e a s e s .  Development of the s p e c i a l i s t  u s u a l l y  w i l l  not  r equ i re  
fo rmal i zed  agreements  o r  s t r u c t u r e d  programs t o  q u a l i f y  him o r  h e r  f o r  d i f -  
f e r e n t  s p e c i a l i t i e s .  For example, . the d rve lopment ,o f  a  c o n t r a c t  s p e c i a l i s t  
a l s o  could invo lve  experience a s  a  r o s t / p r i c e  a n a l y s t  and ,  e v e n t u a l l y ,  as a  
c o n t r a c t  a d m i n i s t r a t o r .  

b. Development of the  g e n e r a l i s t  normally invo lves  e s t a b l i s h i n g  a  good 
foundati_cn o f  exper i ence  i n  t h e  employee 's  pr imary s p e c i a l t y  fol lowed by l a t e r a l  
movement t o  a  r e l a t e d  s p e c i a l t y .  Th i s  l a t e r a l  move may be accomplished under an  
approved t r a i n l u g  agreement i f  t he  employee does n o t  possess  t h e  f u l l  q u a l i f i c a -  
t i o n s  f o r  t h e  p o s i t i o n .  

I 6 .  S e n i o r  Level  

a .  A t  t h e  s e n i o r  1evrl;botLi s p e c i a l i s t  and g e n e r a l i s t  development 
c o n t i n u e s .  The amount of time requ i red  f o r  an i n d i v i d u a l  t o  become e f f e c t i v e  
i n  a developmental  p o s i t i o n  should dec rease  i n  p r o p o r t i o n  t o  t h e  frequency of 
developmental  assignments  and higher  g rades .  

b .  S e n i o r - l e v e l  execut ive development systems e s t a b l i s h e d  by DoD 
Cornponencs under  5 U . S . C .  33 6 ( r e f e r e n c e  ( g ) )  s h a l l  incorporate approprlace 
f e a t u r e s  t o  p rov ide  f o r  the  sys temat i c  development o f  candrda tes  f o r  the  SES 
and f o r  t h e  s o n t i n u i n g  development o f  c u r r e n t  s e n i o r  e x e c u t l y e s ,  including 
General  and F l a g  o f f i c e r s .  

D. CAREER STRUCTURE 

1 .  A review of t h e  career  work f o r c e  s t r u c t u r e  f r e q u e n t l y  r s  he lp fu l  in  the  
counse l ing  p rocess  and to a i d  i n  c a r e e r  development planning a c t i v i t i e s .  
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3. Host  s e n i o r - l e v e l  p o s i t i o n s  require d t i r p e c i a l i t y  exper i ence .  To 
o b t a b  t h i s  exper i ence ,  t h e  employee shall h rve  se rved  i n  r e v e r a l  s p e c i a l i t y  
a r e a s  o f  t h e  c a r e e r  program. Pe r sonne l  c l a s s i f i c a t i o n  s p e c i a l i s t s ,  s t a f f i n g  
s p e c i a l i s t s ,  and c a r e e r  program a d v i s o r s  a r c  a v a i l a b l e  t o  a s s i s t  employees 
and s u p e r v i s o r s  i n  t h i s  r ega rd .  

E.  HOBILITY 

1 .  n o b i l i t y  inc ludes  any change in o r g a n i z a t i o n a l  a s s ignment ,  f u n c t i o n a l  
o r  s u b f u n c t i o n a l  a r e a  o f  s p e c i a l i z a t i o n ,  o r  r u t u r e  o f  assignment  ( o p e r a t i n g  
t o  s t a f f ,  nonaupemis ion  t o  supe&sor ,  and DoD Component t o  DoD Component). 
o r  geograph ic  r e l o c a t i o a .  For the c i a f a n  employee, geograph ic  r e l o c a t i o n  
is  n o w a l l y  r equ i red  only in r liritd h e r  of c a r e e r  p o a i t i o n s  above the  
t r a i n e e  l e v e l  f o r  d e v e l o p w n t  purpore r ,  g e n e r a l l y  upon e x e c u t i o n  o f  a  p r o p e r l y  
c o n s t i t u t e d  m o b i l i t y  assignment  a g r e a g t ,  s igned  v o l u n t a r i l y .  Obviously,  
a v a i l a b i l i t y  f o r  vo lun ta ry  r e l o u t i o n  g r e a t l y  i n c r e a s e s  t h e  employee 's  s s s i g n -  
a n t  p o t e n t i a l  f o r  development and p r o a o t i o n  o p p o r t u n i t i e s .  Career management 
embraces f h e  DoD-wide miss ion  lad frmctioa a t  a l l  l e v e l s  of r e s p o n r i b i l i t y .  
C a r e c r i s t s  i n t e r e s t e d  fn advancing to more r e s p o ~ s i b l e  p o s i t i o n s  must r ecogn ize  
t h e  need f o r  a c c e p t i n g  reass ignments  and t r a n s f e r s ,  some o f  which may invo lve  
geographic movement. .Exchange and cartcr broadening aaaiguments ,  d e t a i l s ,  
c r o s s - t r a i n i n g ,  and o t h e r  developmental  assignments  shou ld  be recognized by 
t h e  c a c e e r i s t  a s  a  v i t a l  p a r c  of the career development p r o c e s s .  

2. DoD Componantr may r c q u i r c  c a m r  c i d l i a n  t r a i n e e s  a t  t h e  e n t r y  l e v e l  
t o  s i g n  a m o b i l i t y  agreement as a c a d i t i o n  o f  employment t o  r l l o v  f o r  i n t e n s i v e  
t r a i n i n g ,  development r e a s s i m n t s ,  and e v e n t u a l  appointment  t o  a  t a r g e t  p o s i -  
t i o n .  I t  s h a l l  be f i l e d  h the employee's o f f i c i a l  p e r s o n n e l  f o l d e r .  

2 .  Pe r soane l  who a s p i r e  t o  t h e  h i g h e s t  l e v e l s  i n  t h e  c a r e e r  f i e l d  i n i t i a l l y .  
should s e e k  i n t e r m e d i a t e  a s s i g m c n t s  i n  t h e  a p p r o p r i a t e  occupa t iona l  s e r i e s  t o  
o b t a i n  q u a l i f y i n g  experience f o r  p rogress ion .  The DoD Component execut ive 
development programs provide s p e c i a l  emphasis f o r  managerial  develop men^ i n  
s e n i o r  l e v e l s  
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MASTER TRAINING AND DEVELOPKENT PLAN 

A .  GENERAL 

1. T h i s  chap te r  and Appendices B through J e s t a b l i s h  the  DoD c a r e e r  programs 
f o r  t h e  Acquis i t ion  Caree r  F i e l d  t h a t  have been approved by t h e  USD(A) f o r  com- 
p l e t i o n  by a c q u i s i t i o n  personnel--both c i v i l i a n  and m i l i t a r y  personnel  c o n s i s t e n t  
wi th  t h e  p rov i s ions  o f  DoD D i r e c t i v e  5 0 0 0 . 5 2  ( r e f e r e n c e  ( c ) ) .  Appendices K and 
L l ist t h e  approved e q u i v a l e n t  DoD and non-DoD Education and Tra in ing  Courses. 
The courses  a r e  d iv ided  i n t o  t h r e e  c a r e e r  l e v e l s  ( e n t r y ,  GS-05 through GS-08; 
i n t e r m e d i a t e ,  GS-09 through CS-12;  and a e n i o r ,  GS/GH-13 and above) (grade l e v e l s  
va ry  f o r  CS a e r i e s  1105 and 1106) and comparable m i l i t a r y  l e v e l s .  The mandatory 
courses  l i s t e d  i n  Appendices B through J should be  completed b e f o r e  promotion t o  
t h e  n e x t  h igher  l e v e l  f o r  c i v t l i a n  members of  t h e  work f o r c e  o r  w i t h i n  12 months 
a f t e r  promotion. For example, t h e  heed of  a  DoD a c q u i s i t i o n  a c t i v i t y ' m a y  requ i re  
a  c i v i l i a n  employee and m i l i t a r y  member t o  complete rnand~torg  con t rac t fng .courses  
b e f o r e  appointment a s  a c o n t r a c t i n g  o f f i c e r  i n  rceordance with t h e  Federa l  Acqui- 
s z t i o n  ReguLation and tbe  supplement t h e r e t o .  Acquis i t ion  a c t i v i t i e s  s h a l l  send 
t h e i r  pe r sonne l  t o  mandatory c o u r s e s  a s  Soon a s  p r a c t i c a b l e  a f t e r  they  become 
e l i g i b l e .  Adherence t o  maodatorg educa t ion  and t r a i n i n g  requirements  s h a l l  be 
a m a t t e r  of concern f o r  DoD a u d i t s ,  i n s p e c t o r  genera l  v i s i t s ,  and a c q u i ~ i t j o n  
managebent reviews.  M e n  a mandatory course  haa no t  been completed be fore  a  
c i v i l i a n  promotion o r  waived Fn accordance wi th  t h i s  s e c t i o n  o r  t h e  p rov i s ions  
of  DoD D i r e c t i v e  5000.52 ( r e f e r e n c e  ( c ) ) ,  arrangements s h a l l  be  made by the 
employee's s u p e r v i s o r ,  i n  c o o r d i ~ t i o n  with t h e  appropr ia te  t r a i n i n g  o f f i c e ,  
t o  complete t h e  mandatory course  o r  an  approve;f equ iva lenc  course  w i t h i n  the  
p r e s c r i b e d  pe r iod  of  12 months. 

, 

2 .  Current  p e r s o ~ e l  as of August 2 2 ,  1988, t h e  e f f e c t i v e  d a t e  of DoD 
D i r e c t i v e  5 0 0 0 . 5 2 ,  Defense A c q u i s i t i o n  Education and T r a i i n q  Program, a r e  n o t  
r equ i red  t o  meet t h e  experfence and educa t ion  p r e r e q u i s i t i e s  except  those  
requ i red  by law. However, they  s h a l l  s a t i s f y  a l l  t h e  t r a i n i n g  requirements .  

3 .  In  a d d i t i o n  t o  t h e  mandatory courses requ i red  i n  Appendices B through 3 ,  
each DoD Component s h a l l  develop and provide i t s  personnel  a Xis t  of  courses 
t h a t  a r e  considered "mandatory when requ i red  by mission."  Nominees t o  such  
courses  s h a l l  have "mandatory by mission" marked on t r a i n i n g  nomination.forms 
f o r  schoo ls  t o  cons ide r  a s  a s p e c i a l  c i r c u n s t a n ~ e  f o r  accep tance .  Mandatory 
courses  s b a l l  not  on ly  be  g iven  "in residence" bu t  s h a l l  be conducted using 
the most c o s t  e f f e c t i v e  a l t e r n a t i v e s  t o  mandatory r e s i d e n t  course r  when 
p r a c t i c a l  and appropr ia te .  

4 .  In  l i e u  of a t t e n d i n g  t h e  mandatory courses ,  the educa t ion  and t r a i n i n g  
requirements  may a l s o  be met by one of t h e  fol lowing methods: 

a.  The em loyee  mag complete a c e r t i f i e d  equ iva len t  course  ( see  
appendices I( and I,!. 

c .  The a q i c ~ t r  nay ga in  c r e d i t  by ob ta in ing  t h e  necessary s k i l l s  and 
' r ~ ~ l e d p e  t l r o c e  ' r p ; : r ; % a t t  q u a l i f y i n g  exper ience .  In such cases ,  DoD Form 
2216 a n t  t ! ~  procd-s m t l b e d  i n  paragraph F3, DoD D i r e c t i v e  5000.52 and 
~2 I':D i-0n-c sh:L a ? p l p .  Once ob ta ined  by t h i s  method, the mandatory 
t:3iz:z_p c o m e  re;ui:-c i s  satisfied. 

E .  CCaLATICli &L3 F . 2  OLXSES FOR ACQUISITION PERSOMiEL 

. 300 50C0.5Z-C ( r e f e r e n c e  ( i ) )  con ta ins  d e s c r i p t i o a s  and p r e r e q u i s i t e s  
i:r -he c o u r s u  l i s k  i; Appendices B through J. Notwithstanding t h e  cond i t ions  
-k s z h s e c t i o a  A*&., h, course  p r e r e q u i s i t e s  may be waived on a case-by-case 
tasis only by the rpoz.sm-ing schoofs  o r  c e r t i f i e d  o f f c r o r s .  This  can be accom- 
F l i s k t d  by s u c c e s s ~ y  pssing the e q u i v a l e n t  DoD Cont rac t ing  PnowLedge t e s t  
cr s & t t i a g  a -t f a r  waiver  of  p r e r e q u i s i t e s  and the  a p p r o p r i a t e  
j r u c f i u t i o n  n-l to the sponsor ing  schoo l  o r  certified s c h o o l s / o f f e r o r s .  

2. C d i t i n *  F o n d  Academic. Tra in ing .  The fol lowing educa t ion  and t r a i n -  
izg prograss md manes my s a t i s f y  t h e  mandatory e n t r y - l e v e l  requirements  as  
&scribed h &+lx L: (a) c r r t a i n  academic courses determined a s  equ iva len t  
o f i e  i;oD nanbtory d a a t i o n  and t r a i n i n g  courses  and (b )  acc red i t ed  academic 
ttgrrt or  c c r t i f i u t e  p q r a u  and courses o f f e r e d  a f t e r  hours ,  i d e n t i c a l  t o  
C o x  -&to- aamu a f f u e d  by c e r t i f i e d  Government schoo ls .  I t  is h igh ly  
recwmeded t h t  s-ts a t t e n d  t h e  i d e n t i c a l  mandatory course o f f e r i n g s  when- 
m r  p o s s i b l e -  -, the [7SD(A) has given a genera l  equivalency approval  t o  a l l  
C e g m  progrlrs ia r c ~ ~ t r r c t i n g ,  procuremeut, o r  a c q u i s i t i o n ,  from an a c c r e d i t e d  
+cabemir instimtioa, rr meeting e n t r y - l e v e l  mandatory educa t ion  and t r a i n i n g  
r q c r u e n t s .  b x d i x  t d e s c r i b e s  each o f  t h e  programs information on how t o  
uc t5cn. Each &- G l i s t e d  by acczed i tca  academic i n s t i t u t i o n  and should 
Ee f ~ l y  exploited a t  Local l e v e l  a s  a  means o f  c o s t  e f f e c t i v e  t r a i n i n g  
& l i : e q .  S c t o o h  Lis- in Appendix L v i l l  have one year  t o  update course  
offe-*. Doii a q l o r -  c o u p l e t i n g  .courses under r e v i s i o n  during t h i s  i n t e r n  
perid ~ < l l  e c  & -tory requirements  a s  designated i n  t h i s  manual. 

b. The employee may p a s s  t h e  appropr ia te  DoD equivalency t e s t  (See 
Reference (R) DoDI 1430.11-H, DoD C i v i l i a n  Career  Knovledge Test Program, 
August 1978). 
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Appendix A 

PROCEDURES FOR TIIE ADMINISTRATION OF THE DEFENSE 
ACQUISITION EDUCATION AND TRAINING PROGRAM 

A. INTERSERVICE ACQUISITION ENHANCEtI?XT (ACE) PROGRAM ACTION- 
S 
1. The USD(A) has e s t a b l i s h e d  t h e  I n t e r s e r v i c e  Acquisi t ion,E&ancement  (ACE) 

Program Action Group under  t h e  Cornandant ,  DSMC and de lega ted  a d m i n i s t r a t i v e  
r e s p o n s i b i l i t y  f o r  suppor t ing  t h e  Defense Acqu i s i t ion  Educat ion and Tra in ing  
Program. The ACE Group w i l l  c o n s i s t  of one r e p r e s e n t a t i v e  from t h e  Amy, N a y ,  
A i r  Force ,  Defense L o g i s t i c s  Agency ( smal l e r  Defense Agencies participation 1 s  
o p t i o n a l )  and r e p r e s e n t a t i v e s  o f  t h e  O f f i c e ' o f  t h e  USD(A) and a r e p r e s e n t a t i v e  
of  t h e  J o i n t  L o g i s t i c s  Commanders Pane l  on Acqu i s i t ion  P r o f e s s i o n a l  Development. 

- R e p r e s e n t a t i v e s  t o  the ACE Group w i l l  be des igna ted  by t h e i r  DoD Component Sen io r  
A c q u i s i t i o n  Executive.  The Cormrandant, DSUC, or h i s  r e p r e s e n t a t i v e  w i l l  s e r v e  
a s  c h a i r p e r s o n .  The f u n c t i o n  o f  t h e  ACE Group w i l l  be t o  a c t  a s  a  working body 
t o  i d e n t i f y  problems and i s s u e s  t h a t  should be brought  t o  t h e  a t t e n t i o n  of the  
Commandant, DSHC and/or  USDCA). When a problem o r  i s s u e  i s  i d e n t i f i e d ,  t h e  
Group w r l l  determine what f u r t h e r  course  of a c t i o n  may be needed,  and w i l l  
a s s i g p  r e s p o n s i b i l i t y  f o r  such f u r t h e r  work. Such assignments  might be made t o  
an ad hoc subgroup,  t o  one DoD Component, o r ,  i f  a p p r o p r i a t e ,  t o  the  Curriculum 
Advisory Counci l  (CAC) . 

a .  The Group s h a l l  c o n s i d e r  ques t ions  invo lv ing  exper i ence ,  educa t ion ,  and 
t r a i n i n g  requirements ,  course  p r e p a r a t i o n ,  course review; v a l i d i t y  of t r a l n l n g  
requ i rement s ,  equivalency p o l i c i e s ,  q u a l i t y  c o n t r o l  of instruction, c e r t i f i c a -  
t i o n  of schoo l s  and course  o f f e r o r s ,  and minimum i n s t r u c t o r  q u a l i f i c a t i o n s  f o r  
c e r t i f i c a t i o n .  The Group w i l I  keep the  Ccmmandant, DSHC, informed of t h e i r  
a c t i o n s .  

b .  When a  Group member v r s h e s  t a  propose,  on behalf  of h i s / b e r  Com- 
ponen t ,  the establishment/disestablishment of a mandatory acquisition course 
o r  when a problem i s  encountered which requ i res  r e s o l ~ l t i o n  by t h e  Group, the  
G ~ o u p  member w i l l  r e f e r  such m a t t e r s  t o  e i t h e r  the  ACE Program d f f l c e ,  D S X  
o r ,  i f  a p p r o p r i a t e ,  c h e  Commandant, D S X C ,  fo r  d l s c u s s l o n .  The USD(.i) k l l l  be 
t h e  f l n a l  approving a u t h o r i t y  f o r  a l l  new mandatory courses and the d i s e s t a b -  
l i shment  of o t h e r  ~oandatory courses  based on the  advice and recommendations 
o f  t h e  DSWC Po l i cy  Guidance Counc i l ,  t he  app l rcab le  DoD Func t iona l  Board o r  
Adv i so r ,  and t h e  Commandant, DSMC. 

c .  The I n t e r s e r v i c e  ACE Program Action Group w i l l  be a s s l s t e d  rn  ~ t s  
work by t h e  CAC. 

2 .  The USD(A) has cha r t e red  and e s t a b l i s h e d  the CAC t o  adv i se  t h e  ACE 
Group on  t h e  c u r r i c u l a  and i n s t r u c t i o n a l  methods necessary t o  suppor t  t h e  
Defense Acqu i s i t ion  Educat ion and Tra in ing  Program. The r e s p o n s i b i l i t i e s  of 
t h e  CAC a r e  l i s t e d  i n  t h e  c h a r t e r  a t  Attachment 2 ,  Appendix A .  

3 .  T';. 223C - 5 s  3 c s : p : e d  sperif:c > D  s c h c o l s  s::k a s  L Z I T ,  ALYC, DSWC 
c i  S-LCO :J S P ~ C  *I s? :usor i c~ /c t f l :E le<  sewls  i ~ r  :ziC:-sidual courses  of 

+<-'-.--...* .- -. - L L _  ttjt U L  5 t t e  c~:r i i - l l t  of DeEurse J,:q.;:si:ion Educacion a n d  " . -  
- 7  - . r z z j  c : ~ g : x n .  T:e ~ 7 0 ~ 0 r : = q  s:C;:L 15 : e s p t x : : i e  :t: e e  develapmerit a n d  

~ 2 : e z s c t  of nezessa r ;  scde": ,  < 1 5 Z ~ 3 ~ 3 r  a ~ d  ez:nkl:i:: c o u s e  m a t e r i a l s  
.i-i--15:? 5:: ~ d x r r i z g  :e course  cb:e::i:es and p r : ; i c q  such mate r l a1  t o  

. -  . -.--. --..----- :OL-se s f f c r 0 2  -con req=s:. Zerelopzes:  sL:c:1 be i n  a competency- 
'Iz-r%? -;-: r;?r:;riate :.\; sr :rL.r r r a i r i r g  b:,c,r:~:s, c r r t t r r o n -  
.mi~c:e ok:rc:~ves mi c o r r e s p : ? k g  Lest querticns. Corrrse development 
ska-Jd je - ~ r i e t t i  t; C r  l c a r n l n g  d - h  t h a t  i s  a r 2 x r e a -  f o r  the  t a r g e t e d  
SZX&== a d i c r c e .  kin*-cc inc ludes  i r c o r p r a t i o h  c? a11  regu la to ry  changes 
in-A aurse  lutcri~ls m d  d i s s a t k a t i o a  to aL1 c e r c i f i c d  schoo l s  and course  
c f f t r o z s .  

U1 s c 5 - Z ~  s h L !  es-ablish and q r t  a2prcpLatc  bDdCs of i n s t r u c t i o n  
C x r  D n z e  s . x - f i c i c :  m u s e  a s a i l a b i i i e  in c o a s i d c r z r i c z  o f  documented 
smk:  -2 a d  it c e z s i d e r a t i o a  o f  f i a n c i n l  i o d  pcrso-l r e sources  p ro -  
riM. - ~aur i rq  a d  certified schools s b l l  uirtaio a p p r o p r i a t e  
s --- :'- - &-A recsrds ad przv ide  c c c s o l i k - A  rezorts w -Ar A C E  Group upon 
~ 2 s : .  3 e  C,%C sLll rec-end t o  th c e r t i f i a ~ o c  o f  q u a l i f i e d  
c z . z z e  ~ f f * r c r s .  h : z  c t r t i f i c a t i o a  is agmsed,  t h  =-ACE s h a l l  t hen  
nc-zoz t5 cr:d~:t c f  e e  c e r t i f i e d  c m e  o f f e r o n  b a V u e  t h e  course  i s  
L-- .-.& - ;resea& i~ order to a c h i c ~ e  es tabl i sk-4  objectises and t o  e v a l u a t e  t h e  
qzzlitf a d  e f f e c - i v w s  of  tht o r e n l l  i n s ~ x t i m .  

. . 6 .  Tt.e r;ons;rP.&crrtified sckc l  w ~ t  e n s w e  t l z z z  h e i r  i n s t r u c t o r s  meet  - - -  n q u l l i i c ; i ~ 3 a r :  requiremenm uhici  ire: 

a .  5: l e s s  -& 3 ?Pars  t a r t s - 3 -  + q e i e n c e  iz t L r  i z s t r u c t o r ' s  
-A 2~~ s.3; s t .  - 

b. Scca=~s,Fil r n r p l e t i w  of G - 4 s - a l p r o v e d  i z i t r u c r o r  t r a i n i n g  course .  

5 .  >-= F-C 2 s  2 * : r z t ~ d  s 3 ~ c L i i e - 4  a c ; i ~ L : i t s  t-. s e r v e  as c e r r r f ~ e d  
*-L,3;z z - -  < - . 4 '  . > . * ,  

- A -  - - L ~ - - L ,  c ~ u r x e s  o f  ins:x~c=So=. 3 e  I&-Xs:r=:ive p r o c e d u r e s  - - - - -  - , ; -; - :-- .- --f crr-iil:z::sz and f o r  c ~ ? L ' s ~  p ~ s e ~ t d t i ~ z  175 Lisied beloc.. 

a .  s m  & s i g n a t e  DoD sporuoring schools and Do0 c e r t i f i e d  
scfsw13 based  on r-&tiow af tlc L n u r s e r ; i t c  ALZ Program Action Group. 
--*<a 5 = i c . - - :  ---- - --,o._s s'ral: c c r x t i t u - 2  rio Cog X m C a t o ~  A- r - i s i t ion  Educacion 
K 2  "--:-:- g =as: - a=i -kcL.;Ze el-= of .2* AT, S a 7 ,  . z i r  Force ,  and 
h i 3 5  4 - d e s  iSer p g e  A-9, para 7). S p ~ o r i n g  a d  c e z t i f i e d  schoo l s  
a-T d 9 c L ~ @ ~ h e l  fma c e r t i f i e d  c a u s e  offerors by their c a p a c i t y  t o  perform 
a vide v a r i e q  of mining f u n c t i o n s  i n c l w  trairing i n s t r u c t o r s ,  developing 
azd r r ; i s k g  C I U T ~ C C ~ ~ ,  saintdining a stmie=t  &tab=, e t c .  

b. E 3 C  shall sure t h t  i)n3 w m r i n g  s c h l s  aad c e r t i f i e d  o f f e r o r s  
tri-2311 ijo3 a r e  a L e u t e L y  supported and mintlined to ststain t h e s e  i n s t i t u t i o n s  
u cl-u of tL C o D h d a t o r y  d c g n i s i r i o n  E d n u t i m  and Tra in ing  Base. 
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c .  DSHC s h a l l  d e s i g n a t e  and s u p p o r t ,  a s  a p p r o p r i a t e ,  a l e a d  c o n t r a c t i n g  
a c t i v i t y  where course  o f f e r i n g s  of DoD mandatory a c q u i s i t i o n  t r a i n i n g  courses  
a r e  r e q u i r e d  t o  be provided by c o n t r a c t .  

d. DSHC s h a l l  promulgate d e t a i l e d  procedures on budget  p r e p a r a t i o n  and 
budget  p r o c e s s  s t a r t i n g  w i t h  t h e  FY90 budget  implementat ion and each  y e a r  t h e r e -  
a f t e r  t o  suppor t  t h e  succeed ing  f i s c a l  budget  impleatentat ion.  

2 .  Establishment of a  New Mandatory Defense Acqu i s i t ion  Course 

a .  Requests  f o r  t h e  e s t a b l i s h m e n t  of a  new Uandatory A c q u i s i t i o n  
c o u r s e  may be  genera ted  by any DoD Component o r  DoD f u n c t i o n a l  Element. 

b. Requesta w i l l  c o n t a i n  t h e  fo l lowing  documentation: 

(1) A g e n e r a l  d e s c r i p t i o n  and o u t l i n e s  
(2) C r i t e r i o n - r e f e r e n c e d  l e a r n i n g  o b j e c t i v e s  
(3) Level  and l c a d g  domain t o  which the  course  should be aimed 
(4) Est imated t r a i n i n g  requirements-- throughput  
(5) Suggested course  l e n g t h  and frequency 
(6) Required s t a r t i n g  d a t e  
(7)  Trpc and numbers of r e sources  r equ i red  
(8) Cos t s ,  i n c l u d i n g  a p p r o p r i a t e  o f f s e t s  a g a i n s t  e x i s t i n g  mandatory 

a c q u i s i t i o n  courses  which nay be e l i m i n a t e d  o r  modif ied i f  t h e  new course  i s  
adopted.  

c .  The I n t e r s e r v i c e  ACE Program Action Group w i l l :  

1. Review f o r :  

(a) A p p l i c a b i l i t y  
(b )  F e a s i b i l i t y ,  i nc lud ing  t h e  i d e n t i f i c a t i o n  of r equ i red  

fund ing  sources  
( c )  V a l i d i t y  
( d )  Dup l i ca t ion  of e x i s t i n g  courses  
( e )  Throughput Requirements 

2 .  Coordinate  development of  a  Program of I n s t r u c t i o n  (POI) or 
cur r rcu lum o u t l i n e  f o r  the  course .  

3. Add any a p p r o p r i a t e  comments. 

4 .  F o w a r d  the r e q u e s t  wi th  a p p r o p r i a t e  recommendation t o  t h e  
Commandant, DSMC.' 

d .  I f  the  Commandant a g r e e s  with t h e  r eques t ,  he s h a l l  forward an 
approva l  recommendation through the a p p r o p r i a t e  DoD Func t iona l  Board o r  
Advisor  o r  Component S e r o i c e  A c q u i s i t i o n  Executive t o  the USD(A) f o r  f i n a l  
approva l /d i sapprova l .  

e .  ?he Commandant, DSMC, i n  c o n s u l t a t i o n  with t h e  a p p r o p r i a t e  DoD 
Func t iona l  Board o r  Advisor ,  t he  DoD Component, and t h e  CAC s h a l l  a s s i g n  t h e  
r e s p o n s i b i l c t y  f o r  the  cu r r i cu lum development t o  a  DoD Component schoo l  with 
competence i n  the  s u b j e c t  a r e a .  A l l  Components must b e  n o t i f i e d  of t h e  gen- 
e r a l  o b j e c t i v e s  and con ten t  of t h e  new course  and allowed a r easonab le  amount 

c E  me :o c o i &  ingu t ,  i f  d e s i r e d .  Durlng t h e  d e v e l o p e 3 t  p rocess ,  d i r e c t  
: : a~a rn :a t : sn  :s au thor i zed  f o r  c o o r d i n a t i o n  among t h e  s d o o l s ,  tkc C a p ~ z c c t s ,  
u d  -A In t e r semicc  A C E  Program Actioo Croup. T h  p l a n  fo r  t,ke CGLY~ $-:!I 
LC: -2e a n  e s  t ~ t e  f r m  rhe  C a p o a e n r s  of t h e  p r o j e c t e d  requir=rs f o r  t h e  
: : e e  z d  I = - : m r i i c n  a: r c rources  r e q u i r e d  f o r  s i p p o r t .  

f .  'm-~.'rin coq!e tcd ,  the lesson p l a n s ,  POI o u t l i n e  a z d  a q  c:onomts 
r 3 c : ~ r ~ g  : o ~ - c ~ ~ r d k a t l a n  by i n t c r e s t e d  DoD Compona :~  vill br sl_W::ei br 
t le  s p r s o r n g  s d o o i  t~ t b c  CAC and the A C E  P r o g r m  O f f i c c  f o r  r e r i r i .  

g. b i - a r  reso1n:ion o f  any e x i s t i n g  d i f  f e r e n c e s ,  & k i p 2 o n  o f  
-3e s p o r s o r - a 8  proponent  by EX, md approva l  by the OSD(A), tkc CiYLzse s h a l l  
3e d.te:oped - i t h  an agreed t * k f r a m e .  k v e l o p - t  w i l l  be c v c a r j - t a s d  
f o n u t ,  vicS -st q u s t i o n r  based on t h e  l e a r n i n g  o b j e c t i v e ,  brp-&- t o  the 
rqp,-opriate  l e a r n i n g  d a a i n .  If a d d i t i o n a l  r e s o u r c e s  a r e  required to present  

c m e ,  tts s p a r o r i a g  schDo1 rill p r o c e s s  the r e s o u r r e  r e p s =  C - n q b  
-Air D1D -nmt Eeldqurrtrrs to the Colmandant, DSC. This r w :  s b l l  
3clrd.e a d e t a i l a d  j n s t i f i c l t i o n  f o r  an3 r d d i t i o n a l  r c s o r u w .  If a d j r u t n m t s  
= s t  kc ILZ& in the Defense A c c p i s i t i o n  Educa t ion  and Training pngrzn base 
i7 & C-ntmt, MYC, then fAe reques t  v i l l  be fo rva rded  to E D ( & )  f o r  act::> 

h. C p n  approval  of the course program,' the course  &scri?;i= a d  
c t k r  p r r t k ~ i  data will be provided by t h e  sponsor ing  sehool  ta tkc ACE 
? q z a n  O f f i c e ,  f m C ,  ta be included in t h e  Defense Acqu i s i t ion  E d u a t i o n  and 
Y r z i r i n g  G t 2 l o g .  

3 .  D i s e s t z b E s k n t  of an h i s t i n g  Defense A c q u i s i t i o n  b p s u e z t  ~ C S C  

a .  C h  i t  i s  Getemined by the ACE pcograa  o f f i c e ,  a  -c c r  a 
terrr:ct . i t yGs : t ioa  E x e c t i r e  Cat a canda to ry  course  is no l o ~ ~ e r - ~ 2 r & ,  a 
- 5 :  t o  d i s e s t a b l i s h  it b i l l  be s b i t t e d  t o  the Comrsandan:, EX, r l r c z e l  
-A i n r o p r - a - 2  h D  I 'uncrional  b a r d  o r  Advi so r ,  g i v k g  t h  ~ u s : l f i a ; i o n  o r  
-A ;ro:&sed a c t i o n .  

3 .  TLI C-=m=zzdLzt, DSVC ~ i i 1 . c o o r d i n a t t  the rrr;.;cs: a l l  C:v:zczx  
zc -2 ar;ro;r iate  h D  rcnc:icr;tl 3aard o r  Advisor .  X f t t r  caari-L:L:n h s  
-..a- :-- c>lcLt:ti_, c e  r o q z s r  \?;ill be s e c t  t o  t 5 e  US>(A: f ~ r  ~ ? ; r o - i l .  i5st;:r?:zl 
T:e = : A )  ;-ill &?vise t L e  Coomandant, DSYC, o f  the  acrioo t o  be -2hr. 

I. ?r:c&res f o r  Z e v i e i c e  Programs of I n s t r u c t i o n  of & f o e  i c c r r i r i t i o r  
5aza~ezes~  Coarses 

t .  M m  rill be schtddcd on a n  annua l  b a s i s .  Each rpbczaw schw: .-- - 7 .,-- p x e c l e  a a u a l  schedule oil a f i s c a l  y e a r  b a s i s  t4 the Ccar+~J.nc, XX 
=+ 
- d -  -2e re;ird o f  Defense Acquis i t ion  Courses.  Sponsoring sc5ools  b%lr s 2 c i r l e  
;cr;_~c rrcex in c o c r d i u t i o n  b-irh o t h e r  c e r t i f i e d  sc!~oals, c o ~ r s e  a f i t r c r s ,  
-A k ~ . r s e r ~ : c e  ICE Program Cocun i t~e t  and t h e  G C .  Only t b s c  corr-sa &Ach 

tppropriatc DoD Fane-ional Board o r  Abvisor  o r  the Caormdant, b e l i e v e  
me2 &ev wfll  be inclcdcd in the schedu le .  F i e l d  aser a c t i v i t i e s  say profi22 
-*A a r  r-st a  course  be included f o r  r e v i t v  by s n h i t t l n g  &eir r+-st t: 
-&ck S a d q u a z e r s  Functional Ccqmncnt .  A l l  m a t e r i a l s  (terts, MI'S, ftcde:: 
rfi.5. erc.) m y  be e x a n i ~ e d  as p a r t  of  t h e  review process .  
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b. Reviews scheduled due t o  s p e c i f i c  r eques t s :  Each sponsor ing /  
c e r t i f i e d  schoo l  p r e s e n t i n g  a Defense a c q u i s i t i o n  Course w i l l  i n i t i a t e  s 
review o f  i t s  PO1.or complete  l e a s o n  p l a n s  i f  r eques ted  by t h e  Cornandant ,  
DSHC, o r  a  Func t iona l  Board o r  Advisor .  

c. Procedures f o r  conduct ing reviewe.  

(1) Sponsoring schoo l s  w i l l  e s t a b l i s h  course  reviews i n  coord i -  
n a t i o n  v i t h  t h e  Commandant, DSMC, and w i l l  i nv i , t e  p a r t i c i p a t i o n  i n  t h e  course  
r e v i e v s  by Components, t h e  CAC, and t h e  c e r t i f i e d  schoo l s .  I f  o n - s i t e  coord i -  
n a t i o n  a t  t h e  schoo l  is r e q u i r e d ,  any  fund ing  f o r  t r a v e l  and p e r  diem f o r  
p a r t i c i p a n t s  w i l l  be  provided by t h e i r  p a r e n t  commands. 

(2 )  Aa a r e s u l t  o f  t h e  review t h e  sponsoring schoo l s  i n  c o n s u l t a t i o n  
w i t h  the a p p l i c a b l e  DoD F u n c t i o ~ l  Board o r  Advisor and the Commandant, DSUC a r e  
a u t h o r i z e d  t o  approve minor r e v i s i o n s  of course  con ten t  and co r respond ing  s t u d e n t  
m a t e r i a l s  and e x a m i n a t i o ~  q u e s t i o n s  f o r  t h e  Defense Acqu i s i t ion  Educat ion and 
T r a i n i n g  Courses.. A t ime frame f o r  complet ion of t h e  r e v i s i o n  p r o c e s s  w i l l  be  
determined a t  t h e  end o f  the review s e s s i o n ,  t o  ensure  t h a t  new course  m a t e r i a l  
w i l l  r e a c h  a l l  c e r t i f i e d  o f f e r o r s  i n  r easonab le  t ime.  Hajor  r e v i s i o n s  (more 
t h a n  25 p e r c e n t  of t o t a l  cu r r i cu lum)  must be coord ina ted  wi th  t h e  a p p r o p r i a t e  
DoD Func t iona l  Boards o r  Adv i so r s ,  t h e  I n t e r s e r v i c e  ACE Program Action Group, 
and t h 5  Commandant, DSMC, and Components. 

5. Admin i s t r a t ive  Procedures f o r  t h e  P resen ta t ion  Of Mandatory DoD 
C o n t r a c t i n g /  Acqu i s i t ion  Courses By Othe r  Than The Sponsoring School 

a .  Any government schoo l  o r  a c t i v i t y  d e s i r i n g  a u t h o r i t y  t o  p r e s e n t  
a c q u i s i t i o n  courses  must be s p e c i f i c a l l y  c e r t i f i e d  by t h e  ACE Program O f f i c e ,  
DSHC, f o r  each course  of i n s t r u c t i o n .  P r i o r  t o  submi t t ing  a  r e q u e s t  t o  t h e  
ACE Program O f f i c e ,  t h e  government schoo l  a c t i v i t y  s h a l l  coord ina te  v i t h  the  
sponsor ing  schoo l  t o  ensure  they  have a  thorough understanding o f  t h e  manner 
i n  which t h e  course  i s  t o  be presen ted  and t o  d e s c r i b e  t h e  r e sources  a v a i l a b l e  
t o  p r e s e n t  t h e  course .  The CAC i s  t o  recommend approva l /d i sapprova l  of t h e  
r eques t  p r i o r  t o  ACE Program O f f i c e  a c t i o n .  

b .  A c t i v i t i e s  d e s i r i n g  t o  h o s t  o n - s r t e  o f f e r i n g s  of any course  s h a l l  
submit  a w r l t t e n  r eques t  through t h e i r  r e spec t ive  ageocles  t o  t h e  sponsoring 
schoo l  wi th  an rn fonna t ion  copy t o  the ACE Program O f f ~ c e ,  DSKC. 

c .  I f  t h e  sponsor ing  schoo l  i s  unable t o  suppor t  t h e  r eques t  f o r  an 
o f f e r i n g ,  t h e  sponsoring schoo l  s h a l l  refer t h e  r eques t fng  a c t i v i t y ,  i n  w r i t i n g ,  
t o  o t h e r  government schooln a u t h o r i z e d  to p r e s e n t  t h e  course .  

d .  The sponsoring schoo l  and a l l  c e r t i f i e d  government $choo l s  s h a l l  
fo l low t h e  U S D ( A )  approved Program of I n s t r u c t i o n .  

e .  The sponsor ing  schoo l  s h a l l  p rov ide  a  s i n g l e  copy o f  c u r r e n t  s t u d e n t  
and i n s t r u c t o r  m a t e r i a l s  on  a t  Least  an  annual  b a s i s  t o  o t h e r  c e r t i f i e d  course  
o f f e r o r s .  A 1 1  updares t o  m a t e r i a l  s h a l l  be provided a s  soon a s  a  change is corn- 
p l e t e d .  These updates  can  be provided a s  a  changed page o r  an e n t i r e  copy of a 
s t u d e n t  o r  i n s t r u c t o r  guide o r  examinat ion.  The sponsoring school  i s  no t  respon- 
s i b l e  f o r  r ep roduc t ion  of s t u d e n t  and i n s t r u c t o r  ma te r i a l s  f o r  o t h e r  c e r t i f i e d  
course  o f f e r o r s .  

f .  The sponsoring s c h m l  s h L 1  ~ r o c d e  a r i ~ ~ g : c  CJF of a s : > p r : a ~ f  
examinat ion ma te r i a l  upon r e q u e s t  $7 c-&r c c z t i f i d  coust o f i e r c r s  b - 5 2  a:? . .  - &e on ly  e r a m ~ n a t i o n s  author:zc?. X.c rp:scrirrJ s u m :  is IS-. m+si:-= :Jr - .  r ep roduc t ion  of  c-ination m~. :Fa : s .  h 2 a t : a u  aan;-. st-.s.~C ky :a.--.::-I 
schoo l s  a r e  to  be g i v a  s t r i c t l r  iz r c a r l m a  b--cb eraaim--iz pzce:=:s 
u t l l i z e d  by the sponsoring s&wl. d t i ~ r u  a r e  tc k i U : e r r l  .F Less 
c o n t r o l  o f f i c e r s .  The p a s t / f a i l  c+tcr;-a mL f L s L  c o w  & b<;iL: be Lc 
accordance v i t h  e s t a b l i s h e d  s-d-azh. 
e s t a b l i s h e d  by t h e  sponsoring s&oci. 

g. I n s t r u c t o r  q u a l i f i e a r i e c ,  t r a u ,  and s'zptrv-lsicc t 5  =sp=z~- 
s i b i l i t y  o f  each c e r t i f i e d  c o a r s e  a f f c - s r .  

h. Each c e r t i f i e d  o f f a o r  &dl proride a11 a d x i & s = q c i ~  sr-t 
b f o r m a t i o n  and r r n s i n a t i o a  resol-  u rrqPirrd hy the q m x ~ ~ r i z g  sdcel- 

C .  P u b l i c a r i o a  o f  t h e  Defense A c F A s i t i a n  E&ca-dm d 7 - w  C a u l a s  

Tbe Defense Acqu i s i t ion  E d r c l t i a n  at '?rainkg Camlog (rafeece @:! i s  
the  o f f i c i a l  source o f  i n f o r e a t i o a  rocct-g co-xses of -ic-C= c f f t z - a  
in accordance vitb DoD D i r e c t i v e  5ZCQ.52, T ~ ~ L C C C  d q u i s i ~ m z  Et==Ccn a d  
f r a i n i n g  Program." This c a t a l o g  p r z r i k  e s s a t i d  %o=?atz CCL:P- & 
mandatory a c q u i s i t i o n  courses  t L a t  a r e  a - a i l a b l e  in the *m o f  Cef-e. 
The c a t a l o g  rill be pub l i shed  t2.e k3E v i e  kpu--l u d  zssa-=z  f m  ~ 5 e  
S e r v i c e s  and Defense Agencies. 

D .  Report ing Procedures 

1. Requirements 

a .  Reports cf p r o j e c c e  ~;.il-=ctr fc r  t h  5- f i = _ ; = l l  T r r :  
f o r  t h e  courses l i s t e d  in t h e  ( i c d z g  ell be s d : - d  m - a ' ' ~  ;*;r 2 

December 1 by the Components t o  & C a m ~ ~ l l c : ,  XX. Lx-Fa- r-ikx 
\-ill be  provided bv DSllC f o r  s r t 5 s : : . z  ;i ~2 r - ; u i r m s .  

. - b .  By Yarch 1 of  e a &  Fcrz Jr ~ z r - k ,  ill cerrif:d -TC=P :::lr:-> 
.-.!I n o t i f y  the  Comaadant ,  3:X- %+= -&I 3r: -bLe u F - T ? ~  rz-i:;ls.-~ 
s p c e s  f o r  requested r e s i d e ~ t  a=? cz-s:ze Lz:---- ---:c= t21 ELL zsez r ~ ~ z L z ~ e z : s .  
A l t e r n a t e  methods of accomplishmur: rz-t  as ar id iz iuul  =-sf- ins--zc-i;r. 
h - t h e - J o b  Training,  o r  corresp*ce ~ ~ c _ ~ e r  *-ill 3e off%+ -.+r?-;rr s s s f 5 l r .  

2. QUOUS and Class  S c h d i I u  

The Coonandant, DSYC, L - ~ I  ;xe& to eac f  COD L x u p : ~ ~ ,  'Iasef IL_Y~ 

e e i r  budget submission and quo> rcpLr=-, t ! ~  o p ~ - ? r e  ;c%ra ?=.:?g. 
. - . . . , 

n e  DoD Components rill be r e s p c c s i i l e  f a r  the ahkis:zafi=rr. cf -5 .>-s 
and t h e  approved funding l e v e l  t o  e t  *A amnal mandabq +--be 

3. Al te rna te  Course Complctio~ 

DD fom 2518, F u l f i l k c  af b 3  w ~ & t c r y  'Sraixiq &+xez=. e5IL 
be used f o r  personnel  who t h r o e  eqcrircc. &catiod. or  a:-~t-Ze 2-iSq 
p r o g r u s  have f u l f i l l e d  t h e  -tor;r 6 c a t i o a  ind ra;d==. 22 



DoD 5000.52-H 
Appendix A 

I FULFILLMENT OF DOD MANDATORY TRAINING REQUIREMENT 

C u q o n e n t s  w i l l  ensure  that personne l  r e c o r d s  a r e  updated t o  r e f l t c t  t h i s  . 
equ iva lency  c r e d i t .  The approved DD Form w i l l  be f i l e d  i n  t h e  employee 's  
F i e l d  Pe r sonne l  Records.  

E .  T r a i n i n g  Completion C e r t i f i c a t e s  

Upon s u c c e s s f u l  f u l f i l l m e n t  o f  a DoD mandatory t r a i n i n g  requ i rement ,  an 
employee s h a l l  r ece ive  a DoD c e r t i f i c a t e  o f  t r a i n i n g ,  DD Form 2491. The 

f a l l o w i n g  in fo rmat ion  w i l l  be inc luded  o n  t h e  c e r t i f i c a t e  and p r o v i d e d  i n  
summary form t o  the  ACE Program O f f i c e :  

a .  N:me of course  compleled. 
b .  Name o f  course  o f f e r o r .  
c .  Method of  f u l f i l l m e n t  ( e .g . ,  r e s i d e n c e ,  o n - s i t e ,  s eminar ,  co r responence ,  

s a t e l l i t e ,  e q u i v a l e n t  course ,  e r p e r i e n c e ,  c t c .  
d .  Name o f  mandatory course  f u l f i l l e d .  I f  a l t e r n a t e  course  complet ion i s  

used t o  f u l f i l l  t h e  t r a i n i n g  requ i rement ,  t h e  approving o f f i c i a l  f o r  t h e  DD Form 
3 1 8  w i l l  also s i g n  t h e  DD Form 2491. 

Attachments  - 2 
1. DD Form 2518 
2. Charter - Curriculum Adv iao rg  Council 

MY~CY Act Staiement 

A r n 0 u n - l ' .  EO 9397. November 1943 (SSN). I mXcpu NRKSFISI: 10 *valuate an. otternine ihe nat is  0' naqdatoty acqusrtlon rra n ng The D-irpose 0 4  

wlic~ting theSocial Sacur~ty Number 15 for por~uve ~drnt~f icat~on 

R O U n M E  UKISh The information provided is used for verification by Ihe individual's supervi$orr and the 
individual's personnel office to  ensure that mandatary acqu~s~tlon training requirerneru 
have been fulfilled. 

DcX1OSLm: Voluntary; however. fatlure to provide requested information may preclude an rffeaivt 
rvalurtion to determine an individual's status of mandatory acquirition training. failure 
In provide the Social Security Number wilt not nullify the purpose or ute of the 

. ques t&  information. 
, . 

SECTION I - INDlVlDUAL REQUEST w k, h ~ )  

2. COURIi MUMICR < 

I p q x e  ha  h f i l ls and knowfedga provided by the DoD mandatory tourra identified abovr have been 
h i r r d b r q a i r r a ,  education, cquivattncyttrt. or afternate training. Based on the attached justification, 
I rrqu6trtuc tts be considered fulfillment of the m a n d r t ~ y  train;- requiremrnt indicated. 

I 
1 4 . C U R R L N T  L t V t L  (Entry. 1 5 .  DATI  I H T E R E D  CuRRfHT L tv f~  

lnrtrmcaarr. 2.ntor. eft.) (I"IMMO0J 

I I I 
SECnON H - SUPERVISOR'S RECOMMENDATION C 

t 
20.  OTFICf SYMIOL 1 1 .  LOCAtlON 

l l  ~ . r o w a c v l u € * C C  {X w)  

t I 

SECTIOH In - m s w s ~ n o ~  
n -umumuu~ a m) 

b DlSAPPROVED 

U PBUm u - (YFHUL 24. DATE SIGMf 0 IWMMODJ 

--KL'CD-;U '*I GA1kED REQU'sITE "ILLI 
AW mm *J r*OPOSEO rN SECTION I. b. DO NOT CONCUR (Return rtqurn lo rndrvrdu,rJ 

' (7. Q.cwEI %- t& OATS I l G N l D  (YYMMDDI 



ATTACXHENT 2 TO APPEKDIX A 
CIIARTTS OF TKE CURRICULUM ADVISORY COUNCIL OF TKE USD(A) ACQUISITION 

A .  Purpose.  

This c h a r t e r  d e s c r i b e s  t h e  miss ion ,  r e s p o n s i b i l i t i e s ,  composi t ion,  and 
o p e r a t i o n  of t h e  Curriculum Advisory Counci l  (CAC) of t h e  O f f i c e  of t h e  Under 
S e c r e t a r y  o f  Defense f o r  A c q u i s i t i o n .  

B.  Mission.  , . 

The m i s s l o a  o f  t h e  CAC i s  t o  a d v i s e  t h e  Commandant DSHC as  the  Executrve 
Agent of th-hrough t h e  I n t e r s e r v i c e  ACE Program Action Group on t h e  
c u r r i c u l a  and support$ve i n s t r u c t i o n a l  methods and m a t e r r a l s  f o r  the DoD 
mandatory W n t  a c q u i s i t i o n  courses .  

C. R e s p o n s i b i l i t i e s .  The CAC will: 
. -  

I .  Be composed af the o r g a n i z a t i o n s  p rov id ing  ruaudatory courses i n  t h e  ROD 
Acqu i s i ton  Educat ion and Tra in ing  base .  

- -  - - 
2. Prov ide  a  forum t o  exchange ideas and review the t each ing  methods and 

quality of  the  oandatory a c q u i s i t i o n  courses .  

3. Coord ina te  the  development and /o r  r e v i s i o n  o f  t h e  mandatory c o u r s e s ,  
e n s u r i n g . . t h ~ ~ u l  o r  s p e c i a l  t r a i n i n g  and educa t ion  requirements  
th roughau t  DaD a r e  addressed and s a t i s f i e d  i n  a  t ime ly  f a sh ion .  

4.-Ba+m+~$+ e l i m i n a t i o n  of uenecessary.  dupl j c a t i o q  o f  courses  among 
t h e  s c h o o l s  .- - 

> 
5 .. &-are n o n - t r a d i t i o n a l  instr:ct-i?nsl_ methods and technology 

e f f o r t s  and r e s u l t s .  

- 6 .  Re-ses f o r  a p p r o p r i a t e  ce r t l f ?_ca t ion  l o m e e t r u g  mandatory 
t r a l n i n g  and educa t ion  requirements .  

7 .  E s t e r - a a k  a ~ h a n g e  e x p e r t i s e  among t h e  C ~ C  members, particularly i n  
sponsor ing  and s u s t a i n i n g  a  gues t  l e c t u r e  program. 
. -  - . .  - -. - 

8. Prov ide  schoo{ no-show d a t a  on a p u a r t e r ' l ~ - b i ; i s - o ~ ~  r iques ted .  

-9. --&re t h e  development o f  DoD-wi-de -equivalen_cy -wt_s - - - 

10. F a c i l i t a t e  a p $ r o p r i a t e  communicatioos and c ross feed  r e l a t l o a s h i p s  among 
t h e  v a r _ i o ~ $  Serv ice  ,&d DoD schoo l s .  -.-. -- 

1. i--P; L j i s : i m  &:age=: c;:*jr, Fcr: h e ,  v i r g i n l a  

5 .  ;i-~.-tZ:, Coa:racts and 3 ~ ~ 5 1 s  ~ u ~ ~ c ,  Off ice  o f  t h e  . b s l s r a n t  
krr'~-q- of r L e  Lvy (ShL), A x 1 k g : a ,  V l - ~ u a  

6. L - 7  Te-u l  lralning Gz"lr, I-- An, Colorado 

i. --L hgintcricy CDLlqe,  Bock Island,  I l l i n o i s  

8 .  S y s - a  A r , u i s ~ t i o n  Schml, L- Fcrc+ Systcor Gxmand, Brooks . X B ,  Texas 

9- k r k f o r c e  S f f c c t i v e a e s s  a n d  C c ' r t l - t  Div i s ion  (m), Defense t o g i s t i c s  
L . . ,  bu S u c i o n ,  . U u a n d z h ,  F i r ~ 3  

13- 5a-q A ~ l s i t i o n  l L a r r g a t r t  T r a 3 k 2 t  O f i i c c ,  S o r f o l k ,  F i r g i u i a  

I I .  h e  T s c i i i t i c s  Con t rac t s  Y r a L k g  C u t e r ,  Port  Huenew, C a l i f o r n i a  

U .  be&---tt-s Air C n i v e r s i t y  (EiE), H e a d p a r t e r s  Ai r  T r a i n i n g  Cocrmands 
(ml, nTJ AL 

-2 ?&=I &c;u i s i t ion  I y t f t n t *  Fill 5e a cuasu l t ing  member 

&'I ~ r k ~  e l l  b e  held a= L L ~  uTI cf tkt C k i r .  The C2.C =ill peer 
+ =  I a s :  c-c:+ 5 3  f i s c a i  ? t a r .  Tze 2 C  A 2  ? - : g r a m  c f f i c e  ~ 1 1 1  r e c e i s e  
i-- f:r i-isrz.is5ca f r m  e e  C a " ~ c : l  - ~ T S  aat  ? re?a re  t h e  agenda and 
--AS sf e i c 5  n e c k g .  

+'4 ... . - 
D. CouppsFtigo.  

.. . 
. - .. -- -. - -- . - .- .-. 

. - -  . .  . . . .  
- - 

The members of tha CAC w i l l  be  s e n i o r  r e p r e ; ~ t a t i v ~ > ~ o r n  the o r g a n i z a t i o n s  
rperson w i l l  be the Comman_d_ant, DSMC o r  h i s  des igna ted  - - - -  
1 appo in t  a r ecord ing  s e c r e t a r y  f o r  t h e  meet ings.  



A .  ~ t ~ t i ~ ~ ,  a d  Trahing Requi recen t s  f o r  Progr*, 3ananer l  

5 j o r  Progrlias 

Tor ~ n d : v i ? s l s  desicpa:ed Progzan k m g e r  of a  major program as d e f i s e d  
b~ D;DD 5000.1 (refcrc2ct ( a ) ) ,  t h e  f o l l o v i n g  s b l l  apply. We mandatory 

r t q u i r e s e n t s  o i  t%s scct<an can  only b e  uaivcd by The S e c r e t a r y  of  t h e  
" l i t d r y  Dc?ar=t. 

I .  Edacat lon:  

a .  A b a c u l a a r e a t e  degree o r  an advanced degree  ( i . e .  beyond 
bacca laurea te )  zo a t e c k i c a l ,  s c i e n t i f i c ,  or m n a g e r i a l  f i e l d  i s  m n & c o q .  
A L ~ r a c e d  t e c h n r d  & c l u o a  of  a low-tern nature in service schoo l s  e . g .  
L X T  and Nara l  ;or: gradxate schoo l  level, u y  be used t o  s a t i s e  the 
r e q x r c a t n t .  

b. A nasttr's Legre in an a p p r o p r i a t e  f i e l d  i s  d e s i r e d  

2 .  T r a i a :  

a .  S c : = u s f d  - l e t ion  o f  the Defense S ~ s t c ~ s  S n a g u s c u t  College 

T S )  P t o g r a r  - p e t  Courst (m Code BBV) o r  a c a q a r a b l e ,  c e r t i f i e d  
~ g a e ~ z  e x r s e  a t  another  i n s t l t u t i b n  a s r o v e d  by CSD(A) i s  

m 5 & t o l y .  

b. Sc::tss?i c - e l e t ~ o n  o f  the presc r ibed  curriculum of a des iGated  
L t c r ~ c Z i a t e  Se--rIce S c 5 c ~ L  o r  an  e q u i v a l e n t  course  f o r  c i v i l l a c s  i s  ma3dr:op.  
S:cccss f -~ l  c ~ : e r < o z  c: ; r e s c r i b c d  m r i c u l m  of a des igna ted  Sea io r  S c r r i c c  
: :5001,  or 2 9  :+Z=ZL? Ctcrze ,  o r  a c ~ ~ d  a s s i i p w z t ,  o r  a ;oi3: s e r l c e  
r s s L j z z e 5 t  1 1  ~ : ; - l s i r l o r .  may s c b s i i c u t c  f o r  t h i s  requirement .  

A t  lcuc 8 y e u s  o f  u p e r i m c e  i n  rhr acq-ition, support, and 
m a k t m n c e  of u u -  v r r ? e s - - a t  l e a s t  2 yea r s  acqa i red  while assigned t o  
r ?ram-un=t ::amzd--is martdator~;. Jot  s o r e  than 40 mouths of t i n e  s?ez t  
- -. - .-s,Ll-- .-, a s r r f r a n  05 ;os:grad\ace i n  a  t e c k i c a l  o r  managqe-t  ::el:, . .  . - - a c r e r d i r ~  --re >>YZ r:_rrm Y ~ n a ~ e z e r t  Course (or  a comparable, cert::iz; 
;:ogran aarzgemz: cDllrse a: ano&cr i n s t i t u t i o n  a ~ ? r o r e d  by X S D ( A ) )  ncm-z;ly 
szouid be cotns:rd M a r d  thf 8-year  q r i e n c e  r e q u i r a e n t .  

B. b e . - r e r z e ,  Education and T r a i n i n g  Requirement f o r  P r ~ x r h n  5 - z r r .  57-- 
= l o r  Pegrax: 

F3r ~ n d i r i c - 2 1 s  des igna ted  Program nanagers  o f  n o r - u j o r  p r c g r s ,  *A 
f rllcviq s ran?a rds  s b l l  apply.  The w n d a t o r y  s t r z d a r d s  mr be vr:ve? si? 
r r  P e  D ~ e r a l  cr Flag o f f i c e r  o r  Sen io r  Executive St-crice (525) le-iei. 

a .  .A baccalaureate degree  o r  advanced degree ( i . e .  kyoad & 
kccaLatt-ea2) in a t e c h n i c a l ,  s r i e e t i f i c ,  o r  m a n a g e r h l  f i e l d  is nanir:~?. 
A f v a z c e d  tedmical educa t ion  of a  long-term n a t u r e  in service achcelr ,  e . g  
L . T  2nd 9aal  p o s t  g raduca tc  schoo l  l e v e l ,  nay be ased to satisfy ttLis 

. reqalirubst. 
. -  - 

5. d   aster's degree i n  an a p p r o p r i a t e  f i e l d  is d e s i r d .  

r .  S u c c r s s f u l  complet ian of the DSHC Program b r a g - t  Cu;-, cz z 
w r a k l e  c e r t i f i e d  program management course  approvcd by the LSD(&) a =  zmbr 
k . s t i :u t ion ,  is  u m d a t o r y .  

b. Snccess fu l  coarpletion of p r e s c r i b e d  c u r r i d -  of a d e s i g r r ?  
Izcr-rnedkte S e n i c e  School o r  a n  e q u i v a l e n t  course for civilians is G5t-d- 

At leas t  3 gears  of  exper i ence  i n  the Bcquisitioa, swioport, acrl 
m:ir:e%ce o f  Leapon systems--at  l e a s t  I yea r  acqu i re3  b ~ l e  a s s l w  -s 
i pr;cu--=t c-rid--is mandat6ry. l i m e  s p e n t  p u n a i n g  a progran  of 
im:st-grz&m-d s c l d y  in a  t e c h n i c a l  o r  management f i e l d ,  o r  a t t e r t d i q  t 5  

P r o j - a  W g e s e n t  Course ( o r  a  comparable progczn m n a g - t  c n ~ t  
a: a22t trr  5 : i c u t i o n  approved by t h e  USD(h)), may k counted f o r  q t: 
2 .;ears a f  -2e q e r i e n c e  requirement .  

For  h d i r i h l s  des igna ted ,  o r  w i t h  t h e  r e s p o n s i b i l i t ~ e s  o f ,  D q m q  
r o g r v  S-gers o f  l rajor  o r  non-major programs,  rht f o l l o u i n g  s t a d a *  -1: 
q p l y .  Ihr -tory standards may be  waived only at the General o r  Flag 
officer or SES l eve l .  The term Deputy P r o g r u  ranager includes these U r i C -  
u l s  s c - m  rs thc head o f  a f u n t i o n a l  area i n  a progras office vidoa: r 
~ e c i f i c  t r a i n ; l g  program h e r e i n  d e s c r i b e d .  

5 .  A bacca laurea te  or advanced degree Ln a technical,  scientific, o r  
u a m g e r L a l  f i e l d  i s  nandetorg.  Advanced t e c h n i c a l  e d u c a t i o n  o f  a loagterz 
a t z t r e  i3 s e r : c e  schools  may be used t o  s a t i s f y  the requirf=neat. 

b. A m s t t r ' s  degree i n  an  a p p r o p r i a t e  field is d e s i r e d  



2 .  Tra in ing :  

a .  Success fu l  complet ion of t h e  DSHC Program Management Course,  o r  a  
comparable, c e r t i f i e d  program management course  a t  ano the r  i n s t i t u t i o n  approved 
by USD(A),  i s  d e s i r e d .  

b. S u c c e s s f u l  complet ion a  des igna ted  In te rmed ia te  S e r v i c e  School  o r  
an e q u i v a l e n t  course  f o r  c i v i l i a n s  is d e s i r e d .  

a. Deputy Program Manager, Major System. A t  l e a s t  3 y e a r s  o f  
exper i ence  i n  t h e  a c q u i s i t i o n ,  suppor t ,  and maintenance of weapon systems 
o r  i n  a c q u i s i t i o n - - a t  l e a s t  1 year acqu i red  whi l e  a s s igned  t o  a  procurement  
cotmnand--is mandatory. 

b. Deputy Program tlanager, Non-major System. A t  l e a s t  1 y e a r  o f  
exper i ence  i n  t h e  a c q u i s i t i o n ,  suppor t ,  and maintenance of vcapons systems 
performed whi l e  a s s igned  t o  a  procurement cannuand i s  mandatory. 

D. Caree r  Cons ide ra t ion  

I-. DGD Components a r e  r e s p a n s i b l e  f o r  t h e  a c t i o n s  r equ i red  t o  ach ieve  t h e  
fol lowing:  

a. To ach ieve  and main ta in  a  r e s e r v o i r  o f  we l l - t r a ined  and t a l e n t e d  
j u n i o r - l e v e l  i n d i v i d u a l s  ready t o  move i n t o  t h e  s e n i o r - l e v e l  p o s i t i o n s ,  appro-  
p r i a t e  c a r e e r  f i e l d s  must be developed and main ta ined .  These f i e l d s  must 
p rov ide  l i n e  and s t a f f  c a r e e r s  w i t h i n  t h e  m i l i t a r y  and c i v i l i a n  p r o f e s s i o n a l  
s e r i e s  t h a t  suppor t  a c q u i s i t i o n  management. 

b. Caree r  o p p o r t u n i t i e s  s h a l l  bc e s t a b l i s h e d  t o  a t t r a c t ,  deve lop ,  
r e t a i n ,  and reward o u t s t a n d i n g  m i l i t a r g  o f f i c e r s  and c i v i l i a n  employees f o r  
demonstrated performance i n  assignments  designed t o  p repa re  managers f o r  t h e  
positions of Program Managers o r  p r i n c i p a l  d e p u t i e s  and a s s i s t a n t s .  C i v i l r a n  
c a r e e r  programs s h a l l  be developed under t h e  g u i d e l i n e s  contained In DoD 
I n s t r u c t ~ o o  1 4 0 0 . 2 5 - H ,  Chapter  950. , 

2 .  I n  e s t a b l i s h i n g  t h e s e  c i v i l i a n  and m l l i t a r y  c a r e e r  f i e l d s ,  t h e  DoD 
Components must ,  a s  a minimum, perform t h e  fo l lowing  t a s k s :  

a .  Detennine the q u a l i f i c a t i o n s  f o r  entry t o  and advansenrent i n  the  
i n d i v i d u a l  f i e l d s ,  i nc lud ing  the performance s t a n d a r d s ,  exper i ence ,  l e v e l  o f  
t r a i n i n g ,  and formal  educa t ion  a p p r o p r i a t e  f o r  each  rank o r  grade.  Condi- 
t i o n a l  e n t r y  and upward mobi l i ty  pa ths  should be provided f o r  individuals 
no t  q u a l i f i e d  f u l l y  f o r  e n t r y ,  with high s t a n d a r d s  f o r  uncond i t iona l  e n t r y  
and guaranteed r e t u r n  t o  previous employmeat f o r  those  n o t  ach iev ing  e n t r y  
q u a l i f i c a t i o n .  

b .  Determine t h e  approximate number of pe r sonne l  a t  each rank o t  
grade and s p e c i a l t y  r equ i red  t o  f i l l  each c a r e e r  f i e l d  f o r  the  f o r e s e e a b l e  
f u t u r e .  Ensure t h a t  g rade  l e v e l s  a r e  commensurate with t b e - r e s p o n s i b i l i t y ,  
a u t h o r i t y ,  program a c c o u n t a b i l i t y ,  and broad s u p e r v i s i o n  exe rc i sed  over  t h e  
f u n c t i o n a l  a c t i v i t y .  The grade s t r u c t u r e  i n  program o f f i c e s  should recognize 

' 
t h e  g r e a t  i q o r t a n c c  arid r c s p o n s l b r l i r y  a s s o c i a t e d  wi th  t h e  acquisition of 
the seapons h t  v i l l  d c f t n d  t h i s  c o c c r y  w e l l  i n t o  t h e  2 1 s t  c e n t u r y .  

c .  Devrlol, ~ ~ l i ' a r g  and c i P i l i r r  c a r t e r  p lans  t h a t  l ead  t o  t h e  
s a t i s f a c r i o n  o f  the r t q u i r a c c n t s  t o  i a c l d c  t r a i n l u g  and p r o f e s s i o n a l  
educa t ion  r e q u i r e m e n u ,  i d a t i f i c a t i o a  of & mandatory and d e s i r e d  types  
and amounts o f  c x p e r i u c e  needed t o  a s s u m  q p e r  l e v e l  program management 
p o s i t i o n s ,  admhis : r a r i se  c o n t r o l s  f o r  e e s e  p lans  and t h e  a c q u i s i t i o n  
work f o r c e  e n r o l l e d  in & r e  plans, c d  pros-isroos for  advancemenr based 
on dcaoostnttd perfo-cc. 

d. biatain currrnt r o s t e r s  o f  r h  c i v i l i a n  and m i l i t a r y  pe r sonne l  
vho have f o m a l l y  indicated r d e s i r e  to became p r o f e s s i o n a l s  i n  a  recognized 
a c q u i s i t i o n - c t l &  job s e r i e s ,  specialty, o r  s u b s p e c i a l t y ,  and t h e  c u r r e n t  
q u a l i f i u t i c a s  o f  uth individual oa tbt roster.  

e .  b s t i t u r c  aerhods t b t  cmtmliz+ systems a q u i s i t i o n  management 
eap loy lwot  opportpeiq i n f o n u t i o n  s o  it is r e a d i l y  a c c e s s i b l e  t o  i n t e r e s t e d  
i n d i v i d u a l s .  . . 

f .  C r u u  oaxina a s s i g c u c n t  f l e x i b i l i t y  f o r  c i v i l i a n  employees 
v i t b  existing Om r e g u l a t i o n s ,  i n c l d i n g  w b i l i t y  ag reements .  I n t e r -  
Component r o t a t i o n a l  assignacne shou ld  k c o a s i d e r e d ' f o r  developmental  
t r a i n i n g  a s  o u t l i n e d  i n  fbD CBT QupQr 950 (Reference (1)). Permanent 
c i v i l i a n  employees q be placed in project mnagemcnt p o s i t i o n s  on a  
pc raanen t  type o f  r e a s s i m t  o r  p r - e m ,  b u t  with t h e  unders t and ing  
that they mar be placed l a t e r  in a p o s i t i o a  o f . equ iva1en t  g rade  and p a y  
i n  a f u n c t i o a a l  o r a a n i z a t i m  o f  the DoD b q o n e n t .  

g. Provide f o r  r e l e a s e  from and d e c t i o n  out  o f  t h e  a c q u i s r t i o n  
managen~eot c a r e r  fie!ds, i f  t k e ' r e s a l ~ s  of p e r i o d i c  reviews of performance 
i n d i c a t e  t b t  such a c t i o c s  a re  a p p r o p r i a t e .  

1 .  Ea& I h D  C j q n a t  i s  r e -ous ib lc  f a r  i d e n t i f y i n g  and t r a i n i n g  1nd1- 
v idual s  t o  est~5fish I - c a d r e  o f  n i l i t r r y  m d  c i v i l l a n  pe r sonne l  adequate t o  
meet i t s  f u t u e  nerds f o r  l eade r s&p in qsm a c q u i s i t i o n  management. 

2 .  P ro fess iona l  educarion and t n & g  programs should p rov ide  f o r  pro- 
g r e s s i v e  growth a t  thr e n t r y ,  in-&, and s e n i o r  l e v e l s  t o  meet t h e  
stra'drrb set forth a h ,  and those stawhrds determined and s e t  i n d i v i d u a l l y  
by each  C c q w e u r t -  C t r i l i u r  ~ t o y e c s  -11 be t r a ~ n e d  i n  accordance  with DoD 
C M  Chapters  4410 and 612 [ r e f e r e n c e s  (n) and ( n ) ) .  

1. P e r f ~ r S a n c c  p u o n r a c n t .  shall k developed and a p p l i e d  t o  ensure  t h a t  
on ly  t h e  nost c~apc ta t t  i n d i v i h h  rrt r r t l i n e d  and advanced i n  system a c q u i s i -  
t i o n  m a n a g e n t  c a r e e r  f i e l d s .  

2 .  The Program Xanager shall be b t l d  accountable f o r  performance w l t h i n  
h i s  o r  her  a s s igned  r e s p o n s i b i l i t y .  Perfcm.ance evaluat i .ons s h a l l  t ake  i n t o  
account  p r o g r a m - p e d i a r  c o a d i t i o a s .  
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3 .  Tenure o f  a s s ignments  must be s u f f i c i e n t  t o  e n s u r e  no t  on ly  e f f e c t i v e  
management and e v a l u a t i o n ,  b u t  a l s o  c o n t i n u i t y  o f  management. P.L. 98-525 
( r e f e r e n c e  ( k ) )  r e q u i r e s  a  m i l i t a r y  o f f i c e r  a s s i g n e d  a s  a  program manager of a  
major  de fense  a c q u i s i t i o n  program t o  have a t o u r  o f  d u t y  ( a )  of n o t  l e s s  than  
f o u r  y e a r s  o r  (b )  u n t i l  complet ion o f  a  "major program milestone" a s  de f ined  i n  
DoD D i r e c t i v e  5000.1. Th i s  t enure  requirement  may be waived by t h e  S e c r e t a r y  
o t  t h e  M i l i t a r y  Department concerned,  who may.not  d e l e g a t e  t h i s  r e s p o n s i b i l i t y .  

a .  For  t h e  purpose of t h i s  t enure  r equ i rement ,  "major program mile-  
s tone"  i s  de f ined  a s  t h e  occur rence  of a  p rede f ined  and measurable program 
achievement (such a s  a  completed t e s t ,  a  c a p a b i l i t y  demons t ra t ion ,  a  product .  
accep tance ,  o r  a  major  c o n t r a c t  award o r  d e l i v e r y ) .  The t r a n s i t i o n  need n o t  
c o i n c i d e  wi th  a Defense A c q u i s i t i o n  (DA) Mi les tone  p r e s e n t a t i o n  o r  d e c i s i o n .  
The t r a n s i t i o n  methodology chosen by the DoD Component should be such a s  t o  
a i d  i n  program management performance e v a l u a t i o n  and t o  reduce t h e  l i k e l i h o o d  
of t r a n s f e r r i n g  hidden problems.  There should be a p e r i o d  of ove r l ap  f o r  the 
ou tgo ing  Program flenager and h i s  o r  h e r  replacement .  

b. S i m i l a r l y ,  t h e  r o t a t i o n  o r  assignment  of key a s s i s t a n t s  should be 
c o n t r o l l e d  by t h e  needs of t h e  Program Manager t o  ensure  a  proper  ba lance  
between e f f e c t i v e n e s s  and c o n t i n u i t y  o f  management. No t enure  p o l i c y  s t a t e d  
above s h a l l  be i n t e r p r e t e d  t o  r e q u i r e  t h a t  an i n d i v i d u a l  whose p r o f e s s i o n a l  
performance o f  d u t y  i s  n o t  s a t i s f a c t o r y  t o  t h e  r e p o r t i n g  s e n i o r  be r e t a i n e d  
i n  h i s  o r  h e r  p o s i t i o n .  

4 .  O p p o r t u n i t i e s  f o r  advancement i n  t h e  a c q u i s i t i o n  c a r e e r  f i e l d s  s h a l l  
b e . c o m p e t i t i v c  w i t h  those  o f  contemporaries  i n  o p e r a t i o n a l ,  l i n e ,  and command 
p o s i t i o n s .  Where boards a r e  e s t a b l i s h e d  f o r  t h e  purpose o f  s e l e c t i n g  i n d i -  
v i d u a l s  f o r  advancement, t hey  s h a l l  i nc lude  exper i enced  system a c q u i s i t i o n  
managers t o  ensure  t h a t  on ly  the  b e s t  q u a l i f i e d  i n d i v i d u a l s ,  based on demon- 
s t r a t e d  performance,  a r e  s e l e c t e d  f o r  promotion. 

5 .  As i n d i c a t e d  i n  t h e  e a r l i e r  s u b s e c t i o n s ,  a  performance monitoring 
system f o r  a l l  pe r sonne l  who a r e  involved i n  t h e  recognized c a r e e r  f i e l d s  
o f  de fense  system acquisition management s h a l l  be maintained by each DoD 
Component. S e l e c t i o n  f o r  key p o s i t i o n s  i n  management of major defense 
systems normally s h a l l  be from among those so t r a c k e d ,  and heavy reliance 
s h a l l  be p laced  on performance r e c o r d s ,  particularly i n  acquisition-related 
ass ignments ,  f o r  d e t e m i n a t i o n  of - those b e s t  q u a l i f i e d .  

6 .  E f f e c t i v e  1 J u l y  1990 ,  General  o r  F lag  o f f i c e r s  ( o r  c i v i l i a n  equiva-  
l e n t s  a s s igned  a c q u i s i t i o n  d u t i e s )  m y  be r e s i g n e d  t o  du ty  i n  A procurement 
command o a l y  i f  t h e y  meet t h e  educa t ion ,  t r a i n i n g ,  and elcperience requiremeats  
desc r ibed  he rewi th .  Th i s  requirement  may be waived o a l y  by t h e  S e c r e t a r y  of 
t h e  M i l i t a r y  Department. 

7 .  Personnel  should b e  s e l e c t e d  on t h e  b a s i s  of s k i l l s ,  exper i ence ,  and 
t h e  demonstrated performance needed t o  perform s u c c e s s f u l l y  t h e  contemplated 
assignment  w i t h i n  a  program, r e g a r d l e s s  of m i l i t a r y  or c i v i l i a n  s t a t u s .  

a. -era1 ~ e s c r i p t r o n : b g  S e r i e s  (GS-1102 6 comparable m i l l t a r y )  

I n c l u d e s :  CoctrzcC 5 Cont rac t  S p e c i a l i s t ,  Con t rac t  Admin i s t r a to r ,  
p r sm- t  h a l y c ,  Pr- 

1. Level  I: 5 /31 /03 ,  e n l i s t e d  El/E7. 

a:  w f i a c e :  by a  b a c c a l a u r e a t e  degree 

b. Educat ion:  tr degree i n c l u d i n g  o r  supplemented bi a t  
lu s t  24 s a w s t c r  bourn ng, econorntcs, bus iness  law, procurement, 
or r to18aent-rr lat td  s c  

c.  lhn.&t~rg f=mgement  o f  Defense Acqu i s i t ion  Con t rac t s  
& s i c )  80-L320 (JT) - -.Cade: BW); P r i n c i p l e s  o f  Con t rac t  Pric-ng 

IiO (R) - 3 ~ C R )  

d .  Dut i e s :  

(1 )  C o l t r 2 ~ N e g o t i a t o r  - Performs a v a r i e t y  of c o n t r a c t u a l  
- p j 0 ~ 5 :  s o l i c i b ,  e q o c i a t e s  s e r v i c e ,  supp ly ,  o r  cons t ruc t ion  
-ertmtnt$; p r W d R S  at-Ation,  C O ~ ~ U C ~ S  post-award a d m i n i s t r a t i v e  
wni-ring of d e l i v e r a b h ;  conducts  meet ings wi th  con t rac to r ; ,  monl- 
L;rs cotLrac'lar p t f o m ? s  ~ n d m e n k s / m o d i f i c a t i o o s  as needed, nego- 
i l a t e s  d a n g e s  co  co3t:Z a s s i s t s  higher-graded c o n t r a c t  s p e c i a l i s t s  

e e  ?reparat :or  cf s f  c o n t r a c t  requrrements  a t  h igher  monetary 
t a l r s t .  

( 2 )  i o z t t r c t o r  - A d m i n ~ s t e r s  a  v a r i e t y  of s e r v i c e ,  
c.L?;JZ;y, O K  coasrcc:::= s t andard - - i .  e . ,  non-unlque con t rac tua l  
->,- ~d c o ~ d ~ : i c = ;  ::cgs with c o n t a c t o r  t o  c1arif.y i s s u e s ;  
n.,,p:ors co::ra:::r ;+=?:ogress; n e g o t i a t e s  rnlnor c h a n g e s  t o  
rlc::ac:uai t c - s ;  xf aac t ing  o f f i c e r s ,  a s  necessa ry .  

( 3 )  Orice Ifarms e v a l u a t i o n  of p r i c e  p roposa l s ;  
rc.- le .s  a u d i t  :-Ad* ~ s e n i o r  Cos t /P r i ce  Ana lys t ;  prepares  
rcc-&tio= f o r  =s : r ives ;  reviews and p repa res  p r i c e  
w e t i a t i o n  ~ r m b ;  ces i n  n e g o t i a t i o n  p rocess ,  a s  r equ i red .  

2 .  Level : 9 13/04 ,  e n l i s t e d  E7/E9 

a .  * e z i c c e ;  exper i ence  of inc reas ing  complexity and 
r e q o n s i b i l i t y ,  i a c l u h ~ e a r  a t  t h e  GS 7 l e v e l  o r  equ iva len t .  
I?- l iar i ty  with.* and t e c h n i c a l  a r e a s  r e l a t e d  t o  acpui-  
s i t i o n  and con:ract - 

b. E d ~ c a t i o c :  : degree with 24 semester  hours i n  account-  
-, econou ics ,  bu r -kes l=en t ,  O K  managemeot-related studies. I t  
is recombended that h d i  g radua te  s t u d i e s  l ead ing  t o  a  m a s t e r ' s  
degree  in busi-ltss a ~ ~ o c u r e m e n t ,  management, o r  r e l a t e d  f i e l d s  
&t w i l l  p r q a r c  f o r  e r a i o r  l e v e l .  
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c .  Tra in ing:  Handatory 

(Note: The Head of a  DoD Contracting Act iv i ty  should requi re  a 
c i v i l i a n  o r  m a r y  member t o  complete mandatory cont rac t ing  courses  before  
appointment a s  a  cont rac t ing  o f f i c e r . )  

(1) If Job I s  Pr imar i ly  Pre-Award Oriented - 

Management of Defense Acquisit ion Contracts (Advanced) 8D-F12 
(JT) - 2 weeks and 4 days (PDS Code: BDN) 

Government Cont rac t  Law PPH 302 (JT) - 2 weeks (PDS Code: BDP) 

( 2 )  If Job IS P r i m a r i l y  Post-Award Oriented 

Advanced Contract  Administration PPM 304 (JT) 2 weeks (PDS 
Code: BW) 

Government CoCitract Law YPH 302 (ST) - 2 weeks (PDS Code: BDP) 

(3) I f  Job Pr imar i ly  Or iented  t o  Cost and Pr ice  Analysis 

Quant i ta t ive  Techniques f o r  Cost & Pr ice  Analysis QHT 345 
(JT) - 2 weeks and 4 days (PDS Code: BCC) 

Government Cont rac t  Law PPH 302 (JT) - 2 weeks (PDS Code: BDP) 

( 4 )  I f  Involved In  Acquis i t ion  of 'Informatfon Resources 
( In  Addition t o  t h e  Aforementioned Tracks) 

Defense Cont rac t ing  f o r  Information Resources L Y C - Z X  - 2 weeks 
[PDS Code: PDY) 

Note: Individuals performing both pre-and post-award procurement 
f u n c t i o n s  should take a l l  the  t r a i n i n g  

d.  Training: Handatory f o r  Contracting Off icers  Within 1 Year o f  
Assignment t o  a  Hajor Program. 

JCLCocSystems Acquis i t ion  f o r  Contracting Personnel - 2 weeks 
(PDS Code: BCN) 

e.  Duties:  

(1) Contract Negotiator 

(a )  Serves a s  c o n t r a c t  negotiator responsible f o r  t h e  
s o l i c i t a t i o n ,  ana lys is ,  eva lua t ion ,  and negotiation of cont rac tor  proposals 
f o r  research  and development a c t i v i t i e s  of one or  more organiza t ions .  Pro- 
curements cover a l l  cont rac tua l  ins t ruments  through a l l  phases of a c q u i s i t i o n ,  
r e q u i r i n g  coordinat.ion, a n a l y s i s ,  and d e t a i l e d  negotiation.  Procurements 
a l s o  may cover opt ions  f o r  follow-an work; unsol ic i ted  proposa ls ,  which may 
g e n e r a t e  problems i n  propr ie ta ry  r i g h t s ,  da ta ,  o r  pa ten ts ;  agreements wi th  
s t a t e  o r  municipal j u r i s d i c t i o n s ;  and extensive subcontracting.  

@) Performs procareoent planning and, in c o o ~ h t i m  b5t3 
*A W a l  p c o g r u  o f f i c e .  dcvelaps thr c o n t r a c t u a l  s t r a t e g y  tr, 5e zed 
h tke prw-rencnt of a s p e c i f i c  coot rac t  program. Prepares r q c i r e d  f=;i- 
f i u r i o u  a d  a u ~ a r i z a t i o ~ .  Prepares and assembles s o l i c i t a t i o a  'ac;mcr:s. 
E x x e s s e s  md evaluates p r o p o s a l s  mceived. Aualyzes proposa ls ,  perfc3ls c o s t  
u a l y s e s ,  mttS c c q e t i t i v e  rlPge & t c m i n a t i o n s , -  and develops a  9:- t tpt , rc icn 
ps ir ior .  S e g o t h t c s  i n d i v i d u t l  coa t rac ts  wi th in  the program u o k ~ k  ser -  
r i c ~  f o r  x h  Cuvrmwnt a t  a f a i r  and reasonable c o s t  mi- ac :qza t le  :x 
iruuts. 3 e s l p  f-1 c o n t r a c t  and m k e s  recommendation f o r  a w a r h .  

( c )  Functions as tc;i. l eader  during c o n t r a n  negcearie=. 
CaarLinztu CkooghouC the pr-ewnt process with r e p r e s e n b t i r e s  fran .-2c 
;mgrar a f f l c e ,  f i n a n c i a l  o f f i c e ,  o f f i c e  of Counsel, l ad  the +olll am5 dis- 
a d v r n b g s l  3usiaesr o f f a c e  represenci t ive .  Analyzes &u provided.  

(d) Serve  u the p r i n c i p a l  r e p r e s e n t a t i v e  in cnr&r- 
a m c p  contracuul requirewin-. 

(1) Contract  h e c i a l i s t  

( a )  Hag k involved in highly spec ia l ized  R&D FrCgr-, 
7 r o c 3 t w  developwnt ,  l3Xtcd production, follow-on a c t i r i t i e s ,  Y l - s c s L t  
proZ-criaa S C % - ~ C P S ,  i n s t a l l a t i o n  cont rac t ing ,  o r  cons t roc t ion  ac.+siziocs 
- A t  rrqnirt t e l q b o a i c  o t  face-to-face d iscuss ions  t o  reso lve  M u :  
is- n d  con t r rc twl  tern znd conditions mutually agreeable t o  c b  p r - : e s  

- - .  &) Plans and coordinates copt rac t  s t r a t e g y  ui2 e e  ?:=,?a 
< - - .  _ L - _ ; e ,  PF-+:~S analys is  md functions a s  team leader  during negz t l 3z i : cs .  r r -  
+ - - -  +.-s czzrrac-31  documcxts f o r  avard,  and act.s as p r i n c i 7 a l  7 0 - 2 :  :f c:=-Lcr 
c r  ruarC Csc- t .  Sorb i.zdqcnder~!y and ln concert  u i t h  a-'.er cz:---i::zg 
;crsscrcl 2 a ~ - e  adequate  cc-aqetLtion reviews, a c t s  a s  pol icy  r c r - 5  assLs:- 
a=: f a r  5 : -cawla  contrac==l ac t lons ,  and rev ievs  fac i ! i t ies  ;:- ~6 
rm<erz2~rfm ?rograa. 

;c) Xegociates a c l  administers a  v a r l e t ?  o i  cc::r::r-.l :zzr:- 
- .  

WL--5; ~I:Z:SC-Y c:zt=ac:ar 1 m z c 1 a :  stacus to  ensure againsr ore_-  :I::;": :=-. . 
. . .  

r t - ; 1 5 i 5  -=:::a- s p e c i a l i s - s '  repcr t s  regarding cont rac tor  ~ e r f r w z - .  ;r:gr:-;s 
=,: err.- .-------s; - -  -.. - ac:s as Ccztaccinl  C f f i c e r ' s  foca l  p o i o i  for  *A ::c=:lcr:r 

azii -~cmnee&s aczions 03 cozttractoz requests f o r  changer in con=iac:-al -2xrs 
:o=li=i:=; n.~GLitors r r , r res~s  f a r  Crorerament proper ty  and e=s:ra =-he17 

-7zz ip t ;  r d e v s  reques ts  f o r  progress payments; and reques ts  a o i i c  Cc'dtnka:ioz 
cz ; r i c - k g  a c r i o c s  and ovt-fcad r a t e s .  

I d )  Has k - u l c d g e  of p o l i c i e s  and procedcres i t j a r : = %  
~ ~ ; I C C : ~ Z Z  accepzaaco- cS conrraz t  end items; represents  c c  >::-=er 
2 r---=z:oz f c ~  d e f a u l t  c r  convezience, c la ims ,  and se t t1mcz:s ;  £21 
;e--ants c ~ ~ . ~ - o E - J  of c o a t r a c t s ,  e 3 ~ u r i n g  c o r r e c t  d i s p o s i t i o n  05 f-z&, 
;--, - c i a 1  too l ing ,  and equipment. 

- (a )  h z s t e r s  a  v ide  v a r i e t y  of complex, c o c i - o c z u ?  k s = r - -  
nezx b-Alr q p i c a l l y  assigzed to a  cont rac t  adminis t ra t ion  teas.  C:c:za?s :.._- -&-'ldt f h d - p e c e  cont rac ts  with redetermination o r  e s c a l a t i o n  ? z z i ; _ s i = - ,  
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i n c e n t i v e  c o n t r a c t s  and c o s t - p l u s  f l x e d - f e e  c o n t r a c t s  and a  group o f  l e s s  com- 
p l e x  c o o t r a c t s :  f i rm f i x e d - p r i c e ,  i n d e f i n i t e  q u a n t i t y ,  ba i lmen t  and f a c i l i t i e s .  
Reads ,  a n a l y z e s ,  and i n t e r p r e t s  a  v a r i e t y  o f  r e g u l a t i o n s ,  d i r e c t i v e s ,  a s s i g n e d  , 
c o n t r a c t s ,  pu rchase  o r d e r s ,  change o r d e r s ,  and supp lementa l  ag reement s  i n  o r d e r  
t o  e n s u r e  t h a t  t h e  c o n t r a c t s  s h a l l  be a d m i n i s t e r e d  wi th  rhe i n t e n t  and p r o v i -  
s i o n s  t h e r e o f .  Hake$ n e c e s s a r y  i n v e s t i g a t i o n s  and d e t e r s i n a t i o n s  and recommends 
and approves  p r o g r e s s  payments ,  Government-owned f a c i l l t i e :  and p r o p e r t y ,  con- 
t r a c t o r s ,  a c c o u n t i n g  s y s t e m s ,  and p u r c h a s i n g  p r o c e d u r e s .  hecommends and approves  
v a r r o u s  p o l i c l e s  and p rocedures  based  on i n f o r m a t i o n ,  d a t a ,  and recommendations 
o f  v a r i o u s  t e c h n i c a l  p e r s o n n e l .  Pe r fo rms  s p a r e  p a r t s  n e g o t i a t i o n s ,  d e f i n i t i z a -  
t i o n s ,  and p r i c e  r e d e t e m i n a t i o n s .  N e g o t i a t e s  o t h e r  p r i c e  a d j u s t m e n t s ,  d e l i v e r y  
s c h e d u l e s ,  and overhead r a t e s  t o  t h e  p o i n t  o f  s i g n a t u r e .  Coord ina tes  c o n t r a c t o r s '  
r e q u e s t s  f o r  d e v i a t i o n s  v i t h  t e c h n i c a l  p e r s o n n e l ,  and makes s u b s t a n t i a l  recom- 
menda t ions  r e g a r d i n g  a c c e p t a n c e .  

( b )  Develops recommendations f o r  d e t e r m i n a t i o n s  and f i n d i n g s  
o f  f a c t  i n  c a s e s  of d i s p u t e s  between t h e  Government and the c o n t r a c t o r .  Confe r s  
v i t h  c o n t r a c t o r ' s  e x e c u t i v e  p e r s o n n e l  t o  r e c o n c i l e  and c l a r i f y  problems and 
s i t u a t i o n s .  Respons ib le  f o r  r ev iewing ,  recornmending, approv ing ,  o r  d i s a p p r o v i n g  
s u c h  m a t t e r s  a s  e x p e n d i t u r e s  i n c u r r e d  on cost-reimbursement  c o n t r a c t s ,  e s t i m a t e s  
o f  p e r c e n t a g e  o f  comple t ion  o f  payment o f  f i x e d - f e e ,  s p e c i a l  advance payment bank 
a c c o u n t s ,  o v e r t i m e  r e q u e s t s ,  s u b c o n t r a c t s ,  and purchase  o r d e r s ,  e t c .  Respoos ib le  
f o r  a d m i n i s t e r i n g  c o n t r a c t s  d e s i g n a t e d  by A d m i n i s t r a t i v e  C o n t r a c t i n g  O f f i c e r s  
(ACOs) in o t h e r  geograph ica l  a r e a s  t o  t h e  e x t e n t  d e l e g a t i o n  of a u t h o r i t y  p e r m i t s .  
A s s i s t s  i n  pre-award s u r v e y s .  Reques t s  a u d i t  d e t e r m i n a t i o n s  on p r i c i n g  a c t i o n s  
and o v e r h e a d  r a t e s .  Advises  Government and c o n t r a c t o r  pe r sonne l  on  p o l i c i e s  and 
p r o c e d u r e s  r e g a r d i n g  i n s p e c t i o n  and accep tance  o f  c o n t r a c t  end i t e m s ;  and p e r -  
forms c l o s e - o u t  of c o n t r a c t s ,  e n s u r i n g  c o r r e c t ' d i s p o s i t i o n  of f u n d s ,  p r o p e r t y ,  
s p e c i a l  t o o l i n g ,  and equipment .  

(4 )  Procurement Ana lys t  

( a )  I s  r e s p o n s i b l e  f o r  r ev iewing  c o n t r a c t s  and c o n t r a c t i n g  
a c t i o n s  f o r  a v a r i e t y  o f  s u p p l y ,  s e r v i c e ,  and c o n s t r u c t i o n  c o n t r a c t s ;  f o r  
d e v e l o p i n g  gu idance ;  and f o r  p r o v i d i n g  t e c h n i c a l  a d v i c e ,  p a r t i c u l a r l y  i n  
c a s e s  i n v o l v i n g  e x t e n s i v e  n e g o t i a t i o n  and s p e c i a l  o r  unusual  c o n t r a c t  t e r m s .  
Requirements t y p i c a l l y  range from s t a n d a r d  t o  s p e c i a l i z e d  i t e m s ,  e . g . ,  equip- 

ment o r  s e r v i c e s  needed t o  suppor t  a r e s e a r c h  and development a c t i v i t y ;  .lDP 
equ ipment ,  s o f t w a r e ,  and r e l a t e d  s e r v i c e s ;  and a l t e r a t i o n  and r e p a i r  p r o j e c t s .  

(b )  Advises  management and c o n t r a c t i n g  o f f i c e r s  on m a t t e r s  
p e r t a i n i n g  t o  c o n t r a c t i n g  p o l i c i e s  and  p rocedures .  P rov ides  a s s i s t a n c e  upon 
r e q u e s t  r e g a r d i n g  s p e c i f i c  s i t u a t i o n s  o r  p rob lems .  P rov ides  a s s i s t a n c e  upon 
r e c e i p t  o f  changed p rocedures  imposed by h i g h e r  h e a d q u a r t e r s  i n v o l v i n g  regu-  
l a t i o n s ,  l a w s ,  and good b u s i n e s s  p r a c t i c e s .  

( c )  Conducts  reviews of c o n t r a c t s  o r  c o n t r a c t  changes w i t h i n  
p r e d e t e r m i n e d  c a t e g o r i e s  based on d o l l a r  v a l u e ,  method of a c q u i s i t i o n ,  a n d - o t h e r  
f a c t o r s .  Reviews procurement packages f o r  a p p r o p r i a t e  c o n t r a c t  t y p e ;  p r i c i n g  
p r o v i s i o n s ;  s e l e c t i o n  o f  s o u r c e s ;  a c q u i s i t i o n  method, d e t e r m i n a t i o n ,  and f i n d i n g s ;  
documenta t ion ;  c l a r i t y  o f  c o n t r a c t  t e rms ;  p r o p r i e t y  of c i t e d  f u n d s ;  and need f o r  
i s s u a n c e  o f  unpr iced  c o n t r a c t u a l  ddcuments .  

(d)  Develops @&ace arterial f o r  a c t i v i t y  c o n t r a c t i n g  
pe r sonne l .  Pub l i shes  i n f o m a t i - 1  m t c r i r l  to s t - ,  c l a r i f y ,  and e x p l a i n  
r e g u l a t o r y  and p o l i c y  c h t n ~ ;  rad t o  a o t e  r e  e r r o r s  obse rved  d u r i n g  
c o n t r a c t  review. Conducts o f  m t r a c -  p e r r o n n c l  t o  improve 
a c q u i s i t i o n  p r a c t i c e s .  

(5) P r i c e  A r u l y s t  

Reviews and in r lps  CH: a d  p r i c e  p r o p o s a l s  f o r  b a s i c  con- 
t r a c t  procurements, s u p p l e q e n t t l  a g r w t o t r  , rrd cartract changes  ; deve lops  
n e g o t i a t i o n  o b j e c t i v e s  in C O Q ~ L Z  with c a t n c t i n g  o f f i c e  pe r fo rms  
overhead revieus;  a s s i s t s  in n r p t i a t i o n  of f i a r l  cwt o b j e c t i v e s  and p r i c e  
r ede te rmina t ions ;  p a r t i c i p a w  in S b d d  Cost  Analpis teans; p r e p a r e s  r e p o r t s  
o f  p r i c e  a n a l y s i s ,  including &H of andi t  a d  M e a l  a d v i c e  f o r  fo rward ing  
t o  t h e  c o n t r a c t i n g  o f f i c e r ;  a s s i s t s  ~ ~ 8 t r - a -  officer i n  r e s o l v i n g  r o u t i n e  
c o s t  and accounting i s s u e s ;  perform uulp.si. o f  p r o f i t ;  a s c e r t a i n s  r easonab le -  
ness of  proposed l a b o r  and omncrbtld ntu, and of labor e s c a l a t i o n  f a c t o r s  
through va r ious  indices; r e -  price negottitim -ran& f o r  compl iance  
with a u d i t  t r ack ing ;  r o n i t o t t  -t a a x a r e ~  r p s t m ;  and r ev iews  adequacy 
o f  c o s t s  f o r  payment p r o c e d x x u .  

3 .  Level  111: CS 13/U. Officer 04 4 above. 

a.  Experience: A dnimt of 4 purr o f  coatracting e x p e r i e n c e  of  
i n c r e a s i n g  complexi ty and r c r p o r u i b i l i v ,  inclmdiq a t  least 1 y e a r  a t  t h e  
p r e c e d i n g  grade l e v e l  o r  ~@nlcnt- Dcmrmtrated &ledge  o f  procurement  
p o l i c y  and procedures s u f f i e h t  to c c m b a  neptiatioer and moni to r  c o n t r a c t o r  
performance on complex c o n t r a ~ a ~  a c t i o w  o r  extunin programs .  Demonstrated 
knowledge of n e g o t i a t i o n  and  p e s t - w a r d  pzoc&cs aad n e g o t i a t i o n  a b i l i t y  t o  
r e p r e s e n t  the  Government i n  c~=-,?c: t em5at ious .  claims, and s e t t l e m e n t s .  
Demonstrated s k i l l  i n  m j o r  *up -stat or o t h e r  ccrplex n e g o t i a t i o n s ,  a b i l i t y  
t o  p repa re  necessary doc-Utioa to sapprt all basinrss c l e a r a n c e s  and g a i n  
award approval ,  and a b i l i t y  rn f0-a- ; a l i c i c s  *n p r o c e d u r e s .  Demonstrated 
knowledge, s k i l l ,  and a b i l i r ~  ta r u l p z c  f d z c i a l  &ta, and t o  a r r r v e  a t  f a i r  
and reasonable n e g o t i a t i o n  ccjec=res. 

b .  Educat ion:  Xas-r-s 2 5 3 ~ -  is hiwp d e s i r a b l e  i n  b u s i n e s s  admln- 
i s t r a t i o n ,  management, p roc .xemez t ,  o r  a contract-related f i e l d .  

c .  T ra in ing :  %andarc-  

(1) If J o b  1s M r i l ~  Pre-4vard M e t e d  

Management 05  L c f c v e  A c ; ~ o i s i c i o n  C o n t r a c t s  ( E x e c u t i v e )  ALYC-BS 
(ST)' - i week (PDS Code: B E )  

Defense hcqc&sitioa and G n t r a c t i q  E x e c u t i v e  Seminar  ER (JT)' - 
1 week (PDS Code: B E )  

( 2 )  I f  Job  Is l + ~ ~ ~ ~ r i ? p  Post-Avard O e = t e d  

C o n t r a c t  A-rzrtion f&ccutire) P P f  057 (.IT)' - 1 week 
(PDS Code: BCH) 



Defense Acquisi:im and Cont rac t ing  Executive Seminar - ER 
(JT12 - 1 week (PDS Code: BB3) 

( 3 )  I f  Job I s  P r - d r i l ~  Oriented To Cost and P r i c e  Analysis 

Advanced Cor t rac t  r i c i n g  QHT 540 (JT) - 2 week (PDS Code: BAD) 

Dtfezue .4cqu;si:io= and Cont rac t ing  Executive Seminar ER ( J T ) ~  - 
1 week (PDS Code: B33) 

(4 )  , I f  a n  1102 C i v i l i m  o r  Equivalent U i l i t a r y  assigned t o  a  Major 
Systems Acquis l t lon  o r  Wbo Der0t.s 50 Percent of Thei r  Time t o  a  Major System(s) 
and t h e  course r t q u i r e e n t  vas m t  coapleted a t '  Level 11. + 

b j o r  S y s t a s  k q i s i t i o n  f o r  Contracting Personnel DSMC-31 - 
2 weeks (PDS Code: BM) 

d .  Duties:  

(1) Contract  SpcciaLis: and Negot ia tor  

Conducts discllssiacs on s i g n i f i c a n t ,  complex negot ia t ion  
a c t i o n s ,  inc luding  t e r n i n a t i o n  of - t r a c t s ;  a c t s  a s  team leader  in  developing 
n e g o t i a t i b n  o b j e c t i v e s  by coordinating t h e  requirements f o r  awards. Reviews a l l  
bus iness  c l e a ~ a n c e s  and t e m h a t i o a  and claim se t t lements  f o r  accuracy and sub- 
mits them f o r  higher-level appruml ,  a s  requi red .  If the c o n t r a c t  s p e c i a l i s t  has 
a  warrant ,  he o r  she reviews and - l u t e s  a l l  Government o b j e c t i v e s  developed 
by subordina tes  before  nrgot iac ioa  z u t h o r i z a t i o n  i s  granted.  Determines ex tent  
of competit ion through m a x h  csc of e r i s t i n g  source  i d e n t i f i c a t i o n  systems, 
socioeconomic processes ,  and ar orLe-r means t o  maximize competit ion.  Ful ly  
docunents and s u b s t a n t i a t e s  Ceclsic- of n e g o t i a t i o n  agreements on behalf  of 
the  Government, has s t i l l  in a l l  negot ia t ion  techniques ,  and i s  a b l e  to meet 
and dea l  with p r i v a t e  indus t ry  r q - e n t a t i v e s  and perminent managers o r  
exper t s  and present pos i t ions  r e g a J i n g  proposed negotiation a c t i o n s .  

( 2 )  Contract  A&kis:rztor 

( a )  Xdminis~ers  n n t r a c t s ,  u s u a l l y  extending over severa l  
years covering research.  d e v e l o p e z ~ ,  t e s t i n g ,  production of complex equipment 
or  programs, s e r v i c e s ,  o r  c o a s t r = c ~ o n .  Ensures t h a t  the i n t e r e s t s  of the 
Government a r e  pro tec ted  a t  aL1 m s  and t h a t  t h e  cont rac tor  f u l f i l l s  the 
c o n t r a c t u a l  a g r e e w n t s .  Bakes ncassary i n v e s t i g a t i o n s  and de terminat ions .  
Performs such funct ions  as:  app- c o n t r a c t o r ' s  progress;  approves payment of 
contra_ctor c o s t s ;  a c t s  a s  tean c q t a i n  and, i n  t h i s  capac i ty ,  ob ta ins  technica l  
and s p e c i a l i z e d  inves t iga t ion ,  a-ce, and d a t a  from such personnel as a u d i t o r s ,  
p r i c e  a n a l y s t s ,  quali ty-assurance r q r e s e n t a t i v e s ,  i n d u s t r i a l  specialists, and 
proper ty  adminis t ra tors ;  c o o r d i u t e s  c o n t r a c t o r  reques ts  f o r  devia t ions  with 
buying a c t i v i t i e s  and rakes r e m t i o n s  regard ing  c o n t r a c t  i tem acceptance; 

1 .  Also Wandatory For GS-lZ/Ccuqanble M i l i t a r y  Contracting O f f i c e r s  
2 .  Should Be Attended Every 3-5 F u r s  

n e g o t i a t e s  p r i c e  a d j u s t n e n t s  and d e l i v e r y  schedules; prepares  de terminat ions  
end f indings  of f a c t s  i a  cases  o f  d isputes  between t h e  c o n t r a c t o r  and t h e  
Government; personal ly  i n i t i a t e s  and s i g n s  correspandencc,  vouchers, memoranda, 
r e p o r t s ,  and o ther  documents t h a t  a r e  binding on the Government; reconci les  
previous ly  obl iga ted  funds and i ssues  Provisioning Order Obl iga t ing  Documents, 
e t c .  Responsible f o r  consenting t o  t h e  placement of subcont rac t  and performing 
r e l a t e d  adminis t ra t ive  d u t i e s .  Honitors t h e  performance of t h e  prime c o n t r a c t o r  
and subcont rac tors  when progress  payments a r e  being made t o  t h e  prime c o n t r a c t o r  
Confers with c o n t r a c t o r  a s  needed t o  c l a r i f y  m i s i n t e r p r e t a t i o n s  of c o n t r a c t u a l  
mat te rs ;  negot ia tes  forward p r i c i n g  r a t e s .  Analyzes progress of work t o  promote 
more e f f e c t i v e  opera t ions .  P a r t i c i p a t e s  i n  conferences t o  develop s h o r t  and 
long- range plans.  

(b) Attends confcrences t o  develop s h o r t  and Long-range 
requirement plans.  A s s i s t s  i n  developing p o l i c i e s  on c o n t r a c t  management and 
o t g a n i z a t i o n a l  opera t ions .  Supports a wide v a r i e t y  of a c q u i s i t i o n  o f f i c i a l s ,  
customers, and representa t ives  of t h e  indiv idual  a c t i v i t y  a s  wel l  as coordi-  
mating wi th  p a r t i c i p a t i n g  agencies .  

(3) Procurement Analyst  ' 

Responsible f o r  t h e  a n a l y s i s  and evaluatiori  of cont rac t lug  
management mat te rs ,  and t h e  i n i t i a t i o n ,  development, and recommendation of 
c o n t r a c t i n g  p o l i c i e s ,  procedures,  guidance, and c o n t r o l  f o r  subordina te  
c o n t r a c t i n g  a c t i v i t i e s  wi th in  a department o r  agency. 

(a) I n i t i a t e s ,  develops, and recornends c o n t r a c t i n g  p o l i c i e s  
and procedures f o r  t h e  guidance and c o n t r o l  of . subordina tc  cont rac t ing  a c t i v -  
i t i e s .  Evaluates and recommends d i s p o s i t i o n  oh requested waivers t o  s t a t u t o r y  
requirements.  

(b) Reviews, e v a l u a t e s ,  and provides s p e c i f i c  guidance con- 
cerning cont rac t ing  p o l i c i e s  and procedures r e l a t i v e  t o  Government f a c i l i t i e s ,  
s p e c i a l  too l ing ,  s p e c i a l  t e s t  equipment, component breakout,  warrant ies ,  
recovery of nonrecurring c o s t s ,  h igh-dol la r  spare p a r t s  breakout program, 
i n d u s t r i a l  preparedness,  production planning, and interdepartmental  coordl-  
nated procurement. 

( c )  P a r t i c i p a t e s  i n  the  development of pol icy  wi th in  the  
agency o r  department. 

(d)  Provides advice and guidance on cont rac t ing  m&tters t o  
p r o j e c t  managers and ' cont rac t ing  o f f i c e r s  a t  subordinate cont rac t ing  a c t i v i t i e s .  

(e )  Performs pol icy  and compliance reviews on complex a c t i o n s  
from the s t r a t e g y  phase through award; develops pol icy ,  procedures,  and imple- 
menting guidance, as requi red;  and responds t o  higher l e v e l  a c t i v i t i e s '  reques ts  
f o r  information on a  v a r i e t y  of procurement i s s u e s .  

(4)  P r i c e  Analyst  

- (a )  Performs a s  Cost and Price ~ n a 1 ~ s . t  i n  reviewing, eva lua t -  
i n g ,  and a s s i s t i n g  cont rac t ing  p r r s o m e l  i n  developing negot ia t ion  objec t ives  
and s t r a t e g i e s  f o r  major weapon systems or  a c q u i s i t i o n s ;  a s s i s t s  sen ior - leve l  
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management i n  f o r m u l a t i n g  p o l i c i e s ,  gu idance ,  and procedures t o  manage t h e  
acquisition f u n c t i o n  i n  a  h i g h l y  p r o f e s s i o a a l  manner; reviews aad e v a l u a t e s  
a u d i t s  f o r  p r l c c  and c o s t  e v a l u a t i o n s ;  and c o n s u l t s  v i c h  c o n t r a c t o r  managerla1 
p e r s o n n e l  and a u d i t o r s ,  a s  n e c e s s a r y ,  i n  resolution of p r i c r n g  d i s c r e p a n c i e s .  

( b )  Has knowledge of  and a b i l i t y  t o  ana lyze  c u r r e n t  p r i c e  
t r e n d s  a n d  c o s t  f a c t o r s  r e l a t i v e  t o  e v a l u a t i o n  o f  c o n t r a c t o r  p r o p o s a l s ,  
i n c l u d i n g  a b i l i t y  t o  perform e x t e n s i v e  d e t a i l e d  a n a l y s i s  on i n d i v i d u a l  
e lements  of c o s t  and p r o f i t .  

PROPERTY ADHINISTRATOR SERIES 

A. h e r 2 1  Descr ip t ion :  P r o p e r t y  Admin i s t ra to r  S e r i e s  (GS-1103 & comparable 
l i;itrry) 

. - 
1 .  tevel I :  CS 5 / 7 ,  O f f i c e r  01/04,  E 1/7 

a .  Experience:  Three y e a r s  of g e n e r a l  exper ience ,  of  which 1 year  m u s t  
be q i v a l e n t  t o  t h e  GS-k  l e v e l .  Knowledge and unders tand ing  o f  a d m i n i s t r a t i v e ,  
p r o f a s i o u l ,  a n a l y t i c a l ,  o r  o t h e r  work r e l a t e d  t o  g e n e r a l  b u s i n e s s  and indus -  
tr-1 p r a c t i c e s  a r e  r e q u i r e d .  Complet ion o f  a f u l l  &-year  c o u r s e  of s t u d y  a t  
an a c c r e d i t e d  c o l l e g e  o r  u n i v e r s i t y  s a t i s f i e s  3 y e a r s  of g e n e r a l  exper ience .  
(& c c r d d c  year is e q u i v a l e n t  ta 9 months work e r p e r i e n c e . )  

b. Education: A s s o c i a t e ' s  degree  or e q u i v a l e n t  i s  d e s i r e d .  

c. Tra in ing :  tLandat.org 

I n d u s t r i a l  P r o p e r t y  Admin i s t ra t ion  PPH 151 (ST) - 3 weeks 
(?'Xi Code: PDH) 

Management o f  Defcrtsc A c q u i s i t i o n  Cont rac t s  ( b a s i c )  8D-4320 (JT) - 
4 ms Cede: BDQ) v e k s  

Defense C o n t r a c t  P r o p e r t y  D i s p o s i t i o n  ALHC-TY - 1 week (PDS 
Codt: Em) 

d.  Dut ies :  Performs a s  e i t h e r  a n  i n d i i s t r i a l  p r o p e r t y  management 
-Grist o r  i n d u ~ t r i a l  p r o p e r t y  c l e a r a n c e  s p e c i a l i s t ,  a s s i s t i n g  t h e  p r o p e r t y  
a k k i s t r a t a r  by conducting system su 'meys and managing p l a n t  c l e a r a n c e  c a s e s ,  
inc lnding inven tory  r e r i w s  o i  p r o p e r t y  f o r  p roper  marking and u t i l i z a t i o n ;  
revie3 o f  s c r a p  and s a l v a g e  r e c o r d s  t o  ensure  compliance v i t h  approved p ro-  
&cts; and o c h e r  ass igned  p r o p e r t y  system survey r e s p o n s i b i l i t i e s ,  such a s  
r r r i c n  o f  m a t e r i a l s ,  s p e c i a l  t e s t  equipment,  and s p e c i a l  t o o l i n g  i n  a c c o r d a n c e  
;---2i es:abl ished p rocedures .  

2 .  Level I f :  CS-9/12, Off i -ce r  03/05, - E  6 /9  

a.  Experience:  Yinimum 1 y e a r  o f  exper ience  a t  the  GS-7 l e v e l  o r  
@-lent .  Dcmonstrared knovledge o f  t e c h n i c a l  a s p e c t s  of  p r o p e r t y  admin- 
istration i s  r e q u i r e d .  

b. Education:  A s s o c i a t e ' s  d e g r e e  i s  d e s i r e d ,  p r e f e r a b l y  wi th  a  major  
ir a  5 u s b e s s - r e l a t e d  f i e l d .  

c. Tra in ing :  Mandatory 

Advanced P r o p e r t y  A d m i n i s t r a t i o n  PPH 300 (.IT) - 2 veeks (PDS 
w2: PD.q 
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d .  D u t i e s :  P e r f o m s  a s  a p r o p e r t y  a d m i n i s t r a t o r  o t  p l a n t  c l e a r a n c e  
o f f i c e r .  Develops and a p p l i e s  a system-survey program t o  t e s t  c o n t r a c t o r  
p r o c e d u r e s ;  a n a l y z e s  c o n t r a c t s  and e s t a b l i s h e s  management c o n t r o l  n e c e s s a r y  
f o r  e n s u r i n g  compl iance  v i t h  c o n t r a c t  t e rms ;  de te rmines  r e a s o n a b l e n e s s  of 
consumption and l i a b i l i t y  f o r  l o s t ,  damaged, o r  d e s t r o y e d  Government p r o p e r t y .  

3 .  Level  111: CS 13/15, O f f i c e r  03 /06 ,  E 8/9 

a .  E x p e r i e n c e :  F ive  y e a r s  o f  c u r r e n t ,  complex, and p r o g r e s s i v e l y  
r e s p o n s i b l e , e q e r i e n c e  w i t h  a t  l e a s t  1 y e a r  a t  t h e  GS-12 l e v e l  o r  e q u i v a l e n t .  

b. Educa t ion :  B a c c a l a u r e a t e  d e g r e e ,  p r e f e r a b l y  w i t h  a  major  i n  a  , 

b u s i n e s s - r e l a t e d  f i e l d  i s  d e s i r e d .  

c .  T r a i n i n g :  Handatory 

Defense  A c q u i s i t i o n  and C o n t r a c t i n g  Execu t ive  Seminar ER (JTll - 
I week (PDS Coda:  BB3) 

d .  D u t i e s :  Formula tes  and implements p o l i c i e s  and p r o c e d u r e s  p e r -  
t a i n i n g  t o  t h e  management and c o n t r o l  o f  Government p r o p e r t y  i n  t h e  p o s s e s s i o n  
o f  c o n t r a c t o r s ;  p r o v i d e s  guidance and d i r e c t i o n  t o  f i e l d  a c t i v i t i e s  hav ing  one 
o r  more p r o p e r t y  a d m i n i s t r a t o r s  or p l a n t  c l e a r a n c e  o f f i c e r s ;  f o r m u l a t e $  and 
d e f i n e s  manpower r equ i rement s ;  and e v a l u a t e s  management a n d ' a u d i t  r e p o r t s  t o  
d e t e r n i n e  need f o r  c o r r e c t i v e  a c t i o n s .  

APPENDIXE * 

PURCHASING SERIES 

A .  Genera l  D e s c r i p t i o n :  Purchas ing  S e r i e s  (GS-1105 and comparable m i l i t a r y )  

1 .  Level  I :  GS 4 / 6 ,  E 1/7  

a .  Exper i ence :  F u l f i l l e d  by a n  a s s o c i a t e ' s  d e g r e e  o r  2 y e a r s  o f  
r e s p o n s i b l e  o f f i c e  o r  t e c h n i c a l  e x p e r i e n c e .  

b .  Educa t ion :  A s s o c i a t e ' s  d e g r e e  o r  64 semes te r  hours  o f  n n d e r g r a d u a t e  
work d e s i r e d .  

c. T r a i n i n g :  Mandatory 

Defense Small  Purchase  ( B a s i c )  ALHC-83 (jT) - 1 week (FDS 
Code: -) 

d. Dut i e s :  Purchases  s u p p l i e s ,  s e n r i c e ,  and equipment  th rough  
in fo rmal  o p e n m a r k e t  methods and fo rmal  b i d  p rocedures  f o r  noncomplex 
requ i rement s .  

2 .  Level 11: GS 7 1 8 ,  E 5 / 9  

a .  Exper i ence :  Three  p e a r s  o f  c u r r e n t  and p r o g r e s s i v e l y  r e s p o n s i b l e  
e x p e r i e n c e  w i t h  a t  l e a s t  1 y e a r  a t  the GS-5  l e v e l  o r  e q u i v a l e n t .  

b .  Educa t ion :  A s s o c i a t e ' s  degree  desired. 

c .  Tra in ing :  Mandatory 

Defense Small Purchase  (Advanced) AUC-B4 (JT) - 1 week (PDS 
Code :  BCO) 

d .  Dut i e s :  Purchases  s u p p l i e s ,  s e r v i c e s ,  and equipment t h r o u g h  
in fo rmal  open market  methods and s e a l e d  b i d  p rocedures  for  noncomplex 
requ i rement s .  

1. Should Be At tended  Every  3-5 Years  
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APPENDIX F Appendix G 

PROCUREHEtrr CLERK/ASSISTANT SERIES 

A. Genera l  D e s c r i p t i o n :  Procurement  C l e r k / A s s i s t a n t  S e r i e s  (GS-1106 and 
comparable m i l i t a r y )  

I .  Leve l  I :  (Procurement  C l e r k ) ,  GS 3 1 5 ,  E-117 

a .  Exper i ence :  One y e a r  o f  c l e r i c a l  o r  o f f i c e  e x p e r i e n c e  demons t ra t ing  
a c c u r a c y  and a t t e n t i o n  t o  d e t a i l  

b .  Educa t ion :  High Schoo l  Diploma 

c .  T r a i n i n g :  None 

d .  D u t i e s :  P r e p a r e s  and p r o c e s s e s  a  wide range  o f  p rocurement  
documents and o t h e r  c l e r i c r I ' w o r k  s u p p o r t i n g  c o n t r a c t i n g  f u n c t i o n s .  

2 .  Leve l  11:  (Procurement  A s s i s t a n t ) ,  GS 6 / 7 ,  E-6/9 

a .  Exper i ence :  Four y e a r s  o f  c l e r i c a l  o r  o f f i c e  e x p e r i e n c e  i n  a  
c o n t r a c t i h g  o f f i c e .  

b .  Educa t ion :  A s s o c i a t e ' s  d e g r e e  d e s i r e d  

c .  T r a i n i n g :  Handatory 

If Job  P r i m a r i l y  P o s t ,  S t a t i o n ,  I n s t a l l a t i o n  (Base)  O r i e n t e d  

Defense Small  Purchase ( B a s i c )  AIl1C-93 ( T )  - 1 week 

d ,  D u t i e s :  Techn ica l  s u p p o r t  work r e l a t e d  t o ' c o n t r a c t  f u n c t i o n s ,  
such a s  a s sembl ing  p roduc t  and p r i c e  d a t a  f o r  n e g o t i a t i o n s  o r  reporting 
c o n t r a c t o r  pe r fo rmance .  Func t ions  a s  a n  a s s i s t a n t  t o  h i g h e r  graded p ro -  
curement  p e r s o n n e l  ( i . e . ,  c o n t r a c t  s p e c i a l i s t / n e g o t l a t o r  a n d  procurement  
a n a l y s t ) .  A s s i s t s  i n  f a c t - f i n d i n g  i n f o r m a t i o n  needed t o  p r e p a r e  replies 
t o  r e p o r t s ,  co r respondence ,  e t c .  

HANUFACNRING/PRODUCTION SERIES 

A .  G e n e r a l  D e s c r i p t i o n :  Uanufacturing/Production S e r i e s  (GS-BXX, CS-11% & 
comparable m i l i t a r y  p e r s o n n e l ) .  I n c l u d e s  i n d u s t r i a l  e n g i n e e r s ,  p r o d u c t i o n  
s p e c i a l i s t s ,  g e n e r a l  b u s i n e s s  and i n d u s t r y ,  and o t h e r s  pe r fo rming  manufac tu r ing /  
p r o d u c t i o n  f u n c t i o n s .  

1. L e v e l  I: CIS 5 /7 ,  O f f i c e r  01/04 

a .  Exper i ence :  F u l f i l l e d  by a b a c c a l a u r e a t e  degree  o r  4 y e a r s  o f  
r e s p o n s i b l e  t e c h n i c a l  o r  i n d u s t r i a l  e x p e r i e n c e .  

b. Educa t ion :  B a c c a l a u r e a t e  d e g r e e  is d e s i r e d ,  p r e f e r a b l y  w i t h  a  major  
i n  p r o d u c t i o n  management, i n d u s t r i a l  e n g i n e e r i n g ,  manufac tu r ing  e n g i n e e r i n g ,  
i n d u s t r i a l  t echno logy ,  manufac tu r ing  e n g i n e e r i n g  i n d u s t r i a l  t e c h n o l o g y ,  o r  
r e l a t e d  f i e l d s .  

c .  T r a i n i n g :  t landatory 

P r o d u c t i o n  ~ a n a g e m e n t  I PPH 153 (JT) - 6 weeks (PDS Code: JQX) 
' 

Management of Defense A c q u i s i t i o n  C o n t r a c t s  8D-4320 (JT) - 4 weeks 
(PDS Code: BDQ) 

d .  D u t i e s :  Ensures  govemment - fu rn i sbed  p r o p e r t y  (GFP) and equipment  
a r e  p r o p e r l y  i d e n t i f i e d  and o b t a i n e d ,  and overkecs  r e p a i r s  and main tenance  o f  
GFP i n  c o n t r a c t o r  bands.  P a r t i c i p a t e s  i n  s o u r c e  s e l e c t i o n ,  manufac tu r ing  man- 
agement and p r o d u c t i o n  c a p a b i l i t y  r ev iews ,  p r o d u c t i o n  r e a d i n e s s  r ev iew teams ,  
i n d u s t r i a l  p r e p a r e d n e s s  p lann ing  and preaward su rveys .  Conducts p r o d u c t i o n  
p r o g r e s s - s u r v e i l l a n c e ,  i n c l u d i n g  rev iews  o f  c o n t r a c t o r  schedu les  t o  de te rmine  - 
c o n t r a c t o r  p r o g r e s s  i n  meet ing hardware d e l i v e r y  s c h e d u l e s .  P roposa l  e v a l u a t i o n  
r e s p o n s i b i l i t i e s  i n c l u d e  e v a l u a t i n g  c o n t r a c t o r  c o s t  p r o p o s a l s  f o r  r easonab le -  
n e s s  o f  manufac tu r ing  h o u r s ,  t o o l i n g  r e q u i r e m e n t s ,  manufac tu r ing  approach ,  l o t  
s i z i n g ,  and o t h e r  p a r a m e t e r s . , F a c i l i t y  management r e s p o n s i b i l i t i e s  i n c l u d e  
e v a l u a t i n g  c o n t r a c t o r  management o f  Government i n d u s t r i a l  f a c i l i t i e s  and ~ n d u s -  
t r i a l  p l a n t  equipment .  Hate:  These d u t i e s  may v a r y  between DoD Component. 

2 .  Leve l  11: GS-9/12, O f f i c e r  03/05 

a .  Exper i ence :  F o r  c i v i l i a n s ,  a t  l e a s t  1 y e a r  o f  e x p e r i e n c e  a t  t h e  
GS-7 l e v e l  o r  e q u i v a l e n t .  Demonstrated knowledge o f  t h e  n a t u r e  and o p e r a t i o n s  
o f  a n  i n d u s t r y ,  I n c l u d i n g  p e r s o n n e l ,  m a t e r i a l s ,  f a c i l i t i e s ,  and methods 
employed t o  produce p r o d u c t s .  T h i s  shou ld  i n c l u d e  exper i ence  i n  de te rmin ing  
needed m a t e r i a l s  p e r s o n n e l ,  f a c i l i t i e s  and t o  i n c l u d e  t h e  deve lop ing  o r  
e v a l u a t i n g  o f  s p e c i f i c a t i o n s  and p l a n s  c o v e r i n g  p c r s o ~ e l . r e q u i r e m e n t ,  p l a n t  
l a y o u t ,  manufac tu r ing  and m a t e r i a l  p l a n n h g .  

b. Educa t ion :  Bacca laurea te  d e g r e e  is d e s i r e d ,  p r e f e r a b l y  w i t h  a 
ma jo r  i n . p r o d u c t i o n  management, i n d u s t r i a l  e n g i n e e r i n g ,  o r  r e l a t e d  f i e l d .  
Gradua te  s t u d y  w i t h  a  major  i n  i n d u s t r i a l  e n g i n e e r i n g  o r  p roduc t ion  manage- 
ment i s  p r e f e r r e d .  
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Production Hanagement 11 PPH 305 .(JT) - 3 weeks (PDS CPDE: E A J )  
Hanagement of Defense Acquisit ion Contracts (Advanced) 8D-F12 (JT) - 2 weeks 
and $ days (PDS CODE: B O N ) ;  OJ Advanced Contract  Administration PPH 304 
(JT) - 2 weeks (PDS CODE: BDO) 

d .  Dut ies :  Typica l ly  revolve around planning f o r  and Ieadlng e f f o r t s  
of the type of d u t i e s  l i s t e d  a t  Level I .  

3 .  Level 111: GS 13/15, Off icer  03/06 

a .  Experience: At l e a s t  4 years  of experience of increas ing  respon- 
s i b i l i t y  and complexity,  with a t  l e a s t  1 year a t  t h e  CS-12 l e v e l  o r  equiva lent .  
Demondtrated exper ience  i n  the  comprehensive survey and a n a l y s i s  of i n d u s t r i a l  
operatzons,  o r g a n i z a t i o n ,  capac i ty ,  and the  Like i s  d e s i r e d .  

b. Education: n a s t e r ' s  degree,  preferably  with a major i n  production 
management, i n d u s t r i a l  engineering,  o r  a  r e l a t e d  f i e l d ,  i s  h ighly  des i rab le .  
Additional s p e c i a l t y  courses and self-development t r a i n i n g  i n  the  i n d u s t r i a l  
and production management-related f i e l d  a r e  h ighly  recommended. Attendance a t  
an executive seminar center  o r  profess ional  m i l i t a r y  c e n t e r  i s  d e s i r e d .  

c. '  Tra in ing:  Mandatory 

Defense Acquisit ion and Contracting Executive Seminar ER 
( 3 ~ ) ~  - 1 week (PDS Code: BB3)  

d ,  Dut ies :  Performs a s  a  s e n i o r  s p e c i a l i s t  f o r  c o n t r a c t  administra- 
t ion  o r  system program o f f i c e  organiza t ion ,  o r  holds key s t a f f  p o s i t i o n  a t  
headquarters l e v e l .  Duties include management o f  t h e  i n d u s t r i a l  preparedness 
program, s u p e r v i s i o n  of pol icy  formulation covering the I n d u s t r i a l  Hoderni- 
z a t i o n  Improvement Program, f a c i l i t i e s  management, manufacturing opera t ions ,  
and r e l a t e d  i n d u s t r i a l  po l icy  issues.  

- . - .  

I .  Mandatory course t o b e  takea i f  job i s  pr imar i ly  pre-award oriented. 
2 .  Mandatory course t o  be taken i f  job is  pr imar i ly  post-award or ien ted .  
3. Should be  a t tended every 3-5 years .  

APPENDIX n 

DOD-WIDE QUALITY ASSURANCE CAREER P R O W  

A .  General  Inforna t ion  

1. In t roduct ion:  Q u a l i t y  Assurance wi th in  t h e  Department of Defense i s  
def ined  by DoD Direc t ive  4155.1, Q u a l i t y  Pol icy ,  a s  a  planned and sys temat ic  
p a t t e r n  of a l l  ac t ions  necessary t o  provide confidence t h a t  adequate t e c h n i c a l  
requirements a r e  es tab l i shed;  t h a t  products and s e r v i c e s  conform t o  e s t a b l i s h e d  
t e c h n i c a l  requirements;  and t h a t  s a t i s f a c t o r y  performance i s  achieved. Q u a l i t y  
Assurance (QA) personnel within t h e  DoD a r c  engaged i n  the  development, imple- 
mentation,  and assessnrent of programs and systems t o  ensure t h a t  t h e  q u a l i t y  
and r e l i a b i l i t y  of products acquired by o r  f o r  the Department of Defense a r e  
maintained. 

2.  Purpose: This appendix e s t a b l i s h e s  and implements the  DoD-wide c i v i l i a n  
c a r e e r  program f o r  QA personnel,  which s h a l l  be administered i n  accordance wi th  
t h e  requireincuts and procedures contained here in .  

3. Objec t ives :  To provide and s u s t a i n  QA e x p e r t i s e  a t  t h e  l e v e l  needed by 
DoD and t o  ensure proper s t a f f i n g  and management of programs. To accomplish 
t h i s  o b j e c t i v e ,  a  carecr  p a t t e r n  has been developed t o :  

a. Promote comprehensive planning f o r  t h e  development of personnel 
w i t h i n  t h e  QA c a r e c r  f i e l d .  

b. A t t r a c t ,  s e l e c t ,  and r e t a i n  a h ighly  q u a l i f i e d  work force  capable 
of performing cur rent  and fu ture  DoD QA functi'ons. 

c.  Increase  t h e  technica l  and managerial prof ic iency  of QA c a r e e r i s t s  

d. Provide h igh-potent ia l  c a r e e r i s t s  developmental oppor tuni t ies  
through r o t a t i o n  and exchange assignments t o  broaden experience and progression 
commensurate wi th  t h e i r  a b i l i t i e s .  

e,  Provide avenues for  upward mobi l i ty  f o r  motivated and competent 
employees, i n  low-level o r  dead-end jobs ,  who demonstrate the capabi l lcy  dnd 
d e s i r e  t o  e n t e r  the  career  f i e l d .  

f .  Provide a  program with o p p o r t u i t y  f o r  a11 q u a l i f i e d  c a r e e r i s t s ,  
r e g a r d l e s s  of race ,  color,  r e l i g i o n ,  sex ,  n a t i o n a l  o r i g i n ,  age, m a r i t a l  s t a t u s ,  
phys ica l  handicap, p o l i t i c a l  a f f i l i a t i o n ,  o r  any o ther  non-merit f a c t o r s .  

g.  Provide'an opportunity f o r  each c a r e e r i s t  td rise t o  as h i g h  a  
l e v e l  of r e s p o n s i b i l i t y  as h is /her  t a l e n t  and d i l igence  can take him/her, 
c o n s i s t e n t  with DoD component manpower requirements. 

h .  Di rec t  management's a t t e n t i o n  t o  the managerial and t e c h n i c a l  
t r a i n i n g  needs of the  c a r e e r i s t  i n  a d d i t i o n  t o  o ther  developmental needs. 

i. Stimulate c a r e e r i s t ' s  self-development and p a r t i c i p a t i o n  i n  t h e  
program. 



4 .  A p p l i c a b i l i t y :  
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a .  The provlsrons contained here in  apply t o  personnel assigned t o  
genera l  schedule (GS) and General Hanagement (CHI p o s i t i o n s  i n  t h e  Quality 
Assurance funct ions  i n  t h e  Off ice  of the  Secre tary  of Defense (OSD), the 
M i l i t a r y  Departments, and the Defense Agencies ( h e r e a f t e r  r e f e r r e d  t o  as DoD 
Components). 

b. Personnel who occupy Hage grade pos i t ions  and vho have q u a l i f y i n g  
experience may be e l i g i b l e  t o  e a t e r  t h e  program. This experience may have been 
acqui red  i n  such funct ions  as q u a l i t y  cont ro l  o r  inspec t ion  i n  t h e  funct ional  
a r e a s  of a c q u i s i t i o n ,  maintenance, supply ,  o r  o ther  a c t i v i t i e s .  The d e t e r n i -  
n a t i o n  of e l i g i b i l i t y  of these indiv iduals  f o r  en ter ing  i n t o  t h i s  program w i l l  
be  made by t h e  c i v i l i a n  personoel o f f i c e  s e n i c i n g  these p o s i t i o n s .  

c. Entry i n t o  the program is encouraged f o r  Federal  employees working 
i n  o t h e r  occupational f i e l d s .  Q u a l i f i e d  personnel from other  f i e l d s ,  such a s  
research ,  engineering,  t e s t  and eva lua t ion ,  chemistry,  sof tware  development, 
mathematics, s t a t i s t i c s ,  management and ana lys is ,  t echnica l  w r i t i n g ,  and o t h e r  
s e r i e s  a r e  encouraged t o  compete f o r  pos i t ions  ( l a t e r a l  o r  promotions) i n  t h e  
Q A  c a r e e r  f i e l d ,  o r  use a  q u a l i t y  assurance p o s i t i o n  as a r o t a t i o n a l  assignment 
while pursuing a career  i n  another  profess ional  f i e l d .  

5.  ' R e s p o n s i b i l i t i e s :  

a .  The Ass is tan t  Secre tary  of Defense (Production and Logis t ics  
(ASD(PSL)), o r  h i s  designee,  s h a l l  i s s u e  p e r s o p e l  p o l i c i e s  and standards and 
provide o v e r a l l  guidance i n  program operation.  

b .  The Defense Quality Assurance Council s h a l l :  

1 .  Provide advice on Q u a l i t y  Assurance career  management p o l i c y  
mat te rs .  

2 .  Assure implementation of the  Q u a l i t y  Assurance c a r e e r  management 
program a t  operating leve ls .  

3 .  Es tab l i sh  working groups and subcommittees, a n d  provide support  c c  
such a c t i v i t i e s  a t  the  request  of the  chairperson. 

4 .  Continually a s s e s s  adequacy and ef fec t iveness  of the  Qual i ty  
Assurance Career Hanagement Progam and make the  proper recommendations t o  t h e  
ASD(P&L), as required.  

c .  The Quality Assurance funct ional  chief ( i n  coordina t ion  with t h e  
c i v i l i a n  personnel o f f i c e )  u i t h i n  each DoD component i s  respons ib le  f o r  imple- 
menting the  program within t h a t  component. DoD Components a r e  reminded t h a t  
t h e  o b l i g a t i o n s  of any recognized labor  unions must be f u l f i l l e d  in the imple- 
mentation of t h e  career  program. 

6 .  Changes. Personnel a t  a l l  l e v e l s  a r e  encouraged t o  submit sugges t ions ,  
t o  improve the  e f fec t iveness  of t h i s  program, t o  t h e  Defense Qual i ty  Assurance 
Council through appropr ia te  channels.  

a. Thr n o w 1  p a t b a y  f o r  the progress ion  ui* the QA c a n e r  f i e l d  
is both v e r t i u l  md l a t e r a l  movaaent. kttral m v m m t  uithin t h  u m r  
f i e l d  is higkl]r urcou-agtd ta broaden the experience base o f  & c a m a t .  
b l t i - s p e c i a l t y  experiace f o r  - s t  upper l e v e l  p o s i t i o v  i s  desizab',e. To 
o b u i n  this u p e r i e a c e ,  the c a r e e r i s f  should s t r i v e - t o  at-in v o r i  rssipmxtts 
and tra- in w r e  t h n  one of thr f n n c t i o r u l  a r e u  o f  a c q u i s i e o a ,  n a t r a c t -  
ing, l o g i s t i c s  m i n t a r a a c e ,  supply,  and o t h e r  a reas .  Ln a d d i t i o n  t o  d t i -  
specialty q r i e n c e ,  a ' of opera t iona l  a d  staff ~tpcr icpcs  w i l l  help 
t6t crmht in obr.r;nin. high-level position uitlrin the Qh urur field.  

b. l k D l g a m t  vithfn eseh s e d c e  Ts respmsible to initiate tcrioa in 
the d c v e l o p m t  o f  t r r i c i n g  p l a m  f o r  enploycrs covered by thr career p n g r a u .  
Each e q l o y e c  Fr respons ib le  to a s s i s t  w g a t n t  in tstrblir- b f h c r  
personal u r w  p l m  rod to prepare  for the u r b u  -&tits Mch a r c  part 

* 

of the prograa. 

2. T r a w  and D e v e l o p e a t :  

a.  Trahing prugrans described in att+c%uent 1 mast .met tht 
c ~ e t m c p  Lmels i n  a t ~ ~ t  2 and incladc rhc training reqnirrmeu con- 
ttined herein at At--t 3 though the tra- soarzzs listed in a t u c b ~ ~ ~ t  
4. 

b. & a c f l  d e s i g v d  tra- and develb-t p h  i s  flexible, rerpoa- 
s i r e ,  and st-nc*&red to naintxin and *rove t3e concqt r ra l  hcv1edg.t  a r d  
t c c h n i c r l  s k 5 l l s  of urccr w l o ) . e e s .  I t  provides t2w aprurnit_s f c r  et 
czreer  esq lafee  ro receive *e of d i v e r s i f i d  t r r i z i n g  and q e e r ; c  
required to e f f e c t i v e l y  perform pos i t ion  responsfiil i-des.  

c. 2 e  JoD?riCt t r a i l i n g  agrecaent f o r  n t a t c - 1  assignment u. 
develc;, b y  ; c r r o m c l  =f t5t Zepartnent of Def-sse s 5 C t  be m e <  5)- 205 
Ccxrponmzs w e f f e c t i ~ e l y  develop QA managers. 

d .  z e ~ ~ t i ~ e  I n e i o p e n t  provides a  capszoce program f > r  Istir'-his 
bno have pragressed Lhrmgh r u r r o v  p r o f e s s i o r u ~  c a r e e r  Liars ,  and q s e i  Eer 
t o  the broad ga-ge s k i l l s  and requirements of the top amnager. 

3. ClnEEr Comueling md Apprr i sa l :  

a.  The counseling and appra isa l  of ~ L o y e e s  13 t t ~  QA c a r e e r  E i r L j  - 
a r e  ixpcr--ac= f a c t o r s  ir? - g a u n t ' s  e f f o r t s  t o  r e u i n  and rierelcp a E g 3 ~  
morivattd careex staff t h r  i t  continuously s t r i v i n g  to h p r o o e  its k r L - i u L  
and a z a a g e r l a l  c a p s b i l i t g .  Therefore,  it is e s s e z t t i r l  &t t a d  clrerrist b 
the QA f i e l d  be counseled and appraised a t  l u s t  ammdly. 

b. ilhe parpose of tbc c a m r  counseling and q p r a i s a l  s e s s i o m  is  ta 
a s s e s s  thr c a r t e r  uplo)-erls perfo-nce and tra- rcrcds and -tn p r o r i d e  a 
planned program f o r  the development of c a r c e r  QB pe-1. Thtst sasioas 
provide managacnt  v i e  a per iodic  a s s e s s w t  o f  thc enployre 's  p r o g w ,  a d  
p o t e n t i a l  f o r  idvancstrrt, and t b e  need f o r  fntare training. 
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Attachment 1 t o  Appendix t i  

QUALITY ASSURANCE 

General  Description: Acquis i t ion  Qual i ty  Assurance Persoanrl  ( e .  g: , GS-19 10 ,  
GS-801, 855, 895, o ther  800 s e r i e s ,  o t h e r  GS and W s e r i e s ' ,  and comparable 
m i l i t a r y ) ;  including q u a l i t y  assurance  s p e c i a l i s t s ,  engineers ,  and o t h e r  s e r i e s  
persoanel  performing q u a l i t y  assurance  d u t i e s .  

A. Qual i ty  Assurance S p e c i a l i s t  

Descr ip t ion:  Q u a l i t y  Assurance S p e c i a l i s t  ( e S g .  GSIM-1910, o t h e r  t e c h n i c a l  
s e r i e s  & comparable m i l i t a r y )  

Inc ludes :  In-p lant  Qual i ty  Assurance Representa t ives ,  q u a l i t y  s p e c i a l i s t s  a t  
o rganic  f a c i l i t i e s ,  and p r o j e c t  suppor t  s p e c i a l i s t s .  

2 .  Level I :  GS 5/8, O f f i c e r  0 1 / 0 3  

a .  Experience: F u l f i l l e d  by a baccalaureate degree o r  4 y e a r s  of 
respons ib le  technica l  o r  i n d u s t r i a l  experience.  

b. Education: Baccalaureate degree is des i red ,  vith 24 semester hours,  
o r  acadkmic equiva lent ,  in  p h y s i c a l  sc ience ,  m t h e a a t i a ; c n g i n e e r i n g ,  chemistry 
i n d u s t r i a l  technology, i n d u s t r i a l  management, o r  r e l a t e d  f i e l d s .  

c .  Training: Formal . t r a i n i n g  i n  t h e  a r e a s  l i s t e d  below i s  mandatory 
w i t h i n  t h e  f i r s t  12 months o f  assignment t o  q u a l i t y  assurance d u t i e s .  The 
mandatory t r a i n i n g  f o r  l e v e l  I  personnel  respons ib le  f o r  a s s u r i n g  q u a l i t y  i n  
c o n t r a c t o r  f a c i l i t i e s  s h a l l  b e . a t  l e a s t  of four  weeks d u r a t i o n ,  and s h a l l  be 
conducted during the f i r s t  s i x  months' of assigament to such d u t i e s .  These 
t r a i n i n g  requirements can be met us ing  a  combination of classroom and s t r u c -  
t u r e d  on t h e  job t r a i n i n g ,  except  t h a t  not l e s s  than OLE s e e k  must be c l a s s -  
room t r a i n i n g .  

Tra in ing  a r e a s :  

Qual i ty  p r i n c i p l e s ;  Defe&e q u a l i t y  p o l i c i e s ;  Government e q l o r e e  e t h i c s ;  
Cont rac t ing  process;  Technical  d a t a  packages; Contractual q r u l i t y  requirements;  
Process ana lys is  and c o n t r o l s ;  In-p lant  q u a l i t y  assurance programs; Contract  
review and planning; Procedures review and eva lua t ion;  R&ct v e r i f i c a t i o n  and 
i n s p e c t f o o  techniques;  product and process c h a r a c t e r i s t i c s  d q u e  t o  t h e  
ass igned  a r e a s .  

NOTE: Prescribed course i s  Defense Acquisit ion Quality Assurance Fundamentals 
( A H E C )  o r  Equivalent.  Required competencies, a l t e r n a t e  courses ,  and t r a i n i n g  
sources  a r e  l i s t e d  in  attachments 2 ,  3, and 4. 

d. Duties:  

(1)  In-Plant Q u a l i t y  Assurance Representative:  A s s i s t s  i n  the 
perfomance  of q u a l i t y  assurance s t u d i e s  and a u d i t s  of c o n t r a c t o r  q u a l i t y  
programs t o  ensure cont rac t  compliance; a s s i s t s  i n  doameat ing  nonconfomrng 
s u p p l i e s  and mater ia l s ;  performs inspec t ion  d u t i e s ;  and prepares t e c h n i c a l  
r e p o r t s .  

(2) QAS-Organic F a c i l i t i e s :  As a p p l i c a b l e  t o  organic  f a c ~ l i t i e s ,  
performs d u t i e s  s i m i l a r  i n  na ture  t o  those performed by t h e  in-p lant  Q u a l i t y  
Assurance Representative and Pro jec t  Support Q u a l i t y  Assurance S p e c i a l i s t .  

(3) QAS-Project.Support: A s s i s t s  i n  t h e  development of and 
recornends q u a l i t y  and t e c h n i c a l  cont rac tua l  requirements;  reviews proposa ls  
and Q u a l i t y  Assurance Plans and Programs f o r  adequacy; analyzes c o n t r a c t o r  
and f i e l d  q u a l i t y  d a t a ;  a s s i s t s  i n  t h e  performance of product o r i e n t e d  s u r -  
veys and s p e c i a l  q u a l i t y  reviews of cont rac tor  and Government f a c i l i t i e s .  

2. Level 11: GS 9/12, O f f i c e r  0 3 / 0 4  

a .  Experience: Obe year of cur rent  q u a l i t y  assurance exper ience  a t  
t h e  next  lower grade o r  equiva lent .  

b. Education: Baccalaureate degree is d e s i r e d ,  with 24 semester hours,  
o r  academic cquivolenC, i n  phys ica l  sc ience ,  ~ ~ o t h c m a t i c s ,  engineer ing ,  chemis t ry ,  
i n d u s t r i a l  technology, i n d u s t r i a l  management, o r  r e l a t e d  f i e l d s ,  

c .  Training: Formal t r a i n i n g  i n  the following a r e a s  i s  mandatory wi th in  
t h e  f i r s t  12 months o f  assignment t o  l e v e l  I 1  d u t i e s :  

H a t e r i e l  review and c o r r e c t i v e  ac t ion;  Engineering Change Proposals e v a l u a t i o n ;  
Technical  dataepackage review aad eva lua t ion;  Tes t  monitoring and a n a l y s i s ;  
Configuration management reviews; Pre-award surveys and post-award conferences;  
Qual i ty  system a u d i t s  and product surveys.  

NOTE: Course prescr ibed  i s  DoD Acquisit ion Q u a l i t y  Assurance (ALHC)  or  
equiva lent .  Sources f o r  t r a i n i n g  a r e  found id Attachment 4 .  

d. Duties:  . G 

(1)  In-Plant  Qual i ty  Assurance Representative:  Develops proce- 
, dures and techniques t h a t  encompass the  f u l l  spectrum of the q u a l i t y  assurance 

funct ion;  Honitors cont rac tor  q u a l i t y  cont ro l ,  opera t ing  procedures,  methods, 
and techniques t o  ensure t h a t  the  cont rac tor  complies v i t h  q u a l i t y  assurance 
r e q u i r e m e n t s ; ~ i t n e s s e s  t e s t s  and inspections and performs inspec t ion  f u n c t ~ o n s ;  
I ssues  documents, wr i tes  r e p o r t s ,  and c o r r e l a t e  data covering conformance of 
s u p p l i e s  and m a t e r i a l s ;  P a r t i c i p a t e s  i n  pre-award and post-award surveys;  
Recommends changes t o  c o r r e c t  q u a l i t y  assurance program d e f i c i e n c i e s ;  Has 
f requent  personal  contac t  with bigher l e v e l  Government and c o n t r a c t o r  per -  
sonnel ;  and Issues  r e p o r t s  i d e n t i f y i n g  product o r  system d e f i c i e n c i e s .  

(2 )  QAS-Organic F a c i l i t i e s :  As appl icable  t o  organic  f a c i l i t i e s ,  
performs d u t i e s  s i m i l a r  in  nature t o  those performed by the  i n - p l a n t  Qual i ty  
Assurance Representative and Pro jec t  Support Qual i ty  Assurance S p e c l a l i s t .  

( 3 )  QAS-Prof e c t  Support: Recornends q u a l i t y  and t e c h n i c a l  
c o n t r a c t u a l  requirements;  Reviews proposals and q u a l i t y  Plans and Programs 
f o r  adequacy; Analyzes cont rac tor  and f i e l d  q u a l i t y  d a t a ;  Performs product ' 

or ien ted  surveys and s p e c i a l  q u a l i t y  reviews of cont rac tor  and Government 
f a c i l i t i e s ;  P a r t i c i p a t e  i n  the  development of s p e c i f i c a t i o n s  and s tandards  
r e l a t e d  t o  q u a l i t y ;  A s s i s t s  i n  negot ia t ion  of c o n t r a c t  requirements; p a r t i c i -  
pa tes  i n  development and implementation of headquarters q u a l i t y  programs; and 
P a r t i c i p a t e s  i n  a u d i t s  of f i e l d  a c t i v i t i e s .  
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3 .  L e w l  111: CS/CM 13 /15 ,  O f f i c e r  04 o r  above 

a .  Exper ience :  Five y e a r s  of c u r r e n t ,  complex p r o g r e s s i v e l y  responsrb le  
e q e r l e n c e  wi th  a t  l e a s t  12 months a t  t h e  nex t  lower grade o r  e q u i v a l e n t .  

b .  Educa t ion :  Bacca laurea te  degree  i s  d e s i r e d  wi th  24 semes te r  h o u r s ,  
o r . a c a d e m i c  e q u i v a l e n t ,  i n  p h y s i c a l  s c i e n c e ,  ma themat ics ,  e n g i n e e r i n g ,  chemis t ry ,  
i n d u s t r i a l  t echno logy ,  i n d u s t r i a l  management, o r  r e l a t e d  f i e l d s .  

c .  Tra in ing :  Formal t r a l n i n g  i n  t h e  fo l lowing  a r e a s  i s  mandatory w l t h l n  
t h e  f i r s t  12 months of assignment t o  l e v e l  111 d u t i e s : ,  

C u r r e n t  q u a l i t y  p o l i c i e s  and p h i l o s o p h i e s ;  C u r r e n t  i n d u s t r y  i n i t i a t i v e s ;  
tlanagement p r i n c i p l e s  and t e c h n i q u e s .  

NOTE: Course p r e s c r i b e d  i s  DoD A c q u i s i t i o n  Q u a l i t y  Assurance tlanagement (ALHC) 
(ALHC) o r  e q u i v a l e n t .  Sources f o r  t r a i n i n g  a r e  found i n  Attachment 4 . '  

d .  D u t i e s :  

(1)  In -P lan t  Q u a l i t y  Assurance R e p r e s e n t a t i v e :  T y p i c a l l y  i s  
manager o f  a  q u a l i t y  assurance  o r g a n i z a t i o n .  Has o v e r a l l  q u a l i t y  assurance  
r e s p o n s , i b i l i t y t o  enforce  c o n t r a c t  p r o v i s i o n s ,  t e rms  and c o n d i t i o n s ,  appl&- 
c a b l e  r e g u l a t i o n s  and d i r e c t i v e s ;  Has r e s p o n s i b i l i t y  t o  e n s u r e  implementat ion 
o f  c o n t r a c t o r  q u a l i t y  assurance  programs and manages r e s o u r c e s .  E x e r c i s e s  

. o v e r a l l  s u p e r v i s o r y  and manager ia l  c o n t r o l  t o  e n s u r e  s u c c e s s f u l  o p e r a t i o n  o f  
t h e  q u a l i t y  assurance  f u n c t i o n  th roughout  c o n t r a c t o r  f a c i l i t i e s ,  and has  
a p p r o v a l  and d i sapprova l  a u t h o r i t y  of  c o n t r a c t b r  q u a l i t y  assurance  sys tem.  
D i r e c t s  s t u d i e s  of  c o n t r a c t o r  q u a l i t y  programs t o  ensure  c o n t r a c t  compliance;  
S u p e r v i s e s  performance of t e c h n i c a l  reviews of  Eng ineer ing  Change P r o p o s a l s ,  
Va lue  Engineer ing  Change Proposa l s  and t h e  m a t e r i e l  review p r o c e s s .  

(2) QAS-Organic F a c i l i t i e s :  As a p p l i c a b l e  t o  o rgan ic  f a c i l i t i e s ,  
pe r fo rms  d u t i e s  s i m i l a r  i n  n a t u r e  t o  those  p e r f o m e d  by t h e  i n - p l a n t  Q u a l i t y  
Assurance  Represen ta t ive  and P r o j e c t  Suppor t  Q u a l i t y  Assurance S p e c i a l i s t .  

( 3 )  QAS-Project Suppor t :  E x e r c i s e s  o v e r a l l  superv i sory  and 
manager ia l  c o n t r o l  t o  ensure s u c c e s s f u l  e x e c u t i o n  of t h e  p ro jec t /p rogram 
q u a l i t y  f u n c t i o n ,  inc lud ing  t h e  development o f  t e c h n i c a l  c o n t r a c t u a l  
r e q u i r e m e n t s ,  q u a l i t y  plans and programs f o r  c o n t r a c t o r  and f i e l d  q u a l i t y  
d a t a ,  and performance of p roduc t  o r i e n t e d  s u m e y s  and s p e c i a l  q u a l i t y  
rev iews  o f  c o n t r a c t o r  and Government f a c i l i t i e s ;  P a r t i c i p a t e s  i n  t h e  p ro-  
c e s s  t o  deve lop  s p e c i f i c a t i o n s  end s t a n d a r d s  r e l a t e d  t o  q u a l i t y ;  a s s i s t s  
i n  n e g o t i a t i o n  o f  c o n t r a c t  r equ i rements ;  P a r t i c i p a t e  i n  development and 
implementa t ion  of  headquar te r s  q u a l i t y  programs;  and P a r t i c i p a t e s  i n  
a u d i t s  o f  f i e l d  a c t i v i t i t s .  

8 .  QuaLitp Engineers  and S c i e n t i s t s  . . 
D e s c r i p t i o n :  Engineering and S c i e n t i f i c  S e r i e s  Per fann ing  Q u a l i t y  Func t ions  
( e . g . :  GS/GH-800, -1500, -1300, h comparable m i l i t a r y )  Inc ludes :  I n - p l a n t  
q u a l i t y  e n g i n e e r s  and s c i e n t i s t s ,  q u a l i t y  e n g i n e e r s  and s c i e n t i s t s  a t  o r g a n i c  
f a c i l i t i e s  and q u a l i t y  e n g i n e e r s  and s c i e n t i s t s  engaged i n  p r o j e c t  s u p p o r t  
and q u a l i t y  management. 

, 1. Level  I :  GS 5 1 8 ,  O f f i c e r  01/03 

a ,  Exper ience :  F u l f i l l e d  by a  b a c c a l a u r e a t e  d e g r e e  o r  4 y e a r s  of 
r e s p o n s i b l e  t e c h n i c a l  o r  i n d u s t r i a l  exper ience .  

b. Education:  Bacca laurea te  degree  i n  e n g i n e e r i n g  s c i e n c e ,  p h y s i c s ,  
o r  e q u i v a l e n t  f o u r  y e a r s  o f  c o l l e g e  l e v e l  e d u c a t i o n ,  t r a i n i n g ,  and/or t e c h n i c a l  
e x p e r i e n c e  i s  r e q u i r e d .  A minor i n  p r o d u c t i o n  management o r  q u a l i t y  a s s u r a n c e  
i s  d e s i r a b l e .  

c .  train in^: Formal t r a i n i n g  i n  t h e  f o l l o ~ i n g  a r e a s  i s  mandatory w i t h i n  
t h e  f i r s t  12 months o f  assignment t o  q u a l i t y  a s s u r a n c e  d u t i e s :  

Q u a l i t y  p r i n c i p l e s ;  Defense q u a l i t y  p o l i c i e s ;  Government imployee e t h i c s ;  Con- 
t r a c t i n g  p r o c e s s ;  T e c h n i c a l  d a t a  packager;  C o n t r a c t u a l  q u r l i t y  requ i rements ;  
P rocess  a n a l y s i s  aed_congro l s ;  In -p lan t  q u a l i t y  a s s u r a n c e  programs;  C o n t r a c t  
reviews and p l a n n i n g ;  p rocedures  review and c v a l u t i o n ;  C o n f i g u r a t i o n  rnanage- 
ment R e l i a b i l i t y  and U a i n t a i n a b i l i t y ;  Computer a i d e d  de r iga /compute r  a i d e d  
manufac tu r ing  (CADICAM); and S t a t i s t i c a l  p r o c e s s  c o n t r o l .  

NOTE: P r e s c r i b e d  c o u r s e  i s  Defense A c q u i s i t i o n  Qua l i ty  Assurance Fundamentals  
(AMEC) o r  e q u i v a l e n t .  

d .  D u t i e s :  

(1) I n - P l a n t  Q u a l i t y  Assurance-Engineering R e p r e s e n t a t i v e :  T y p i c a l l y  
a s s i s t s  i n  performance o f  s t u d i e s  and a u d i t s  of c o n t r a c t o r  programs t o  e c s u r e  
c o n t r a c t  compliance.  Honi to r s  R e l i a b i l i t y  a n d ' n r i n t a i n a b i l i t y  t e s t i n g ;  A s s i s t s  
t h e  development o f ,  and implements p a r t s  o f  tki? in-house q u a l i t y  program; A s s i s t s  
i n  documenting nonconforming s u p p l i e s  and m a t e r i a l s ,  and e v a l u a t e s  c o r r e c t i v e  
a c t i o n s ;  Performs t e c h n i c a l  reviews o'f e n g i n e e r i n g  change p r o p o s a l s  and fo rwards  
r e c o m e n d a t i o n s  t o  t h e  approv ing  a c t i v i t i e s ;  A s s i s t s  i n  e v a l u a t i o n  o f  Value 
Engineer ing  Change Proposa l s ;  Reviews r e q u e s t s  f o r  wa ivers  and d e v i a t i o n s  and 
p a r t i c i p a t e s  i n  t h e  m a t e r i e l  review process ;  P a r t i c i p a t e s  i n  s p e c i a l  q u a l i t y  
assessments  o f  programs,  p r o c e s s e s ,  p r o d u c t s ,  o r  f a c i l i t i e s .  

( 2 )  %A Engineer  - Organic F a c i l i t i e s :  As a p p l i c a b l e  t o  o r g a n l c  
f a c i l i t i e s ,  pe r fo rms  d u t i e s  s i m i l a r  i n  n a t u r e  t o  t h o s e  performed by t h e  - 

i n - p l a n t  Q u a l i t y  Assurance Engineering R e p r e s e n t a t i v e  and Q u a l i t y  Engineer ,  
P r o j e c t  Suppor t .  

(3 )  QA Engineer  - P r o j e c t  Support :  A s s i s t s  i n  the performance 
of  s t u d i e s  of  c o n t r a c t o r  q u a l i t y  programs and a n a l y z e s  q u a l i t y  d a t a  t o  e n s u r e  
c o n t r a c t  compliance;  Monitors  R e l i a b i l i t y  and H a i n t a i n a b i l i t y  t e s t i n g ;  P a r t i c i -  
p a t e s  i n  t h e  development of  c o n t r a c t  r equ i rements  and m i l i t a r y  s p e c i f i c a t i o n s  
and s t a n d a r d s .  P a r t i c i p a t e s  i n  s p e c l a l  q u a l i t y  assessments  of programs,  p ro -  
c e s s e s ,  p roduc t s  o r  f a c i l i t i e s .  A s s i s t s  i n  t h e  development o f  q u a l i t y  programs;  
a s s i s t s  i n  a n a l y s i s  of  nonconforming s u p p l i e s  and m a t e r i a l s ,  performs t e c h n i c a l  
r o d z c ~ s  of  Enpfnecrj . rg Change Proposa l s  and f o n a r d e  r e c o m e n d a t i o n s  t o  t h e  
approving a c t i v i t i e s ,  a s s i s t s  i n  e v a l u a t i o n  o f  Value Engineer ing  Change Pro- 
p o s a l s ,  and p a r t i c i p a t e s  i n  t h e  review o f  r e q u e s t s  f o r  wa ivers  and d e v i a t i o n s  
t o  c o n t r a c t  s p e c i f i c a t i o n s .  
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2.  Leve l  11: GS 9 /12 ,  O f f i c e r  03/04 

a .  Exper i ence :  One y e a r  o f  c u r r e n t  q u a l r t y  a s s u r a n c e  e x p e r i e n c e  a t  
t h e  n e x t  lower  grade o r  e q u i v a l e n t .  

b. Educat ion:  B a c c a l a u r e a t e  d e g r e e  i n  e n g i n e e r i n g  s c i e n c e ,  p h y s i c s ,  
o r  e q u i v a l e n t  f o u r  y e a r s  o f  c o l l e g e  l e v e l  e d u c a t i o n ,  t r a i n i n g ,  and /o r  t e c h n i c a l  
e x p e r i e n c e  i s  r e q u i r e d .  A  m i n o r , i n  p r o d u c t i o n  management o r  q u a l i t y  a s s u r a n c e  
i s  d e s i r a b l e .  

c .  T r a i n i n g :  Formal t r a i n i n g  i n  t h e  f o l l o w i n g  a r e a s  is mandatory w i t h i n  
t h e  f i r s t  12 months o f  a s s ignment  t a  l e v e l  XI d u t i e s :  

M a t e r i a l  r ev iew and c o r r e c t i v e  a c t i o n ;  Eng inee r ing  change p r o p o s a l s  e v a l u a t i o n ;  
T e c h n i c a l  d a t a  package rev iew and e v a l u a t i o n ;  T e s t  moni to r ing  and a n a l y s i s  
C o n f i g u r a t i o n  management r e v i e w s ;  Pre-award s u r v e y s  and post-award c o n f e r e n c e s ;  
Q u a l i t y  sys tem reviews;  P r o d u c t  s u r v e y s ;  R e l i a b i l i t y / b l a i n t a i n a b i l i t y  a u d i t s ;  
and P r o c e s s  c a p a b i l i t y  s u r v e y s .  

NOTE: Course p r e s c r i b e d  i s  DoD A c q u i s i t i o n  Q u a l i t y  Assurance ( A L n C )  o r  
e q u i v a l e n t .  Sources  f o r  t r a i n i n g  a r e  found i n  Attachment 4 .  

' d .  D u t i e s :  

(1) I n - P l a n t  Q u a l i t y  Assurance-Engineering-Represe~tative: Performs 
o r  l e a d s  s t u d i e s  and a u d i t s  o f  c o n t r a c t o r  q u a l i t y  programs t o  e n s u r e  c o n t r a c t  
compl iance ;  E v a l u a t e s  t h e  c a u s e s  and remedies f o r  nonconforming s u p p l i e s  and 
m a t e r i a l s ;  Performs t e c h n i c a l  r ev iews  o f  Eng inee r ing  Change p r o p o s a l s  and 
fo rwards  recommendations t o  t h e  approv ing  a c t i v i t i e s ;  A s s i s t s  i n  e v a l u a t i o n  of  
Value E n g i n e e r i n g  Change P r o p o s a l s ;  and Performs t e c h n i c a l  r ev iews  o f  p r o d u c t s  
s u b m i t t e d  f o r  m a t e r i a l  r ev iew,  E v a l u a t e s  c o n t r a c t o r  c o r r e c t i v e  a c t i o n s  f o r  
adequacy .  Reviews c o n t r a c t s  and t e c h n i c a l  d a t a  packages a f t e r  award and 
recommends changes i n  t e c h n i c a l  r e q u i r e m e n t s .  Monitors  R e l i a b i l i t y  and Hain- 
t a i n a b i l i t y  programs a s  w e l l  a s  t e s t  e v a l u a t i o n  d u r i n g  product  development  
a c t i v i t i e s .  

( 2 )  QA Enginee r  - Organ ic  F a c i l i t i e s :  As a p p l i c a b l e  t o  o r g a n i c  
f a c i l i t i e s ,  performs d u t i e s  s i m i l a r  i n  n a t u r e  t o  t h o s e  performed by t h e  
i n - p l a n t  Q u a l i t y  Assurance E n g i n e e r i n g  R e p r e s e n t a t i v e  and Q u a l i t y  E n g i n e e r ,  
P r o j e c t  S u p p o r t .  

(3) QA Eng inee r  - P r o j e c t  Suppor t :  Performs o r  l e a d s  s t u d i e s  o f  
c o n t r a c t o r  q u a l i t y  programs and a n a l y z e s  q u a l i t y  d a t a  t o  ensure  c o n t r a c t  com- 
p l i a n c e ;  P a r t i c i p a t e s  i n  s p e c i a l  q u a l i t y  a s sessment s  of programs,  p r o c e s s e s ,  
p r o d u c t s  o r  f a c i l i t i e s .  H o n i t o r s  R&H programs a s  w e l l  a s  t e s t  and e v a l u a t i o n  
e f f o r t s  d u r i n g  system development  phase ;  P a r t i c i p a t e s  i n  c o n f i g u r a t i o n  c o n t r o l  
r e v i e w s ;  Develops c o n t r a c t  q u a l i t y  r equ i rement s  and i n s t r u c t i o n s  f o r  c o n t r a c t  
a d m i n i s t r a t i o n  pe r sonne l ;  p e r f a - - t e c h n ~ ~ a l  ~ e v i e w s _ o f  Eng inee r iog  Change 
P r o p o s a l s  and p a r t i c i p a t e s  i n  t h e  a p p r o v a l  p r o c e s s ;  E v a l u a t e s  r e q u e s t s  f o r  
w a i v e r s  and d e v i a t i o n s ,  a s  w e l l  a s  Value Eng inee r ing  Change P r o p o s a l s ,  q u a l x t y  
a s s u r a n c e  program p l a n s  e t c .  P r e p a r e s  o r  e v a l u a t e s  t e c h n i c a l  d a t a  packages ,  
c o n t r a c t s ,  s p e c i f i c a t i o n s ,  and s t a n d a r d s  t o  e n s u r e  compliance w i t h  h i g h e r  l e v e l  
r e q u i r e m e n t s  and t o  e n s u r e  t h a t  q u a l i t y  c h a r a c t e r i s t i c s ,  accep tance  c r i t e r i a ,  

rod quaLicy asra?occ  p m i s i o r u  a r e  ackquata and  f u l l y  d e f i n e d .  Ac t s  f o r  t h e  
prugru -ger ar k~ sqaprt of L& p r o g r u  manager a s  p a r t  o f  t h e  program 
staff. 

3. Lcvd  11:: !!3/LS, Officcr 04- o r  above 

a. Erpcri-icrce F i v e  p r s  of c n r r e n t ,  complex, p r o g r e s s i v e l y  r e s p o n s i b l e  
m e n -  uich a t  l e u :  U -& at  the n e x t  lower  g rade .  

b. Ldncttiw: 3actalatirute d e g r e e  i n  e n g i n e e r i n g  s c i e n c e ,  p h y s i c s ,  
or equiva:urr foru pan of a l l e g e  1-1 e d u c a t i o n ,  t r a i n i n g ,  a n d / o r  t e c h n i c a l  
cqcr-a is n q x h d .  A tinor i n  p r o d u c t i o n  management o r  q u a l i t y  a s s u r a n c e  
i, &->able. 

c.  Ttaining: F o w l  c n f n i ~ ~  f . ~  the following a r e a s  is mandatory w i t h i n  
t& f-t 12 roo& of asst- to b e 1  I11 d u t i e s :  

tPrrmt Wlity pol ides  d philosophies; C u r r e n t  I n d u a t r y  i n i t i a t i v e s ;  Management 
p r ' s d ? k s  a d  teeS5qnes. 

JC",: Course prescribed b DoD A c q u h t i a n  KPnagment  (ALnC) o r  e q u i v a l e n t .  
Scuces for c ra i r i cg  a r e  foppd in & ~ L W ~ I W Z O ~  6 .  

(1) LP-PhuZ -ty Asnuurce (Eng inee r ing)  R e p r e s e n t a t i v e :  
T?p:cA..ly is a -g=r o r  supervisor at c o n t r a s t  administration a c t i v i t y  o r  
w r i n g  f a c i l i t y .  3 s  wemU qaality a s s u r a n c e  r e s p o n s i b i l i t y  t o  e n f o r c e  
cpr:rta proris ims,  tr- and c o n d i t i w ,  a p f i i c a b l e  r e g u l a t i o n s  and d i r e c -  
err; hzs respwibilizy to u s e - a  i m p f s w n t a t i o n  o f  c o n t r a c t o r  q u a l i t y  
assarxtce p r c g n ;  and %cages  r e s o u r u s .  E x e r c i s e s  o v e r a l l  s u p e r v i s o r y  and 
a s u g r i a l  colltnl to ~ZSLT'C s p r c e s s f n l  o p e r a t i o n  o f  t h e  q u a l i t y  a s s u r a n c e  
k s 5 o n  thrusg!xct cocznczor f a c i i i r i - ,  and h a s  approva l  and d i s a p p o v a l  
a r 3 r ; - t ~  o f  q u z ' 2 ~  asrsrrr-i?cc rysten. - i r e c t s  s t u d i e s  of q u a l i t y  programs,  
; . r c z s s e s ,  grj-&.-~ 3 r  fac1F:ies t o  =-=s---e c o n t r a c t  compliance;  S u p e r v i s e s  . .  - 
ct-f:x.az:e GI -*-ti- S ~ ~ _ S X  O: 2 3 - h e r i n g  Change P r o p o s a l s ,  Value 
- : - g  z ~ ~ z s a l s ,  a.cd the s a - e r i a l  r ev iew p r o c e s s .  

(2) 96 E o r - h r  - OrxarEc f a c i l i t i e s :  As a p p l i c a b l e  t o  o r g a n i c  
f a c i 2 z i e s ,  perfc= &Ses s W ? a r  Lu z z t u r e  t o  t h o s e  performed by t h e  
iu+xr QuLQ Ass- w e -  R e p r e s e n t a t i v e  and Q u a l i t y  Eng inee r ,  
Pzujw Suppart. 

(3) 9 Zug5e-r . -  P r o j e c t  C . e o r t :  T y p i c a l l y  i s  a s u p e r v i s o r  o f  
a= ~ 5 e c - ~ ~ f a c : l i q -  Lezb szcdies cf c o n t r a c t o r  q u a l i t y  programs t o  e n s u r e  
czcc--rc: c o q l ~ c c e ;  Pz-l;ici;arbzs in v e c i a l  q u a l i t y  a s sessment s  of p roa rams ,  
p--tctsses,  prdu . c - f  o r  f a c f i t i u ;  S q e - 7 i s e s  development  o f  c o n t r a c t  q u a l i t y  

and iastrmcCioo+ f o r  eoafxact a d m i n i s t r a t i o n  p e r s o n o e l ;  S u f e r v i s e s  
M u 1  r t r i ~  of -ring Qnge R o p o s a l a  and p a r t i c i p a t e s  i n  t h e  
q r c - L  process, ea1uc.e~ tkc process t~ r ev iew w a i v e r s ,  d e v i a t i o n s ,  Value 
e=g-r5g PropsaLs, q u a l i t y  a s s u r a n c e  program p l a n s  e t c .  S u p e r n s e s  
prqza-ratiaa a d  -1ru'Son of W a l  &ata packages ,  c o n t r a c t s ,  s p e c i f i -  
uziocs, and s t t l d r - d s .  .ku f o r  t ke  program manager o r  i n  s u p p o r t  o f  t h e  
pzngzza u g e c  as PC of  tSr p r o g r a a  s - a f f .  P a r t i c i p a t e s  i n  t h e  development  
o f  p i i c i e s  a d  mg-2s-Laos in the a r e a  o f  q u a l i t y  a s su rance .  



Attachment 2 to Appendix H 

Competency Levels/Learning Objectives 

Public Law 99-145 requires that quality assurance perso~el receive a minimum 
of four weeks training within the first six months of assignment to in-plant 
Quality Assurance functions. Accordingly, training in the following areas is 
required: Quality prrnciples; Defense quality policies; Government employee 
ethics; Contracting process; Technical data packages; Contractual quality 
requirements; Process analysis and controls; In-plant quality.assurance pro- 
grams; Contract review and planning; Procedures review and evaluation; Product 
verification and inspection techniques; Product and process characteristics 
unique to the assigned areas. 

The learning objectives to be achieved by quality assurance personnel assigned 
to in-plant duties, within the first six months of assignment to such duties, 
are a s  follows: 

A .  Quality Assurance Orientation 
1. Define and explain terms like quality, inspection, quality contr0.1, 

quality assurance, etc. 
2. Identify major DoD and applicable components quality policy documents 

(i.e. Directives, instruction and regulations. 
3 . '  Describe how the standards of conduct apply to Government quality 

assurance persormel in their relationship with contractors. . 
. Describe the responsibility of government quality assurance personae1 

to be alert to, and report instances of fraud, waste and abuse (i.e. product 
substitution) by contractors. 

5 ,  Describe the traditional quality philosophy and contrast it with current 
philosophies of Deming, Juran, Crosby, and Feiguenbaum. 

B. Procurement Quality Assurance 
I .  Describe the major steps in the contracting process. 
2. Identify and describe the typical Components of a technical data package 

and how each is used. 
3 .  Identify and describe the various levels of contract quallty system 

requirements used within DoD. 

C. Process Controls 
Identify and describe the major means of process control, e. g . ,  automated 

manufacturing systems, automated inspection and test, material control, 
statistical process control, etc. 

D. fa-Plant Quality Assurance 
1. Describe the purpose , process, and elements of the Government contract 

quality assurance plan. 
2. Determine the need for procedures review/evalurtion, describe the 

process, and identify the characteristics that procedures should possess. 
3. Describe the purpose, scope an application of product verification. 
4 .  Define the meaning of acceptance, its significance, and methods of 

accomplishment. 
5 .  Describe the objectives and.methods of corrective action. 

E. Basic Inspection Techniques 
1. Differentiate among the various levels of speeificati:rs and engineering 

drawings and idedtify the technical requirements therein. 
2 .  Describe the basic inspection techniques and equipez: u e d  to assure 

that technical requirements are met. 

F. Comodity Orientation 
1. Describe key product characteristics, product and use, ~d -Lheir 

interrelationship. 
2 .  Describe key process characteristics an i d e n t i f y  hov -* arc controlled 

by the contractor. 
3 .  Identify and describe the unique inspection methods qpLicable to the 

commodity to which the employee is assigned. 
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Attachment 3 to Appendix H 

CROSS REEZRENCE.ClfART FOR WATORY ?Rs\INIHG 

LEARNING 
OBJECTIVES ' 
(LISTED IN 

ATCH 2 ,  PAGES 
8-1 - B-3)  

AFRbO-110 D M  8220 .4  
Vol 10 DLAn 1445.20 
AFSC 13 

XXQOOZ MSC 1 so 1 
(2402) 
XXQOOZ AFSC 1 SO1 
(2402) 
UQOOZ AFSC 35 S80 
(2402) 
XXGOO2 AFSC1 - SO1 
(2402) 
XXQ024 A F S C l b 3 2  SO1 

4014 
4024 

XXQO24 AFSC 1 & 32 SO1 & Q40 
~ o r 4  
Q029 

8D-F34 . ~ ~ ~ 0 2 4  AFSC 1 $ 32 SO1 
4014 
Q029 

8D-F34 XXQO3 AFIT,Q.HT 090 S81 ,SO7 & S32 
4034 
4035 
QOl5 

. Q022 
8D-F34 XXQOO2 AFSC 1 SO1 

4004 
QOO 17 

8D-F31 XXQO3 1 MSC 1 SO I 
4004 

Q009/ 13 
8D-F34 XXQOO4 AFSC 1 & 36 SO1 
8D-F34 XXQOOCC AFSC 36 SO 1 

Q009/ 1 3 
4024 

. 4026 
8D-f34 XXQOOl AFSC 1 SO 1 

Q009/ 13 
4024 
Q028 

E . l  CECOH.06l XXQOO2 AFSC 36 S44 b S60 
Qoos 
qolb 
Q017 

E.  2 CECOtl. 050 XXQOO4 AE'SC 1 & 36 S06,0JT,(*) 
4022 
Q025 
4026 

F. 1 OJT XXQbl7 on. (*I OJT, (*I 
4023 
4026 
a n  

F.2 OJT XXQOOl m, (*I SO1 & OJT 
Q006 
4014 
Q029 
m, (*I 

F.3 OST gXQ004 o n ,  (*I SO6,OJT,(*) 
Q005 
Q022/24/25 
OJT , (* 1 

(*) Commodity/process c applicable to indivadual specialty. 
(*) Courses require rev  development. 



Attachment 4. 

ESTABLISHED T R A I N I N G  SOURCE LIST BUSINESS AND FINANCIAL W A G E R  SERIES 

I .  AFCHD I D S C  Air Force Systems Command; Ai r  Force C o n t r a c t  Hanagement 
D i v i s i o n  (AFCtlD), K i r k l a n d  AFB M1 87117 

2 .  kFIT/LS Air  Force I n s t i t u t e  of  Technology,  School of Systems and 
L o g i s t i c s ,  Wr igh t - -Pa t t e r son  AFB, OH i5b33 

3.  AHEC Army Management E n g i n e e r i n g  Col lege ,  Rock I s l a n d ,  ILL 61201 

4 .  ALHC . Army L o g i s t i c s  Hanagement ~ o ' l l e ~ e ,  F t .  Lee, VA 23801 

5 .  CECUM U.S. Army Cormnunicstion and E l e c t r o n i c s  Command, T t ,  Xonmouth, 
N.J. 07703 

6 .  DISI Defense I n d u s t r i a l  S e c u r i t y  I n s t i t u t e ,  Richmond, VA 23219 

7 .  DLA Defense L o g i s t i c s  Agency; C o n t r a c t  Admin i s t ra t ion  Regional  
O f f i c e s  (va r ious  l o c a t i o n s )  

8 .  'DODCI Department of Defense Computer I n s t i t u t e ,  Bldg 175,  Washington 
Navy Yard,  Washington, D . C .  20374 

9 .  DSHC Defense Systems Management C o l l e g e ,  F t .  B e l v o i r ,  VA 22060 

10. WL M a t e r i a l s  Techn ica l  L a b o r a t o r y ,  Watertown, W 0 2 1 7 4  

11.  OPM O f f i c e  of Personne l  Management, Management T r a i n i n g  I n s t i t u t e s  
(va r ious  l o c a t i o n s )  

12 .  SMPTC School of  M i l i t a r y  Packaging Technology C e n t e r ,  Aberdeen Proving 
Ground, KD 21005 

13 .  FCTAC F l e e t  Ana lys i s  Cen te r  
Naval Sea Systems Command Product  
Assurance Tra in ing  Cen te r  
Corona, CA 91720 

14 .  3400 3400 T W / T T G X G  
TCRIV Lowry Techn ica l  T r a i n i n g  C e n t e r  

Lowry AFB, CO 80230 

NOTE: These and o t h e r  sources  s h a l l  b e  used t o  develop i n d i v i d u a l  employees' 
t r a i n i n g  p lans .  

A ,  Genera l  D e s c r i p t i o n :  Bus iness  and F i n a n c i a l  Manager ( M u l t i p l e  GS s e r i e s  & 
comparable m i l i t a r y .  This job  title is n o t  used by  a l l  S e r v i c e s ) .  

1. Level  I: GS 5 / 7 ,  O f f i c e r  01 /03  

a .  Experience:  F u l f i l l e d  by a b a c c a l a u r e a t e  degree  o r  4 y e a r s  of 
p r o g r e s s i v e l y  r e s p o n s i b l e  employment i n  t h e  a r e a  o f  f i n a n c e ,  accoun t ing ,  
c o s t  a n a l y s i s ,  o r  budge t ing .  

b . Education:  B a c c a l a u r e a t e  d e g r e e  i s  desired. 

c .  Tra in ing :  Handatory 

A Bus iness  Hanagement Course o r  comparable course  de te rmined  by the Components 

d .  Dut ies :  Assists t h e  Program Hanager by per fo rming  v a r i o u s  manage- 
r i a l  t a s k s  a s s d c i a t e d  w i t h  s u c h  f u n c t i o n s  a s  budge t ing ,  a c q u i s i t i o n  s t r a t e g y  
development, b u s i n e s s  management, and c o s t  a n a l y s i s ,  f i n a n c i a l  r e s o u r c e  c o n t r o l .  
Performs o t h e r  b u s i n e s s  manager ia l  e f f o r t s  needed th roughout  t h e  p roduc t ion  and 
deployment phases of  t h e  a c q u i s i t i o n  l i f e  cyc le .  Encompasses s t a f f  and manage- 
ment f u n c t i o n s  p e c u l i a r  t o  t h e  a c q u i s i t i o n  o f  subsystem's, systems and s u p p o r t  
equipment r e l a t e d  t o  a c q u i s i t i o n  programs. 

2 .  Level  I1 : S t a f f  p o s i t i o n s  i n  ~ u s i n e s s '  and F i n a n c i a l  Management, and 
p o s i t i o n  of  Bus iness  and F i n a n c i a l  Hanager of  Q non-major program, (CS 9 / 1 2 ,  
O f f i c e r  03 /05) .  . . 

a .  Exper ience :  A minimum 1 y e a r  of e x p e r i e n c e ;  2 y e a r s  a r e  r e q u i r e d  
f o r  i n d i v i d u a l s  ho ld ing  t h e  p o s i t i o n  of Business and F i n a n c i a l  Hanager ( o r  
e q u i v a l e n t )  o r  s u p e r v i s o r y  p o s i t i o n s  i n  t h i s  f u n c t i o n a l  a r e a .  E x p e r ~ e n c e  
shou ld  be  i n  program c o n t r o l ,  prgcurement,  t e c h n i c a l ,  budget  o r  c o s t  a n a l y s r s ,  
i n c l u d i n g  assignments i n  government a d m i n i s t r a t i o n  and p l a n t  r e p r e s e n t a t i v e  
o f f i c e s ,  L a b o r a t o r i e s ,  L o g i s t i c s  suppor t  o f f i c e s ,  program o f f i c e s ,  o r  func-  
t i o n a l  s t a f f  budget  o r  c o s t  a n a l y s i s  o f f i c e s .  

b .  Education:  Bacca laurea te  degree  wi th  24 semes te r  hours i n  account-  
i n g ,  economics, b u s i n e s s  law, procurement o r  management r e l a t e d  s t u d i e s  ( o r  a t  
l e a s t  12  hours  o f  g r a d u a t e  studies i n  t h e s e  f i e l d s )  is h i g h l y  d e s i r a b l e .  

c .  Tra in ing :  Handatory 

A Cont rac to r  Performance Measurement Course o r  e q u i v a l e n t  course /  
workshop t o  be determined by t h e  Components. 

d .  D u t i e s :  Performs a s  t h e  Program Hanager 's  f o c a l  p o i n t  f o r  m a t t e r s  
r e l a t i n g  t o  o v e r a l l  b u s i n e s s  s t r a t e g y  o r  t h e  program o f f i c e ,  i n c l u d i n g  d i r e c -  
t i o n  and p a r t i c i p a t i o n  i n  e f f o r t s  t o  e s t a b l i s h  t h e  t e c h n i c a l ,  m i l i t a r y ,  an 
economic bas is  f o r  a  program i n  t h e  concep tua l  phase.  I n c l u d e s  v a r i o u s  man- 
a g e r i a l  and superv i sory  t a s k s  a s s o c i a t e d  wi th  such f u n c t i o n s  a s  budge t ing ,  



a c q u i s i t i o n  s t r a t e g y  development,  b u s i n e s s  management, c o s t  a n a l y s i s ,  and 
f i n a n c i a l  r e s o u r c e  c o n t r o l .  Performs a l l  o t h e r  bus iness  manager ia l  e f f o r t s  
needed th roughout  t h e  v a l i d a t i o n ,  f u l l - s c a l e  development,  and p roduc t ion  and 
development phases  of  t h e  acquisition l i f e  c y c l e  o f  t h e  sys tem,  i n c l u d i n g  
subsystems and system supporc  equipment r e l a t e d  t o  a c q u i s i t i o n  programs. 
I n t e r f a c e s  w i t h  c o n t r a c t o r s .  

3 .  Level  111: Bus iness  and F i n a n c i a l  Managers of  major  programs (GS 13/15 ,  
O f f i c e r  m o v e ) .  

a .  Exper ience :  A minimum of  4 y e a r s  exper ience  of  i n c r e a s i n g  com- 
p l e x i t y  and r e s p o n s i b r l i t y  i n c l u d i n g  a t  l e a s t  1 y e a r  a t  t b e  GSl2 l e v e l  o r  
e q u i v a l e n t  i s  r e q u i r e d .  Experience must b e  i n  program c o n t r o l ,  procurement,  
t e c h n i c a i ,  b u d g e t ,  o r  c o s t  a n a l y s i s ,  and s h a l l  be  gained th rough  ass ignments  
i n  govennent  a d m i n i s t r a t i o n  and p l a n t  r e p r e s e n t a t i v e  o f f i c e s ,  l a b o r a t o r i e s ,  
l o g i s t i c s  s u p p o r t  o f f f c e s ,  program o f f i c e s ,  o r  f u n c t i o n a l  s t a f f  budge t ,  o r  
c o s t  a n a l y s i s  o f f i c e s .  

b; Educa t ion :  Mas te r ' s  d e g r e e  i s  h i g h l y  d e s i r a b l e  i n  b u s i n e s s  
a d r a i n i s t r a t i o n ,  management, procurement,  o r  r e l a t e d  f i e l d s .  

I , c .  T r a i n i n g :  Mandatory 

C o n t r a c t o r  Performance Measurement Course o r  e q u i v a l e n t  course /  
workshop t o  b e  de te rmined  by t h e  Components. 

d .  D u t i e s :  P e r f o m s  a s  t h e  Program Manager's f o c a l  p o i n t  f o r  m a t t e r s  
r e l a t i n g  t o  o v e r a l l  b u s i n e s s  s t r a t e g y  o r  t h e  ptogram o f f i c e ,  i n c l u d i n g  d i r e c -  
t i o n  and p a r t i c i p a t i o n  i n  e f f o r t s  t o  e s t a b l i s k t h e  t e c h n i c a l ,  m i l i t a r y ,  and 
economic b a s i s  f o r  a  program i n  t h e  concep tua l  phase.  I n c l u d e s  v a r i o u s  man- 
a g e r i a l  and s u p e r v i s o r y  t a s k s  a s s o c i a t e d  w i t h  such  f u n c t i o n s  a s  budge t ing ,  
a c q u i s i t i o n  s t r a t e g y  development,  b u s i n e s s  management, c o s t  a n a l y s i s ,  and 
f i n a n c i a l  r e s o u r c e  c o n t r o l .  Performs a l l  o t h e r  bus iness  manager ia l  e f f o r t s  
needed th roughout  t h e  v a l i d a t i o n , - f u l l - s c a l e  development,  and p roduc t ion  and 
deployment phases  o f  t h e  a c q u i s i t i o n  l i f e  c y c l e .  I n t e r f a c e s  wi th  c o n t r a c t o r s .  
Encompasses s t a f f  and management f u n c t i o n s  p e c u l i a r  t o  t h e  a c q u i s i t i o n  of  
subsys tems ,  sys tems ,  and suppor t  equipment r e l a t e d  t o  a c q u i s i t i o n  programs.  
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APPENDIX J 

A c q u i s i t i o n  L o g i s t i c s  

A. Deputy Program Uanager f o r  L o g i s t i c s ,  Hafor o r  Non-major Programs 

For  i n d i v i d u a l s  des ignaced  Deputy Program Hanager f o r  L o g i s t i c s  o f  major 
o r  non-major programs,  t h e  f o l l o w i n g  s t a n d a r d s  s h a l l  a p p l y .  The mdndatory 
s t a n d a r d s  may be waived o n l y  a t  t h e  GeneraL/Flag o f f i c e r  o r  SES l e v e l .  

1. Education:  

a.  A b a c c a l a u r e a t e  o r  advanced degree  i n  a t e c h n i c a l ,  s c i e n t i f i c ,  o r  
~ a l r ~ g e r i a l  f i e l d  is mandatory. Advanced t e c h n i c a l  e d u c a t i o n  o f  a long-term 
n a t u r e  in a  s e r v i c e  schoo l  m y  be w e d  t o  s a t i s f y  the requ i rement .  

b. A m a s t e r ' s  degree  i n  a t e c h n i c a l ,  s c i e n t i f i c ,  o r  manager ia l  f i e l d  
i a  d e s i r e d .  

2 .  Tra in ing :  

a .  Success fu l  complet ion of  t h e  DSMC Program Management and Management 
o f  A c q u i s i t i o n  L o g i s t i c s  Courses ,  or comparable courses  a t  a n o t h e r  i n s t i t u t i o n  
approved by USD(A),  is mandatory. 

b. S u c c e s s f u l  comple t ion  of t h e  p r e s c r i b e d , c u r r i c u l u m  o f  an I n t e r m e d i a t e  
S e r v i c e  School  is d e s i r e d .  

3. Experience:  

a .  Deputy Program Manager f a r  L o g i s t i c s ,  Major System. A t  l e a s t  4 y e a r s  
o f  e x p e r i e n c e  i n  t h e  suppor t  o r  maintenance o f  weapon systems o r  i n  a c q u i s i t i o n  -- a t  l e a s t  2 y e a r s  acqu l red  w h i l e  ass igned  t o  a procurement command--is manda- 
t o r y .  

b. Deputy Program Manager f o r  L o g i s t i c s ,  Non-Major System. A t  l e a s t  2 
y e a r s  of  exper ience  i n  t h e  suppor t  o r  maintenance of weapons systems performed 
whi le  ass igned  t o  a  procurement command i s  mandatory.  - 

4.  Career  Cons idera t ion  

a.  DoD Components a r e  r e s p o n s i b l e  f o r  t h e  a c t i o n s  r e q u i r e d  t o  a c h i e v e  
t h e  fo l lowing i  

( 1 )  To ach ieve  and r e t a i n  w e l l - t r a i n e d  and t a l e n t e d  j u n i o r - l e v e l  
i n d i v i d u a l s  ready t o  move i n t o  t h e  s e n i o r - l e v e l  p o s i t i o n s ,  a p p r o p r i a t e  c a r e e r  
f i e l d s  must be developed and main ta ined .  

These f i e l d s  must p rov ide  t i n e  and s t a f f  c a r e e r s  w i t h i a  t h e  
m i l i t a r y  and c i v i l i a n  p r o f e s s i o n a l  s e r i e s  t h a t  suppor t  A c q u i s i t i o n  L o g i s t i c s  
Management. 



( 2 ,  C a r e r  c p r t n r i t i e s  s h a l l  be es tab l i shed  t o  a t t r a c t ,  develop, 
r e t l b ,  lac r r - a i ,  ec-stazdird ulitac o f f i c e r s  and c i v i l i a n  employees f o r  
C e n c t s t r a t r l  ; . t r f c x c e  in ass;-ts designed t o  prepare managers f o r  the  
:.:s::io--s c f  Zrogr-  -per o r  2 r k c i p a l  deput ies  and a s s i s t a n t s .  C i v i l i a n  
c a r t e r  ;rog:aus s x L l  be d s e l q r d  x d e r  the  guide l ines  contained i n  DUD 
:nst.uc:iocs 1-30 . I 2  [ r e i e r ~ c c  ( 0 ) ; .  

b .  IL e s - ~ b x s h k g  - h e  c l v i i i a n  and m i l i t a r y  c a r e e r  f i e l d s ,  the DoD . . 
C z o r p t e r : s  nus:, a s  a ~lr:w perfora  the following tasks :  

(1) kte- t3.e q u a l i f i c a t i o n s  f o r  en t ry  t o  and advancement i n  
-&c i m k v i b l  E i c l d s ,  inclnding th performance s tandards ,  exper ience ,  leve l  
of tn-, d f a d  a t i o n  appropr ia te  f o r  each rank/grade.  Conditional 
e n t q  a& g v t - d  m b i 3 t y  pa'& s h o d d  be provided f o r  i n d i v i d u a l s  not  f u l l y  
qual i f ied  f o r  m t z ,  vith high standard. f o r  unconditional e n t r y  and gturanteed 
r c t ~ r n  to pn5-1ws  a r p l o p e n t  f o r  those  n o t  achieving e n t r y  q u a l i f i c a t i o n .  

(2 )  I )c t , l ;nr  thc approxhdtc  m b e r  of personnel a t  each rank 
o r  grade a d  q d Q  required to f s l  each career  f i e l d  f o r  the foreseeable 
ht-. h u m  Cut  grade l e v e l s  are comensura te  with r e s p o n s i b i l i t y ,  
a n t t o r i q ,  acanztabiliq. Thr grade s t r u c t u r e  of program o f f i c e r s  
shoc ld  rcco-c th g r e a t  iapor tance  and respons ib i l i ty  assoc ia ted  with tbe 
acqcrsi:ioc of rrraw wtas. 

(3) A x p p  t i l i t a n  w d  c i v i l i a n  career p lans  t h a t  lead  t o  the  
s a t i s f a c t i c a  rrf tke W-ts Lo inc lude  t r a i n i n g  and p r o f e s s i o n a l  education 
rrpnirmtats, i k t i f i c a t i o a  o f  tbc mandatory and des i red  t y p e s  and amount of . 
c x p e r i e c c  &A to usrmc upper l e v e l  program management p o s i t i o n s ,  admin- 
i s t r a t i r e  coatzzb far  these p l a x  md t h e  populations e n r o l l e d  i n  these p lans ,  
z c !  p r 2 r i s i a n s  f c r  a h c s r z t  b a s k  on demonstrated per fomance .  

(4) 5 a i z a i n  c r e ~ ~  r o s t e r s  of the  c i v i l i a n  and m i l i t a r y  personnel 
vho b v e  f c d y  imEuted r d e s i r e  to become profess ionals  i n  a  recognized 
rcq~'.iSoc LC&-Lcr job w r i e s ,  s ~ c i a l t y ,  or  subspec ia l ty ,  and t h e  cur rent  
~ c l a : i f i c a t l o c u  o f  cad kSe&ul o= d e  r o s t e r .  

(51 : a r ; a 2  ncL5c-L~ %t c e n t r a l i z e  a c q u i s i t i o n  l o g i s t i c s  
. u * ' g % u t  = - a m =  c - Y d : y  LCormat ion  so  it i s  r e a d i l y  access ib le  
zo iL-ccres-& 2lE7ibh. 

(6) C r u - 2  mx3ma a s s f g o c n t  f l e x i b i l i t y  f o r  c i v i l i a n  employees 
vitbin existkg W!f regulations, including mobi l i ty  sgreementa. I n t e r - C q o n e n t  
totztioul u s i p ~ ~ ~ u  s h d d  be conr idered  f o r  developmantal t r a i n i n g  as out-  
lints ir E d  C 3  e u f t u  950 (Refer tn ie  ( I ) ) .  

a. Each W G n p a e ~ t  is respons ib le  f o r  i d e n t i f y i n g  and t r a i n i n g  
i n d i v i & l s  to a-dlish a cadre  of mil i tary and c i v i l i a n  personnel adequate 
w meet its fiznre DE& for leadership Ln a c q u i s i t i o n  l a g i s t i c s  management. 

b. Pmfcssicul &cat ion  a d  t r a i n i n g  programs should provide f o r  
p r o g r e s s i v e  grovt t  a= t h  =try. b-diate,  and senior  l e v e l s  t o  meet t h e  
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s tandards  and rcquircments s e t  f o r t h  above, and those s tandards  determined 
and s e t  ind iv idual ly  by each Component. C i v i l i a n  employees s h a l l  be t r a i n e d  
i n  accordance wi th  DoD CPH Chapters 410 and 412 ( re ferences  (m) and ( n ) ) .  

6. Personnel ~anagement  . 

a .  Performance measurements s h a l l  be  developed and appl ied  t o  ensure  
t h a t  only t h e  most competent ind iv iduals  a r e  re ta ined  and advanced t o  t h e  
p o s i t i o n  of Deputy Program Manager f o r  Logis t ics .  

b. The Deputy Program Manager f o r  Logis t ics  s h a l l  be held accountable 
f o r  performance wi th in  h i s / h e r  assigned r e s p o n s i b i l i t y .  ,Performance eva lua t ions  
s h a l l  t ake  i n t o . a c c o u a t  program-peculiar conditions.  

c.  Tenure of assigument must be s u f f i c i e n t  t o  ensure not  only  e f f e c -  
t i v e  management and eva lua t ion ,  but  a l s o  c o n t i n u i t y  of management. The Deputy 
Program Manager f o r  Logis t ics  should be ta rge ted  t o  be  i n  p l a c e  f o r  a t  l e a a t  
4 y e a r s  o r  u n t i l  completion of the 'next major milestone ( a s  def ined  i n  DoDD 
5000.1). S imi lar ly ,  the  r o t a t i o n  o r  assignment of key a c q u i s i t i o n  Logis t ic  
a s s i s t a n t s  should be cont ro l led  by t h e  needs of t h e  Program Hanagtr s h a l l  be 
i n t e r p r e t e d  t o  mean t h a t  an indiv idual  whose profess ional  performance of duty  
i s  not  s a t i s f a c t o r y  v i l l  not be re ta ined  i n  h i s  o r  her  p o s i t i o n .  

d.  Opportunit ies f o r  advanccment i n  t h e  a c q u i s i t i o n  l o g i s t i c s  c a r e e r  
f i e l d  s h a l l  be equivalent t o  those of contemporaries i n  o p e r a t i o n a l ,  l i n e ,  and 
commaad p o s i t i o n s .  Where boards a r e  e s t a b l i s h e d  f o r  t h e  purpase of s e l e c t i n g  
i n d i v i d u a l s  f o r  advancement, they s h a l l  include experienced system a c q u i s i t i o n  
managers t o  ensure t h a t  only t h e  b e s t  q u a l i f i e d  i n d i v i d u a l s ,  based on demon- 
s t r a t e d  performance, a r e  s e l e c t e d  f o r  promotion. 

c.  As indicated i n  t h e  e a r l i e r  subsec t ions ,  a  performance monitoring 
system f o r  a l l  p e r s o ~ e l  who a r e  involved i n  o r  a s p i r e  t o  be i n  t h e  recognized 
c a r t e r  f i e l d s  of a c q u i s i t i o n  management s h a l l  be maintained by each DoD Con- 
ponent.  Se lec t ion  f o r  key p o s i t i o n s  i n  management of majar defense systems 
normally s h a l l  be from among those so  tracked, and heavy r e l i a n c e  s h a l l  be 
placed on performance records,  p a r t i c u l a r l y  i n  a c q u i s i t i o n  l o g i s t i c s - r e l a t e d  
assignments,  f o r  determination of those bes t  q u a l i f i e d .  

- 
f .  Personnel should be se lec ted  on t h e  b a s i s  of s k i l l s ,  experience,  - 

and t h e  demonstrated performance needed t a  perform successfulLy the contem- 
p l a t e d  assignment wi th in  a  program, regard less  of m i l i t a r y  of c i v i l i a n  s t a t u s .  

8 .  Acqufs i t ioa  Logis t ics  Management Personnel 

For Acquisit ion Logis t ics  tlanagement Persamel  of major o r  non-major 
programs, the following s tandards  s h a l l  apply. The mandatory s tandards  may 
be waived only a t  the  General/Flag o f f i c e r  o r  SES l e v e l .  

I .  Education: 

a .  A baccalaureate o r  advanced degree i n  a  technica l ,  s c i e n t i f i c ,  o r  
managerial f i e l d  i s  prefer red .  Techuical  education of a  long-term nature  i n  
s e r v i c e  school may be used t o  s a t i s f y  t h e  requirement. 
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b. A u s t e r ' r  d e g r e e  in a n  a p p r o p r i a ~  f:eld i s  d e s i r e d .  

a .  S u c c e s s f d  c o q l e t i o a  of  t h e  %nag-t o f  .4cquisL=lc.= L r a i s t i c s  
U e ,  o r  c c q a r a b l c  c o u r s e  a t  a n o t h e r  i n s t i t u t i o n  approv td  ='A), i s  
e u & t o q .  

b. Success fu l  c o r p l e t i o n  of tLe  p resc r ibed  c u r r i c d m  ci LZ Znte r -  
&Ute M c e  School  is d e s i r e d .  

At l e a s t  2 y e a r s  of  e x p e r i e n c e  in t h e  swart. o r  u i n m r - r *  ~f  weapons 
rfrtsr p c r f o r v d  vtLile a s s i g n e d  to  a p r o a r e w n t  m d  is EmLtrq. 

4. G r c e r  C o n s i d e r a t i o n  

a.  b D  Ccrpo~cots  a r c  r e s p o n s i b l e  f o r  t h e  a c t i o n s  e - z  t;, a c h i e v e  
t k  f o l l o P i a g :  

(1) To achieve and r e t a i n  v e l l - t r a i n e d  and blmtcd j d a r - l e v e l  
id iv ibru ls  ready t o  mve i n t o  t h e  s e n i o r - l e v e l  p o s i t i o n s ,  ww-3 c a r e e r  
Eel& rcst be d e v e l o p 3  and maintained. fhcse f i e l d s  must p d d e  l i n e  and 
s*aff cam- w i t h i n  the ul i tary and c i v i l i a n  p r o f e s s i o n a l  = r i a  & a t  s u p p o r t  
A c q u i s i t i o n  L o g i s t i c s  m g e s e n t .  

(2) Career  o p p o r t u n i t i e s  s h a l l  be' esbb'lisbed to rtzrzr- ,  deve lop ,  
=-in, arid r s a r d  o u t s t a n d i n g  m i l i t a r y  o f f i c e r s  and civilian q l c - s  f o r  
k a r s t r r - d  p e r f o w c e  in ass iguments  desigced t o  p r q a r c  s g c -  f o r  t h e  
y - s i t i o u  of  P rograa  Xaruger o r  p r d c i p a l  deputy and a s s i s r a n t -  f i r - l i a n  
c L u r  programs s h a l l  be deve loped  under the gui&Lines contl-  in k D  
ks t roc : ion  1430.12 m f e r c n c t  ( 0 ) ) .  

5 .  I n  e s t a b l i s b g  t h e s e  c:vi?ian and r l i * ~ ~  c a r z r  Z i + l h ,  -&e DoD 
~ c c t s  n u t ,  a s  a minim-, p e r f o r s  ~ h e  f o l l o e i n g  t a s k s :  

(1) D e t e r r i n e  t h e  q u a l i f i c a t i o n s  f o r  a:- t o  sod zL++-;=sent i n  
t% i n d i r i d u a l  f i e l d s ,  i n c l u d i n g  the per faeaance  s a d a r d s ,  q r - = e ,  l e v e l  
af t r a h i z g ,  and fa-I e d u c a t i o n  a p p r o p r i r t c  f o r  each rank  o r  p&- Condi- 
Cwal -try and w a r d  m b i l i t y  pa* s u r d s  f o r  tmcondi t i& =try and 
gz.a"tecd r e t a r n  to p r c v i o u s  a p l o y m t  f o r  those mt r c h i e  q u a l i f i -  
a d o n .  

( 2 )  D e t e r a i n e  t5e a p p r a r i n a u  o d t r  of  pcrsacxzel z: r x d  r ~ n k  
o r  g r a d e  and s p e c i a l t y  requirtd t o  f i l l  each c a m r  f i e l d  for -& f a r e s e e a b l e  
f r a n r e .  Ensure that grade l e v e l s  a r e  coslacnsura- b i t h  respcsibdity,  
utbor iq  and p r o y a m  a c c o u n t a b i l i t y .  

(31 Dcvclop m i l i t a r y  and c i v i l i a n  c a r e e r  p l a n s  t h a t  I4 t o  t h e  
n t i s f a c r i o n  of the r e q u i r e m e n t s  t o  i n c l u d e  tnhing and p r o f e s s z d  educa tzon  
r q u i r e a r t s ,  i d e n t i f i c a t i o n  of the mandatory tnd d e s i r e d  types asi aaounts of 
q c r i a c e  needed to a s s m e  upper l e v e l  program uanag-t pi-. a d r i n -  
~ L c n t i v e  c o n t r o l s  f o r  t h e s e  p l a n s  and the popula t ions  u z r o l l e d  i3 &se p l a n s ,  
azd p r o v i s i o a s  f o r  advancement based oo dacoas t ra red  p e r f o r a a n c .  

. ( 4 )  Main ta in  c u r r e n t  r o s t e r s  of  t h e  c i v i l i a n  and u l l i t a r y  p e r s o ~ e l  
who have fo rmal ly  i n d i c a t e d  8 d e s i r e  t o  become p r o f e s s i o n a l s  i n  a r r e c o g n i z e d  
a c q u i s i t i o n  l o g i s t i c s  job  s e r i e s ,  s p e c i a l t y ,  o r  s u b s p e c i a l t y ,  and t h e  c u r r e n t  
q u a l i f i c a t i o n s  of  each  i n d i v i d u a l  on t h e  r o s t e r ,  

(5) I n s t i t u t e  methods t h a t  c e n t r a l i z e  a c q u i s i t i o n  management 
employment o p p o r t u n i t y  in fo rmat ion  s o  i t  i s  r e a d i l y  a c c e s s i b l e  t o  i n t e r e s t e d  
i n d i v i d u a l s .  

(6) C r e a t e  maximum ass ignment  f l e x i b i l i t y  f o r  c i v r l l a n  employees 
w i t h i n  e x i s t i n g  OPM regu la t . ions ,  i n c l u d i n g  m o b i l i t y  agreements .  I n t e r -  
Component r o t a t i o n a l  assignments shou ld  b e  cons ide red  f o r  deve lopmenta l  
t r a i n i n g  a s  o u t l i n e d  i n  DoD CPM Chapte r  950 (Reference ( I ) ) .  

5. T r a i n i n g  

a .  Each DoD Component i s  r e s p o n s i b l e  f o r  i d e n t i f y i n g  and t r a i n i n g  
i n d i v i d u a l s  t o  e s t a b l i s h  a  c a d r e  o f  m i l i t a r y  and c i v i l i a n  p e r s o ~ e l  adequa te  
t o  meet i t s  f u t u r e  needs f o r  l e a d e r s h i p  i n  a c q u i s i t i o o  l o g i s t i c s  management. 

b. P r o f e s s i o n a l  educa t ion  and t r a i n i n g  programs shou ld  p r o v i d e  f o r  
p r o g r e s s i v e  growth s t  t h e  e n t r y ,  i n t e r m e d i a t e ,  and s e n i o r  l e v e l s  t o  meet the  
s t a n d a r d s  and requirements  s e t  f o r t h  above,  and t h o s e  s t a n d a r d s  de te rmined  
and s e t  i n d i v i d u a l l y  by each Component. C i v i l i a n  employees s h a l l  be t r a i n e d  
i n  accordance  wi th  DoD CPM Chapte r s  410 and 412 ( r e f e r e n c e s  (m) and ( n ) ) .  

6.  Personne l  Management 

a .  Performance measurements s h a l l  b e  'developed and a p p l i e d  t o  ensure  
t h a t  o n l y  t h e  most competent i n d i v i d u a l s  a r e  r e t a i n e d  and advanced.  

b .  Acquis i t ion  l o g i s t i c s  management p e r s o ~ e l  s h a l l  be  a c c o u n t a b l e  f o r  
performance w i t h i n  h i s / h e r  a ss igned  r e s p o n s i b i l i t y .  Performance e v a l u a t i o n s  
s h a l l  t a k e  i n t o  account  program-peculiar  c o n d i t i o n s .  

c .  Tenure o f  assignment must be s u f f i c i e n t  t o  ensure  effective manage- 
ment and e v a l u a t i o n .  The r o t a t i o n  o r  assignment of  key a c q u i s l t l o n  l o g i s t i c s  
a s s i s t a n t s  should be c o n t r o l l e d  by t h e  needs of the Program Manager t o  ensure  
a p roper  ba lance  between e f f e c t i v e n e s s  and c o n t i n u i t y  of management. No t e n u r e  
p o l i c y  s t a t e d  above s h a l l  be  i n t e r p r e t e d  t o  r e q u i r e  t h a t  an i n d i v i d u a l  whose 
p r o f e s s i o n a l  performance of  d u t y  i s  n o t  s a t i s f a c t o r y  t o  t h e  r e p o r t i n g  s e n i o r  
be  r e t a i n e d  i n  h i s  o r  h e r  p o s i t i o n .  

d .  Oppor tun i t i e s  f o r  advancement i n . a c q u i s i t i o a  L o g i s t i c s  c a r e e r  f l e l d s  
s h a l l  be equivalent t o  those  of con tempora r ies  i n  operational, l i n e ,  and command 
p o s i t i o n s .  Where boards a r e  e s t a b l i s h e d  f o r  t h e  purpose of s e l e c t i n g  i n d i v i d u a l s  
f o r  advancement, they  s h a l l  i n c l u d e  exper ienced  a c q u i s i t i o n  l o g i s t i c s  managers 
t o  e n s u r e  t h a t  on ly  t h e  b e s t  q u a l i f i e d  i n d i v i d u a l s ,  based on demans t ra ted  pe r -  
formance and exper ience ,  a r e  s e l e c t e d  f o r  promotion.  

e .  A performance moni to r ing  system f o r  a l l  perS0Me.l who a r e  involved 
i n  o r  a s p i r e  t o  be i n  t h e  recognized c a r e e r  f i e l d s  o f  a c q u i s i t i o n  l o g i s t i c s  
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management s h a l l  be maintaxncd by e a c h  DoD Colaponent. S e l e c t i o n  f o r  key p o s i -  
t i o n s  s h a l l  b e  from among tfiose s o  t r a c k e d ,  and heavy r e l i a n c e  s h a l l  be p laced  
on pe r fonnance  r e c o r d s ,  p a r t i c u l a r l y  i n  a c q u i s i t i o n  l o g i s t i c s - r e l a t e d  a s s i g n -  
ments ,  f o r  d e t c r m i n a t i o n  o f  t h o s e  b e s t  q u a l i f i e d .  

f .  Pe rsonne l  shou ld  be s e l e c t e d  on t h e  b a s i s  of  s k i l l ,  exper rence ,  
and t h e  demonstrated performance needed t o  s u c c e s s f u l l y  perform t h e  conteat- 
p l a t e d  ass ignment  v i t h i n  a  program, r e g a r d l e s s  o f  m i l i t a r y  o r  c i v i l i a n  s t a t u s .  

A c q u i s i t i o n  L o g i s t i c s  

I .  Deputy Program Manager f o r  L o g i s t i c s ,  Hajor o r  Non-major Programs 

For  i n d i v i d u a l s  d e s i g n a t e d  Deputy Program Manager f o r  L o g i s t i c s  o f  major  o r  

non-major programs, t h e  f o l l o w i n g  s t a n d a r d s  s h a l l  apply.  The mandatory s t a n d -  

a r d s  may b e  waived o n l y  4t t h e  Ceneral/Flag o f f i c e r  o r  SES l e v e l .  

L: - - 
A. Education:  

% .  

1. A b a c c a l a u r e a t e  o r  advanced d e g r e e  i n  a t e c h n i c a l ,  s c i e n t i f i c ,  o r  

manager ia l  f i e l d  i s  mandatory. ,Advanced t e c h n i c a l  e d u c a t i o n  o f  a  long-term 

n a t u r e  i n  a s e r v i c e  school may be used t o  s a t i s f y  t h e  requ i rement .  

2 .  A m a s t e r ' s  'degree i n  a n  a p p r o p r i a t e  f i e l d  i s  d e s i r e d .  

0. Tra in ing :  

1. Success fu l  complet ion o f  t h e  DSHC Program Management and Hanagement of 

A c q u i s i t i o n  L o g i s t i c s  Courses,  o r  comparable c o u r s e s  a t  a n o t h e r  i n s t i t u t i o n  . 

approved by USD(A), i s  mandatory. 

2. Success fu l  complet ion of t h e  p r e s c r i b e d  cur r i cu lum of a n  I n t e r m e d i a t e  

S e r v i c e  School  i s  d e s i r e d .  
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C .  Exper ience :  

1. Deputy Program Hanager  f o r  L o g i s t i c s ,  Hajor System. A t  l e a s t  4 y e a r s  

o f  e x p e r i e n c e  i n  t h e  s u p p o r t  o r  maintenance o f  weapon sys tems  o r  i n  a c q u i s i t i o n  

-- a t  l e a s t  2 y e a r s  a c q u i r e d  w h i l e  a s s igned  t o  a procurement  command -- is 

mandatory.  

2 .  Deputy Program Hanager  f o r  L o g i s t i c s ,  No?-Hajor System. A t  Leas t  2 

g e a r s  of e x p e r i e n c e  i n  t h e  s u p p o r t  o r  maintenance of weapons systems performed 

w h i l e  a s s i g n e d  t o  a  p rocurement  c o m a a d  i s  mandatory.  

C a r e e r  Cons i d e r a t i o n  

\ 

1 .  DoD Components a r e  r e s p o n s i b l e  f o r  the a c t i o n s  r e q u i r e d  t o  a c h i e v e  t h e  

f o l l o w i n g :  

a ,  To a c h i e v e  and r e t a i n  w e l l - t r a i n e d  and t a l e n t e d  j u n i o r - l e v e l  i n d i v i d -  

u a l s  r eady  t o  move l n t o  t h e  s e n i o r - l e y e l  p o s i t i o n s ,  a p p r o p r i a t e  c a r e e r  f i e l d s  

must be developed and m a i n t a i n e d .  These f i e l d s  must p rov ide  l l n e  and s t a f f  

c a r q e r s  w i t h l n  t h e  m i l i t a r y  and c i v i l i a n  p r o f e s s i o n a l  s e r i e s  t h a t  suppor t  

A c q u i s i t i o n  Logistics Management. 

b. Caree r  o p p o r t u n i t i e s ~ s h a l l  be e s t a b l i s h e d  t o  a t t r a c t ,  d e v e l o p ,  r e t a i n ,  

and reward o u t s t a n d i n g  m i l i t a r y  o f f i c e r s  and c i v i l i a n  employees f o r  demons t ra t -  

e d  performance i n  a s s i g n m e n t s  des igned  t o  p r e p a r e  managers f o r  t h e  p o s i t i o n s  

of Program Manager o r  p r i n c i p a l  d e p u t i e s  and a s s i s t a n t s .  C i v i l i a n  c a r e e r  

programs s h a l l  be deve loped  under  t h e  g u i d e l i n e s  c o n t a i n e d  i n  DoD I n s t r u c t i o n  

1430.12 (Refe rence  ( o f ) .  
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2 . .  Zo utrblishiq - h e  dviliut m d  military caner fields, the DoD C w  

pomts mst, as a  -, perfom the follovirg tasks: 

a. hte& t h e  w l i f i u t i o n s  for entry f~ and a d v a c a t n t  i n  t h e  

imdiPiQu1 fields, M i n g  the p e r f o r m n u e  standards, e x p e r i e n c e ,  l e v e l  o f  

tniniag, d f o d  & c a t i o n  a p p r o p r i a t e  for eicb c a d  or g rade .  C o a d i t i o u a l  

mtry and v r d  d i l i t y  pa* s h o u l d  be p&&d f o r  individuals n o t  qual i -  

fied f d y  for aitq, w i t h  high a t z n d . r b  far  rocorf i t id  artry and guaraa-  

teed to p d m u  -1-t f o r  t h o u  mt xchievictg mtry  q u a l i f i c a t i o n .  

b. Dt- th ~ m x i m a t e  ruder of -1 a t  ezch  rank o r  g rade  and 

s p e c i a l t y  rvquiAd rn till ud career field f o r  tk foreseeable f u t u r e .  

Ensarr tht I& 1- a r e  c a m e u u r a t x  vith r a p u s i b i l i t y ,  authority, 

pmgcm a c ~ c m u t a b k l i n ,  broad supervision a* aver mctional and con- 

t r a c t o r  a&*q.  'TLC grade structure of p x g - b  c ~ f i c t z s  shou ld  r ecogn ize  t h e  

g r e a t  L s p z r t c c c  z . ~ 5  r s ? o t x i 3 i l i t y  a s s o c i a - 4  b-5-2 C=e a c - p i s i t 2 o n  of veapon 

s y s t e m .  

c .  "Rvcllp nil:-a~ an? c i v i l i a n  c a r t e r  piazs  t ! ~ ~ t  lezd t o  :he s a t l s f ~ c -  

t i o n  cf LLZ .-ts t o  i n c l u d e  t ra ining rod p r o f e s s i o z a l  e d u c a r i o n  r e q u i r e -  

mu, i L r n L L f ~ u C l u  oi t k e  r m d a t o r y  and &a- types and w u n t s  of 

experience to assame q p e r  l e v e l  proaras -g=t p o s i t i o n s ,  admini- 

s i r a t i s e  caarLmv2 f z r  &ere pians and  the po?rrlazicu czzroiled Ln t h e s e  p l a n s ,  

and prov',rio;l fo r  r 3 a n c e r a t  based on d - u a t d  p c r i o n r a n c e .  



d. 5 i o ~ a i - c  currrnt r e s t e r s  c f  t&e r i - l i ~ n  personnel who have fomal:y 

i a 2 i c r r r i  a ies::e :o becon t  ~ r o i e s s ~ o w ~ s  :3 a  recognized acquisit :on l o g i s t ~ c s  

j& s t r i e s ,  s?ecial:y, o r  subspecla::?, a d  th c u r r e n t  q u a l i f i c a t i o n s  o f  e a c i  

i n 5 ~ : ~ 4 1  o: & r e s t e r .  

e .  - L s t l t u t c  =tho& that ce-l?lirc a c q u i s i t i o n  l o g i s t i c s  mnagabent 

espla;.ncr: o,-partanity i n f o m a t i =  s i t  ir r e a d i l y  a c c e s s i b l e  t o  i n t e r e s t e d  

f .  C r u - a  a s s i p e n t  fledSiJi3 f o r  c i v i l i a n  employees vithin 

ex%stkg C P !  regulations, ioclndkg mb"iq a g r e u e n t s .  In te r -Coqonent  

mtaeooll r s s i w t s  should b e  -i&zd f o r  devclopmental t r a i n i n g  a s  

oar-' i a  hil CPf C3upt.e~ 950 tee-= (11). 

a .  h* DoC Ccqonent i s  resp=s ib le  f o r  idc l l t i fy ing  and t r a i n i n g  indi -  

~ 5 ~ ~ : s  -2 .-s--atLish a c a t r e  o f  r':'taq c l r i l i a n  p e r s o u e l  adeqaate t o  

sett i-A ?~*:-r needs f o r  l e z d e ~ %  ic a-Asit ion l o g i s t i c s  manag-t. 

b. -f=oiessloizal education a d  :a- pmgrars  should provide for pro- 

. g r e s s i w  * a t  the entry. i n m t e ,  and s m l o r  levels t o  meet the 

s-z>&,'-s ar? r q a i r e m ? n t s  set f o r t 3  a h e ,  and ease s tandards  d e t e h e d  

asd  set L d i ~ h l l y  by each Coq-nczX. Ciri l ian employees s h a l l  be t r a i n e d  

ic accorCma via DoD CE3 ( h p t e z s  410 md 412 ( re ferences  (m) and (n)). 

a. Perforrrance nersurcsents shall be developed and applled ta e n s u e  *t 

o n l y  t5e  mst c q t e a z  ind iv iduals  arc  r e b i n d  and .&aced to the p o s i t i o x  

o f  Deputy ~ro*ram -ger f o r  Logis t ics .  

b. Ihr? &utv R o g r u  l k a r g e r  for  L o g i s t i a  s h a l l  be hrld accountable fcr 

p c r f o r ~ r w  vithin his/hrr assigned r e s p w i b i l i q .  P c r f o r ~ l n c c  cvaluatioas 

shall take into account progras-peculiar condi t ions .  

c .  f c v u e  of assignaeat o u s t  be suf f ic iec i t  to a ? s m  not anly effeczive 

~ m g m c n t  and c r a l r u t i o n ,  but  a l s o  conkinnitp.of w g - t .  7he D q u t ~  

Progran W g c r  f o r  Logis t ics  should be targeted to k in place for at l e a s t  

S O W .  1). Sini lar lp ,  tht r o t a t i o n  o r  assigmeat af Lrp a c q u i s i t i o n  1ogis:ic 

a s s i s a n t s  s b u l d  be cont ro l led  by the needs of & ?zag:- 3 r a g r r  u r-s~-r a 

propzr b a l r o c t  bc*z ef fec t iveness  and continnit?. of - g a r .  So tezrrtr 

d. mrtonitln f o r  abPmc-t Ln Phe acquisition l o g i s t i c s  c t m r  

f i e l d s  s b £ l  be r , r i r a l e a t  to those of c o n t q r a i - t s  in operatio=L. L b ,  zz? 

camnand positions. ;here boards arc e s t a b l i s h e d  f o r  &e p u r p s e  o f  selec:rzg 

ind i*duah  f o r  a-cacnt, they shall include -en& s p t a  acqnis i t ixr  

mnrge,?i tn easuze t h t  only  t h e  best q u a l i f i e d  i n d i o i _ d u ? s ,  based on Ccmn- 

strated p r f o r r a n c e ,  are selected f o r  promocioa. 



DoD 5000.52-8 
Appendix K 

e.  As indica ted ,  i n  t h e  e a r l i e r  subsec t ions ,  a perfomance o 3 a i t ~ r i  

system f o r  a l l  personnel who a r e  invalved in o r  aspire to be 's ck z e c z e r - 2  

c a r e e r  f i e l d s  of defense  system a c q u i s i t i o n  n n a g e r c n t  s b 1 1  be =ti-a-k< '7 

each DoD Component: S e l e c t i o n  f o r  key p o s i t i o u  in atcagmut of  a j a r  i c i s x . 2  

systems normally s h a l t  be from among those s o  t r a c l d ,  a d  h u v y  z e l d t z  srall 

be placed on performance records ,  p a r t i c u l a r l y  in tcwsitim Log5:icz - 
r e l a t e d  assignments, f o r  determination o f  those b e s t  qxd3fitd. 

f .  Personnel should be s e l e c t e d  on the bas is  o f  s k i l l i ,  e x p e r i r e ,  d 

thc demonstrated performance neede& t o  p e r f o m  succcssfnLly thc cuateq--l~& 

assignment within a program, regard less  of m i l i t a r y  o r  ciriliut sum, 

11. ~ c q ' u i s i t i o n  L o g i s t i c s  Hanagement Personnel 

For Acquisit ion Logis t ics  Hanagement Personner of o a j o r  oz non-for ~ r , g r i m s .  

tl;e fo l loving  s tandards  s h a l l  apply.  ' The mandatorg- stmC3rd.s =)- 3c ~ t i - r t l  

only a t  t h e  Gcneral/Flag o f f i c e r  o r  SES l e v e l .  

A .  Education: 

1. A baccalaureate o r  advanced degree in a te-al, s c i a r ~ L f i c ,  cr  

managerial f i e l d  i s  p r e f e r r e d .  Technical  education of a laq-tc=n u a m  -5x 

s e r v i c e  school may b e  used t o  s a t i s f y  t h e  r e q u i r w t .  

8 .  Train ing  

1. Successfu l  corpletioc of the liacLlger~mt of Acquis i t ion  Logistics 

Course,- o r  coaparable course it anor&r i n s t i t u t i o n  approved b y  USD(A), is 

mandatory.' 

2 .  Successfal  coupletion of thr prescribed curriculum of an  Intermediate 

Service School is desired. 

A t  l e a s t  2 pears  of e p r i a c e  in t 2 e  s c p p o r t  o r  maintenance of weapons systems 

per fomed v h i l e  assigned to t prom-t  w d  is mandatory. 

Career Consideration 

1. DoD C q o n e n t s  a r e  r e s ~ m i b l e  for -& acAons  required t o  achieve t h e  

following: 

a .  To achieve and r e - a k  s e l l - r r a r e t  a32 t a l e n t e d  j u n i o r - l e v e l  i n d l v l d -  

u a l s  ready t o  move into rAr senior - leve i  ~ s i r i o n s ,  appropr ia te  career  f i e l d s  

m u s t  be developed and u i n t r i a c d .  These f i e l d s  must provide l i n e  and s t a f f  

careers  w i t h i n  d e  u l i - ~ r ;  and c i * L i z  ;r:fcssional s e r i e s  t h a t  support  

Acquisit ion Logis t ics  %g%u.ent 

2 .  A master 's  degree i n  aa  appropr ia te  f i e l d  is derirrd. 
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b.  Career o p p o r t u n i t i e s  s h a l l  be e s b b l i s h e d  t o  a t t r a c t ,  d e v e l o p ,  r e t a i n ,  

and r e w a r d  o u u t - ~ d h g  r r l i t a r y  o f f i c e r s  q d  c i v l l i a n  employees f o r  demonstrat-  

ed  p e r f o m c e  in rssigarrcnu d e s i g n 4  to p r q a r e  managers f o r  t h e  p o s i t i o n s  of  

Program ! h u g e r  o r  p r i n c i p a l  @uQ and a s s i s t a n t .  C i v i l i a n  c a r e e r  programs 

shall h ~ e l o p c d  u 2 e r  the &delints m t a i n e d  i n  DoD I n s t r u c t i o n  1430.12 

(Ref e r e n c t  (0 ) ) .  

2. Ln establishing these dvilh i d  r i l i t rry c a r e e r  f i e l d s ,  the DoD Corn- 

p o n c n t s . u r t , u a d n i * n , p e r f o n . t h t f o l l ~ i n g t a s k s :  . 

a .  Detemrinc thr q w l i f i u t i a a s  for mtry t o  and advancement i n  t h e  

i n d i v i d u a l  f i e f C s ,  ~ c l u d 5 n g  ttu p e r f o m c e  s t a n d a r d s ,  e x p e r i e n c e ,  l e v e l  of  

tra in&,  and fo-1 education- appr~prhw f o r  each  rank o r  g r a d e .  Condi t iona l  

e n t r y  and a p ~ r d  robility paths s b d d  be prov ided  f o r  i n d i v i d u a l s  no t  q u a l i -  

f i e d  f u l l y  f o r  CLV,  w i t h  hi& sta~da- f o r  . k n c o n d ~ t i o n a l  e n t r y  and guaran- 

t e e d  retllrn ta ?:eViocs - ! o p % ~ t  fo'r chase n o t  ach iev ing  e n t r y  q u a l i f i c a t i o n .  

b. ikuA&c et approxi=-u c&-z of personne l  a t  each r ank  o r  grade 

and s p e c i a l t ~  r t q u r e i  t o  fiil e ~ c l  c a r e r  f i e l d  f o r  the  f o r e s e e a b l e  f u t u r e  

Easure  t k a t  gra& fctvels  are  C-m-2 ri& r e s p o n s i b i l i t y ,  a u t h o r i t y ,  

program a c c o u n t l b i l i c p  and broad sqe,+ian e x e r c i s e  over  f u n c t i o n a l  and 

c o n t r a c t o r  a c t i v i t y .  

. c .  Develop m i l i t a r y  and c i v i l i a n  c a r e e r  p l a n s  t h a t  l e a d  t o  t h e  a a t i s f a c -  

t i o n  of  t h 9  requ i rements  t o  incLude t r a i n i n g  and p r o f e s s i o n a l  e d u c a t i o n  r e q u i r e -  

ment, i d e n t i f i c a t i o n  o f  t h e  mandatory and d e s i r e d  t y p e s  and amounts of  e x p e r i -  

ence  needed t o  assume upper l e v e l  program management p o s i t i o n s ,  a d m i n i s t r a t i v e  

c o n t r o l s  f o r  t h e s e  p l a n s  and t h e  p o p u l a t i o n s  e n r o l l e d  i n  t h e s e  p l a n s ,  and 

p r o v i s i o n s  f o r  advancement are  based on  demons t ra ted  performance.  

d .  H a i n t a i n  c u r r e n t  r o a t e r s  o f  the  c i v i l i a n  and m i l i t a r y  p e r s o n n e l  who 

. . . . . - 
have fo rmal ly  i n d i c a t e d  a  d e s i r e  t o  become professionals i n  a r ecogn ized  

. . - - . . 

a c q u i s i t i o n  l o g i s t i c s  j o b  s e r i e s ,  s p e c i a l t y ,  o r  s u b s p e c i a l t y ,  and t h e  c u r r e n t  

q u a L i f i c a t i o o s  of  each  i n d i v i d u a l  on t h e  r o s t e r .  

e .  I n s t i t u t e  methods t h a t  c e n t r a l i z e  a c q u i s i t i o n  l o g i s t i c s  management 

employment o p p o r t u n i t y  in fo rmat ion  s o  i t  i s  r e a d i l y  a c c e s s i b l e  t o  i n t e r e s t e d  

i n d i v i d u a l s .  

f. C r e a t e  maximum assignment f l e x i b i l i t y  f o r  c i v i l i a n  employees w i t h i n  

e x i s t l n g  OPM r e g u l a t i o n s ,  i n c l u d i n g  m o b ~ l i t y  agreements.  Inter-Component 

r o t a t i o n a l  assignments shou ld  be cons ide red  f o r  developmental  t r a l n i n g  a s  

o u t l i n e d  i n  DoD CPH Chap te r  950 (Reference (1)). 

T r a i n i n g  

a .  Each DoD Component i s  r e s p o n s i b l e  f o r  i d e n t i f y i n g  and t r a i n i n g  i n d i v i d -  

u a l s  t o  e s t a b l i s h  a  cadre  o f  m i l i t a r y  and c i v i l i a n  pe rsonne l  adequa te  t o  meet 

i t s  f u t u r e  needs fo r  l e a d e r s h i p  i n  a c q u i s i t i o n  l o g i s t i c s  management. 
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b. Pnfcssiocul  tm-lacioo and t r a : ~  ;zagrams s k d d  p r c e d e  f o r  ;re- 

gres s iv t  gzoc.3 a: * r c - - 7 ,  i n t z ~ t i i a t c ,  cd SUCK l c v d s  cn wet the 

s u ~ d r . d s  rqLr=rs  Set forb r:orr, d +&re s-a&& &*mind x d  

s e t  i d i u ; , W y  'q uc5 C o ~ o t u l t .  Cir*Lizr - : q e e s  shall h r n i m i  in 

accordincc e-2 3 s D  7U &;ten 410 wd -L2 : c e i e z z c u  (a) a x d  (a)) .  

a. P e r f o m  =asareacnu siaH be dei!d& a d  amLied to - o n  tL= 

o n l y  t!x a=st c u q e c - a t  Wvihah rre r e - a W  and a&ancd. 

b. W i C c n  ' G @ C '  - uma,-: t r  s h L  bc held accozntz=lc 

for pcrfo- kispkr ass-- r s p z u s i 3 i l i t y .  Periomance evalts- 

c .  'C-= 05 a z s f p n e z z  mxr 'x 5 - = "  ,--CVZ -2 ers.2-i ef ferzire  nz;a,-slc;2= 

and mha-Za. 3 c  m - d c i ~ n  or assigzme== cf LT r c s s i f 2 o o  l o g i s t i c s  

assis--- sk&i te c;==rtLl& by 1-2 ;f 5 2:: j r s  % = g t r  ;; -2:. 2 

. . p n p e z  x ~ = =  ~ f ~ ~ : = ; r ~ ~ s s  c i  <-c-=-'-'-; - , ,  c f  I l . x 2 ~ ~ e = t .  5:  -Z=-? 

vliq s u - A  a h c ~ t  s h 2  :t i r r c ~ r e - ~  &- -+-T tL,; az S i v i Z l l d l  %?lts.e 

p r o f e ~ s i c a r d  er=->-c= of ducy is nac w-;c%c-&-? b t h  r e p r t % g  s e a r  

reuimtd im kLs ar L r  pa:--ion. 

p s i t i o a r .  b h t r e  board, are tlUblished for tbc pPrpore o f  stlecffag indiv id-  

' ruh f o r  a b v r a c e r n t ,  t h q  s h l l  include experienced a c e s i t i o n  logistics 

'd uqncc that d y  'Lbt bcs: qualified individuals, based on  d m a -  

strated perfcrmnce d eqceence, are selected for p r m t i o a .  

e.  A perfo~llncc oonicorIng rys-a for a l l  personnel uho a r e  involved in 

or asp* to be in the r c c o u  uz fields of rcquisirioa l o g i s t i c s  

~nr-t rhrll be by each FkO Coqontnt. Sctcction for key 

p i t i o n s  s h l l  be f r a  those - tracked, and heavy reliance shall bc 

placrd m perfoxxance recur*, particular1.1 in acquisition l o g i s t i c s - r e l a t e d  

uri--d for dctexniaation of k c  k t  qualified. 

f .  Persxmel $ b a l d  be -1- an cht &is of skill, experience, and 

th daorutntcd p e r f o n n r a  to mccrssfally perfom the contemplated 

rsig=xte= vLC52x a przqr;m, r e g ~ r i l c s s  a f  n i Y i - a q  or ci; i- l ian status. 

d -  C p p r & r 2 e s  fzr a2vaccarrct z c - i L ~ n  I o e s r i c s  career f ie lds  

s h a l l  In quirr- to of c ~ t e q o r a f i a  in opertciolul, and c - 9  
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ARMY CONTRACTING AND ACQUISITION CIVILIAN 
TRAINING, EDUCATION AND DEVELOPMENT SYSTEM (ACTEDS) P U N  

1. INTRODUCTION. The plan outlined herein provides the 
framework for implementing the Army Civilian Training, 
Education and Development System (ACTEDS) in the Contracting 
and Acquisition Career Program. This plan, in coordination 
with AR 690-950, "Career Management," Chapter 14, delineates 
the mandatory functional training prescribed by the Office, 
Secretary of Defense, and the nonmandatory career enhancing 
courses for the 1102, 1103, 1105, 1106 (specialists engaged in 
purchasing activities), and 1150 (industrial specialists 
involved In the contracting process) occupational series. The 
plan can also be applied to personnel engaged in general 
business and industry occupational specialties, career field 
1101, if the position requires a knowledge of contracting,or 
if the individual wishes to be considered for employment r n  
any of the other 1100 career fields. Additionally, this plan 
blends managerial and leadership requisites into the 
employee's long-term contracting and acquisition career 
development program. The Intern Program, detailed in AR 
690-950, Chapter 14, Appendix B is not included in this 
edition of the ACTEDS Plan. 

2. PBJECTIVES.  This plan the structure for ensuring 
that contracting and acquisition personnel receive the 
necessary sequential training and development to define a 
progressive career pattern. This will allow maximum 
opportunity for hiqh-potential individuals to advance and 
perform at their hlghest capability by: 

a. Mandating completion of the contracting and 
acquisition courses required by OSD in DOD-wide ~cq~isitlon 
Personnel Career Program Manual 5000.52-M.   his is Priority 1 
Training and is essential to mission accomplishment. 

b. Recommending completion of contracting and acquisition 
courses which complement and enhance the knowledge and skills , 

acqulred through Priority 1 Training. This is Priority 2 
Traininq and directly affects the quality of mission 
accomplishment. 

c. Encouraging participation in contracting and 
acquisition courses/programs that are desired, not required. 
This is Priority 3 Training and is professional enhancement. 

3. STRUCTURE: 

a. The Secretary of the Army is responsible for overall 
policy within the Department of the Army (DA). 

c. The Directorate of Civilian Personnel (DCP) is 
responsible for overall civilian personnel management policy 
within DA. 

d. The U.S. Total Army Personnel Command (PERSCOM) will 
implement, evaluate, and manage civilian career programs/ 
management policy within DA. 

e. A Functional Chief (FC) is designated for each career 
program. The FC for the Contracting and Acquisition Career 
Program i s  the Assistant Secretary of the Army (Research, 
Development and Acquisition). The FC will recommend, 
evaluate, and decide upon career program policies, procedures 
and requirements. 

f. The Functional Chief may designate a senior official 
holdinq a top-level position in the Contracting and 
Acquisltion Career Freld to be the Functional Chief 
Representative (FCR) . 

g. The FCR for the Contracting and ~cquisition Career 
Program is the Deputy Director, U.S. Army Contracting Support 
Agency. 

h.   he Functional Chief Representative, in addition to 
the duties delineated in AR 690-950, Chapter 1, will: 

(1) Develop, implement and monitor the Contracting and 
Acquisition ACTEDS Plan. 

(2) Identify Contracting and Acquisition career 
patterns depicting paths of job progression to key positions, 
including Senior Executive Service (SES). 

- (3) Identify Contracting and Acquisition competencies 
needed at each level for advancement. 

4) Select the proper blend of formal Contracting and Acquisition training and work assignments at each level to 
provide those competencies. 

(5) Provide advice on Contracting and ~cquisition 
career management. 

Board. 
Chair the Contracting Career Program Planning 

(7) Represent the Army on the Defense contracting 
career Management Board (DCCMB) . 

b. The Deputy Chief of Staff for Personnel (DCSPER) . is 
responsible for overall personnel management policy withln DA. 



i. A Career Proqram Manager (CPM) for Contracting and 
Acquisition will be Identified at each MACOM to assist the FCR 
through the MACOM commander. The CPM will discharge 
Contracting and Acquisition career program guidance to the 
Heads of Contracting Activities (HCAs) and the Principal 
Assistants Responsible for Contracting (PARCs). 

I 

j. The ~irector of Contracting (DOC) will serve as the 
Activity Career Program Manager (ACPM) and will be responsible 
to the PARC for ensuring that individual training information/ 
requirements are implemented. The ACPM is responsible for the 
development of local standing operating procedures for 
Contracting and Acquisition career development at his/her 
activity to include personnel in other staff offices such as 
the Small/Disadvantaged Business Utilization and .Competition 
Advocate. 

k. Supervisors, with direction from the DOC, will: 

(1) Provide contracting career counseling, information 
and advice to employees on a continuing basis. 

(2) Participate with employees in the preparation, 
periodic review, and revision of Individual Development Plans 
(IDP's). Reviews should be performed at least annually. 

(3) Schedule and implement Contract and Acquisition 
training and development prescribed in the IDP. Supervisors 
must plan training and development in such a manner as to 
ensure that mission accomplishment is not adversely affected. 

(4) Perform, at least once annually, an appraisal of 
employee's potential for growth and development and assist in 
defining Contracting and Acquisition career goals and methods 
to achieve these goals. 

1. Contracting and Acquisition career employees will: 

(I) Accomplish registration in Contracting and 
Acquisition programs (i.e., Army Civilian Career Evaluation 
System (ACCES)) and update career records as necessary. 

(2) Identify career .goals and their development 
includin assignments to other positions within the 
Contract?ng and Acquisition career field. 

(3) Participate in the-formulatian and preparation of 
IDPt s. 

( 4 )  Ap 1 continuous effort to improve knowledge, 
skills and abfllties required in the Contracting and 
~cquisition career program through self-development and 
training. 

4. KEY POSITIONS: 

a. Definition. 

Key ~ositions in the contracting and acquisition career field 
are positions at the GS/GM 13-15 levels and SES level invalved 
in contract policy determination and implementation; 
development of. acquisition strategies and plans for 
high-dollar complex contracts; selection of contractors for 
the award of sensitive programs/projects; execution of the 
small and disadvantaged business, and competition programs; 
supervision of the contract administration function at a major 
system flant or an- entire military installation; senior 
cost/pr ce and procurement analysts; and key positions 
identified under the Logistics and Acquisition Management 
Program (LOGAMP). 

Specific position titles/functional responsibilities include, 
but are not limited, to the following: 

(1) All Contract Senior Executives (SES) ( 2 )  Deputy 
Chief of, Staff, Procurement and Production (3) ~irector, 

.. Procurement and Production polic ( 4 )  Head of contracting 
~ctivity (HCA) (5) principal Assrstant Responsible for 
Contracting (PARC) (6) Associate Director, Small/~isadvantaged 
~usiness Utilization or Small/Disadvantaged Business 
Utilization specialist (7) Director of Cont rac t ing /~ rocure lnen t  
(8) Program Executive officer (PEO) (9) Program/Project 
Manager (PM), Deputy PM (10) Chief, Cost Analysis (11) Chief, 
Major or Non-Major Army Defense System Division (12) Chief, 
Contract ~dministration Division or Plant Representative 
officer (13) Chief, Contract compliance and Review (14)Sr./ 
Chief/Supervisory Procurement Analyst (15) Sr./Chief/ 
Supervisory Cost & Price Analyst (16) Contracting off icer  
(17) Chief, Contracting ~ivislon (18) chief, Simplified 
Purchases Division (19) Multidisciplinary contracting 
positions identified a,s key positions under LOGAMP. 

b. Management: 

~ffective 1 January 1990, key contracting and acquisition 
positions will be filled through the centralized referral 
procedure, Army Civilian Career  valuation System (ACCES). In 
the interim, use of the Department of the Army civilian 
Announcement ~istribution System (DACADS) and merit promotion 
will be utilized. 

The decision to select an individual is the supernisor's 
responsibility: however, the FCR will monitor the process. 
Selections for key Contracting and Acquisition positions at 
Headquarters, Department of the Army and Head of Contracting 
Activity levels must be coordinated with the FCR prior to 

4 



formal Civilian Personnel Office (CPo) offer and commitment. 
All other selections for key contracting and Acquisition 
positions must be coordinated with the MACOM CPM prior to 
formal CPO job offer and commitment. coordination 
documentation shall include evaluation factors, selection 
criteria, names/status of all applicants, name of interviewer, 
selecting official, and final basis for selection decision. 
To ensure that the selection process is not unduly delayed, 
the hiring official may presume concurrence if no notice to 
the contrary is received from the FCR/MACOM CPM, or his/her 
staff within ten days after selection documentation is mailed. 
Facsimile procedures could further expedite the selection 
process. 

5. CAREER LADDER: Appendix C, Figures C-1 through C-9, 
present recommended career ladders for progression to key 
positions in each of the six Contractinq and Acquisition 
functional areas. An overview of the d~rect and possible 
cross functional moves within the Contracting and Acquisition 
career ladder is contained at Appendix B. Although these 
career ladders are not cono~dered the only way to reach a key 
position, they are the most likely avenue of progression. 
Individual career program planning and counseling by employees 
and therr supervisors is essential; employees must set 
realistic career goals and determine speclfic training or 
experience requirements needed to achieve those goals. 

6. COMPETENCIES: There are currently 51 contractinq 
competencies and 38 Small Purchase and other Simplified 
Purchase Procedures Competencies identified for the GS/GM 1100 
Contracting and Acquisition career fields by the Federal 
Acquisition Institute (FAI). Figures A-1 and A-2 lists these 
competencies while Figures C-1 through C-8 incorporate the 
competencies into the Knowledge, Skill and Abilities (KSA) 
requisites of the Master Development Plan. There are no 
standardized competencies and KSAfs listed for the GS-1101, 
General Business and Industry Specialist, due to the wide 
range of duties associated with this series. Individuals in 
this series will be registered in ACCES and will be provided 
opportunities for the same career development as other series 
in the Contracting and Acquisition career fields. 

The preferred method of acquiring the co&atencies required to 
perform specific tasks is by attendance at Defense Management 
Education and Training (DMET) courses specifically established 
for this purpose. Another acceptable method is the completion 
of courses which have been approved as equivalent to specific - 
DMET courses. While resident instruction of all courses is 
desirable, financial and scheduling constraints may restrict 
this training method. It will therefore be incumbent upon the 
ACPMs to ag ressively pursue alternatives which are more 
cost-effect~ve/conducive to mission accomplishment. These 
alternatives could be on-site training, employment of the Army 
Logistic Management College (ALMC) Satellite Education 

Network, sharin of training resources and costs by and with 
other DOD organqzations within the local commuting area, or 
the development and use of Approved Off-Campus InstrucFion 
(AOCI). The ACPM should also research avenues to provlde 
employees with agency/installation "uniqueN training (e.g. Automatic Data Processing Equipment (ADPE)). 

Although the Army and local intern programs are the preferred 
way for new employees to enter the Contracting and Acquisition 
career field, it IS expected and encouraged that individuals 
in the 1105 series (Purchasing Agent) and 1106 series 
(Procurement Clerk) positions enter the 1102 series through 
the locally developed Army Mobility, opportunity and 
Development (AMOD) Program. High-potential employees in these 
and other related series who have the desire to become 
candidates for 1102 positions will need to receive a mixture 
of developmental assignments and training to compete for these 
positions. If resident instruction is not available or 
feasible, use of the Satellite Education Network, on-site 
training, correspondence courses, equivalent institutional 
training, and on-the-job training should be viewed as primary 
methods of acquiring training. 

7. MASTER TRAINING PROGRAM: Appendix C identifies the levels 
of career and mana ement development within the 1100 series. 
Each career field ?s divided into entry level, intermediate 
level and senior level with corresponding Priority 1 
(mandatory), Priority 2 (recommended) and Priority 3 
(desirable/competitive) training requisites. The 
training/courses listed at Priorities 2 and 3 are not to be 
interpreted as all-inclusive; these choices illustrate some 
of the available alternatives for continued professional 
development, 

To the extent that available resources permit, contracting 
Acquisition personnel involved in pre-award functions are 
encouraged to take courses required for contractinq and 
~cquisition personnel involved in post-award functions and 
vice versa. Indivi$uals (to include Procurement Analysts) 
that function in a cradle to graveN Contracting and 
Acquisition environment will interpret all pre and post awa 
courses to be Priority 1 requirements. 

and 

rd 

organizations with specific contracting and ~cquisition 
functions that are not included within the ~ppendix C listings 
will need to amplify the contracting careerists training with 

courses (e.g., security, ADPE, 
~ ~ ~ ~ ~ ~ p ~ ~ : ~ ~ : d  Funds (NAF) ) at each level. The f 01 lowing 
courses, fn addition to those listed as Priority 1 Courses, 
should also be viewed as Priority 1 Training: 

a. AMC Installation Procurement Management System Course 
for Directors of Procurement of AMC depots, installations and 
selected (e.g., proving grounds). 



b. Army Installation Management Course for Directors of 
Contracting of non-AMC installations (excludes contracting 
division chiefs in Engineer districts and Army medical 
centers] . 

c. Commercial Activities Course for contracting personnel 
enga ed in the conduct of significant commercial activities 
stud?es. 

d. Depot Operations Management Course for Directors of 
Procurement/Contracting at Army depots. 

e. Management of Installation Level Contracts Course for 
all directors and division chiefs within the Directorate of 
Contracting. 

f. On an individual basis, selected courses prescribed for 
Contracting and Acquisition enrollees in the LOGAMP Program. 

In an effort to foster the awareness of orqanizational 
missions and functions, Installation activities may consider 
it beneficial to the development of C L A personnel to 
establish summary level courses (e.g., the A m y  Installation 
Management Course). This will give entry-level individuals 
the knowledge of their parent organizationfs role in the Army 
and provide them with information on the significant 
contfactinq and acquisition issues pertinent to each part of 
that organization (e.g., Directorate of Enqineering and 
Housing, Army Hospital, Directorate of Logistics). These 
courses would be Priority 2 Training. 

It is highly recommended that each MACOM CPM review with 
cognizant PARCs the qualifications of each warranted 
contracting officer to ensure that all Priority 1 training 
requirements have been met. It is further recommended that 
each PARC require all contracting officers to supplement 
Priority 1 training with Priority 2 and 3 training no less 
than 2 courses every 3 years to keep abreast with contracting 
rules and regulations. This trainin will reiterate the 
responsibility and risk associated wyth the warrant and should 
be viewed as "Recertification Trainingw to be positively 
reflected on the Contracting Officer's Performance Evaluation. 

Senior level Contracting and Acquisition careerists should 
submit applications for acceptance to competitive long term 
training programs such as Training With Industry (TWI), Senior 
Service Colleges, LOGAMP or The Procurement Intern Management 
Enhancement (PRIME) Program for maximum career enhancement. 

WAIVERS for participation in training courses are required 
when the careerist deems job experience/education or a 
combination thereof, to be equivalent to the approved Priority 
1 Training. 

The waiver request and justification, DA Form 2518, SEP 88, 
must be submitted to the PARC for approval. The Functional 
chief, DA, will approve waiver requests for personnel in the 
PARC Offices. Waivers are not required for permission to 
substitute equivalent courses for approved Priority 1 Courses; 
this equivalency determination will be made and approved by 
the DOC. 

8. COMPETITIVE DEVELOPMENT GROUP (CDG): This is not 
applicable to the Contracting and Acquisition career field. 

9. MOBILITY REQUIREMENTS: Mandatory mobility serves two 
. major purposes: (1) to enhance career progression by 
broadening and strengthening employeesf background; and (2) 
to improve mission effectiveness by enablinq management to 
transfer employees when necessary to specific areas of the 
world. DOD pennits mandatory mobility programs to be 
developed when necessary to accommodate either of these 
purposes (DOD Directive 1400.23). The Army's supplementation 
of the Directive (CPR 336) states that within the Army, 
emphasis is placed on voluntary geographic and functional 
mobility. Mandatory mobility programs are permitted only when 
Army staffing requirements for a specific function or mission 
cannot be met through voluntary mobility on the part of the 
employee. 

DA Form 5227-R (DA Employment and Mobility Agreement for 
Interns) is required as a condition for selection for all 
interns in the Contracting and Acquisition career field. 
of mobility agreements allows management to place graduat 
interns in available Contract and ~cquisition positions 
Army-wide. Interns who fail to meet the terns set by the 
mobility agreement may be separated from the Federal Serv 

Use 
i ng 

ice. 
~ligibility criteria for entry into LOng-Term  raining - 
Programs (e.g., LOGAMP, senior service Colleges) require 
applicants to sign a mobility/participation agreement to 
include organizational, functional and/or geographic nobility. 

While many employees can achieve their career goals in their 
geographic area, mobility is often a key factor for 
progression. Pre ently, a geographic move is necessary for 
employees to obtag developmental experience essential to 
their career goals. 



10. SELF-EVALUATION AND PLANNING: The careerist is 
responsible for establishing his or her own career goals and 
objectives, and planning a path to achieve these goals. This 
is an individual voluntary effort that is initiated and 
conducted by the employee. The employee's supervisor is 
expected to mentor, encourage and advlse the careerist 
throughout the entire progression process and work with the 
employee to guide/recommend selection of the most advantageous 
on-the-job training, attendance at formal training courses and 
self-development programs. This process should be done at 
least yearly and should be delineated on the employee's IDP. 
The Appendices to this plan, AR 690-950, Chapter 14, and DOD 
Manual 5000.52-M provide written guidance to assist the 
Contracting and Acquisition careerist achieve his/her ultimate 
goals. 

1. Ability to advise and assist re 1. NEED ANALYSIS 
activities in developing and mainta?%bng 
program plans, budgets, and schedules to 
reflect procurement lead times, market con- 
ditions (e.g., vendor delivery terms), and 
procurement strategies. 

2. Ability to develop maintain, and 
update acquisition plaAs. 

2 .  ACQUISITION PLANNING 

3 .  Ability to advise and assist requiring 3.1 PURCHASE REQUESTS 
activities in formulating purchase requests 
to yield the best market response in terms 3.2 SPECIFICATIONS 
of competition, quality, timeliness, price, 
and mission needs. 3.3 STATEMENTS OF WORK 

3 . 4  SERVICES 

4. Skill in advfsing and assisting requiring 4.1 TECHNICAL EVALUATION 
activities in formulating technical evaluation CRITERIA 
criteria; skill in preparing source selection 
plans. 4.2 SOURCE SELECTION 

PLANS 

5. Ability to verify that sufficient funds are 5. FUNDING 
available prior to execution of a contract, con- 
tract modification, or su plemental agreement 
or ordering against an exPsting contract, etc. 

6. Ability to identify and establish sources of 6.1 SOURCE LISTS 
supplies or services and conduct business- 
related market research. 6.2 MARKET RESEARCH 

7. Skill in determining whether other than 7.1 COMPETITION 
full and open competition is justified, given REQUIREMENTS 
the nature of the requirement market condi- 
tions, and procedural constraints. 7.2 UNSOLICITED PROPOSALS 

8 Skill in ap lying the procedures for small 8.1 SET ASIDES 
b;siness and lagor surplus set-asides (includ- 
ing class set-asides) and skill in procuring 8.2 ELIGIBILITY FOR SET 
supplies and services through the 8(a f  program. ASIDES 

9. Ability to determine the most appropriate 9.1 METHOD OF PROCUREMENT 
method of procurement, given the nature of the 
requirement and market conditions ( i - e . ,  small 9.2 LEASE VS. PURCHASE 
purchase procedures sealed bidding competi- 
tive negotiations, Ar two-step seal&d bidding). 
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21. Skill in analyzing market conditions and 21. PRICE OBJECTIVES 
pricing data to develop and support the 
Government's prenegotiation position on price. 

lo. Ability to select the most appropriate type 10. CONTRACT TYPES 
of contract or agreement, given the nature of 
the requirement and market conditions. 

22. Skill in analyzing proposed elements of 2 2 .  COST ANALYSIS 
cost to develop cost and profit prenegotiation 
positions, based on data from the offerors 
inhouse estimates , technical evaluations, And 
audit reports. 

11. Skill in determining the necessity for 11. CONTRACT FINANCING 
contractor financing provisions (e.g., progress 
payments, advance payments, etc.). 

skill in preparing solicitation documents. SOLICITATION 
PREPARATION 

23. Skill in factfinding with offerors. 23. FACTFINDING 
13. Skill in publicizing proposed procure- 13. 
ments. 

PUBLICIZING PROPOSED 
PROCUREMENTS 24. Ability to establish the competitive 24. COMPETITIVE RANGE 

range. 

14. Skill in evaluatinq and res ondins to pre- 14. PRE-AWARD INQUIRIES 
award inquiries concerning aolicftations, blds, 
and proposals. 

. 25. Skill in developing negotiation strategies 25. NEGOTIATION STRATEGY 
and tactics. 

26. Skill at conducting negotiation conferences 26. CONDUCTING 
with offeror's representatives. NEGOTIATIONS 

27. Ability to develop and recommend selection 27. SELECTION FOR AWARD 
for award. 

28. Ability to prepare and definitize letter 28. LETTER CONTRACTS 
contract. 

15. Skill in determining the necessity for and 15. PREBID/PREPROPOSAL 
conducting prebid/preproposal conferences. CONFERENCES 

16. Skill in amending solicitations, extending 16.1 AMENDING 
the solicitation period, and cancelling SOLICITATIONS 
solicitations. 

16.2 CANCELLING 
SOLICITATIONS 

29. Ability to ap 1 procedures for awarding 
contracts and provydrng notice of awards. 

29. AWARD 17, Skill in evaluating bids, including such 17.1 PROCESSING BIDS 
aspects as disposing of late bids, determining 
responsiveness, and determining the lowest 17.2 TIME EXTENSIONS FOR 
total price bid. BIDS 30. Ability to debrief unsuccessful offerors. 30. DEBRIEFING 

31. Skill in developing the Government's 
position on protests before or after award. 

17.3 LATE OFFERS 31. PROTESTS 

17.4 BID PRICES 
32. Ability to provide postaward orientations 
to contractors. 

32. POSTAWARD 
ORIENTATIONS 

33. Skill in developin contract administra- 
tion plans and instructyng technical represen- 
tatives and functional specialists ( e . g . ,  
qualit assurance ersonnel) on their roles, authority, respons%ilities, and limits. 

18. Ability to identify and resolve mistakes 18. MISTAKES IN OFFERS 
in offers. 

19. Skill in determining the responsibility of 19. RESPONSIBILITY 
proposed offarors. 

33. CONTRACT ADMINISTRA- 
TION PLANNING 

34. Skill in issuing orders against existing 
contracts/agreements. 20. Skill in evaluating proposals; ability to 20.1 PROCESSING PROPOSALS 

identif and request assistance in proposal 
evnluatPon from appropriate Government sources 20.2 TECHNICAL EVALUATION 
(e.g., technical, legal or field pricing 
su port) and analyze thhr recommendations; 20.3 CURRENTCOST AND 
abylitv to obtain other data necessary for PRICING DATA 

34. ORDERS AGAINST 
CONTRACTS/AGREEMENTS 

35 Skill in modifyin contracts through ad- 
miAistrative modif icatqane, change orders, 
supplemental agreements, or exercising options. 

35. CONTRACT 
MODIFICATIONS 

proposal evaluation. 
20.4 AUDITS 

A-1.2 
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36. Ability to determine whether the contrac- 36. INSPECTION/ACCEPTANCE 
tor is progressing in accordance with the 
contract schedule and complying vith other con- 
tract clauses; knowledge of inspection/ 
acceptance procedures, requirements, and 
practices. 

45. Abilit to identify and resolve defective 4 5 .  DEFECTIVE PRICING 
pricing actrona. 

46. Knowledge of the process for settlin 
claims and abilit to determine the validyt of 
claims and establrsh the Governmentf s posityon 
on the amount of the equitable adjustment; 
knowledge of the disputes process. 37. Ability to determine whether dblays are 

excusable and grant performance time exten- 
sions for excusable delays. 

37. DELAYS 

4 7 .  Ability to review and consent to proposed 
placements of subcontracts, ability to review 
subcontracting plans. 

47.1 SUBCONTRACTING PLANS 
38. STOP WORK 38. Skill in determining and issuing stop or 

resume work orders. 47.2 CONSENT TO 
SUBCONTRACT 

39. Ability to apply techniques and instruments 
for dealing with the contractorls failure to 
perform (e.g., cure notices show cause notices,' 
zefusal to accept deliveriek assessment of 
liquidated damages, negotiation of consideration 
for delinquent deliverres or items not meeting 
specifications. 

3 9 .  REMEDIES 
4 8 .  Ability to review requests and determine 
the need for Government property, special tool- 
ing, and special test equipment. 

48.1 REQUESTS FOR 
PROPERTY 

4 8 . 2  PROPERTY 
ADMINISTRATIoN 

4 9 .  Ability to determine the requirement or 
desirability of bonds; ability to secure and 
administer bonds. 

4 9 .  BONDS 
40. TERMINATION 40. Skill in terminating contracts for the con- 

venience of the Government or for default. 
5 0 .  Skill in initiating adverse actions for 
fraud and other civil or criminal offenses; 
ability to select evidence on performance 
failings for referral to debarment officials. 

50. FRAUD AND DEBARMENT 41. Ability to manage payments to contractors 
( e , g . ,  requests for progress ayments, the 
processing of contractor invoyces, release of 

* 

claims, assignment of payments, adjusting con- 
tract fund requirements, the withholding and 
set-off of payments). 

4 1.1 LIMITATION OF COSTS 

4 1.2 INVOICES/WITHHOLDING 
OF PAYMENT 

51. ORIENTATION 51. General knowledge of the Procurement: 
Mission, System, Process, Organization, 
Management, Statutory and Regulatory Founda- 
tion, Roles and Responsibilities, and 
Standards of Conduct. 

41.3 UNALLUWABLE COSTS 

41.4 ASSIGNMENT OF 
PAYMENTS 

4 1.5 DEMAND LETTERS FOR 
INDEBTEDNESS 

I 41.6 PROGRESS PAYMENTS 

4 2 .  Ability t o  implement contract closeout 42 .  CLOSEOUT 
procedures. 

43. Xnawledge of the procedures for reviewing 43. ACCOUNTING AND COST 
and acceptin the contractorrs accounting and ESTIMATING SYSTEMS 
cost estlmat?ng systems; abilit to monitor 
the contractor's financial condrtion. 

44. Ability to obtain and review cost account- 44. COST ACCOUNTING - ing standard disclosure statements, determine STANDARDS 
whether audits of the statements are necessary, 
and negotiate cost impact adjustments. 



SHALL PURCBABL AND 
PwRCmsE 

OTHER BIUPLIPXED 
PROCEDURES 

1. Ability to advise and assist 1.1 Determine that urchase re- 
requiring activities in formulating quests from the re$ring 
purchase requests for small purchases. activities are suf icient for a 

small purchase. 

2. Ability to develop, maintain, 
and update informal procurement 
plans and miLoatones for complex 
small purchases. 

3. Skill in advising and assisting 
requiring activities in formulating 
technical evaluation criteria for 
complex small purchases. 

4. Ability to verify that 
sufficient funds are available 
prior to a small purchase. 

1.2 Review specifications for the 
small urchase submitted by the 
requirfng activity. 

1.3 Screen out requests for per- 
sonal services under small purchase 
thresholds and determine the need 
and request wage 'determinations 
from the Department of Labor. 

2. Develop, maintain, and update 
informal procurement plans and 
milestones for complex small 
purchases. 

3.1 Review technical evaluation 
criteria for complex small purchases 
(when awards are not solely on price 
and price related factors). 

3.2 Prepare evaluation criteria 
(price and price related factors to 
be applied and weighting of tech- 
nical versus price) for complex 
small purchases. 

4. Determine the availability of 
funds for a small purchase. 

5. Ability to identify and 5.1 Screen mandatory sources of 
establish aources of supplies or (e-g., FSS, Handicapped and Prison 
services and conduct market research. Industries); develop source lists 

for small purchases. 

5.2 Conduct market research for 
small purchases. 

6. Skill in determining whether 6.1 Determine whether the absence 
competition fa required for a small . of competition for a small 
purchase. purchase is justified. 

7. Skill in applying the procedures 
for small business/small purchase 
set-asides . 

8. Ability to select the most 
appropriate method of purchasing. 

6.2 Finalize justifications 
where required, for a singler source 
procurement. 

6.3 Process unsolicited proposals 
under the small purchase threshold. 

7.1 Determine whether the small 
purchase will not be a small 
business/small purchase set-aside. 

7.2 Determine if offerors are 
qualified for set-asides. 

8.1 Determine the need for and 
establish blanket purchase 
agreements. 

8.2 Select method of purchase 
(e-g., Imprest Fund Transaction, 
BPA Call, SF 44, OF 347). 

8.3 Determine the need and justify 
issuance of unpriced orders. 

8.4 Analyze lease versus purchase 
alternatives. 

9. Ability to determine the most 9. Determine and document method of 
appropriate method of solicitation solicitation (oral versus RFQ). 
( e . g . ,  oral versus requests for 
quotations (RFQs) ) . 
10. Skill in conducting oral 10.1 Establish dates for submission 
solicitations and preparing RFQs. of quotations. 

10.2 Determine mandatory and 
optional provisions and contract 
clauses to include reference in 
the RFQ. 

10.3 Determine the need and 
develop special provisions and 
contract clauses for RfQs. 



10.4 Complete and issue RFQs. 

10.5 Conduct oral solicitations. 

10.6 select contract type. 

11. Skill in publicizing proposed 11.1 Determine whether publicity 
small purchases. is necessary. 

11.2 Determine the method of 
publicity. 

12. Skill in evaluating and 12. Evaluate and respond to in- 
responding to pre-award inquiries quiries concerning RFQs or oral 
concernin RFQo or oral solicitations. 
solicitatlono. 

13. Skill in determining the 
necessity for and conducting 
conferences on RFQs. 

13. Prepare or conduct conferences 
to clarify RFQs. 

14. Skill in amending RFQo and 14.1 Amend RFQs. 
extending the solicitation period. 

14.2 Cancel RFQs. 

15. Skill in evaluating quotations 15.1 Receive and control 
including such aspects aa considering quotations. 
late quotations and determining the 
lowest total price quotation. 15.2 Determine whether to delay 

issuance of the purchase order 
received. 

15.3 Verify quotations from con- 
tractors after quotation 
expiration dates. 

15.4 Determine whether to consider 
late quotations. 

15.5 A ply Buy American Act 
evaluatfon criteria to small 
purchases. 

15.6 Determine the Lowest total 
rice and whether the lowest price 
!s fair and reasonable (absent 
negotiations) for small purchases. 

CanPLTgWCIaa ZAmR 

16. Skill in determining the need 16.1 Corn are RFQ terms and con- 
for discussions on small purchases. ditions wfth those in quotations. 

16.1 Request verification of 
quotations. 

16.3 Determine whether to make 
the award on initial quotations. 

16.4 Select firms for discussions. 

17. Skill in determining the 17.1 ~eview the list of debarred, 
responsibility of prospective small suspended and ineligible con- 
purchase suppliers. tractors including certificates 

of competency) for small purchases. 

17.2 Determine and document 
responsibility of proposed con- 
tractors (including certificates 
of competency) for small purchases. 

18. Skill in analyzing market 18. Conduct price analysis to 
conditions and pricing data to devslo small purchase negotiation 
develop and support the Govern- ob j ectrves . 
ment8s pre-negotiation position 
on the price of a small purchase. 

19. Skill in planning negotiation 19. Plan negotiation sessions for 
sessions for small purchases. small purchases. 

20. Skill at conducting negotia- 20.1 Conduct negotiation sessions 
tfon conferences with prospective with vendors for small purchases. 
vendors in small purchases; 

21. Ability to recommend con- 
tractor for award of a small 
purchase. 

20.2 Conduct negotiation sessions 
with offerors in competitive range. 

21.1 Document reasons for awarding 
to other than the lowest priced 
quotation. 

21.2 Document reasons for be- 
lieving that the price is fair and 
reasonable when there is only one 
quotation. 



22. Ability to apply procedures 22.1 Conduct Impreat Fund 
for placing orders and/or making transactions. 
awards under small purchase 
thresholds. 22.2 Prepare or complete and 

issue award orders/small purchase 
awards (e-g., SF 44, OF 347, 
etc. ) . 

23. Skill in developing the 23.1 Evaluate protests and repare 
Government's position on protests administrative reports (find!ngs 
of small purchaaes. and racormendationa) on protests of 

small purchases. 

23.2 Reserved. 

24 Abilit to provide poat-award 24. Providing continuing advice to 
asiiatance f o vendors on small contractors on terms and conditions 
purchases. of purchase orders. 

2 5 .  Skill in issuing orders 
against existing contract/ 
agreements. 

25.1 Issue calls against existing 
BPAS . 
25.2 Issue delivery orders against 
the Federal Supply Schedules and 
other indefinite delivery contracts. 

26. Skill in modifying purchase 26.1 Coordinate with requiring 
orderasand other small purchase activities on statement of work or 
awards through admini~trative specifications for modifications 
changes, change orders, or of purchase orders or other small 
supplemental agreements. purchase awards. 

26.2 Evaluate requeets/proposals 
for modifying purchaee orders or 
other amall purchase awards. 

26.3 Negotiate and issue modifi- 
cations of purchase orders or other 
small purchase awards. 

26.4 Issue administrative (no 
cost) changes for small purchases. 

26.5 Prepare or process and execute 
novation and change of name agree- 
ments for vendors in small 
purchases. 

27. ~bility to dstermina whether 27.1 Evaluate contractors' progress 
the contractor is pro ressin with towards meeting small purchase del- 
the schedule and compPyfng ~ 7 t h  ivery and performance requirements. 
other small purchase clauses; 
knowledge of ins ection/acceptance 27.2 Obtain copies of receiving 
procedures, rcqu!remants, and reports on small purchases (or 
practices. otherwise verify delivery or fail- 

ure to deliver). 

27.3 Identify failure to comply 
with contract provisions in small 
purchaserr. 

28. Ability.to determine whether 28. Determine whether delays are 
delays are excusable and grant excusable and grant performance 
performance time extensions for time extensions for excusable 
excusable delays in small dela s in completing work under a 
purchases. small purchase award. 

29. Skill in determining and 29. Determine need, prepare, and 
issuing stop or resume work orders issue stop or resume work orders in 
on small purchase work. small purchases. 

30 Ability to appl techniques 30.1 Notify small purchase vendors 
and instruments for Laling with of delinquencies or quality 
the contractor's failure to perform. deficiencies. 

30.2 Negotiate consideration for 
delinquent deliveries or items not 
meeting purchases. specifications for small 

30.3 Determine need, prepare and 
issue cure notices for small 
purchases. 

30.4 hraluate adequacy of con- 
.tractor's responses to cure 
notices on small purchases. 

30.5 Determine prepare, and issue 
show clause notices for small 
purchases. 

30.6 Identify and pursue available 
remedies in warranty guarantee, or 
latent defect cases involving  small^^., . 
purchases. 



EUALL PORCEABE AND OTEBR BIMPLIPIED 
PURCHASE PROCEDURES 

31. Skill in cancelling or 31.1 Getermine need to cancel or 
terminating small purchase awards. terminate small purchase awards. 

31.2 Cancel small purchase awards 
prior to performance. 

31.3 Issue terminations of small 
purchase awards for convenience. 

31.4 Negotiate and execute settle- 
ment of termination for convenience 

31.5 Determine need to terminate , 
small purchase awards for default. ! 

I 
31.6 Issue default terminations 
for small purchases. 

32. Ability to manage payments 32.1 Reviewlapprove contractor's 
to contractors for small purchases. invoices and vouchers for payment 

against purchase orders and other 
small purchase awards. 

32.2 Obtain corrections of im- 
properly pre ared invoices or 
vouchers agefnet purchase orders 
.and other small purchase awards. 

32.3 Review the recessing of 
contractot's invofces and vouchers 
against purchase orders and other 
small purchase awards to expedite 
payment under the Prompt Payment 
Act. 

32.4 Reserved. 

32.5 Initiate recovery of con- 
tractor's indebtedness as a 
result of fast payment procedures 
under purchase orders and other 
small purchase awards. 

32.6 Review/approve or disapprove 
withholding payments against pur- 
chase orders and other small 
purchase awards. 

!mmB 
33. Ability to close out purchases. 33. Close out purchase files. 

34. Knowled e of the process for  34. Analyze claims and recommend 
settling claPms against purchase settlement positions; prepare find- 
orders and other small purchase ings of facts on claims against 
awards. purchase orders and other small 

purchase awards. 

35. Ability to review requests 35.1 Coordinate vith other per- 
and determine the need for sonnel on property control matters 
G0~erIment furnished property in to open inspect, and repair 
small purchases. ~overnmAnt property. 

36. Skill in initiating adverse 
actions for fraud collusion, 
et al, involving $mall purchases. 

35.2 Evaluate and ap rove requests 
for Government furnisRed property 
for purchase orders. 

35.3 Determine if contractor's 
use of Government pro erty or 
material conforms witg contractual 
authorization in purchase orders. 

35.4 Assess contractor's for 
losses or dama es to Government 
pmperty or mazerial under 
purchase orders. 

36.1 Refer evidence on performance 
failings under purchase ordera and 
other small purchase awards to 
debarment officials. 

36.2 Refer evidence of fraud and 
other civil or criminal offenses 
involving urchase orders and other 
small purcgase awards to the 
Inspector General and other rs- 
sponsible parties. 

37. Abifit to maintain small 
purchase f ffes . 
38. General knowledge of the small 
purchase mission, system, process, 
organization, management statutory, 
and regulato toundatio;, roles 
and of conduct. responsibrl itiee, and standards 

37. Maintain small purchase files. 



MASTER TRAINING PIAN; GS-1101 568 - General Business/Industry - Entry Level 
Desirable Education. ~achelo;s egree with 24 Semester Hours of Business Administration 

TRAINING 
HODE & KSAs TO E UIVALENT 

SOURCE (Sm A) DSD ?R*INING 

gPI0RIrU 

L 

1. Wanagement of Defense Ac uisition Resident 4 veeks ALMC 
Contracts (Basic) (8D h310 On Site, '4 weeks 
A ~~gistics ~ a n a  e ~ n t  Eof::ie satellite, 4 weeks :i28~~?0i32~o. ~ G ~ ~ ~ ~ ~ E Y ~ ~ ~ ~ ~ ~ $ J ~ E T Y I % F '  (ZC), ~ o r t  ~ e e .  VW AOCI, 4 weeks 

45146, 48:51 Air Trainin Command (ATC] , 
Correspondence 

L o w q  AFB, f!0 
I. b .  Base Level Contracting 

(G30BR653100002) ATC 
I c. Universit Pro rams 

( W D  Ac uisitlon ~gucation 
and ~ra?nin~ Catalog) 

CONTRACTING @ flCQUlSlTION CAREER LRDDER 
1 1102  1102 1 1 0 1  

LIST 

. W E  nnor Enon somcts - mRMAL PROORES8108 - .vUTStDC WUVZIL PIlOCIW 
...- errrcw gvfimcntlona 06 901 

C9 SLS 

FIGURE B-1 
AmOD RlOCIlhY 
. Ol¶iER W D  
oTRtll ItD- 
O r n I D E  PWLRAL 

befyite%$?i~%yl:ta' D ~ i v  lian Career  no\;- 
ledge Test Program, 
AUG 1978) 

L 

2 .  Princi les oE Contract Pricing 
QNT 178 (JT) 

Resident 3 weeks AFIT 
Air Force Institute of Technolo 

On Site, '3 weeks 
Correspondence 

(AFIT) . Wright-Patterson AFB, 0fiY 

J'RXORITY 2  

1. Acquisition Logistics Inte rated Resident, 2 weeks 
Logistics Support) (SYi 2257 

2 .  Installation Lo istics Management Resident 2  weeks 
Course (MC- IN? On Site, '2 weeks 

PRIORITY 3 
1. Related College Courses to 

Enhance Professional Skills Figure C- 1 

AFIT 

ALHC 

&af.s,pf;m;e $;?tN$$rice 

LOn onttact Tite) Negotiation and befense ua 
Workshop 9 

W ifc Base Level Pricing 
c Universit Pro rams 
(DOD Ac uisitlon ~gucation 
and ~ r a l n i n ~  Catalog) 

d. Extension Course 
Institute (ECI) Gunter 
AFB. AX. (correspondence) 

Refmi egj~.fa2;g6yly;i 
L D  ledge ~~edllan Test Program, Career ~noj- 

AUC 1978) 



2. Government Contract Law 
(PPH 302)  (JT) 

Resident, 2'veeks AFIT 

lUSTW TRAINING P U N .  GS-1101. 9/12 - General Busines6/Industry - Intemediate bvel Desirable ~ducacioni Graduate studies in pursuit of Masters Degree in Burmess. Contracting or related fields 
I 

' 2 l ! u .UK - 
1. Management of Defense Acquisition Resident 3 veeks hLnC 

Contracts (Abanced) (ED-F12) On Site ' 3  veeks ~.f017~~1j1320- 1 a University Programs 
~atelliCe (~OD'AC uisition Education 

1 , 
and rra?ning Catalog) 

48, 56-51 '(&e~~~1e#E?,2~8!'~?~~t 

D C v lian Career ~noi- 
ledge Test Program, 
AUG 1978) 

$i4.22L2$5-g8: &a. Base Contract Law, 
31 36-41, 45-  
46: 49-50 b. Defense Contract Law 

Navy (On Site) 

c .  Universit Pro rams 
(DOD Ac uisitlon ~8ucation 
and ~rafnin~ Catalog) 

d. ECI 6607 

~ef?$ie%E.%~~yl:'fi' D C v lian Career ~nob- 

ledge Test Program, 
AUG 1978) 

1. Fwd-ntals o f  Systems 
Ac uisition bnagement Resident, 1 week DSHC 
b ~ h c - 2 6 l  (JT) (;&;~t ?terns Hanagement College 

art Belvoir, VA 
2 .  Financial Mana ement in Wea ons 

Systems ~c~uisftion (SYS 227) 
Resident, 2 weeks AFIT 

3 .  Management of Ac uisition 
Logistic+ (DSMC-84) (JT) 

Resident, 1 veek DSMC 

4. Leadership and Tesm Building 
A m  Hanagement En ineering College Resident, 1 veek AMEC 
~ o c z  Island, IL ( ~ E C  54) 

Figure C -  1 

I 
GS-1101 9/12 -* General Business Industry - Intermediate lcvel 
~raduati studies In pursuit of dsters Ds~ree in Business. Contracting or related fields 

1. Related College Courses 
2. Nember hip and Participation 

in ~rofeoeional and Civic 
Organizations (e .g. ,  N C M )  

SOURCE 
KSAs TO 

3. Certificate Pragram in 
Contract Management 

4. mAW (Grade 12) 

5. PBlHE (Grade 12) 

Figure C- I 



MASTER TRAINING PLAN: GS/GH-1101 13 14 15 - General Business/Industry - Senior Level 
Desirable Education: Masters ~eiree'in Business, Contracting or related fields 

KSAs TO 
O W  s- $UD1k%fNG 

l3uQuru 
1. Hanagement of Defense Ac uisition Resident, 1 veek U C  ' 

Contracts (Executive) (&c-~5) (JT) 1 - 51 
2. Defense Ac uisition and Contracting On Site 1 veek 

Executive teminar ER (JT) f at annAunced Navy 
1-51 

ocations ) 

PRIORITY 2 
1. fB~lInstallation Uanagement Course Resident, 3 weeks AIMC 

2 .  Uanagernent Skills Improvement 
Course. (AHEC-64 JT) 

Resident, 1 veek AMEC 

3. Executive Refresher Course in 
Acquisition Management (DSHC-2) (JT) 

Resident, 2 weeks DSMC 

lLiuxu2 
1. Pro ram Management Course 

(DS~C-3) 
Resident, 6 months DSMC 

2. Senior Service Colleges 

3. Training With Industry (TWI) 

5. PRIME 

6. Personnel Hana ement for 
~ecutives 

LTT 

Various 
Locations 

Various 
Locations 

LTT Various 
Locations 

On Site Williamsburg, 
V A 

2 .  Princi lee of Contract Pricing 
QHT 178 (JT) 

7. Membership & Participation in 
Professional and Civic 
Organizations (e.g., NCUA) 

Figure C-1 

M T E R  TRAINING PIAN; CS-1102 5 8 - Contractin - Entry Level Pre-Award 
Dssirabla Education. ~achslots 6sgree with 24 gemester Hours 6f Business Administration 

%.%b KSAs TO E UIVALENT 
TRAINlNG 80  TRAIN^ 

x u Q u z L a  
.s!uu { S M  A >  

1. Hana swnt of Ihfa a Ac uisition Resident 4 weeks A M C  1 a Central S stem Level 
contfiacts (&sic) ?D-43b) (JT) On S i t e  '4 weeks Ii10i71!g132~- contiacting (CgO~R6531002) ~etellike 4 vaeks 27:  31, 3 3 ,  35- ATC 

AOCI 4 w;eks 41 43, 45-48, 
~orrAs~on&nce 50151 ~ + z o ~ $ ; ; r ; , ~ ~ ~ 2 ~ ~ n t r a ~ t i n g  

c University Pro rams 
(60~ Ac uisit~on ~8ucation 
and ~rafnin~ Catalog) 

d. DOD e uivalency test RE [Ri &DI 143O.U-M 
D 6 v l ~ a n  Career ~ n o k -  

ledge Test Program, 
AUG 1978) 

Resident 3 weeks W I T  
On Site, ' 3 weeks 
Correspondence 

2.a..DefenseCost&Price 
Anal s ~ s  (PN) JT) Navy 
&on kte) and defense -Y 
ontract Negotiation -a 
Workshop " 

b. Base Level Pricing 
ATC 

c. University Pro rams 
(DOD Ac uisitron ~%ucation 
and ~raqnin~ Catalog) 

d. ECI6610 
(Correspondence) 

ledge Test Program, 
AUG 1978) 

Figure C-2 



MASTER TRAINING PLAN- GS-1102 5 6 Contractin - Entry Level Pre-Award 
Desirable ~ducationf ,  achel lo is 6eg;ee with 24 gemeater Hours bf Business Abinistration 

KSAs TO 

, 
1. Defense Small Purchases (Basic) 

(AIWC-B3) 
Resident 1 week ALNC 
On Site, '1 week 
Satellite 

$ 2  45$?271'- 
Correspondence 30:33, 35I38 

2. Installation Lo istics Management Resident 2 weeks ALnC 
course (AUC- 1 ~ y  On Site, '2 weeks 

3. Management of Installation Level 
Contracts (ALnC-18) * Resident, 2 weeks ALHC 

lxuulx2 
1. Related college courses to 

enhance prafessional skills * - Handato for Installation Level 
~ontracgn~ Personnel 

Ua 
4 m 

Figure C-2 

MASTFX TRAINING PLAN' GS-1102 9/12 - Contractin - Intermediate Level Pre-Award 
Desirable ~ d w a t i o n i  Graduar; studies in pursuif of Masters Degree in~8uainess. Contracting or related fields 

TRAINING iE%€k?i KSAS TO 
w.W 

2. Governnent Contract Law 
(PPH 302) (JT) Resident, 2 weeks AFIT 

ECI 6607 3 2,, 4 *,, 7 . 2 6 - 2 7 ,  15- ikCa. Base Contract Law 
29:31, ' 3 6 - 4 1  
45-46, 49-50' b. Defense Contract Law 

Navy (On Site) 

3. Management of Defense Ac uisition Resident, 1 week ALMC 
Contracts (Executive) * &U~C-B~) 

4. Defense Contracting for Information Resident, 2 weeks ALnC 
Resources x* (AUK-W) On Site, 2 weeks 

5. Systems Acquisition for Contracting Resident, 2 weeks ALMC 
Personnel * (PDS Code. BCN) 

c. Universit Pro rams 
( W D  Ac uisitlon ~gucation 
and ~razning Catalog) 
d. ECI 6607 

Figure C - 2  



TRAIHING iE& Kshs TO 
SOURCE 

i!u!Buu 
BE ElEaEL 

1. Haxu aMnt of I tallation bvel 
CmtPretr (uc%) m+ 

Resident, 2 vaeka U C  

2. Contractual 
b g i w r i n g  %i!d?08~ ''IUe Resident, 1 week AFIT 

3. Cont ctAhiniatration(A&anced) Resident,2weeks AFIT 
Prn 584 

4. ha& ship and Team Building m c  154 
Resident.1week AnEC 

zs'w?mu 
1. Related College Courses 

2. Membership ftnd Participation in 
Profaasiona d Civic Organizations 
(e.g., WQU) 

3 .  Certificate Program in Contract 
Iluugeasnt 

4. ILKAMP (Grade 12) 

5 .  m m  (CXA& 12) 

Figure C-2 

* - Mandatory for GS-12 Contracting Officers ** - Mandatory if involved in Award or 
Administration of ADPE ** - Mandatory for Contracting Officers vithin 
one year of assigment to a aalor 
pro t a m  * - bnda&ory for Installation Level 
Contracting Personnel 

MASTER TRAINING PLAN. GS/GH-1102 13 14 15 - Contractin Senior Level Pre-Award 
Doairable  ducati ion! Hasters ~eiree'in Business, ~ontracfi& or related tie1d.s 

TRAINING 

E l L u i u U  

SOURCE B A U R D  

1. Defense Ac uisitton and Contracting On Site, 1 week Navy 
Executive Zeninar * (ER) (JT) fat announced 

ocations) 
2 .  Management of Defense Ac uisition 

Contracts (Executive) ( A & c - ~ 5 )  (JT) Resident' 

3 .  Major S stems Acquisition for 
~ontraceing Personnel (DSMC-31) ** DSMC - 

1. A m  Installation Management Course Resident, 3 weeks ALnC 
1s-$1 

2. Management Skills Improvement 
Courae, (AMEC-64 JT) Resident, 1 week AnEC 

3. Executive Refresher Course in 
Acquisition hnagement (DSMC-2) (JT) Resident, 2 weeks DSMC - 

1. Pro ram Management Course 
(DS~C-3) Resident, 6 months DSMC 

2. Senior Service Colleges LTT 

3. Training With Industry (TUI) LTT 

4 .  umw LTT 

5. P R I M  LTT 

6. Personnel Mana ement for 
Executives (P&) On Site 

7. Membership & Partici ation in 
Professional and ~ivfc 
Organizations ( e . g . ,  N W )  

Various 
Locations 

Various 
Locations 

Various 
Locations 

* - Should be attended every 3-5 years 
f* - Mandatory if assi ed to a S stems Pro ram Office of a 

Major Syscem ~cquEftion IAJDOD 5000. f and WDD 5000.2 

Figure C-2 



KASTER TRAINING PUN: GS-1102 5 8 Cont rac t in  - Entry Level Post-Award 
Desirable Education.  achel la is 6eg;ea with  24 !emester Hours b f  Business Administration 

MODE & KSAs TO E(&I;ALENT 
TRAINING PURATION SOvRCl; (s- A) 

RAINING 

I3iuluu 
1. Hana emenf o f  Defense Ac u i s i t i o n  

~ o n t f a c t s  (Basic) ( 8 ~ - 4 3 9 0 )  (JT) 

2 .  P r i n c i  l e s  of Contract  Pr ic ing  
qirr 178 (JT) 

Resident 4 weeks AUC 
On S i t e ,  ' 4  weeks 
S a c e l l i t e ,  h weeks 
AOCX 4 weeks 
~ o r r i s ~ o n d e n c e  

Resident 3 weeks AFIT 
On S i t e ,  ' 3  weeks 
Correspondence 

1-28 30-32 Central  S stem Level 
37-36 40,  45- k n & a c t i n g  (G$0$~6531002) 
46, 44-51 ATC 

b Base Level Contracting 
( ~ 3 0 ~ ~ 6 5 3 1 0 0 0 0 2 )  
ATC 

c .  Univers i t  Pro rams 
(COD A c  u is i txon  ~ % u c a t i o n  
and ~ t a f n 5 . n ~  Catalog) 

d DOD e uivalency t e s t  &f LRi 8 0 ~ 1  l&30.11-M 
D c v l i a n  Career  no&- 

ledge Test  Program, 
AUG 1978) 

9-10 ,  20-26 2. a. Defense Cost & Pr ice  
Anal s i s  (PN) JT) Navy 
(On x i t e )  and hefense 

Workshop 

b .  Base Level Pr ic ing  
ATC Lowery AFB, CO 

c .  (WD Univers i t  ~ c ~ u i s i t I o % ~ % ~ % ? i o n  

and Trainfng Catalog) 

d .  ECI 6610 
(Correspondence) 

~e~~P~BbFtEY6y LE:;~ 
D Civ l i a n  Career ~ n o h -  

ledge Tes t  Program, 
AUC 1978)  

Figure C-3 

MASTER TRAINING PIAN. GS-1102 5 8 - Contraccin 
Entry Level,  Post-Award Des i rab le  Educafioni ibacheleis A g r e e  with 24 g e k s t e r  Hours o f  Business Administration - KSAS TO - 

1. Defense Smn11 Purchases (Basic) 
(AIlIC-B3) On Resident S i t e  '1 1 week week U C  1 4-12 14-22, 

s a t e l l i t e  24-27, 50-33, 
Correspondence 35-38 

2. I n s t a l l a t i o n  Lo i s t i c s  Mana~;ement Resident,  2 weeks A M  
Course (AMC - IN? - 

1 .  Related c o l l e  e courses  t o  enhance 
profess ional  sgki 11s 

Figure C - 3  



MASTER TRAINING PLAN: GS-1102 9/12 - C o n t r a c t i n  Intermediate Level Post-Award 
Des i rab le  Education: ~ r a d u a t ;  courses i n  pursuif! of Masters Degree i n ' ~ u s i n e s s ,  Cont rac t ing  or r e l a t e d  f ie1d.s 

MODE 6 KSAs TO 
TRAINING SOURCE B A u RE %XIWNG ( s a  A) 

1. Contract  Administration (Advanced) Res ident  2 weeks ALnC 2-4 6-9 12- 
FPU 304 (JT) On S i t e ,  ' 2  weeks 1 8 , ' 2 0 ,  26 28-33 35 , '39-  

40 ,  46-49, 51 

2. Government Contract  Law Resident ,  2 weeks AFIT 3-4 7 15- 2 .  a .  Base Contract Law 
PPH 302 (JT) 20 '24'  26-27, ATC 29r31, '36-41, 

45-46, 49-50 b.  Defense Contract Law 
Navy (On S i t e )  

Univers i ty  Programs DO 
k q u i s i t i o n  Educat~on an6 
Tra in ing  Catalog) 

d .  ECI 6607 

ledge Tes t  Program, 
AUG 1978) 

3. Contract  Administration Executive) Res ident ,  1 week AFIT 
PPM 057 Mandatory f o r  (24-12 
Contractfng O f f i c e r s )  

PRIORITY 2 
1. Management of I n s t a l l a t i o n  Level Res ident ,  2 weeks ALMC 

Contracts (ALMC-1B) * 

2. Management of Defense Ac u i s i t i o n  Res ident ,  2 weeks AIMC 
Contracts (Advanced) 8 ~ - f 1 2  On S l t e  2 weeks 

s a c e l l i k e  

50-51 

3. Contractual A s  e c t s  of Value 
Engineering - KPM 306 

4.  Leadership and Team Building 
AMEC 154 

Res ident ,  1 veek AFIT 

Res ident ,  1 week AHEC 

5 .  Defense Contracting f o r  Res ident .  2 weeks ALMC 
Information Resources (AWC-ZX) On Slte, 2 weeks 

Figure C-3 

MASTER TRAINING PLAN' GS-1102 9/12 - Contrac t in  Intermediate Level Post-Award 
Desirable ~ d u c a t i o n l  ~ r a d u a f l  courses  i n  purnuiB if Masters Degree i n ' ~ u s i n e s s .  Contracting o r  r e l a t e d  f i e l d s  

1. Related College Courses 

2 .  Membership and Par t ic ipa t ion  
i n  Profess ional  and Civic 
Organizations ( e . g . ,  NCM) 

3 .  C e r t i f i c a t e  Program i n  
Contract  Management 

4. LOGNQ (Grade 12) 

5. PRIM (Grade 12) 

MODE 6 
DURATION SOURCE 

KSAS TO E UIVALENT - (Sw A)  D 8 D  TRAINING 

* - Mandatory f o r  I n s t a l l a t i o n  Level 
Contracting Personnel 

Figure C -  3 



t 

MASTER TRAINING PLAN' GS/GH-1102 13 14 15 - Contractin Senior Level Post-Award 
Desirable  ducati ion! Masters ~eiree' in Business. contract?iig or related fields 

MODE & 
TRhfFIPG PURAT I ON SOURCE 

l3u?uaJ 
1. Defense Ac uisition and Contracting On Site 1 week 

Executive 2eminar * (ER) (JT) f at ann6unced 
Navy 

ocations) 

2. Contract Administration (Executive) Resident, 1 week AFIT 
(PPM 057) (JT) 

3. Major S stems Acquisition for Resident, 2 weeks DSHC 
~ontracgin~ Personnel (DSHC- 31) .ht. 

?RIORlTY 2 
1. A m  Installation Hanagement Course Resident, 3 weeks ALMC 

l ~ - J l  

2 .  Management Skills Improvement Resident, 1 week AHEC 
Course, MIEC-6WT) 

3. Executive Refresher Course in Resident. 2 weeks DSMC 
Acquisition Hanagement (DSHC-2) (JT) 

PRIORITY ;! 
1. Pro ram Hanagement Course 

(DS~C- 3) 
Resident, 6 months DSMC 

2. Senior Service Colleges LTT Various Locat ions 

3. Training With Industry (TWI) L7T Various Locations 

r C .  ZDGAW LTT Various Locat ions 

5 .  PRIHE LTT HQ DA 

6. Personn'el Hana ement for On Site Uilliamsburg, 
Executives (P&) V A 

7. Membership 6 Partici ation in 
Professional and ~ivfc 
Organizations (e.g., NCMA) - 

* - Should be attended every 3-5 years 
** - Mandator if assigned to a Systems Pro ram 

Office o r  a Hajor System AcqulsrtLon I& 
DOD 5000.1 and DODD 5000.2 

Figure C - 3  

1 ;  $z;kiP:is568 - Contractin - Entry Level, Cost,& Pricing Oriented 
epee with 24 8emester Hours of Bualness Admartistration 

TI(AINIRG KSAs TO s-E ( s ~ A , l F 1 % W ~ G  - 
I .  Hans esent of Defense AC uisition Resident, 4 veeks ALnC 

~ontlasts (Basic) (BD-43%)) (JT) On Site 4 weeks 
satellife 4 weeks 1218 38ii?245- E~n:;acEi~~~~EiBi;t6"SJlo"oTP~ 
AOCI, 4 wicks 46, 48-51 ATC 
Correspondence b Base Level Contracting 

(~30~~653100002) , 
ATC 

c. Universit Pro rams 
(DOD AC uisitron ~8ucation 
and Tra?ning Catalog) 

2 .  Princi les of Contract Pricing 
QHT 171 (JT) Resident 3 weeks AFIT 

On S i r e ,  '3 weeks 
Correspondence 

iefmi 'BP$~";~~Y~;PB~ LD dvhian caree= KAOG- 
ledge Test Program, 
AUG 1978) 

9-10,20-26 2.8. DefenseCostdPrice 
Anal sis (PN) JT) Navy 
AOn Zite) and hefense 
ontract Negotiation 
Uorkshop 

i+C Base Level Pricing 

c. Universit Pro rams 
(DOD Ac uisitlon ducation 
and Tra?ning Catalog) 

d. ECI 6610 
(Correspondence) 

&~~~P($~~:E~$Y~;~~' 
D C v lian career  no;- 

ledge Test Program, 
AUG 1978) 

PRIORITY 2 

1. Cost: Improvement Curve Analysis 
QMT 180 Resident, 1 veek AFIT 

2.  Installation Lo istics Management Resident. 2 veeks ALMC 
Course (UC- IN? 

Figure C-4 



t 

IUSTEB 'IBAINIX PPLAN: GS-1102 5 8 - Contrac t in  - Entry Leva1 Cost 6 P r i c i n  Oriented 
Desirable Bducetion: k c h e l o i s  6sgree w i t h  24 f e e e s t e r  Hours 6f Business ~ d m f n i s t r a t i o n  

1. Related c o l l e  e courses  t o  
enhance profags ional  sk i l l .  

Figure C - 4  

MASTER TRAINING PUN: GS-1102 9/12 - Contrac t in  Intermediate Level Pr ic ing  
Desirable Education: ~ r a d u a t ;  courses i n  p u r s u i f  of Masters Degree i n ' ~ u s i n e s s ,  Contracting o r  r e l a t e d  f i e l d s  

TRAINING 
HODE & KSAs TO 

SOURCE 
r2muLl 
1. Government Contract  Lew 

PPH 302 (JT) 
Res ident ,  2 weeks AFIT 2$:24:;$81 i tCa .  Base Contract  L a w  

31, 36-41, 45- 
46,  49-50 b .  Defense Contract  Law 

Navy (On S i t e )  

2 .  Quant i ta t ive  Technic ues f o r  Cost Res ident .  3 weeks AFIT 
and Pr ice  Analys is ,  dMT 345 (JT) 

31 Defense Contrac t in  f o r  Information Resident 2 weeks WIT 
Resources (AWC-ZX~ * On S i t e ,  ' 2  weeks 

lmXLTL2 
1. Int roduct ion  t o  Li fe  Cycle Costing Res ident ,  2 weeks M I T  , 

Qrn 353 

2 .  Contractor Overhead noni torsh ip  
QKT 355 

Resident .  2 weeks AFIT 

Xanagement o f  Defense Acquisit ion Resident 3 weeks ALHC 
Contracts (Advanced) (ED-F12) On S i t e .  ' 3  weeks 

S a t e l l r t e  

c .  ECI 6607 

d Univers i ty  Pro rams 
( ~ O D  Ac u i s i t r o n  ~ S u c a t i o n  
and ~ r a q n i n ~  Catalog) 

4 .  Leadership and Team Building Res ident .  1 week AMEC 
MEC 154 

Figure C - 4  



W T E R  TRAINING PLAN GS-1102 9/12 - Contractin Intermediate Level Pricing 
Desirable ~ducationi ~raduac; courses in pursui& of Hasters Degree in18usiness. Contracting or related fields 

UODE & a EKiA~uTPED ;8;I;W&NNNG 
'II(AINILJG DURATIOfr SOURCE 

l!lmuu2 
1. Related College Courses 

2. Membership and Particfpation 
in Professional and Civic 
Organizations (e .g.  , N W )  

3. Certificate Program in 
Contract Management 

* - Mandato if involved in Award 
or ~dmixsttation of ADPE 

4. (Grade 12) 

5. PRIHE ((Grade 12) 

Figure C-4 

W T E B  TRAINING PLAN- GS/C;n-1102 13 14 15 - Contractin Senior Level Pricing 
Desirable Education: Masters Deiree' in Business, contract& or relatcd fields 

TRAINING !iEdh KSAs TO 

l3u?mu 
1. Advanced Contract Pricing 

QHT 540 (JT) 
Resident, 2 weeks AFIT 20-22 

2. Defense Ac tisition and Contracting On Site, 1 week 
hscutive &miner ER (JT) * Navy 1-51 

3. kjor S $teas Acquisition for 
~antrar?ing Personnel * (DSMC-31) Resident. 2 veeks DSMC 1-51 

ziiuua2 
1. pB~lInstallation Uanagement Course Resident, 3 veeks hLnC 

2. Management Skills Improvement 
Course, MEC-GUT) 

Resident, 1 week hnEC 

3 .  Executive Refresher Course in 
Acquisition lhnagement (DSMC- 2) (JT) Resident veeks 

!3uxau 
1. Pro ram Management Course 

(DS~C- 3) 
Resident, 6 months DSUC 

2. Senior Service Colleges LTT 

3 .  Training Vi,th Industry (TUI) LTT 

5. PRXHE LTT 
6. Personnel Mana ement for 

Executives (d) On Site 

7 .  Hembership 4 Partici ation in 
Professional and ~rvfc 
Organizations (e. g. , N W )  

Various 
Locations 

Various 
Locations 

Various 
Locations 

HQ DA 

Williamsburg, V A 

* - Handatory if assigned to a S stems Program 
Office of a Hajor Systems icquisition 

C+ - Should be attended every 3-5 years 
Figure C-4 



MASTER TRAINING PLAN: GS-1103. 5/8 - Industrial Property/Plant Clearance Specialist - Entry Level 
Desirable Education: Associates Degree or Equivalent 

MODE & 
TRAINXErC URATION SOURCE 

PRIORITY I 
1. Industrial Property Administration Resident, 3 weeks AFIT 14, 4 2 ,  48, 51 1. a. University Programs 

(PPM 1551) (JT) and (DOD ~rayning Ac uisition Catalog) Education 

b. W D  e uivalency test PE LRl 8 0 ~ 1  1430.11-11, 
D c v lian Career Know- 

ledge Test Program, 
AUG 1978) 

2. Hanagement of Defense Ac uisition Resident 4 weeks ALNC 
Contracts (Basic) (8~-4330) (JT) On Site. '4 veeks 

Satellite 4  weeks 
AQCI. 4 wkeks 
Correspondence 

3. Defense Contract Pro erty 
Dlsposi tion (ALMC-TY? 

Resident, 1 week A M C  
On Site, 1 week 

1-28 30-32 2. a. Central S stem Level 
34 37-38 LO, Contracting &G~0~131002) 
45:46, 48151 ATC Lowery A B. 

b. Base Level Contracting 
(G30BR653100002)C0 
ATC Lovery AFB. 

c Universit Qs 
AC uisittioP"EZ%ion a 

and ~ r a q n i n ~  Catalog) N 

d. W D  e uivalency test 
Ref. R &DI 1430.11-M 
600 Civilian Career ~ n o 6 -  
ledge Test Program, 
AUG 1978) 

PRIORZTY 2 

1. Industrial Preparedness Management Resident, 1 week AMEC 
(7D-F20) 

PRIORITY 3 

1. Belated college courses to enhance 
professional skills 

Figure C - 5  

MASTER TRAINING PLAN: GS-1103, 9/12 - Industrial Propert /Plant Clearance Specialist, Intermediate Level 
Desirable Education: Associates Degree with a Business iajor 

SOURCE 
KSAs TO E UIVALENT 

DSD Tu1NI.G 

1. Advanced Property Adninistration 
PPH 300 (JT) Resident, 2 weeks AFIT 

On Site, 2 weeks 10, 12, 42, 48, 
5 1. 

I. Contract ~kinistration (Advanced) Resident, 2 weeks AFIT 
P P ~  304 On Site, 2 weeks 

2. Defense Inventory Hanagement 
( 8 B - F l l )  

3. Leadership and Team Building 
AMEC 154 

Ti 3 

1. Government Contiact Law 

2 .  Related College Courses 

3. Membership and Participation in 
Professional and Civic 
Organizations (e.g., NCMA) 

4. Certificate Program in Contract 
Hanagement 

5 .  LOGAMP (Grade 12) 

6. PRIME (Grade 12) 

.Resident, 4 weeks M A C  

Resident, 1 week AMEC 

Resident, 2 weeks AFIT 

F i g u r e  C - 5  

;b,4241,2i5-27, :lCa. Base Contract Law 
29-31, 36-41 
45-46, 49-50' b. Defense Contract Law 

Navy (On Site) 

c. ECI 6607 

d University Pro rams 
( b o ~  Acquisition ~gucation 
and Trainlng Catalog) 

ledge Test Program, 
AUG 1978) 



I 

HASTER TRAINING PLAN: GS/GM-1103 13, 14, 15 - Industrial Property/Plant Clearance Specialist, Senior Level 
Desirable Education: Bachelors begree wlth a Business-related Major 

NING 

I%uBuLl 

KSAs TO 
SOURCE 

1. Defense Ac ulsition and Contracting Qn Site, 1 veek Navy 1 - 51 
Executive Zeminar ER (JT) * f :EaZEfCed 

P K I O R I U  

1. A m  Installation Management Course Resident. 3 weeks ALHC 
1 ~ - T l  

2. Management Skills Improvement 
Course.( AHEC-64 JT) 

Resident. 1 week AHEC 

3 .  Executive Refresher Course in Resident, 2 weeks DSHC 
Acquisition Management (DSMC-2) (JT) 

guIoarn! 3 

1. Pro ram Management Course Resident, 6 months DSHC (nskc- 3) 
2. Senior Service Colleges 

3. Training With Industry (TUI) 

LTT 

LTT 

Various 
Locations 

Various 
Locations 

4. L O C M  LTT Various 
Locations 

5. PRIM LTT HQ DA 

6. Personnel Hana ernent for On Site Williamsburg, 
Executives (PHE) V A 

7. Hembership 6 Partici ation in 
Professional and ~ivfc 
Organizations (e.g., NCMA) 

* - Should be attended every 3-5 years 

Figure C-5 

MASTER TRAINING P W  GS-1105 4/6 - Purchasin Agent Entry Level 
Desirable  ducati ion! ~ssociates Degree or 64 temeste; Hours of Undergraduate Work 

SOURCE 

1. Defense Small Purchases (Basic) 
AIXC-03 (JT) 

On Site 1 week 
satellib 2 weeks 

AWC $~-$jl~jo!ljiT~~ 

AOCI . 1 whek 
Correspondence 

33 ,  35-38 

PRIORITY 2 
1. Related college courses 

PRIORITY 3 

NONE 

Figure C-6 
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~ ~ ~ ~ a ~ ~ I { ~ f l E , E ~ n j  
iz;f;A~ite6f;7 - Procurement C l e r i c a l  and Assistance S e r i e s ,  Intermediate Level 

egree with bus iness  r e l a t e d  Major 

MODE & 
PURATIOE 

KSAs TO E UIVALENT 
~ o d ~ c b  (sBE im A)  D ~ D  Tura rac  

1. Defense Small Purchases (Basic) 
(AMC-B3) 

Resident,  1 veek ALHC 1 4-12 14- 
O n S i t e  1 week 22 24-27 30- 
s a t e l l i t e  1 veek 32: 33, 35-38 
Correspondence 

J'RIORIrr 2 
I .  Management of Defense Ac u i s i t i o n  Resident 4 weeks A M C  

Contrac ts  (Basic) ( 3 ~ - 4 3 1 0 )  
1-28 30-32 34, 1. a .  Central/System 

On S i t e ,  '4 weeks 3 7 - 3 8  40, 4 5 -  Level Contracting 
S a t e l l i t e  4 weeks 
AOCT h W ~ P L S  

4 6 ,  48-51 (G30BR6531007) 
ATC 

wrv...".,..-- 
b Base Level Contracting 
(630~~653100002)  
ATC 

c University Pro rams 
( b o ~  Acqu!sition ~ 8 u c a t i o n  
and Trarning Catalag) 

d DOD e uivalency r e s t  
~ e f  (R  30~1  1430 11-M 

6 0 D  k l v f l i a n  careek ~ n o i -  
ledge Tes t  Program, 

Q, 

AUG 1978) 
cp 
00 

PRIORITY 3 

1 .  Related College Courses t o  
Enhance Profess ional  S k i l l s  

Figure C-7 

MASTER TRAINING P U N :  GS-1150 5 8 I n d u s t r i a l  S p e c i a l i s t  Ent r  Level 
Des i rab le  Education: Bacheloks 6eg;ee wrth 24 Semester ~ o 6 r s  o g ~ u s i n e s s  Administration 

NODE & 
DURATION 

1. Production hnagement I 
- PPM 153 ( JT)  

Res ident ,  6 weeks AFIT 1 4 14 22, 
33. 36,  5 1 .  

2. Management af Defense Ac u i s i t i o n  ResLdent 4 weeks ALMC 1 - 2 8  30-32 2 .  a .  Cant ra l  S stem Level 
Cont rac ts  (Basic) ( 8 ~ - 4 3 g 0 )  (JT) On S i t e ,  '4 weeks 34. 37-38, A0, Contractzng (G40zR6531002) 

S a t e l l i t e  4 weeks 45-46, 48-51 ATC 
AOCI, 4 wheks 
Correspondence b Base Level Contracting 

(630~~653100002)  
ATC 

c. Univers i ty  Pro rams 
(DOD Acqujs i t ian  ~ 8 u c a t i d n  
and Tralnrng Catalog) 

iefWf: es;p";f 'j8yli"t 
! O D  dvl1i .n cares; ~ n o b  
ledge Test Program, 
AUG 1978) 

PRIORITY ;! 

1 .  I n d u s t r i a l  Preparedness h n a g e n e n t  Resident,  1 veek W C  
(7D-F20) 

PRIORITY 3 

1. Rela ted  College Courses t o  
Enhance Professional S k i l l s  

Figure C-8 



UASTER TRAINING PLAN. GS-1150 9/12 - Industrial Specialist Intermediate LRvel 
Desirable  ducati ion! ~raduat; courses in pursuit of Master; Degree in Business, Contracting or related fields 

WINING 

J'RXORXTY 1 

MODE & 
DURATION ' SOURCE 

KSAs TO - BE AC "IRED 
@UIVALENT 

( S d  
A) -IN NG 

1. Production Management 11 
PPM 305 (JT) 

Resident, 3  weeks AFIT 
On Slte, 3 weeks 

1 4  14 22. 
3 3 ,  3 6 ,  31 

2. Contract AdminLstration (Advanced) Resident, 2 weeks AFIT 
PPM 304 * On Site, 2 weeks 

2-4 6-9 1 2 -  
18 ' 2 0  26 28- 

OR 
3 3 :  3 5 :  39140 ,  
4 6 - 4 9 ,  51 

Management of Defense Acquisition Resiaent. 2 weeks ALMC 
Contracts (Advanced) (ED-F12) ** On Site 

Satellite: 

3. Defense Manufacturing Hanagement 
DSMC- 13 

Resident, 1 week DSMC 1. 3 3 ,  3 6 .  51  

PRIORITY 2 

1. Contractual As ects of Value 
Engineering - ~ P H  306 

Resident, 1 week AFIT 

2. Evaluation of Defense Contractor 
Work Measurement Systems (7A-F58) 

Resident, 2 weeks AMEC 

3. Leadership and Team Building 
AHEC 154 

Resident. 1 week AMEC 

PRIORITI 3  

1. Related College Courses 

2 .  Membership and Participation 
in Professional and Civic 
Organizations (e.g., NCMA) 

3. Certificate Program in 
Contract Management 

4. LOCAMP (Grade 12) 

5. PRIME (Grade 12) 

6. Training With Industry (TUI) 

* - Mandatory course to be taken i f  job js prjmarkly post-award oriented ** - Handatory course to be taken if job ~s,primar~ly pre-award orlented 

Figure C-8 

MSTER TRAINING PLAN: GS/GM-1150 13 14 15 - Industrial Specialist Senior Level 
Desfrable Education: Masters ~eiree'in Business, Contracting or relaked fields 

MODE & 
DURATXOg 

KSAs TO E UIVALENT 
SOURCE (Sm A) D8D TRAINING 

1. Defense Acyisition and Contracting On Site 1 week 
Executive eminar ER (JT) * Navy 

1 - 51 
fat annAunced 

PRIORITY 2 
ocatlons) 

I. Industrial Preparedness Management Resident, 3 days AMEC 
Executive Seminar (7D-F21) 

2. Defense CADCAU Orientation 
(7A-F55) 

Resident, 3 days AMEC 

3. Hanagement Skills Improvement 
Course - AHEC 64 Resident, 1 week AMEC 

PRIORITY 3 

1. Pro ram Nanagernent Course 
(DS~C- 3) 

Resident, 6 months DSMC 

2. Senior Service Colleges LTT 

3. Training With Industry ( T U I )  LTT 

4 .  LOGAHP LTT 

5. PRIME LTT 

Various 
Locations 

Various 
Locations 

Various 
Locations 

HQ DA 
6. Personnel Mana ement for On Site 

Executives (PM~) 
Williamsburg, 
V A 

7. Membership & Participation in 
Professional and Civlc . 
Organizations {e.g.. NCMA) 

* - Should be attended every 3-5 years 

Figure C-8 



MASTER TRAINING PLAN: Supervisory and Management Development 

ALL OCCUPATIONAL SERIES 

MODE & 1 

TRAINING PURATI ON SOURCE 

PRIORITY 1 ' 

A .  WN-SUP- 

1. Pre-Supervisor Training TBD Center for 
(Intern Program) Army Leader - ship 

2. Intern Leadership Development On Site, 1 week 
Course (Level 1) 

B. FIRST LEVEL SUPERVISORS 
1. Su ervisor Training Course (DX PAM 690-31) 
2. Leadership Education 6 On Sice, 1 week Center for 

Development Course (Level I f )  Army Leader - $$ (GAL) 

C. MID LEVEL HANAG% 

1. Organizational Leadership for 2 weeks Center for 
Executives (Level 1x1) Army Leader - 

ship 

2. Newly Assigned to Key Positions 1 week AMEC 

D. ALL GM 14/15 POSITIONS , 

Figure C-9 

MASTER TRAINING PIAN: Supervisory and Management Development 

W OCCUPATIONAL SERIES 

TRAINING 
PRIORITY 2 
A .  N U -  S U P E R V r n  

1. Leadership and Team Building Resident, 1 week 
AHEC 154 

8 .  FIRST LEVEL SUeEQVISOR 
I .  Personnel Mana ement for 

Executives (~Mfi) Resident, 8 days 

2. Management Development Seminar 

3. Management of Managers 

C. MID-J..EVEL W A G E R  

1. Management Development Seminar 

2 .  Hanagement of Managers 

Personnel Program 
Kanagement for Executives, 

-4 
8 days. WiLliamsburg, VA 3 

Will iamsburg, 
V A 

D. ALL GM 14/15 WSITIONp 
1. Personnel Mana ement of 

Executives (PU~) Resident, 8 days Williamsburg, 
V A 

Figure C-9 



APPENDIX D 

U.S. ARMY LOGISTICS MALIAGEMENT COLLEGE (ALMC) 

A l a r g e  p o r t i o n  of t h e  a c q u i s i t i o n  c o u r s e s  a v a i l a b l e  w i t h i n  
t h e  Department o f  De fense  (DoD) and t h e  Depar tment  of t h e  Army 
(DA) a r e  s p o n s o r e d  a n d  p r e s e n t e d  b y  t h e  S c h o o l  o f  A c q u i s i t i o n  Man- 
agement (SACM) , one  o f  f i v e  s c h o o l s  t h a t  make up  ALMC. The pu r -  
p o s e  of t h i s  append ix  is  t o  p r o v i d e  b a s i c  i n f o r m a t i o n  t h a t  may 
a s s i s t  i n d i v i d u a l s  o r  a c t i v i t i e s  i n  o b t a i n i n g  i n d i v i d u a l  q u o t a s  o r  
e n t i r e  c o u r s e  o f f e r i n g s .  Yore d e t a i l e d  i n f o r m a t i o n  may be 
o b t a i n e d  from t h e  ALMC C o u r s e  C a t a l o g  p u b l i s h e d  i n  September  of 
e a c h  y e a r .  

I. Programmed Cour se  O f f e r i n g s .  

A c q u i s i t i o n  c o u r s e s  a r e  i n c l u d e d  w i t h  a l l  o t h e r  s u b j e c t  c o u r s e s  o f  
i n s t r u c t i o n  a n d  managed t h r o u g h  t h e  Army T r a i n i n g  Requ i r emen t s  a n d  
Resou rce s  Sys tem.  All DA a c t i v i t i e s  a r e  s u r v e y e d  e a c h  y e a r  i n  
November . to  d e t e r m i n e  t h e i r  t o t a l  t r a i n i n g  r e q u i r e m e n t s  f o r  t h e  
f o l l o w i n g  f i s c a l  y e a r  ( F Y I .  T r a i n i n g  r e q u i r e m e n t s  a r e  registered 
i n  the r e s i d e n t ,  o n s i t e ,  and s a t e l l i t e  e d u c a t i o n  program (SEP) 
modes of i n s t r u c t i o n .  Based on  t o t a l  Army C e n t r a l i z e d  I n d i v i d u a l  
T r a i n i n g  S o l i c i t a t i o n  r e s u l k s ,  i n s t r u c t o r  r e s o u r c e s  and c l a s s r o o m  
f a c i l i t i e s ,  t h e  ALMC c l a s s  s c h e d u l e  i s  p u b l i s h e d  i n  July f o r  t h e  
f o l l o w i n g  FY. 

A .  R e s i d e n t  Cou r se  O f f e r i n g s .  

A l l  ALMC a c q u i s i t i o n  c o u r s e s  a r e  a v a i l a b l e  i n  t h e  r e s i d e n t  mode. 
R e s i d e n t  q u o t a s  a r e  d i s t r i b u t e d  d u r i n g  t h e  t h i r d  q u a r t e r  o f  t h e  
p r e c e d i n g  FY. Nominat ions  f o r  r e s i d e n t  c o u r s e s  must  be o n  DD Form 
1556,  Reques t  A u t h o r i z a t i o n ,  Agreement,  C e r t i f i c a t i o n  o f  T r a i n i n g  
and  Reimbursement,  and  a r r i v e  a t  ALMC a t  l e a s t  45  days p r i o r  t o  t h e  
open ing  d a t e  of t h e  c o u r s e .  Commands n o m i n a t i n g  i n d i v i d u a l s  who 
do  n o t  meet  a l l  o f  t h e  c o u r s e  p r e r e q u i s i t e s  must  r e q u e s t  and  j u s -  
t i f y  a w a i v e r .  For  U.S. Army M a t e r i e l  Command (AMC) s t u d e n t s ,  
A M C  w i l l  p r e p a r e  a f u n d  c i t a t i o n  a n d  f o r w a r d  it f o r  i n c l u s i o n  o n  
t h e  i n d i v i d u a l  t r a v e l  o r d e r s .  A d d i t i o n a l  i n f o r m a t i o n  may be 
o b t a i n e d  from t h e  Commandant, ALMC, ATTN: AMXMC-A-R, F o r t  Lee ,  VA 
23801-6041; o r  by t e l e p h o n e  a t  AUTOVON ( A V )  687-2177/4220 o r  com- 
m e r c i a l  ( 8 0 4 )  734-2177/4228.  

B .  O n s i t e  Cou r se  O f f e r i n g s .  

A l l  ALMC a c q u i s i t i o n  c o u r s e s  a r e  a v a i l a b l e  i n  t h e  o n s i t e  mode. 
O n s i t e  c o u r s e s  a r e  p r e s e n t e d  o f f  campus b y  t h e  ALMC f a c u l t y  a n d  
a r e  no rma l ly  i d e n t i c a l  i n  c o n t e n t  to r e s i d e n t  c o u r s e  o f f e r i n g s .  
Time and  l o c a t i o n  o f  o n s i t e  c o u r s e  o f f e r i n g s  a r e  p u b l i s h e d  i n  t h e  
ALMC s c h e d u l e .  The h o s t  a c t i v i t y  is  r e s p o n s i b l e  f o r  p r o v i d i n g  
c l a s s r o o m  f a c i l i t i e s  and s t u d e n t  s e r v i c e s .  The h o s t  a c t i v i t y  may 
r e t a i n  a l l  q u o t a s  o r  d i s t r i b u t e  t o  o t h e r  l o c a l  a c t i v i t i e s .  
Nominat ions  are  s u b m i t t e d  t o  t h e  h o s t  a c t i v i t y  o n  DD Form 1556  and 
s t u d e n t s  s t i l l  must  mee t  all a p p r o p r i a t e  c o u r s e  p r e r e q u i s i t e s  or 
o b t a i n  t h e  n e c e s s a r y  waiver.  A d d i t i o n a l  i n f o r m a t i o n  c o n c e r n i n g  a  
s p e c i f i c  o n s i t e  c o u r s e  o f f e r i n g  m y  be o b t a i n e d  from t h e  h o s t  
a c t i v i t y  o r  t h e  c o u r s e  d i r e c t o r  l i s t e d  i n  t h e  ALMC Cour se  C a t a l o g .  



6.  Co r r e spondence  C o u r s e s .  
2. S a t e l l i t e  E d u c a t i o n  Program Cour se  O f  f e r r n g s  . 

~ a n a ~ e m e n t  o f  Defense  A c q u i s i t i o n  C o n t r a c t s  Cou r se  (MDACC) ( B a s i c )  
a n d  De fense  Sma l l  P u r c h a s e  Cour se  ( B a s i c )  a r e  t h e  ALMC a c q u i s i t i o n  
c o u r s e s  a v a i l a b l e  i n  t h e  SEP mode. Cou r se s  a r e  p r o v i d e d  u s i n g  a 
c o m b i n a t i o n  of  l i v e  t e l e v i s i o n  i n s t r u c t i o n  t r a n s m i t t e d  v i a  s a t e l -  
k i t e  t o  h o s t  a c t i v i t y  c l a s s r o o m s  and  l i v e  i n s t r u c t i o n  p r o v i d e d  
o v e r  a  network of  p e r s o n a l  compu te r s .  Cou r se  c o n t e n t  p a r a l l e l s  
t h e  r e s i d e n t  and  o n s i t e  modes,  b u t  t i m e  s c h e d u l e s  may b e  a d j u s t e d  
t o  conform t o  t h i s  u n i q u e  mode. Time and  l o c a t i o n  o f  SEP c o u r s e  
o f f e r i n g s  a r e  p u b l i s h e d  i n  t h e  ALMC s c h e d u l e .  The h o s t  a c t i v i t y  
i s  r e s p o n s i b l e  f o r  o p e r a t i n g  c l a s s r o o m  equ ipmen t ,  p r o v i d i n g  an 
i n d i v i d u a l  t o  s e r v e  a s  t h e  c l a s s  f a c i l i t a t o r ,  and  p r o v i d i n g  normal  
s t u d e n t  s e r v i c e s .  The h o s t  a c t i v i t y  may r e t a i n  all q u o t a s  o r  
d i s t r i b u t e  them t o  o t h e r  l o c a l  a c t i v i t i e s .  Nominat ions  a r e  sub-  
m i t t e d  t o  t h e  h o s t  a c t i v i t y  o n  DD F o m  1556 and  s t u d e n t s  s t i l l  must 
m e e t  t h e  a p p r o p r i a t e  c o u r s e  p r e r e q u i s i t e s  o r  o b t a i n  t h e  n e c e s s a r y  
w a i v e r .  A d d i t i o n a l  i n f o r m a t i o n  c o n c e r n i n g  a  s p e c i f i c  SEP c o u r s e  
o f f e r i n g  may b e  o b t a i n e d  from t h e  h o s t  a c t i v i t y  o r  t h e  c o u r s e  
d i r e c t o r  l i s t e d  i n  t h e  ALMC C o u r s e  C a t a l o q .  I n q u i r i e s  c o n c e r n i n g  
t h e  S a t e l l i t e  E d u c a t i o n  Network may b e  made by w r i t i n g  Commandant, 
ALMC, ATTN: AMXMC-DSEP, F o r t  Lee ,  VA 23801-6052; o r  by c a l l i n g  
the D i r e c t o r  o f  S a t e l l i t e  E d u c a t i o n  a t  AV 687-2792/3498 o r  commer- 
c i a l  ( 8 0 4 )  734-2792 /3498 .  

11. Unprogrammed C o u r s e  O f f e r i n g s .  

Any c o u r s e  o f f e r i n g  n o t  p u b l i s h e d  i n  t h e  ALMC c o u r s e  s c h e d u l e  i s  
c o n s i d e r e d  a n  unprogrammed c o u r s e  o f f e r i n g .  An unprogrammed 
o n s i t e  c o u r s e  o f f e r i n g  may b e  r e q u e s t e d  by w r i t i n g  Commandant, 
AUC,  ATTN: AMXMC-A-R, F o r t  Lee ,  VA 23801-6041. The r e q u e s t i n g  
a c t i v i t y  may b e  r e q u i r e d  t o  f und  ALMC i n s t r u c t o r  t r a v e l  and  p e r  
diem. A SEP c o u r s e  o f f e r i n g  i s  o f t e n  c a p a b l e  o f  a d d i n g  an a d d i -  
t i o n a l  c l a s s r o o m  t o  t h e  ne twork .  An unprogrammed SEP c o u r s e  
o f f e r i n g  may b e  r e q u e s t e d  b y  w r i t i n g  t h e  same a d d r e s s  a s  above .  

A.  C o n t r a c t o r  Cou r se  Of f e r i m g s  . 
The ALMC a c q u i s i t i o n  c o u r s e s  a v a i l a b l e  i n  t h e  c o n t r a c t o r  mode a r e  
MDACC ( B a s i c )  and  MDACC (Advanced ) .  An i n s t r u c t i o n a l  s e r v i c e s  
c o n t r a c t  h a s  b e e n  awarded  b y  ALMC to  Management C o n c e p t s ,  I n c . ,  o f  
V ienna ,  VA. Unprogrammed c o u r s e  o f f e r i n g s  may b e  d e l i v e r e d  a t  a 
t i m e  and  p l a c e  s p e c i f i e d  by  t h e  r e q u e s t i n g / f u n d i n g  a c t i v i t y .  
D e l i v e r y  o r d e r s  a r e  p l a c e d  by  t h e  F o r t  Lee  D i r e c t o r a t e  of  Con- 
t r a c t i n g  w i t h  c o n t r a c t  a d m i n i s t r a t i o n  and  q u a l i t y  a s s u r a n c e  p ro -  
v i d e d  by ALMC. C o u r s e  c o n t e n t ,  examin ' a t i ons ,  and  g r a d u a t i o n  
c e r t i f i c a t e s  a r e  i d e n t i c a l  t o  r e s i d e n t  c o u r s e  o f f e r i n g s .  The h o s t  
a c t i v i t y  is r e s p o n s i b l e  f o r  p r o v i d i n g  c l a s s r o o m  f a c i l i t i e s  and 
s t u d e n t  s e r v i c e s .  The h o s t  a c t i v i t y  may r e t a i n  a l l  q u o t a s  or  
d i s t r i b u t e  them t o  o t h e r  l o c a l  a c t i v i t i e s .  Nomina t i ons  a r e  sub- 
m i t t e d  t o  t h e  h o s t  a c t i v i t y  o n  DD Form 1556 and  s t u d e n t s  s t i l l  must  

The &MC a c q u i s i t i o n  c o u r s e s  a v a i l a b l e  by c o r r e s p o n d e n c e  a r e  DSPC 
( B a s i c )  and  MDACC ( B a s i c ) .  Both o f  t h e s e  c o u r s e s  were  d e v e l o p e d  
d i r e c t l y  from r e s i d e n t  c o u r s e  m a t e r i a l  and  u s e  the same examina-  
t i o n s .  However, t h e r e  a r e  no  p r e r e q u i s i t e s  f o r  e i t h e r  c o u r s e .  
I n d i v i d u a l s  may a p p l y  by s u b m i t t i n g  o n e  copy  o f  DA Form 1 4 5 ,  A m y  
Cor r e spondence  Course  E n r o l l m e n t  A p p l i c a t i o n ,  t o  Commandant, ALMCt 
ATTN: AMXMC-ET-C, F o r t  Lee ,  VA 23801-6342. 

C. A c c r e d i t e d  Off Campus I n s t r u c t i o n  (AOCI) .Cou r se  O f f e r i n g s  - 
T h e  AMC a c q u i s i t i o n  c o u r s e s  a v a i l a b l e  by  AOCI a r e  MDACC ( B a s i c ) ,  
MDACC (Advanced) ,  and  DSPC ( B a s i c ) .  AOCI - c o u r s e  o f f e r i n g s  a r e  
conduc t ed  o f f  campus by  1 o c a l . i n s t r u c t o r s  who h a v e  been c e r t i f i e d  
a s  q u a l i f i e d  by ALMC. I n s t r u c t i o n a l  m a t e r i a l s ,  e x a m i n a t i o n s ,  and  
g r a d u a t i o n  c e r t i f i c a t e s  a r e  p r o v i d e d  by ALMC. W i t h i n  DA, t h i s  
mode i s  p r i m a r i l y  used  OCONUS. A d d i t i o n a l  i n f o r m a t i o n  c o n c e r n i n g  
t h e  AOCI Program may b e  o b t a i n e d  by  c o n t a c t i n g  t h e  a p p r o p r i a t e  
c o u r s e  d i r e c t o r  l i s t e d  i n  t h e  ALMC C o u r s e  CataLog.  

111. Equ iva l ency  E x a m i n a t i o n s .  

T h e  c e n t r a l  DOD a c t i v i t y  f o r  a l l  a c q u i s i t i o n  e q u i v a l e n c y  examina-  
t i o n s  i s  ALMC. A f t e r  s u c c e s s f u l y  c o m p l e t i o n  o f  t h e  a p p r o p r i a t e  
e x a m i n a t i o n ,  e q u i v a l e n c y  may b e  g r a n t e d  f o r  t h e  f o l l o w i n g  c o u r s e s  : 

MDACC ( B a s i c  ) 
MDACC ( Advanced ) 
C o n t r a c t  A d m i n i s t r a t i o n  ( t o  b e  d i s c o n t i n u e d )  
Advanced C o n t r a c t  A d m i n i s t r a t i o n  
Government C o n t r a c t  Law 
P r i n c i p l e s  o f  C o n t r a c t  P r i c i n g  
P r o d u c t i o n  Management I  
P r o d u c t i o n  Management I I 

I n d i v i d u a l s  may a p p l y  i n  w r i t i n g  t o  Commandant', ALMC, ATTNr 
AMXMC-ET-ADO, F o r t  Lee ,  VA 23801-6057.  The e x a m i n a t i o n s  a r e  
a d m i n i s t e r e d  t h rough  t h e  l o c a l  a c t i v i t y  T e s t  C o n t r o l  O f f i c e r  and  
u n s u c c e s s f u l  r e s u l t s  p r e c l u d e s  r e - e x a m i n a t i o n  f o r  a p e r i o d  of s i x  
months.  

mee t  a l l  a p p r o p r i a t e  c o u r s e  p r e r e q u i s i t e s  o r  o b t a i n  t h e  n e c e s s a r y  
w a i v e r .  A d d i t i o n a l  i n f o r m a t i o n  c o n c e r n i n g  t h e  c o n t r a c t o r  mode may 
be  o b t a i n e d  by w r i t i n g  Commandant, ALMC, ATTN: AMXMC-ACM-PM, F o r t  
Lee ,  VA 23801-6048; o r  c a l l i n g  AV 687-1669 o r  commerc i a l  ( 8 0 4 )  
7 34-1 669. 
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COITMCKM IlWSTRlAL RELATIOIS SPSCIALIST. GW-0246 
SUIOA LEVEL - ES/(;II-14/15 

: ~ S I O I ~  
:D.vILQP*BIT mJmXIIE; 

;Broaden unagerial skills, W I  th 
:emphasis on planning and direct- 
:ing through subordinate managers. 

:Develop understanding of inter- 
:governmental relationship~ to 
:include CNB, GAD, the Congress. 

:Develop policy making skillc to 
:support Industrial Relatione 
:objectivrs of organization. 

:Erprnd knoultdgt to arbitrate, 
:mediate and negotiate a variety 
:of compler labor relatlonc 
: issues. 

:Develop knowledge in hrghly 
:rpecializtd procurement of 
:significant importance to the 
:Air Porct and DOD. 

:Defense Acquisition and 
:Contracting Executive 
:Seminar Tnble 188: BB3 

: DE5lRMr.X : DKSIRML. 
: 'I1UIlI*6 : I6DUCATIW 

:Program aanageacnt :Master's Degree 
:Course D S K - 3  (JT) :(Preferably in 
:Table 188: BBW :Labor Relations, 

:Labor Law, 
:Business Managers :Industrial Rela- 
:Advanced Workshop : tions or 
:DSMC-18 (JTl Table :Business) 
:188: 886 

:Loglctics Enecutive : 
:Developwnt BA-TI7 : 
:Table 181:  lrCB 

: E=tcutive Refresher : 
:Caurcqin Acquisition : 

:Management MK-2 (JT): 
: table 188: m a  

:Erecutive Round Table : 
:7A-P51 (JT) Table 188:: 
: ADL 
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C O n T W T I ) R  XIIWSTRIAL RELATIONS SPKCIALIST. M - 0 2 4 6  
IllTBRMlaDIATE LEVEL. G/GII-13 

: RPICAL :OllTrmJwS S E W  
:ASSlm(gfS : DBVSUIPIIXMY 

:Regional :Graduate courres related : 
:Administrator :to erecutivc development,: 

:labor taw 
:Director of ; 

:AF-vide pro- :Leadership in profes- : 

:gram :sional organizations : 

:Supervisory : 
:Erperience at : 

: reg,ional 
:level 

:Exchange arrlgn- : 
:nnts under : 

:lntergavern.*ntal: 
:PersonnelAct : 

:Career broadening: 
:assignrentr. : 

:Serves as advisor: 
:to program 
:officialson : 

:Contract Rcviev : 
:Boards, prep- : 
:aration of ctate-: 
:ncnts of work, : 

:applicability of : 
:labor laws. 

: PRDPRSEIOIIAL W I U M m Y  : 0CSfRAI)I.R : D I S I W L I  : TYPICN. : COwYllUOVS S E W  
: DWEL43PMKVT OBJBCIXVKS ZR1IIPS : TRAIIIIWG : rrmCILTJOI :ASS1(3R(ILllrS : D I M U ) m  

:Develop knovledge of Air Porce :Management of Defense :Contract Ranaqement :College Dagrce :Arct Reqicnal:Hembership and participation r 

;contacting acquisit~on functions.:Acquisitlon Contracts :of Civil Engineering :(Labor Relat~ons,:*dminirtrator:~n Rational Labor/Wanaqem.nt : 
:(Basic) (8D-43201 (JT) :Program6 (AT) APIT, :Industrial Rela- :A? Contractor:Associat~onu 

:Develop knowledge of Air Force :Table 188: BDQ :Table 108: P W  (Bare :tionst Buriness :Industrial : 

:and W D  roles and nissions in : :Levell :Management, . :Relations :Speaking and writlng activi- : 
:acquisition procesfi. ' :Management of Defense : :Economics, : ties 

:Acquisition Contracts :Defense Contracting :Acquisition, ! 

:Develop knouledge and abillty to :(Advanced) (OD-rl2) :and Subcontracting :Public Ada) : :Related colleqe courser to : 
:interpret FAR and various acqui- :(JT) Table 181;  BDII :with Small and Dis- : :enhance profexrional skills : 
:sition regulations to support : :advantaged Buriness : 

:mission needs. :Govcrnlsnt Contrmct W w  :Concerns (SB)  (JT) : 
:PPM 302, Table 188: BDP :Table 188: Q)U 

:Develop work~ng knovledqe of : -4 
:Labor Lauc and enfarcemnt proce-:Advanced Contract :Occupational Wage : 0 co 
:durec. Develop ability to con- :Administration PPW 304 :Survey Training - : 
:duct vagc surveys and analyze :(JT); Tabla 188: B W  :Phase I (BLS) 
:result.. 

:Basic Manaqtwnt :Labor Lau Lnforcement : 
:Statistics AHETA-54 :Training (Dot) 
:Table 188: QnS 

:Introduction to Dmta : 

:P~ocesrinq (TE-P7) (JT) : 

:Table 180: OCI 

:College level courses in : 

:Labor Relations and Labor: 
:Lau. 
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t 

IIISCKLWEUUS UNIMISTRATIOII AND PROGRAN SERIES, CS-0301 
a r n r  WL. ~ s - 5 / 7  

:Develop cornnunciation :Completion of all courses:Appropriate DMET 
:akillr and techniques. :specified in the MDP for :technical courses 

:GS 1101, 1102, 1103, or : 
:Develop knovlcdgs o f  :llSO politlons, as 
:romputerc and date proccssing:appropri.tc. Note: 
:and their management applica-:the fibeve training IS : 
: tion. :mandatory uhen: (1) 50% : 

:or more of the position's: 
:Develop knowledge of Air :dotier and rerponribili- : 
:Force Contracting. :tier involve Prc or Port-: 

:Award Contracting Func- : 
:ticns, and (2) the duties: 
:meet srperience qualifi- : 
:cations for entry into a : 
:GS 1101. 1102, 1103, or : 
:I150 position. 

C 
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: DESIRABLE 
: S W C A T l O l  

:Completion o f  all 
:requirements for a 
: bachelor 's degree. 

. . 

YISCSLLIUIIOUS AWIllISTRATIOl AND P R O C U M  SIRISS, GS-0301 (CCOYIT'D) 
IITERWEDIATE LEVEL, GS-9/12 

: PRO?UsSIO*AL 
:D ~ S L O P ) ( ~ T  o e J a r I v a s  

:Develop knowledge a f  basic 
:budgetary principles and 
:effective use of cost 
:control techniques. 

:Periodically update know- 
:ledge of c o m p k e r s  and data 
:procerrlng equipment. 

:Obtain knovledqe and basxc 
:understanding of personnel 
:management responslbilitlrs 
:of a supervisor. 

* 

:Complct~on of all 
  course^ specified 
:in the MDP for GS/ 
:GI4 1101, 1102, 1103 
:or 1150 positrons, 
:a$ appropriate. 
:Note: the above 
:training is arnda- 
:tory uhen: (1 )  50% 
:or sore of the 
:position's duties 
:and responribili- 
:ties involve Pre or 
:Post Avard Contcact- 
: ing and Purchasing 
:Functions, and ( 2 )  
:The dutles meet 
:experience q u a l ~ f l -  
:cations for entry 
: lnto a GS/GI( 1101, 
:1102, 1103, or 1150 
:position. 

:DESIRABLE TRAIUIIIG 

:Appropriate M E T  
:techn~cal courses 

:OPU short courses 

: TlPICAL : COYTl*UOUS S E W  : 
: ASSIGNNrWKlTS : DEYKLOPWm : 

:Hay include any of :Short courses ~n : 

:the follouinq :adrninlstration : 

:positions strut- : 

:turcd to support :Continuing educa- : 
:the procurement :tlon 
:function: 

: -  Computer Sy6tems : 

:Analyst 

: -  Data Management : 

:- Configuration : 

:Management 

. . 

: DgSIRABLI[ : TlPICAL 
: EWCATIO* : A S S I m W T s  

:Complctkon of :May include one of the 
:all require- :following porltions 
:merits for a :structured to support 
:Haster'6 Degree:the procurement func- 
:in Management, :tion: 
:Business, or : 
:Public Admini$-:- Data Management 
:tration. 

:- E ~ t c u t i v e  Support 

: - Tech Advisor 

: -  Contract Revlew 

: -  Management 
:Servlcc O f f i c e r  

: -  Cornpoter System6 

: -  Carter Broadcnang 
:Asstqnments (Mote: 
:Mobility i s  inportant 
:for aptrnum career pro- 
:grerslon opportunities 

:Hembrrship in professional : 
:or technical socistier. : 
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MASTER DEVELOPWENT PLM [MDPl 

: PROPKSSIWAL 
: DgYELOPMKlT OBJSCTIVBS 

:Erpand on ability to deter 
:mine goals and develop 
:plans for an organrza- 
: t  on. 

.Continuous expansion o f  
:technical knowledge that 
:relates to assigned func- 
: t ~ o n a l  area 

:Increase understanding o f  
:and ability to communl- 
:cate agency polic~es and 
:prxor~ties th~oughout the 
:organi+at ion. 

: MmMrORY : 
: YltAIIIII(G :DKSZRIIBLI % I I I I C  

:Complet ion of ail : Advanced Management 
:courses specified : Course 17A-P43) (JT) 
:in the MOP for CS/ : Table 188: BCA 
:GW 1101, 1102. 1103 : 

:or 1150 positions, : Executive Round Table 
:as appropriate. : 1 7 A - P I 0  IJT) Table 
:mote: The above : 188: ADL 
:training is mnnda- : 

:tary when: (1 )  5D8 : 
:or more of the : 

:position's duties : 
:and respansibili- : 

:ties involve Pre or : 
:post Award Contract-: 
: ing and Purchasing : 

:Functions, and ( 2 )  : 

:The duties meet : 
:experience qualifi- : 
:cat~ons for entry : 

:into a GS/OI 1101, : 
:1102, 1103, or 1150 : 
:position. 

AFR 4B-I I O V I O  Attachment 4 20Noveml)t.r 1989 

QUALITY A S S U M E  QIGINIIRS, GS-01101 
m T R Y  LWKb. 65-5/7 

: DKS1RhBLE : TYPICAL :COITI*UOUS SELF 

: UDUCATlOl : A!iSIGIO(BFS : DtWKLOPNEXT 

:coopletion'of :Acquisrtions Officer at :Training conferences and : 

:a11 require- :ALC. :seminars 
:mentc f o r  a : 
:doctoral degree:HQ and Specialized kPPR0:Contlnuing Education. : 
:(Ph.D or egui- :positions developed to : 
:valentl or 3 :Bopport the overall con-: 
:full academic :tracing function. May : 

:years of :rnvolve the following: : 

:grsduate educa-: 
:tion in manage-:- Data Manaqement 
:nent, business.: 
:or public : -  Tech Advisor 
:administration.: 

:- Contract Review 

: -  Foreign Military Sales: 

: - cxecut lve Support : 

: -  Career Broadening : 

:Assignments. 

. . 

: PROPKSSIOIIAL : W M f O R Y  : : DBSXRABLK : TYPICAL : C O N T 1 W U W S  SILP 
: D W E M P W m T  OIWBCTIVKS : ZRlrllXlG : DKSIPA8K.E TRAIIIIM: : IWCATXO* : XSStGWO(IMTS : 'DUVKLOFHKNT 

:Mandatary - A :Trainee :Enqlneerlng and T r a ~ n r n g  
:Develop knowledge of FAR and WD/:Defensr Con- :Statistical Quality Con- :Baccalaureate :Quality/ : 

:AF PAR Supplement. :tract wgt for :trol (8D-P23) IJT) Table :Degree in :Reliability :Membership and participation in pro- 
:Technical Per-:1W@: PAP :Engineering or :Engineer at an:fesslonai societies which relate to 

:Develop knauledge of Air Force :sonnel (CUM/ : :related field :IFPRO :responsibilities in future assign- 
:and W D  roles/nisrionr in acqui- :)(TI, Table :Wondestructive Inspection :from an :merits. 

:sition proceat. :lee: QlC :for Maintenance Managers :accredited :Trainee 
:C30ZR1000-001 ATC-Chanute,:college. :Product ion : 

:Develop knowledge and understand-:Introduction :(PDS-W4V) :Officer at S W :  
:ing of Basic Quality/Product :to Acquisition: 
:Assurance Operations and staff :Management :Computer Software Applica-: :Trainee 
:mctivitier. :(SYS 100) ' :tion (OUT 185) AFIT (PIX- : : Produc t ion : 

:Table 188: BCG:OIK;) . :Officer or : 
:Develop knowledge of DOD specifi-: :Quality/ : 
:cations and standards ruch as :Quality Assur-:Softrare Reliability, Test: :Reliability : 
:MIL-9-9851, MIL-1-45201, MIL-STD-:ancc Oritnta- :and Evaluation IAHETA-120): :Engineer at an: 
:1520, MIL-STD-1535. WD-STD-100 :tlon I8D-T21) :Table 188: OGV :ALC 
:and WD-0-1000. :IJT) Table : . . 
: I :lee: Q W  : 
: D ~ J ~ I O ~  rtatirtlcal and probabil-: :Configuration Managesent, : 
:ity standards. :(AHETA-12) Table 188: QWJ : 
: I :Defense In- : 0 r 
:Develop oral and written communi-:Plant Quality : 

:catton skrlls. :Assurance 180-:Introduction to Configura-: 
: F 3 0  (JT) :tion Management, (SYS 020): 

:Maintain professional status tn :Table 188: QAU:Table 188: pnB 
:engineering. 

:Reliability :Contract Management of : 

:Dcvelap s k i l l s  an evaluatlnq ade-:and Maintain- :Enqinceriny Programs (PPU : 
:quacy of engineering technical :ability :301), AFIT (PDS-EAN) : 
:data. :Seminar (8A- : 

:F30) Table : 

:Develop applications o f  contract-:la@: QMC :Procurement Quality Assur-: 
:us1 QA provisions. :ante (AMETA-83) Table 188:: 

:QMB . 
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MASTER DEVELOPHRMT PLAN (MOP1 

: PROPESSIO(IAL : W M K H l T  
: DKVEWP)(gl(T OBJILCTIVgS : TRAIIIRC 

:Expand knowledge of Air Force and:Qual~ty 
:DOD roles/nissions related to the:Assurance Man- 
:acquisition processes. :agenent I 

: (AlJ$C-QC) 
:Learn to analyze and evaluate :Table 188: 
:requests for proposals and con- :QCV. 
:tractor proposals for reqvlre- : 
:merits in technical data. 

:Develop techniques for implement-: 
:in9 studies in Quality/ 
:Reliability Engineering. 

:Maintain professional status in : 

:engineering. 

1 

, 

: DESIRABLE : TXPICIL : COIITIWUOUS SELI 
: DESIRABLK TRAIIING : EWCATIO* : L S S 1 G ~ ~ T S  : DKVELOPHB11Y 

:Mandatory - A :Journeyman :Hernbersh~p and participation in pro- 
:Government Contract taw :Baccalaureate :Quality'/ :fessional societie6 which relate to ' 

:(PPU 3 0 2 )  Table 188: BOP :Degree in :Reliability :responslbllitles and ass~gnmonts. 
:Engineering or :Engineer at an: 

:Cost Estimating for Engin-: related f ~ e l d  :AFPRO 
:eers 552A55450-000 AW(C :from an 
: PDS-VGL :accredited :Journeyman : 

or :college. :Production : 

:Introduction to Life Cycle: :Off iccr ac SPO: 
:Costing (QWT 353) Table :Desirable - A : 
:188: JQS :Baccalaureate :Journeymsn : 

:Degree in the :Production : 

:Statistical Analysis and :occupational :Officer or : 

:Derign Exprimants :family ser i n 6  :Qualaty/ : 

:L50ZA0046-007, AMETA. :of the assigned:Rel~ab~laty : 

:(PDS-E6Q) :posit lon. :Engineer at an: 
:ALC 

:Planning and Conduc tang : 
:Management Audits and : 
:Studies :7I-F53) (JT} : 

:Table 188:  QNL 

:Corrosion Control 
:(ENC 590) APlT 
:(PDS-W3) 

:Learning Curve 
:Analysis (QWT 180) 
:(JT) Table 188:  Qnn 

:Productibility Engineer- : 

: inq and Planning (PEP) : 

: AHETA 

AFR 40- t  lOV10 Attachment 4 20 November 1969 

QUALITY MSUWlCll BIIGIMSERS. CS-001 (COIIT'DI 
IM-IATU LgVRL, GS-9/12 

: DBs1RMX.E T m I I I H :  

:Computer Software Support 
:Management (SIS 202) AFIT 
:(PDSS-IZI) 

0 r 
:Introduction to Software 
:Engineering (EIIE 465) APIT 
: (PDS-IW2) 

:Defense Computer-Aided De- 
:sign and Mfg Orientation 
:L5OZA0046-024 META (UW) 

:Integrated Loqisticr Sup- 
: p a r t  Mfinagement Techni- 
:qua6 in Itetarial Acquici- 
:tion GSOZA6416-001. ADU: 
: PDS-078 

OK 
:Logircics Support Analysis 
:GSOZA6624-OD9 A W  PD$- 
: 1C4 

:Principles and Applica- 
: tions o f  Value Engineering 
:(8D-I27) (JT) Table 188: 
: CAn 

:Techical Data Package De- 
:vclopm?nC/Preparation 
:(AMETA-13) Table 188: OWR 
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: D K S I W L K  m X I l M ;  

:Production Management I ( P P W  : 
:153) (JT)  Tmble 188: JQX : 

:Introduction to ~ondestructivt: 
:Inspection (01-000-01) Table : 
:leu: QUA 

:~eliability, AflT, (QI(T 3721  : 

:~cquisition Planning and : 

:Analysis (STS 200) 

:Defense Computer Softulre PA : 
:(STS 2 4 5 )  (JT) Table 160: U3# : 

:Sr~tistical Process Control : 
:(SPC) AMETA-166 

AFR 40-ltnVIO Attachment 4 20November 1989 

:Broaden emperrencc in cstab- :Quality Assurance Manage-:Xntermediate Program Uanage- :Handatory - A :Supcrvitory/nanagement :Leadership 
:lishing organizational direc-:merit-I1 ( A W - Q D I  Table : m n t  (STS 400) AFlT (PDS-ZRZ) :Baccalaureate :positions in AFPROs, :feccional 
:tion, setting objectives, and:180: OCW. :Degree in Engineer-:hLCc, Buying D~viaions,:soc~etics 
:planning operations. :Modern Analytical Techniques :lng or related :SPOs, utaff positions : 

:for DOD nanagers (PHT 070) :field from an :at headquarters 
:Eroaden knowftdge of manage- : :(JT) Table 100: BCK :accredited college.:functlons 
: M a t  disciplines with 
:emphasis on systcrns and pro- : :Electrical Enqinttring for :Desirable - A : 

:cedurea organization develop-: :Supcrvicorc (ENG 470) AFIT :Baccalaureate : 
: ~ n t .  :(PDS-W7) :Degree in the : 

o r :occupational 
:Enpand professional technical: :Mechanical Engineering for :family serier of : 
:expertise and abilities to : :Supervisors (EBG 460) AFlT :the assigned 
:serve as technical authority : : (PDS-RJ6) :position 
:on assigned areas of 
:responribilities :hdvanced Management Course :Beneficial - 

: ( 7 A - F 4 3 )  (JT) Table 100: BCA :Advanced degree in : 
:Develop policy making rkillr : :elthe[ technical : 
:to support acquisition, :Managerial Assessment Orienta-:or management field: 
:quality and engineering : :tlon Seminer L50ZA0026-009, : 
:objtctivcr. : W C T A  PDS-UCD 

:Emerging Trends in Managcslcnt : 
:Technology 17h-F39) (JT) Table! 
:100: BBI 

:Uanaqement of Software 
:Acquilition D S - 1 0  (JT) : 

:Defense Uanufacturinp Mgt : 

:DSIIC-13 (JT) Table 180: BD2 : 
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IIWSTRIAL/RAMUI&CTURYH; EMGIIKKRU1. a-0896f0801 
U T R T  L M L  - GS-5/7 

: P ~ I I S S I ~ A L  : DESIRABLE : TYPICAL : CO*~I~UOUS SKU 
:DEVEtDP)IQIT C W B T I I V E S  : I U J M T O R T  T M I I I A :  r, D S I U A B L K  TRAIlIU; : EDUCATXO* : IISSXC*)(BlTS : DKYKUIRUQIT 

:Develop knowledge of Air Force :Management o f  Defense :Defense Computer Aided :Bachelor o f  Sc1ence:Trainee Industrral :OPM Short Courres, Uni- : 

:acquisition functions. :Acquisition Contracts :Manufacturing Techniques:in Engineering. :Enqineer or  Manufac- :versity, Professional : 
:(ID-4320) (JT) Table 181::(7A-FS6) (JT) Table 188:: :turing Engineer at :Society. AFlT Short : 

:Develop knowledge o f  Air Force : B W  : PDl :an AFPRO. :Courses. 

:and WD roles and mission6 In 
: the Acquisition process + 

:Learn WO Manufacturing 
:policier. 

:Learn how to ure FAR and 
:supplements. 

:Learn to analyze and evaluate 
:contractor manufacturing man- 
:agerent rystear and their 
:relationship to the required/ 
:desired Air Force systems. 

:Learn to evaluate contractor 
:proporals. 

:production Management I :Defense In-Plant Quality: 
:(PPM 153) (JT) Table 188::Arsurance (ID-T34) (JT) : 
: JOX :Table 188: QAM 

:Evaluation of Defrnse :Defense Work Methods and: 
:Contractor Work Measure- :Standards (7A-119) (JT) : 
:.ant Sygctrs (7X-F58) :Table 181: BUM 
:(JT) Table 188: OWC : 

:Cost Estimating for : 

:Engincttr ( A M C - C C )  : 
:Table 108: UUL 

:Methods-Time Measurenent: 
: - 1 A / Z A / 2 B / 3 / ( l A - T 2 4 / C I ) / :  
: ?49/FSC) (JX) 

I :  

:Statistical Quality Con-: 
:trol (ID-T23) (Jt) Table: 
:la@: PAP 

:Statistical Process Con-: 
:trol (AMETA-166) 

:Trainee Manufactur- 
:ing Officer at a 
:System Program 
:Off ice 

:Trainee Manufactur- 
: ing Off icer or 
:Industrial Engineer 
:at an Air Logirtlcs 
:Center 

:Continuing Education 

AFH 4O-1 LOVIQ Aihchmcnl 5 #)November l 6 8 P  

: PROFKSSIOIIAL : DSSIRABLK : TTPICAL : COlTlllUOUS S E W  
: DNKLOPNPTT UbJPCTIVCS : W D A 1 D O t Y  TRAIIIIG : DESlRABLI T M I M I I G  : .WCAIXOI : W S I G M K N T S  : D W K L O W T  

:Expand knowledge of Air Force :Production Maf~agement I1 :Contractual Aspects :Bachelor o f  Science:Journcyman 1ndustrial:Membership and p.rtxcl- : 
:acquisition and rnanufacturlng :(PPM 305) (57) Table 188::of Value Engineering :In Engineering. :Engineer or Manufac- :pation in prcfcsrional , : 

:object~ves. : JQY :(PPM 3061 Table 188: : :curing Enqlneer at :organizarions 
1 BN8 :an AFPRO, System Pro-: 

;Develop sound engineering ludq-:Advanced ConLract Adrin- : :gram Off ice, Buying : 
:mcnt to independently adopt and:istration (PPM 304) (31) !Human Behaviar in Organ-: :Division, or Air :Professional Ctrtifica- : 
:apply standard practicer, :(Table 188: BDO :izrtionr (1C-FC) 157) : :Loqlsticm Center :tlonr 
:criteria, requlations, proce- : :Table 188: CBB 
!dures, techniques, and methods :Government Contract Lbu : :Professional regirtra- : 
:to solve assigned problems. :(PPM 302) (JT) Table :Management and Conduct : : tlon 

:(Adv) (ED-?12) (3T) Tab1e:ot Production Readiness : 
:expand knowledge and ability to: 188: BOP :Revieus (AMETA-06) : 
:interpret PAR and the approprl-: :Table 180: QlQ( 

:ate remedies to enforce con- :Planning for Systems Prc-: 
:tractual provisions ~n the : d u c t ~ o n  (PPM 501) (JT) :Robotics Workshop 
:manufbctur lng area. :Table 188: QML :(AMETA-98) Tabla 188: : 

: PD4 
:Producabllity (PPM 502) : 
:(JT) Table 188: ICH :Technical Management : 

:(DSMC-23) (JT) Table : 

:Defence Manufacturing :188: BPH 
:Uanaqement Course (DSIIC- : 

:I)) (JT)   able 188: 802 :Surveillsnce o f  Cost/ : 

:Schedule Control Systems: 
:Criteria (SYS 3611 IJT) : 
:Table 108: HUM 

0 r  
:Contractor 
:Performnce Measurement : 

: (DSMC-6) (JT) 
:Table 188: OML 



: PROPBSSIOIIAL 
: DEVEMPl(gAT OBJI#TIVE!i : MlMFORl TRAlUl*C 

:Improve managerial skills with :Defense ~cquirition and 
:an emphasis on working through :Contracting Enecutivc 
:subordinate managers. :Seminar (ZR) (JT) Table 

:180: 883 
:Develop technical expertise and: 
:abilltles to serve as the tech-: 
:nical author~ty on ass~gned : 

:areas of responsibility. 

:Develop palicy making skills to: 
:support acquisition/manufactor-: 
:ing objectives of the organlza-: 
: tion. 

: DIPIIRMLI; 
: D m  I : ~ A * X O I  

:Program nanagement (DSWC:Waster's Dcgree in 
:-3) (JT) Table 188: 8BW :Eng~neering. 

:value Enginaerlng :Post Waster's 
:Enecutive Seminar (7A-I :atudiea in 
: 4 5 )  (JT) Table 188: 887 :planninq. 

:management, and 
:adminiatration 

: ~ P I C A L  : c a r x a u w s  sw 
: WXIGa(B1S : D I v . u ) p * m  

:lirst line rupervisor:Wemberahip and p8rtici- : 
:of an engineering :pation in national pro- : 

:division at an AFPRO/:feaaional aocirty or : 
:Product Division :organization 

:Induatri8l Engineer :Professional regiltrat- : 
:or General Engineer :tion 
:at W C M  level : 

:Broadening technical : 

:courses 

AFR 40-ILOVIO Attschment 6 20November 18139 

: PRor&ssIOIIAL 
:DrvrmPKuT CmJlCTIVltS 

:Develop knouledge of Air Porce 
:ConCra~ting/Acquiaition 
:functions. 

:Develop knowledge of Air Porce 
:and DOO role. and misvlona in 
:acquisition process. 

:Learn how to use PAR and rupplt- 
:Pant*. 

:Develop oral and written coarruni- 
:cation skills. 

:Develop knowledge of commonly 
:used contrncting methods and 
:contract types .  

:Learn to analyze and evaluate 
:contractor proposal* utilizing 
:financial data vhen historical 
:pricing eat. is available. 

: W M I O R Y  : DltPiLRXBLK 
: ~ I I I I C  :D.SIWU ~ I I I W  : .ooenr~a 

:WanagemenL of :Planning for Systems :College Degree 
:Wfensc Acquirltion!Praduction (PPM 5 0 1 )  :(Businarc 
:Contracts (ID-4320):(JTI, Table 108:  QML :Management, 
: (JTl Table 188; BDQ: :Ltberal Lrts, 

:Acquisition Logistics :Economics, 
:Pr~nciples of Con- :(Integrated Logistics :Financa, 
:tract Pricing (QWT :Support) (UX; 225) :Acquicition, 
:170) (JT) Table :Table 188: JQR :Public Adminia 
: l e a :  BDR :tration) 

:Uultinrtional Programs : 
:nanagcnnt ( D S K - 8 )  : 
:(JT), Table 180: PCT : 

: TYPICAL ASSlGIlCQtS 

:Procurement and 
:Producti,on Officer at 
:ALC or qlroduct Divlsion 

I 

:cOITIMUOUS SKW 
: KmlcITIom 

:Membership and prrtici-: 
:pation in profess~onal : 
:organizations 

:Related college course.: 
:to enhance profsrsional: 
 kills 
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MASTER DEVELOPMgWT P M  (MDPJ 

CKN~~RIL IUSIIIBSS/IWDUSTRY. 5s-1101 (CWT'DI 
IIITERUEDXATE LFYKI, CS-9/12 

: PROPgSSlOnAL : NAWDATORY : DKSIRAEiLK : : COIITIIIUOUS SLL? 

:DEVBU)PUE3T OIIJXTIVU : TMIIIINC :DESIIUBLII TRAINING : EWCATIOI : TYPICAL ASSIGNMENTS : K W C A T I a  

:Eap.nd knowledge of Air Force :Governrent Contract:8usinels Yqnagewnt 
:Contracting/Acqui.ition :L.w (PPM 302) (JT) :Course (DSYC-21) (YT) 
:functions. :table 188: BDP :Table 188: 804 

:Assist Proqram Nanager by bud- :Management of :System Acquilition 
:getins, acquiriton strategy :Defense Acqui.ition:Tunds W*nageHnt 
:developmnt, business unagerent :Contracts (ADV) :(IMC-9) (JT) Table 
:and financial reaourcc control. :(ID-?l2), Table :ID*: PCY 

:180: nm o r 
:Serve as Program Maneget focal : :Financial Management 
:point for business strategy : :in Mapanu Systems 
:utters. :Acquisition (Sfs 227) 

:Table 100: #N 

:Participate in efforts to ertab- : 
:liah technical end economic basis: :Eontractor Perfor- 
:for program conceptual phase. : :lunce M e a s u r e ~ n t  

:(nSlC-6) (JT) Table 
:Perform other business mbna- : :18#: W 
:perin1 efforts needed through : 
:validation, full-scale develop- : :Nanagewnt of Acquisi- 
: r n l  and production phases of : :tion Logistics ( S I C -  
:acquieition life cycle. : 2 4 )  Table 188: 006 

:Interface with Contractinq 
:Officer and Defenre contractor.. : 

:Develop knowledge of uterlal : 
:acquisition mnaqenent, life : 
:cycle costing and integrated : 
:logistics support. 

. . 

:Graduate level 
:courses 

:Contract Data Manager in :Related college 
:Product Division :courses to enhance pro-: 

:£esrional @kills 
:lorcipn Yilitar~ Sales : 
:Spccialitt in Product :Membership a d  part ici - :  
:Division :pation in professional : 

:and civic organira- : 
:Pcocurewnt and Produc- :tion*. 
:tion Manager in A U  or : 
:Product Divirion :Certification Progru : 

:in Contract Wbnagewot.: 
:Acquisitinn Manager in : 
:Product Divieon 4 

:Ilusiness/?inancial M m a -  : 
t.3 
t 4  

:ger io Product Divison ; 

:Deputy Progru Manager : 
:for non n j o r  weapon : 

: systems 

AFR 40-110VIO Attachment 6 M N o v e m b e r  1- 31 

Msrm O.MLOPUXMT PLAN i m ~ l  

: P R O P E S S I ~  : IUI!MZORY : DmIUA6U 
: DMU)Pl(OT OalUCTf VSS : TRhIllIffi :DESIRABLE TRAIllI.6 : WICAIIO.  

:Broaden mnagerirl skills uith :Defense Acquiaition:Program management :Masters hgrca 
:emphasis on planning and di- :and Contracting :Course (DSMC-31 Table :(Preferabiy in 
:recting through subordinates. :Executive Seminar :Table 188: BBY :Buriness or 

:(ER) ( J T )  Tbble : ' :Systems Manage- 
:Support program manager. :la@: 883 :Logistics Executive :rent) 
:Manage programs for less than : :Development Course : 
:major weapon systear or programs : :(8A-P17) Table 180: : 
:for subrysteHc of major veapons. : ; Mil 

:Direct efforts to establish : :Defense nanufrcturing : 
:technical and rronomic baris for : :Management (DSMC-13) : 

:a progra* in conceptual phase and: : (JT) tbble 180: 8024 : 

:all managerial efforts needed : 

:during other phasw of acquirk- : :Test and Evaluation : 
:tion life cycle. :Manaqzwnt (BD-PI01 : 

:LARI Table 188: PCU : 
:Manage major programs as defined : 

:by W D D  5000.1. :Project Planning and : 
:Contra1 Techniques : 

:Direct and provide executive : :(5L-)X) (JT1 Table : 
:unagement for u j o r  system : : 180: Qm 
:acquisition programs through all : 
:phases of acquisition life cycle.: :Weapon System Logistics: 

:Mgmt tor Senior System : 

:Analyze planned contract actions : :Hsnag*rr (LOG 3 1 0 )  (API: 
:to determine accuracy of contrac-: :Table 186: BCT 
:tux1 aerhod. 6oundners of prrclnq: 
:arrangearnt, and reb60nbbleneSS : :Eaecutivs Refresher : 

:of contract schedule. :Cour*e in Acquisition : 
:Mgmt(DSMC-Z)(JT) : 

:Table 108: 888 
. , 

: C ~ I * U O U T  S E W  
: TYPICAL W S I ~ D W S  : m w A t I a  

:Deputy Program4Manrger rn:ProEessional cartifi- 
:Product Division :Cation 

:Program Manager for less :Graduate courses ra- 
:than u j o r  weapon syntens:lated to executive 
:or for subsystems in Pro-:development 
:duct Diviraon. 

:Leaderchrp in profef-' 
:Procurement and Produc- :sional organixatrons 
:tion Officer in ALC or : 
:Product Oivison 

:Procuresent and Produc- 
:tion Branch or Division 
:Chief a t  W C O W  

:Program Manager for 
:major programs in Pro- 
:duct D~viclon 



: R e w i n  current on new DOD con- : 

:tractinq concepts, source 
:selection techniques and requla- : 
:tory u t e r ~ a l .  

:Accomplirh continuing review of  : 

:on-going progrmar to identify : 

:problcn areac and initiate 
:corrective actions. 

:Perform special studies and : 
:asriqnments in contractinq and : 

:manufacturing areas. 

:Take action to Increase and : 

:mintain efftct>ve competit~on : 
:in acquicition of weapon systems : 

:and support equipment. 

:Formulate system objectives and : 

:policies. Organize and d ~ r e c t  : 
:the program office. Coordinate : 
:ryrten proqram with usinq and : 

' : ruppor t inq MAJCOWs. 

:DkSIIUBLS TRIIIIIG 

:Reliability and Main- 
:tainability Executive 
:Overvicve (OMT 020) 
:lJT) Table 168: AKA 
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A F R  4O-IIOVIO Attachment 7 20November  I989 33 

C W T R A C T I W  SIRIS. CS-1102: JOBS WEICE ARE PRIHARILY PRIUWARD OFtIWTKDU). 
EllTRI LlrvtL. CS-5/7 

: PROt'lSSIOllAL : WDA'PORY : D E S I R M L E  : :COIITIIUOVS SEW 
:DWBWPNKNT OBJECTIVES : TUAIIIIW :DRSIRABLS TRAINIIG : P W C A T I ~  : +IPICIU USIGR)(Q(TS : IIWTIO. 

:Develop knowledge of A I ~  Force 
;Contracting/Acquisit~on 
:€unctions. 

:Develop knowledge of Air Force 
:and DOD roles and missions ~n 
:acquisition 

:Develop knowledge of commonly 
:used contracting methods and 
:contract types. 

:Learn how to use FAR and supple- 
: m n t e .  

:Develop oral and written cornmuni- 
:cation skills. 

:Prepare various solicitacion 
:document r .  

:Learn to analyze and evaluate 
:contractor proposals utilizing 
:matheratical, financial, and 
:starirticai data. 

:Prepare varlous contract award 
:documents for Contraccinq 
:Officer. 

:Management of :Spare Part6 Management :Baccaluareate 
:Defense Acquirition:(AWIC-LS) Table 188: :Degree with 24 
:Contractc (BD-4320):OME :semester hour6 
:(JT) Table 188: BDQ: :in Accounting 

:Defense Small Purchase :Economics, Burl 
:Principles o t  Con- :(Basic) A M - B 3  (JT) . :nets tau, Pro- 
:tract Pricing QMT :Table 188: PDR :curentent or 
:I70 (JTI Table 108:: :Management- 
: BDR :related rtudxes 

: 8 

:Competition Advocate 
:representative at ALC, 
:installation or Pro- 
:duct Division 

:Buyer in Contract 
:Placement Office at 
: A X ,  Installat~on or 
:Product Dlv~aion 

:Related college coursrn: 
:to enhance professional: 
: c k ~ l l r  

:Uemberrhip and partici-: 
:pation in profecoional : 

:and civic arqanixation : 
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:Develop working knowledge o f  : 
:Government apecificstions, 
:technical requireaentr, ctate- : 

:merits of work, commercial product: 
:nomenclature and be able to : 

:interpret such requirements in : 
:clear and concime nontechnical : 

:language. 
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W T K R  DEVKU)PI(Elt P L U  IMP1 

CO*TRACTIMG SPRIKS, CS-1102: PRIMRILT PRMWARD O R I W K D  [MllT0D1 
IITRUMKDIATE L N I L .  CS-9/12 

:Capand knowledge of Air Porce :Management o f  :Defence Fundamentalc of:Graduate level 
:Contract~ng/&cquirition :Defense Acquisition:~ncentive Contracting :courses leading 
: Eunct ions. :Contract% (Mvance-:PI (JTI Thble 188: 884 :to a Master's 

:ed) (80-F12) (Jt) : :Degree in 
:Erpand knowledge of Air Force and:Table 188: llDN :Contractual Aspects of :Buriness Adminis- 
: m D  roles and rirrions as they : :Value Engineering PPN :tration, Procurc- 
:relate to the Acquisition :Government Contract:306 table 188: BIB :merit. Manaqcment 
:process. :tau PPM 302 Table : ' :or related fields 

:18B: BDP :harning Curve Ana1ysis:that will prepare 
:Improve both oral and written : :OM1 180 ( J T )  Table 188::for entry to the 
:couunicrtion skills. :Itanagerent of De- :QKN :senior level 

:fenre Acquisition : 

:Devtlop knowledge and ability to :Contracts (Execu- :Defense, Two-Step Por- : 
:interpret PAR and various scquia-:tive) (ALNC-B5) : u l  Adverticing and : 

:sition regulationr to support :(JT) Table 180: BCL:Multl-Year Contracting : 

:nir%ion needs. :(Mandatory tor :Seminar (MY) (JT) : 
:GS-12 Contracting :Table 180: BAR 

:Develop knowledge o f  co$t/prict :Officers) 
:anslysic methods and proccdurec, : :Advanced Contract : 
:to evaluate/use/price/cort :Dofenre Contracting:Adrinistrrtron PPM 306 : 
:analyst reviews/reports to estab-:for Informatron Re-:Table 108: 800 
:lish negotiatlon positions. :Sources ALMC-ZX : 

:Table 188: PDY :Quantitative Techniques: 
:Develop knowledge o f  appropriate :(mandatory if in- :for Cost and Price : 

:contractual remedies to enforce :valved in acquisi- :Analysis OUT 345 1JT) : 
:contract provisions. :tlon o f  information:Table 188: BCC 

:resources) 
:Defense Contract~ng and: 
:Subcontracting with : 

:Small and Disadvantaged: 
:Business Concerns (58) : 
:(.IT) Table 188: QUA : 

:Techn~cal and :Related college courses: 
:functional journeyman :to enhance profess~onal: 
:working in contract :shills. 
:placement or staff : 
:polition at ALC, :Membership and parti- : 

:Installation, HAJCOll or:pation in pro£assional : 
:Product Division :and civic organizations: 

:Contracting Officer : 
:warrant 

:Responsible for negoti-: 
:acing agreemenrs on : 

:malor weapon systems : 

:Assigned to Special : 
:Pro]ect Office as lead : 
:contracting reprcsenta-: 
: tlve 

:Should be Cost Analysis: 
:Team member 

:Lead negotiator respon-: 
:sible for planning, co-: 
:ordtnating and negotia-: 
:trng r variety of pro- : 
:curement actions 

:Cornpet i t ion advocate : 
:representative at ALC, : 

:inrtallatian or Pro- : 
:duct Division 
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C O l T W t I l G  SERIES, CS-1102: PRIMARILY PReAYARD ORII3liTKD ICOHT'DI 
SEMloR LEVKL, GSfM-13/15 

: DESIRABLE : : PROYFSSIOIIAL : MAI lMmRT :COI(TI~UWS saLr 

: DgYELOO)(€ST W J E T I V S S  : WUIlIIff i  : D l S I W L I  TRAINIM; : IIDUEATIOII : TYPICAL ASSIfXM19lrS : EWCATlOll 

:Broaden manaqerial skllls with : ~ e f e n s e  Acquisition:Proqram Management : Waster's Degree :Chiefs and Deputy :Graduate courses 

:the emphasis on plannlnq and :and Contracting :Course D S W - 3  (JT) : (see 1ntermediate:Chiefs o f  Divisions/ :related to executive : 

:directing through subordinate :Executive Seminar* :Table 188: BBW : Level phase of :Branches o f  Contract- :development. 

:manager 6 .  :Table 108: BB3 : : plan) : inq Organizations, : 

:serve on contracting : 

:committees 

:Develop understsndtng of ~ n t e r -  : :BurinessManagers : :Leaderchip in profcr- : 

:governmental relationships to :Managewnt of De- :Advanced Workshop DSMC-: :cional orqanizations. : 

. :include (mB. CAO, the Congress. :fense Acquisiton :16  (JT) Table 180: BB6 : 
I .  :contracts (Enecu- : :Supervisory experience :Professional . . 
:Develop policy-making skills to :tive) A M - 0 5  (JT) :Logistics E x t ~ u t i v e  : :installation level ~Cert~ficationr 

I :support contracting/acquisition :Table 180: BCL :Development @A-F17 : 

1 :objectives of orqanlzatlon. : :Table 188: hCH :SAP Branch Chief, 4 
. . :Major Systems : :special projects 

CQ 

:Expand knowledge to negotiate a ;Acquisition for :E~ecutive Refresher : :involving W E ,  G M )  and/: 
00 

:variety o f  complex cost-type and :Contracting Person-:Course in Acquisition : :or Congrcssional justi-: 

:incentive type contracts. :nel DSIIC-31'. :Managemnt DSHC-2 (JT) : : f icat ion ' : :table 188: BCM :Table 188: BB8 ' :Develop knowledge in h ~ q h l y  : :Exchange assiqnrentr : 

:specialized procurement o f  61qni-:* Should be :Executive Round Table : :under Inter -govern- : 
:ficant importance to the Air :attended every :7A-P58 (JT) Table 108: : :mental Personnel Act : 

:3-5 years : ADL :Force and DOD. 
:Career Broadenxnq : 

: * *  Mandatory it :Contract Administration: :asslpnmentr 

:assigned to a :(Executive) PPI( 051 : 
:Systeat Program :(JT) Table 188: BCM : :Serve as advisor to : 

:Office of a Major : :program officials on : 

:system Acquisi- :Advanced Contract : :program objectives, : 
: tion, designated :Pricing QMT 540 Table : :preparation of state- : 
:IAW DOD 5000.1 and :188: BAD :mentr of uork, develop-: 

:DODD 5000.2 :ment of program/ 
:neqotiation strateqy : 

AFR 40-1 I O V l O  Attachment 7 20 November 1989 

:CfflTlYWUS SELF 
: TYPICAL ASSIGNNEnTS : gWCATIOI 

:Command-Level representa 
: t ~ v e  an the a n a l y a ~ s  
:evaluation, initiation., 
:development and 
:recommendation o f  con- 
:tracting policies, pro- 
:cedures, guidance, and 
:Control for subordinate 
:contracting activities 

:Nember of special task 
:groups involved i n  
:development of policy, 
:position papers and 
:releted contracting 
:functions 

:Alternate contracting 
:representative in 
:specialized contracting 
:area; i.e., development/ 
:implementation of 
:policies concerning 
:international scquisi- 
:tion, foreign salec, 
:production agreements. 
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COWTIUCTIMC SKRIltS, CS-1102: JOBS WBfCB ARE PRIMARILY W S T - A W A R D  ORIFXTSD w 

RNTRI LSVIIL. CS-5/1 

:Develop knowledge o f  Air Force : Wanagement o f  :Spare Parts Management 
:Contract~ng/Acqulsitron :~efenre Acquisi- :(AW(C-LS) Table 188: 
: funct roos. : t ion Contracts :QME 

:(8D-4320) (JT) : 
:Table 188: B W  : 

:Develop knowledge of Air Force : :Managing Quallty 
:and DO0 roles and missions in : :Assurance For Service 
:acquisition process. :Principles of :Contracts (G3AZR65170- 

:Contract Pricing :000) Table 188: IPH 
:Learn how to use FAR and supple- :QMT 170 (JT) : 
:merits. :Table l a d :  I)DR :Defense Termination 

:Settlement TS (JT)  

:Develop oral and written communl-: :)IAVMT Table 188: BAQ 
:cation skills. 

:Develop knowledge of commonly : 
:used contracting methods and : 

:contract types. 

:Learn to analyze and evaluate : 
:contractor proposals utilizing ! 

:financial and statistical cost/ : . . 
:price data. 

:Develop knovledge of post-award : 
:procedures to administer 
:YPP, time and materials, sn- : 

:definite delivery or slmilar : 
:contract types. 

:Prepare various contract docu- : 
:=nth; I.c., modifications, 
:amendments, letters for contract-: 
: inq officers. 

:Baccalaureate :ATPRO or 
;Degree wlth 24 :ment. 
:hours ~n 
:Accountrng, : 
:Economics, : 
:susiness Law, : 
:Procurement or : 
:Management : 
:related studies: 
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COWTRACTlllG SERIES. CS-1102: PRINARILY M E T - A W A R D  ORlRNTPO (COW'D) 
IWTER)(RDIATB LEVRL, CS-9/12 

AFCWC detach- :Related college courses 
:to enhance professional 
:skills. 

:nembership and par ticipa- 
: tion in profecsional and 
:civic organirationl 

:Expand knouledge of Air Force :Advanced C0ntract:Defense Pundamentals 0f:Graduate level :Technicbl and functiona1:Related collegt courses 
:Cantracting/Acquis~t~on :Admlnistrrtion :Incentive Contracting :courser leading:]ourneyman working in :to enhance professional 
:functions. :PPW 304 Table :PI (JT) Table 188: 884 :to a Master's :contract a d m i n ~ s t r a t ~ o n  :skills. 

:188: 800 :Degree ln :and staff posit~ons at : 
:Business Admin-:APPRO or APCMC detach- :Membership and participa- 

:Develop knouledge/ab~llty to : :Contractual Aspects of :ivtratron, Pro-:merit. Contracting :tion in professional and 
:administer a varlety of filed :Government Con- :Value Englneerkny PPM :curement. Wan- :o€flcer warrant (ACO, :civic organizatrons 
:price supply, s e r v ~ c e ,  constuc- :tr&ct Law PPN 302:306 Table 188: BKB :agement or :PACO, or DACO). 
:tion contracts containrng GYP, :Table 188: BOP : :related fields : 

:progress payments, quantlty : :Contractor Overhead :that will prh- :Serves as team ieader : 
:options and ocher such :Defense Contract-:Mentorship QMT 355 (JT):pare for entry :aver specialist from : 
:provisiont. :ing for Informa- :Table 1EB: BKA :to the senlor :pricing, engineering, : 

: t ton Resources : : level : ~ u d i t ~ n g ,  and legal : 

:Knowledge o f  appropriate remedres:AW(C-ZX Table :Defense In-Plant :oftice6 i n  termination : 
: ta  enforce contract p r o v ~ s ~ o n s .  :188: PDY otanda- :Quality Assurance (ED- : :act ions . 

:tory if involved :F34) (JT) Table 188: : 

:Develop knovledqe and abllity to :1n acquisition of:QMI :Serves as Contractrng : 

:~nterpret PAR and various acquis-:information : :Officer in evaluation, : 

: t ~ o n  regulaclonr to support :resources) :Pzoduction Management I: :negot~atlon, resolution : 
: m i s s ~ o n  needs. : ( P W  153) Table 188: : :of contractual issues : 

:Contract hdmrnir-:JQX :pcrtain~ng to contract : 

:Develop knowledge of cost/price :tration (Execu- : :termination and/or : 
:analysis to evaluate use prrce/ :tive) PPM 057 :Cost/Schedule Control : :claims. 
:cost analyst reviewr/reports to :Table 1B8: BCM :SySteac Criteria ( S Y S  : 
:establrsh negotlatlon position. :(Mandatory far :362 )  Table 188: OMP : 

:GS-12 Contract- : 

:Ma~ntarnrng currency ln federal :Ing Officers) : W D  Cost Accounting : 
:and agency policies, regulations,: :Standardrworkshop : 

:procedures and precedents, cases : :ALMC-CL Table 188: OWF : 
:before Board of Contract Appeals,: 
:courts o f  precedents, cases be- : :Management o f  Defense : 

:fore Board law relating to :Acquisition Contracts : 

:termination actions againit/for : :(Advanced) (ED-P12) : 

:the government. :(JT) Table 188: BDN : 

:Quantitative Techni- : 
:ques for Cost and : 



COITRACTlNG SERIES, GS-1102: PRIMARILI POST-AWARD ORYkXTIID {COllT'Dk 
lIITI[R)(EDlATE LEVEL, GS-9/12 

:Develop specialized knowledqc o f  : 
:termination responsibilitres, : 

:concepts, procedures, ~n the : 
:evaluation of contractor clalms : 
:and appeals procedures. 

:Improve oral and 
:cation ski:ls. 

:Price Analysis QMT 345 : 

:(JTl Table 188: BCC 

:Industrial Property Admin-: 
:istration APIT PPN 151 : 

:(JT) Table 1 B B :  PDM 

Ak 'H  10-1 IOV IO Attachment U 20Nuvemher 1989 

: TYPICAL : COWYlIUOUS SKL? 
: MSIGl(l(KMtS : DSVEU)PWmT 

AFR 40-1lOVIO Attachment 8 20N o v e m b e r  ID89 4 1 

:Broaden managerial skills, with :Defense Acqulsi- :Executive Round Table :Haster'r Dcgree:Principal ACO or CACa :craduate c o u r ~ + s  related : 
:emphasis on planning and direct- :tion and Con- :?A-F58 ( 5 7 )  Table 188: : :administering complex :to enecutive development : 
:in3 through subordinate sanagers.:tracting Execu- :ADL :contracts at AFPRO or : 

:tiveSeminar* : :AFCWC detachment :Leadersh~p in profesrional : 
:Develop ability to negotiate lor-:Table 188: 883 :Planning for Systems : :organizations. 
:ward pricing rate agreements, : :Production PPM 501 (JTI: :Chiefs and Deputy Chiefs: 
:overherd rates and a ~ s u r e  Coot :Contract Adminis-:Table 106 :  PHI+ :of Divrrionc/Branches of:Profezzronal certif~cationc: 
:Accounting Standards compliance. :tration (Execu- : :Contracting/Adm~nistra- : 

:rive) PPM 057 :Productibility PPM 502, : :tiveOrganitations. : 

:Uevelop policy-making rkills :(JT) Table 100: :(JTl Table 188: BCH : 

:to support acquisition objective6:BCM :Serve on contracting : 
:of organization. :Technical Administra- : : c e v ~ e w  committee 

. . :Major Systems :tion of Embedded Corn- : 

:Develop knowlcdge/abiiity to :Acquisition for :putex ReSOutCe Acquisi-: :Supervisory experience : 

:administer variety of complex, :Contracting :tlon S Y S  201 ( A P )  : 

:cost type contracts, and sub-con-:Personnel DSMC- :Table 188: W P  :Special projects inwolv-: 
:tractual performance. :319* Table 188: : :inq OMB, GAO and/or : 

: BCI :Software Acquirlt~on : :Congresrionsi just1l1- : 

:Expand knowledge and abilities in: :Management for Contract: :cation 
:development o t  Air Force policy, : *  Should be :Adminirtration Execu- : 
:~nter-departmental/agency task :attended every :tivts SYS 101 (AF) : :Exchange assignments : 

:groups and subcorpnitteec. : 3-5 years :Table 188: BKC :under Inter-governmental: 
:Perronnel Act 

:Expand ability to evaluate audit : * *  Handatory if :Burinrss Mansger6 ; 

:reports, regulations :assigned to a :Advanced Workshop : :Career Broadenrng 
:Systems Program :DSWC-10 157) Table : :asrignments 
:Office of a Major:188:B86 
:System Acquici- : 
:tion, designated :Logistics Executive : 

:IAW DODD 5000.1 :Development 8A-F17 : 

:and W D D  5000.2. :Table 180: ACH 

:Erecut ive Refresher : 



HASTKR DEVKLOFWEllT PLAN (MOP) 

CUITRAerlNC SERIS, GS-110.7: PRIMARILY POST-AWARD ORIKMTED (CWT'DJ 
SFMIOR LWEL. ES/M-13/15 

:and other relevant material; : 
:developing and implementing de- : 

:partmental or agency guides or : 
:procedurer. 

:Dtveiop understanding o f  inter- : 
:governmental relationship6 to : 
:include OHB, CAO, the Congress. : 

:Expand knouledgr o f  regulatory, : 

:procedural and case law decisions: 
:as they relate to claims made : 
:against/foc the Government in : 

:tetainat~on settlements. 

:Expand knowledge of various : 

:praaticta relating to business : 
:concerns, unusual contracts pro- : 

:virions, disposition o f  property,: 
:financial impact and managerial : 

f :contro~ as they relate to 
:terminatron actions. 

. . 
. 4  

:Course I n  Acquisition : 
:Management DSWC-2 (JT) : 
:Table 188: Be8 

:Manrgement of Defense : 
:Acquisition Contracts : 
:(Executive) A m - 8 5  
:(JT) Table lee: BCL 

:hdvanced Contract 
:Pricing, QKT 540 (JT) : 
:Table 188: BAD 

: TYPICAL : CONTIWUWS SELF 
: ASSIGWMENTS : DWBU)PMEWT 
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COlTRACTIllG StRlgS. GS-1102: JWtS WEICE ARE PRIHARILT ORIUWTED TO COST N t O  PRlCL AWALTSTS. 
n r m r  LI M L .  GS-5/7 

:Develop knowledgt of Air Force 
:Contracting/Acquisition 
:£unctions. 

:Develop knouiedge o f  Arr Force 
:and W D  roles and mirrionp in 
:acqur@ltlon process 

:Learn how to use PAR and supple- 
:ments. 

:Learn DQD Pricing pollcier and 
:procedures. 

:Learn oral and uritten c o m u n i -  
:cation skills. 

:Learn to analyze and evaluate 
:contractor proposals utlllzlnq 
:mathematical, f ~ n a n c l a l  and 
:statistical data. 

:Know the relatlonrhip o f  the De- 
:tense Conrrart Audlt Agency and 
:its role in the acqulcition pro- 
: CeS6. 

:Develop undcrstanding/knowledqe 
:of specimlizcd cost/price tech- 
:niques in the review and 
:evaluation of contractor 
:proposals. 

: WDATO~T : DBSllUBLK 
: TrU111MG :DgSlRMLK TIUIII f f i  : Imuc&71~ 

:Management of :Learning Curve Analyst :Baccalaureate 

:Defense ~cquiriti0n:QMT 180 ( J T )  Table 186::Degree with 2 4  
:Contracts ( 8 D - 4 3 2 0 ) : Q ~ ~  :semester hours 
:(JT) Table 188: BDQ: : in Accounting 

:Economics, 8usi- 
:Principles of Con- : :nets Law, pro- 
:tract Pricing QWT : :curement or 
:I70 IJT) Table 101::  : Hanageacnt - 
: BDR ;relacod rtudies 

. , 

:Contract Cost/Prrce 
:Analyst& at ALC, 
:Installat~on, hFPRO, 
:Product Division or 
:Com;ntitlon Advocate 
:Office 

:Meabershhp and part icl-: 
:pation In proferslonal : 

:and civic orgsnizatlonr: 

:Related college course.: 
:to enhance professronal: 
:skills 



COI(TRMIIIM; SERI8S. Cf -1102:  JOBS YBlCE ARB p~~)(*nlLl 0RlWTU.U COST M D  PRICE MALYSIIS. 
IITBIWWIATII L g M L .  GS-9/12 

: PWQESIMhL : M U D A T O R 1  : D B S I R M L E  : :COITIIUOVS SIf-P 
:DEVRWPMQlT ODJICTIVIfS : TRAIIIIG :DBSIWLI( TRAIIIM; : KDWATYO. : 'rTPlCAL ASSICl(l lmS : w ~ f l ( *  

:Expand knowledge of Air Force :Government con- : ~ c f e n s e  Fundamentals :Graduate level :Technical and func- : ~ e l a ~ e d  college courses: 
:pricing and Acquisition :tract Law ppn 302 :of Incentive Contract- : courses leadinq : t ~ o n a l  journeyman :to enhance professional: 
: functions. . :Table 188: BOP :in9 FI (JT) Table 188: :to a Waster's :level. :skrllr 

:tJTl Table 188: BW:BBd :Degree in 
:Expand knowledge of Aar Force : :Business Adminis- :Contract C ~ S t / ~ r i c e  :Membership and prtici-: 
:and DOO roles and missions in :Ouantitative :Cost/Schedule Control :tratlon. Procure- :AnalY*t to ALE, Instal-:pation in profesmronal : 
:acquisitron process. :~echniques f o r  cost:~ystem Criteria Systemc:ment, nanaqement, :lation, APPRO, Product :and civic organizations: 

:and Price Analysis :362 (57) Table 188: QMP:or related fields ;~ivisions or Compti- : 

:Improve both oral and written :OM7 345 (JT) rable : :that will prepare :tion Mvocate Office : 

: ~ o m m u n ~ c a r i o n  sk1116. r 118: BCC :Introduction to Life :for entry to the : 
:Cycle Costing QWT : senior Level. :Lrsigncd to special : 

:Develop knowledge and ability to :Defense Contract- :353 Table 1Bb: JQS : :pro]eCt office as men- : 

:interpret FAR and various acqu- :ing for Xnformtion: : k t  o f  negotiation : 

:irtion regulations to support :Resources ALHC-ZI :Contractor Overhead : :team. 
:mrssion needs. :Table 188: PDT :Monitorship QWT 355 : 

:(Mandatory lf :(JT) Table 181: BRA : :Should be Cost Analysis, 
:involved rn acqu- : ;team member. 

:Develop spccialrzed pricing :isition of informa-:DOD Cost Accountlnq : 

:#kills to support more difficult :tion resources) :Standards Workshop : :Contract monltorshrp of: 

:acquiSltion actions. :ALWC-CE table 168: QWF : :contract overhead : 

:rater and other s ~ g n i -  : 
:Advanced Contract : :ficant cost drivers. : 

:Develop negotiation techniques - : :Administration PPW 301 : 
:to assist Contracting Officer in :  able 180: BW :PieldAuditTeams : 

:resolution of negotiation 
:actions. :Management of Defense : 

:Acquisition Contracts : 

:(Advanced) (BD-P12) : . . 
: (JT) Table 181: BDW : 

:Cost Estimating for : 
:Engineers A W - C C  : 

:Table 186: HUL 

: PROPgSSlOWAL : DESIRABLE : :cO))rIIIUws S K U  
4 hwh-1 :DFVB~OPNKMT OBJBCIIV.S ~DISIRLI)LE T W I ~ ~ M C  : K m A t l O *  : TIPICAL USIGIIII~TS : ~ ~ W C A T I ~ ~  
: T U l ~ l m c  

:8roaden managerla1 fik'illr, iDtfen,, A c q ~ l r , ~ l o n ~ ~ . e c u ~ i v e  Refresher :Master's pegree 
:emphasis on planning and dlrect- :and Contrac,lnq :Course in ~ c q u i s ~ t r o n  :(see Intermediate 
: in9 through subordinate manager.. : L.mcu, 5rnlnar. : ~ . ~ ~ ~ e m e n t  DSMC- 2 (31 :Level Phase 

, ,  3 :Table 188: :plan) 
:Develop understanding of Inter. . 
:governmental relationrhipr to :C.~CUL I V ~  Round Table : 

:include OHB, GAO, the ~ong;css. :P, lcl,q wT 540  : 7 ~ - ~ 5 8  (ST) Table 188 :  : 

:{JT) table 1 I I :  0AD;ADL 
:Develop policy-making skillr to : 
:support roncracting/acquisitia~ syet*ms :~dvanccd cost and : 
:objectives of  orgbnizetions. : A ~ ~ ~ , ~ , ~ ~ ~ ~  tor :economlce Analysl~ QnT : 

:Contracling :551 (JT) Table 180: : 
:Expand knowledge and expcrtrsc of:Per.onn.i D S W - ~ ~ * * : J Q I  
:Government Laus, polic~cr, con- ;T.~I. 1 8 6 :  BCN 
:tractin9 CeChnIquhU and proce- : B u s ~ n e s s  nanagers : 
:dures relating to business and : -  should bm .trend-:Advanced Workshop DSHC : 

:industry application and :ed I - >  r e a m  :-la (57) Table 188: : 

: prac t lces. : 1186 
: * *  Wendetory lf : 

:assrgned to a :Logistlcr Executive : 
:Systems Program :Development @A-Pll : 
: O f f ~ c w  o f  a Major :Table 188: ACH 
:Syslen Acqulrrtlon,: 
:desbqnatcd per D0DD:ContracL Adminlstra- : 
:5000.1 and 5000.2 : t ~ o n  (Enecutive) PPM : 

:057 (JT) Table: 188 : 

: BCM 

:Management o f  Defense : 
:Acqu~citlon Contracts : 
:(Executive) ALHC-85 : 
:T.blc 18%: BCL 
I 

:Chiefs and Deputy :Graduate courrem 
:Chief6 of D ~ v l s ~ o n s /  :related to executive : 
:Branches of Contractrnq:development. 
:Orqanrzatrons 

:Superv~scry experience 
:at installat~on Level. 
:HQ USAr, Branch Chref. 

:Special projects ln- 
:vOlving OMB, CW and/ 
;or Congressional 
: j u s t ~ f  icatzon 

:Exchange assignments 
:under Interqavern. 
:mental Personnel Act 

:Career Btoadenrnq 
:asstgnmcnts 

:nay serve on salrclta- . 
: tion revlev borrds. : 

:policy Comulttees as : 
:command-level repre- : 

:sentat~ve in dcveloplnq: 
:and implement inq pr lc- : 

: ~ n g  pllcy or proce- : 

:dures 
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MASTER DKVELOPXKNT P L M  

INDUSTRIAL PROPERTI/PLM(T CLEARWCII SPWIALIST. CS-1103 
gWTRt LEVEL - GS-5/7 

:PROPISSSIOIIAL 
:DRVELOP)(eWt OBJBCTIVES : W D A T O R Y  TRAINIIIG : DKS1Rlrl)LK TRAIIII~G 

:Develop knouledqe of pol~cles:Industrial Property :Industrial Preparedness 
:programs, organ~zataons, :Administrataon (PPM151) :Management Basic Course 
:objectives, and procedures :(JT) Table 100: PtH :(AHETA-34) Table 108: BD3 
:relatang to Government 
:Property. :Management pf  Defense : 

:Acquisition Contracts : 
:Develop knowledge of contrac-:(8D-4320) (JT) Table 106:: 
:tun1 clauses relating to :BDQ 
:property management and the : 
:legal aspects of risk o f  :Defense Contract Property: 
:loss, damage and destruction :Dispos>tlon (ALWC-TY) : 
:of Government property. :Table 108: PLW 

:Develop practical knowledge : 

:of machinery, tools, 
:materials, or other 
:specialazed equlprnent or real: 
:property. 

:Develop knowledge of Alr : 

:Force Contracting/Acquisit~on: 
:functions and mlss~on$. : 
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IIIWSTUIAL PlbOPKRTY/PKANT C L U R M C I  SPECIALIST. CS-1103 
IITERI(ID1kTII LEVEL. CS-9111 

; DBSlRlgLE 
: LWEATIrm 

:Associate's degree or 
:equivalent 

:Industrial Property:Related college : 
:)tanagement Special-:courses to enhance: 
:ist at an AFPRO or :profersion&l : 

:Contract Manaqenent:skallr 
:DiwlSion 

:PIMlgSSIOIIAL 
:D&vEWP%ENT OBJKCTIVltS : I U I I M M R Y  fRAIIlY; 

:Develop knowledge of and :Advanced Property 
:ability to evaluate. .onitor,:Administration ( P M 3 0 0 )  
:adm~nicter, or coordinate :(JT) Table 188: PDW 
:inductrial property manage- : 
:merit programs. 

:Develop an ability to inter- : 

:pret end apply contract : 

:clauses and government con- : 
:contracting requlotions per- : 

: m i n i n g  to government pro- : 
:perty nnd contractors. 

: MSIRML. : TYPICAL :CO*TIIW)US SEW : 
: D K S l R A B U  TMINIlG : UWIChTIOI : .SSKCD(EITS :KmKATlOl 

:Advanced Contract Adlinistra- :Baccalaureate degree, :Industrial Propcrty:Rtlated college : 
:tion ( P W  3 0 0  (JT) Table :preferably with 4 major:Hanaqemenr Special-:courret to enhance: 
:188: I M  :in a business-related :ist rervinq in :professional : 

: f ield :contractor's facil-:skills 
:Defense Integrated Disposal : :icy as a Property : 
:Management System (AWIC-IC) : :Administrator or :Weabership and : 

:Table 188: PCI :Ron-propcrty M m i n - : p r t i c ~ p a t i o n  1n : 
: istrator :proferaional 

:Defenre Xnventory Managemnt : :orqanizatlon : 

:(en-Pll) [JT) Table 188: QBU : :Industrial Property: 
:Clearance Spccirl- : 

:Dafence Marking for Shipment : :art serving in : 

:and Storage (BB-P32/82Z-T32 : :contractor's plant : 
:(JT) Table 188: Q I V  :or worksite 

:Defence Metals Identificataon : 
:and Recovefy (ALYC-DG-P2) : 

:Table l88: WI( 

:Defenrc Property Dirp06bl : 

:Operation# ( A M - B C - C I I  
:table 188: PC2 

:Government Contract Law (PPH : 

:302)  (JT) Table 181: BDP : 



: M v e l o p  knovledqe o f  the values :Defense Acquisition:Advanccd Management :Ha#terls degree :Divlslon Chief at Con- :~rofessaonal cectiflca-: 

:and uses of property ~telrs, :and Contracting :Course (1A-F13) (JT) :preferably with :tract Admlnastrstlon :tion6 
:merchanda.lnq tcchn~ques and :Executive Semlnar :Table 188: BCA :major in a :Office, Center, or : 

:methods. : (ER) (JT)' Table : :business-related :Director at Contract :Graduate course6 

: 1 8 8 :  883 :~urines6nanagement :field :Management ~ i v i r i o n  :related to e ~ e c u t i v t  : 

:Deepen knovledqc of Government : :Advanced Workshop : 
:development 

:polacies, regulations, and proce-: :(DSUC-10) (JT) Table : 

:dures Lor the utilization, sale, : *  Should attend :Ian: 886 
:donation, or other d~sposition of:every 3-5 years : 

:Leadership In profes- : 

:Logistics Executive : :sional organlzat~ons : 
4 

:surplus property. Ifx 
:Development (ah-F17) : 0 
:Table 186: ACB 

:Executive Refresher : 
:Course in Acquisition : 
:Management ( D S W - 2 )  : 
:(JT) Table 188: BB8 : 

:Industrial Preparedness: 
:Management Erecutive : 
:Seminar(AMETh35) : 

:fable 188: BBS 

: ~ r o g r a m  Management : 
: (DSHC-3) (JT) Table : 

:188: BBW 

AFR 40-1 10V 10 Attachment I I 20 November 1989 

: DESIRABLE T M I l I l C  

:BCAS Training Courses :Develop oral and written 
:communication nkillr. 

:Learn how to use FXR and 
:supplements. 

:Defenme Small Purchase 
:(Basic) A W - 0 3  (JT) 
:Table 108: PDR 

:Base Contracting 
:Office; Buying 
:Branch at ALC 
:or Product Divi- 
:lion; Contracts 
:Branch at AFPRO 

:College courser in 
:Business-related 
: sub)ects 

:Develop knowledge of  
:commercial rupply sourcer 
:and common buciner# 
:prrctices. 
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WASTER DRVELOPWKMT P L M  (MDP] 

TYPICAL : C O I I T I I ~ S  SIL? 
ASSlGltWKWTS : DEVKLOWKWT 

:ContracKa Branch at ~ ~ ~ R 0 ; : C o n t l n u i n q  
:8uying Branch at ALC or :Education 
:product Division: super- : 
:vlsory position at Base : 
:Contracting Office 

:Develop knowledge a f  Air :Defense Small Purchase :Management a f  Defense 
:Force Contractlng/Acqulcition:[Adv) A L H C - 8 1  ( 5 7 )  T a b l e  .hcquiritlon C o n t r a c t s  
:functions. :100: BCO :(Basic) (ED-43201 IJTI 

:Table 160: BDQ 

:Associate degree 
:urth businsrs- 
:related major. 

:nevelop uorking knovledge o f  
:Government specifications. 
:technical requirements, 
:statements of work, 
:commerc~al product 
:nonencleture and Lo be 
:able to interpret such 
:requirements in clear and 
:concise non-technical langu- 
:age. 

:Expand knowledge of 
:commercial supply/service : 

:sources and business 
:practices. 

AFR 40-l  lOV10 Attachment 12 20 November tS89 

PROCURWWIT CLERICAL All0 A S S I T M C K  SHkIKS, GS-1106 
BlTRT LEVEL. CS-3/5 

: DllSlrUBLE TRlrlYIYC 

:Better Office Skills and 
:Services (OPU-45AA) 

: DESIRABLE 
: PDUCATIom 

:Develop oral end written : None 
:communication skills. 

:Develop practical knowledge : 

:of contracting oper&tions, : 
:procedures and programs. : 

:Develop ability to apply con-: 
:tract policies, regulationm : 

:or procedur*a guidelines. : 

: C ~ p a n d  proficiency in office : 

: u c h z n e  operations. 

:Technical school/ 
:business college 
: cour Be$. 

: Procurement Clerk :Continuing 
: at instailation, :education 
: ALC, Product : 
: Oivision or APPRO.: 

i - 
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MASTER DEVELOPMENT P L M  (MDP) 

AFH 40-1 IOV 10 Attachment 12 21) November 1989 

PROCURK)(El(T CLERICAL AND A S S I T M C E  SERIES, 6 4 - 1 1 0 6  
1IITRP.MEDIATB LEVEL. G S - 6 1 1 :  

:PROIEsSIOI(AL 
:DWELOP)(BIIT OBJECTIVES : MANDATORY TRAI W IRG 

:Develop knowledge o f  Air : Defense Small Purchase 
:Force Contracting/Acquisition: (Basic) ALMC-03 1JT) 
:functions. : Table 180: PDR. 

:Develop knowledge of an : 

:aballty to use commercial : 

:catalogs, and other publica- : 
:tions describing available : 
:goods and serv~ces. 

:Enhance oral and written . 

:communication s k ~ l l s .  

AFR 40-IIOVIO AtlnchmenL 13 2 0 N o v e m b e r  1989 

INDUSTRIAL S P ~ I A L I S T .  GS-1150 
mmT LKVEL - CS-517 

:BCAS Training Course 

:Develop a practical knovledqe: Production Management 
:of the nature and operations : 1 (PPW 153) (JT) Table 
:of an industry and the : 188: JON 
;naterislc, facilititc, and : 

:methods employed by the in- : Manaqernt of  Dt€cnse 
:dustry in producing : Acquisition Contracts 
:commod~ties. : '(Baric) (8D-4320) (JT) 

: Table 108: B W  
:Develop an understanding of : 
:contracting procedures as : 
:prescribed by statues, FAR, : 
:ODD FAR Supplemcntr, and : 

:other directives which 
:govern W D  acquisition. 

:D*velop knowledge of Air : 
:Force and W D  roler/mic#ionr : 
:in ecquisltion processes : 

:Associate degree with : Procurement Assis-:Continuing educa- : 
:businecs related major.: tunt at installs- :tion 

: tion, ALC Product : 

: Division or APPRO.: 

. . 

. . 

4 .  

. . 

:Industrial Preparedness :Baccalaureate degrqe. :Industrial :Related local 
:Management Basic Course :preferably with a ~s)or:Specialirt at :college or 
:(AMETA-31) Table 1 8 8 :  BD3 :in Production Manage- :APPRO, XLC, instal-:corterpandence 

:merit, Inductrial :lation or Product :course#. 
:Work Planning and Control :Engineering or rellted :Division 
:Systems (76-P21) (JT) :field :Membership in 
:Table 180: CAP :profe#mional 

:orqanixations 
:Dtfrnst In-Plant Quality : . . 
:Assurance (ID-P34) (JT) Table : 
: l e e :  PAW 

:Produetion Planning and 
:Control (AHETA-67) 

:Iaaic Mrnagement Statistics : 
:(MET&-54) Table 188: QWS : 

:Computer Littt.Cy for MsnagcrC: 
: ( W l  ( J T )  Table 188: OCR : 



l M W S t R I A L  SPECIALIST. GS-1150 {CON'T) 
INTER*EDIATK LRVLL, CS-9/12 

A F H  40- I IOVIO Attachment I:!  20 November 1989 

:PRQPESSIONAL :CONTINUOUS SELF : 
: DKVKLOEWENT W K C T I V S  : MANDATORY TrUiIWlYG :DKSIRgJgL!8 WtAINING : D K S I W L L  EWCATlOW :TYPICAL WSIGllMgt(TS :EWCATlOl : 
:Develop a conprehens~ve :Production Management I 1  :Acquisition Logistics :Graduate study vlth a major:Technlcal and func- :Graduate level ; 

:understanding o f  the organi- :(PPM 305) (JT) Table lB8::(ILS) ( L W  225) Table :in Xndustrlal Engineering :tion81 Journeyman level:coursec to enhance: 

:zation. o~erations, oroduc- : J Q Y  :*Be: JOH :or Production Management :at APPRO, ALC, install-:professional : . . - - 
:t ion facilities and 
:~rocesses. 

:Develop knowledge o f  
:appropriate remedies to 
:enforce contractual 
:provisions in the nanufac- 
:Luring environment. 

:Develop skills to conduct 
:audit6 and interchange meet- 
: i ngs . 

:Advanced Contract Admin- :Business Management : 
:istration (PPM 304) (JT) :(DSMC-211 Table 188: : 

:Table 108: BDO* : BD4 
0 r 

:Mgt of Defense Acquiai- :Contractor Performance: 
:tlon Cgntracts (Advanced):Weasurelnent (DSMC-6) : 
:(8D-F12) (JT) Table 188: :(JT) Table 188: OMK : 
:BDWh* 

:Government Contract : 

: *  11 job is primerily :LAW (PPW 302) ( J T )  : 
:post-award oriented :Table 188: BDP 

: = *  If job 1s primarily :Management and Conduct: 
:pre-award oriented :of Production Readi- : 

: ness Rcvieus (AMETA- : 
286) Table 188: OW4 : 

:Technical Management : 
:(DSWC-23) (JT) Table : 

:18B: BFH 

:Surveillance of Cost/ : 
:Schedule Control Sys- : 
:ten Criteria (SYS 361): 
:(JT) Table 188: HUN : 

:Contracturai Aspects : 
:Value Engineering (PPW: 
:306) (JT) Table 188: : 
: BKB 

AFR 40-llOVlO Attachment 1 3  20 November 1989 

: PRDPKSS 1-AL - 
:DEVgUWPTr OBJECTIVES : WMTWK TfUKIIUC :DIISIIWIIW TRAIIIWG 

:Develop policy u k l n g  skills :Defence Acquisition and :I)usine~s Management 
:to support acquisition objec-:Contracting Executive :Advanced Workshop 
:tives o f  organization. :Seminar (ER) (JT) Trble :(DSMC;lE) Table 188: 

:loll: 103 (Should : BB6 
:Broaden managerial skills :attend e v e r y  3-5 years): 
:with emphasis on planning and: :Defense CADCAM 
:directing through subordinate: :Orientataon (?A-FSS) 
: lanagers . :(.IT) Table 188: QWN 

:Industrial Prepared- 
:nerc Mgt Executive 
:Seminar (AHETA-35) 
:Table 188: BB5 

:ation or Product :skills 
:Division 

:cO*I1IIKYIs S r w  : 
:OLSIRMIIL. . W c I I I O I  : TrPICIL Ass Im(B(?s  : UYICLTIO 

:Martcr'c degree, preferab1y:HO APL&/APSC or Product:Graduate courses : 
:with r major in Production :Division at a decision :re lated to erscu- : 
:Management, Industrial :mak~ng level :tive development : 
;Engineering, or a related : 
:field :Chief or Dcputy Chief :Professional cer- : 

:of Manufacturing Opera-:tifications 
:tion# Division at APPRO: 
:/Product Dlvision or :Leadership in pro-: 
:ALC :fcrxional organi- : 

:%ation# 

:Speciality courser: 
:In the industrial : 
:and production : 
: u n a g e w n t  relatmd: 
: f leld 
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QUALIT? ASSURAICX SPECIALIST. GS-I910 
Katrr Lctvel. GS-5/7 

:Develop knowledge, understanding,:Quality Assurance :EffCctive Oral and :Baccalaureate 

:and appreciation of basic quaXity:Orientrtion Seminar :Written Comaunica- :degree with 2 1  

:and reliability assurance. opera- :(BD-F21) (JT) Table :tion (001-1) Table :semester hours 
:tions and management staff :lee: QAJ :188: CAH :in phyzical 
:activrties. : sciencer, 

: b f e n a e  In-Plant :Procurement Qua1ity:matheluticr. 
: a v e X o p  knowledge of DOD specifi-:Quality Assurance :Assurance ( M E T & -  :chamistry, in- 
:cations and standards such as :(ID-T31) (ST) Table : 8 3 )  Table 188: QXG.:dustrial m n -  

:MlL-Q-9#5B, MlL-I-4520B, MIL-StD-;18B: QAN :agement or 

:1520 and understand their appli- : :Specitications and :related fields 
:cations. :Statistical Quality :Standards IAPSC-5) : 

:Control (80-F23) IJT):Table 100: QND : 

:Develop knowledge o f  W D  Federal :Table l80QAP 
:Acquisltlon Regulation (PAR) and : :Introduction to : 
:DOD/AF Supplement policies and :Defense Contracts :Acquisition Manage-: 
:procedures. :Management far Tech- :merit (SYS-100) : 

:nical Personnel (CHM/:Tablt 100: BCG. : 

:Develop oral and written communi-:MT) Tnble 108: QWC : 
:cation skills. 

:Obtain an understanding o f  the : 
:interrelationships between con- : 

:tractin9 personnel and other : 
: funct Ions during the pre-award : 

:and post-award phases of the con-: 
: tracting process. 

:Develop an underbtsnding of : 
:statistical and probability con- : 
:ceptt and their applicability to : 

:quality control activities such : 

:a& statictical process control, : 

AFH 40-1 IUVLO Atuchment 14 20 November IS89 

QUALI?'T U S U R A I C 1  SPECIkLIST. CS-1910 (CO*TID) 
Entrl Level. CS-5/7 

:statistical sampling inspections,: 
:and process capability analysis. : 

: D e v e l o p  knouledgr of Air Force : 
:and W D  roles/rnissionr in 
:acquirit~on process 

:Quality Assurance fncern:Membersh~p rn professional : 

:Training Representative :organizations; 
:at an Air TOICL Plant : 
:Representative Office :Haximum use of service : 
:(AFPRO) or Product :schools, local courses, : 
:Division. :and correspondence courses.: 

:Quality Control Certificate: 
:Prcqram. 

-4 
&- 

. . M 

: TYPICAL 
: MSlGNnKn?s 
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MASTER D K V E L O W W T  P W  (MOP1 

QUALlTl ASSUWICE SPECIALIST. GS 1910 
IWTtRWHDIATE LKVEL, GS-9/12 

: DESIRABLK : TYPICAL : CONTlWUWS SELT : a  
:Increase specialized quality and :Qual~ty Assurance :Defense Acgujsit~on :Baccalaureate 
:reliability assurance knowledge :Uanagement I IALUC-:Program (DAP) Table :degree with 
:and skill to provide a foundation:QC) Table 188: PCV :18B: QWB :major in 
:for administrative and staff : ' :engineering, 
:program management. :Government Contract :production 

:Law (PPM 302) Table :management or 
:Develop an in-depth application : :lea: BDP. :quality 
:of quality assurance provisions : :assurance. 
:ident~fied under contract. :Operat~onal Analysis : 

:Seminar (AFSC-4) : 

:Develop a comprehension of the : :Table 188: QWE 
:Wanagement Information System : 
:(MIS) both as user and evaluator.: :Conf iquration Manage-: 

:men: (AMETA-12) Table: 
:Develop an understanding of w o r k  : :18B: QWJ 
:behavior patterns and the impact : 
:they have on others. :Human Behavior in : 

:Organizations (1C-Pl): 
:(JT) Table 188: CBB : 

:Production Management: 
: I ( P P H A 1 5 3 )  ( J T )  : 
:Table 188: JQX 

:Acquirltion Planning : 

:and Analys16 (SYS : 

: 200) 

:Introduction to Won- : 

:Destructive Inspec- : 
:tion (01-080-01) : 
:Table 188: QWA 

:Defense Computer : 

:Software Quality : 

:Assurance (SYS 2 4 5 1  : 
:(JTA) Table 1 8 8 :  OGW.: 

:Journeyman Quality :Rotational assignment with-: 
:Assurance Speclalist :in organiz~tlonal elements : 
:vithrn an AFPRO or Pro- :of DOD and non-COD 
:duct Drv~sion. :components. 

:Section or Area Supervi-:Participation in profes- : 

:sor at APPRO :sional organizations. : 

:Won-supervisory 
:position at M A J C W  Pro- : 
:duct Division, or career: 
:broadening assrqnment. : 

L .  

:Reliability and Main- : 
:tainability Orientat ion:  
:(UAT30) Table IOU: QMC : 

:Statistical Process : 
:Contra1 (SPC) IlnCTA- : 
:166.  Table 188: PAY : 
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MID-LBVLL MARACER (ALL G S - l l .  12 POSlTlOl(S WITH A PDS-C SUPERVISDRI t W B L  CODE W -2' OR -3":  ALL M - 1 3  P051TIOllS) 

: PROIIISS IOIAL : DltS1RIIlII.E : TYPICAL 
: D W R L O R W T  WJGCT1Vff : COITIIUOOS S E W  : : W D A ' K ) R T  TIUIltIIC : DIISIRMLB TRAIRIIG : gWCATIO* 

: ASSIWOI- : DIMU)PmxwY : 

:- Improve technical s k ~ l l s  :GS-12 and GM13s: 4 0  hours:Office of Personnel Managenent:- lntermediate Servlce :- Deputy or 
:Membership in pro-: :and competencies :of training related to : ( O W )  Eaecutive Seminar Center:~chools 

:Division C h ~ e f ,  :fessional associa-: 
:the role and tasks o f  the:(ESC) Programs (Minimum) : :Base Level 

; e 
: t ions :- Improve communication :mid-level manager to be :grade level for all programs :-- Air C o n m n d  and : 

:skills :taken during the first :ES/GM-13). various offering, :Staff College (ACSC) : -  h p u t y  or Chief : 
:year of the first mana- :e.g., Seminar for New :Table 188: ACS :of Branches at : 

:- Develop leadership/notiva- :gerlal assignment. :Managerr. Table 188: AnA : :ALCs, Product : .-- :tional skills :Appropriate refresher : . Armed Porces Staff :Division, AFPROs : 

:training to be taken at : :College (AFSC) Table : 
: -  Learn to place, implement :least once every 3 years,: :188: ACZ :- Section, Branch : 

:Ref: AFR 40-418 :and evaluate programs 
:Chiefs, M M C W  : 

: --  Naval Command and :Staff or AIr Staff : 
: -  Understand role in imple- : :Staff College Table : 
:menting national policies : :188: A5A 
:and programs 

:-- Army Command and : 
: -  Maintain knowledge of : 

:General Staff College : 
:policy, program, and techno- : 
: l o g ~ c a l  changes 

:- Education with Indus-: 
:try ( W l )  Table 108: : 

: - E ~ h a n c e  mentor ing ski l l s  : 
:QCY for Contracting and: 
:Manufacturing Manage- : . . : : -  Develop decision-maklng : :acnt; QAX for Quality : 

:skills :Assurance, or PCI for : 

:Systems Acquisition : 

AFR 40-1 IOV LO Attachment 15 20 November lOBB 

SIIIOR-LEVEL W A G E R  (ALL M - 1 4  M D  15 POSITIOIIS) 

: PItO?LSSfO*IL 
: D N K L O R M T  W D C T I V S  : MAUMTORI TrUINIMi 

: -  Improve technical skills and : 
:competencies 

:- Refine communication skills : 

: -  R e f ~ n e  leadership motivational : 
:skills 

: -  Refine decision-making skills : 

: -  ~ e f i n e  mentoring skills 

:- Maintain auarenens of external : 
:environment, e.9.. new legisla- : 
:tion, polic~es, unagrrcnt prac- : 
:tices and technologiel. 

:- Develop syctemlc vrcu o f  opera-: 
:tion41 environment 

: -  Develop scnsitiv~ty to SOCi0- : 
:economic, political and cultural : 
:factors 

:-  evel lop a strateqic view end : 
:planning perrpectlve 

: -  Develop skills and abilltler 
:the follouinq sir management 
:competency areas used by the 
:Office of Personnel Management 
:(OPM) in asressing extcutive 
:qualifications for the Senior 
:Eaccutive Service (SES) 

in: 

: OX!+IIUBLI : TYPICAL : CU8TllUOUS S E W  : 

: D K S I R A B U  TRAIIlJ*G : M W C A T I O I  : ASSIGWB(TS : DKVRLOPMUT : 

:- Office of Personnel Manage- :- Defense Senior Man- : -  Branch or Deputy :Participation in : 
:nent (OPU) Exeuctivt Seminar :agerbr Course/Rarvard :Division Chiefs at :proferrional : 
:Center (ESC) Programs various :University, Table 181: :ALCs, Product Divi-:arsociation 
:of Eerings, e.q., Enecutive :ACD : r i m s ,  AFPROr, ;activities, e.9.. : 
:Development Seminar, Table : :MWCOn, HO or L i r  :seminars, uork- : 
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Assigned to Acquisition: Contracting, Qulity Assurqnce, and , 

Business and Financial Management 

References: (a) DoD Directive 5000.23, "Systems Acquisition Careers," ?>PC 1 f f C  
(b) DoD 1430.10-M-1, "DoD-Wide Civilian Career Program for 

Contracting and Acquisition Personnel," December I98 
authorized by DoD Instruction 1430.10, June 22, 1981 ?- 

( c )  DoD 1430.10-H-2, "DoD-Wide Civilian Career ~ro~rsm' for Quality 
and Reliability Assurance Personnel," March 1980, authorized 
by DoD Instruction 1430.10, June 22, 1981 

(d) L2fice of Personnel Management Handbook X-118, "Quali- 
fication Standards :or Positions Under the General Schedule," 
January 1975 

Ce) E'ederaf Persoanel Manual, Chapter 335, "Promotion and Internal 
Placement" and Chapter 338, "Qualification Requirements 
(General)," Way 16, 1979 

A. PURPOSE 

This Directive establishes experience, education, and training requirements 
for military and civilian personnel assigned to contracting, quality assurance, 
and business and financial management positions in the Department of Defense, - 
and supports the concepts established in references (a) through (c). 

B. APPLICABILITY AND SCOPE 

1. This Directive applies to the Office of the Secretary of Defense (OSD) 
and its field activities, the Military Departments (including their National 
Guard and Reserve components), the Organization of the Joint Chiefs of Staff 
(OJCS), the Unified and Specified Commands, and the Defense Agencies (hereafter 
referred ta collectively as "DoD Components"). 

2. This Directive applies to positions identified in enclosures 1 through 7. 
It includes military officer and enlisted positions ip the categories specified, 
as well as civilsan positions in their respective occupat'ional codes in the 
competitive and excepted service schedules A, B, and C,  and in the Senior 
Executive Service. 

C. POLICY 

It is DoD policy to prepare and assign fully qualified individuals to 
contracting, quality assurance, and business and financial management posi- 
tions. Final authority for the establishrpent of minfmum educational standards 
for civilians is contained in the current edition of reference (dl. To the 



e x t e n t  t h e  mandatory requirements h e r e i n  d i f f e r  from t h e  Off ice  of Persome1 
Hanagement (OPH) Handbook X-118 ( re ference  ( d l ) ,  they  y i l l  be t r e a t e d  a s  q u a l i t y  
ranking  f a c t o r s  f o r  i d e n t i f y i n g  t h e  b e s t  q u a l i f i e d  from among t h e  minimally 
q u a l i f i e d  candida tes  c o n s i s t e n t  wi th  t h e  c u r r e n t  e d i t i o n  of t h e  Federa l  Persoenel 
Manual, Chapter0 338 and 335 ( r e f e r e n c e  (e ) ) .  

D.  RESPONSIBILITIES 

1 .  The Under S e c r e t a r y  of Defense (Acquis i t ion)  (USD(A)) may modify, 
ex tend ,  o r  e l i m i n a t e  t h e  exper ience  and t r a i n i n g  requirements contained i n  
e n c l o s u r e s  1 through 7 ,  i n  c o n s u l t a t i o n  w i t h  t h e  A s s i s t a n t  Secre tary  of 
Defense (Force Management and Personnel) .  

2. The A s s i s t a n t  S e c r e t a r y  of Defense (Force Management and Personnel)  
(ASD(FM&P) s h a l l  provide s t a f f  advice  and a s s i s t a n c e  i n  r e a l i z i n g  t h e  purpose 
and p o l i c y  contained i n  t h i s  D i r e c t i v e .  

3. The Heads of DoD Components s h a l l  i n t e g r a t e  t h e  experience and t r a i n i n g  
requirements shown i n  enc losures  1 through 7 o r  subsequently e s t a b l i s h e d ,  v i t h  
the m i l i t a r y  and c r v i l i a n  personnel assignment p o l i c i e s  and procedures of t h e i r  
r e s p e c t i v e  o r g a n i z a t i o p s ,  cons is ten< wi th  DoD 1430.10-M-1, DoD 1430.10-M-2, 
OPtl Handbook X-118, and t h e  Federa l  Personnel Manual (>eferences (b) through 
( e ) ) .  Each Component s h a l l  have a  procurement i n t e r n  program t h a t  i s  c e n t r a l l y  
managed and c o n t r a l l e d  t o  provide a  source  of h ighly  q u a l i f i e d  candida tes  f o r  
h igh  l e v e l  procurement p o s i t i o n s .  . 

E. PROCEDUE~ES 

1 .  The exper ience ,  educat ion ,  and t r a i n i n g  requirements shovn i n  enclosures 
1  through 7 s h a l l  be used t o  screen  i n d i v i d u a l s  proposed f o r  assignment t o  con- 
t r a c t i n g ,  q u a l i t y  assurance ,  and bus iness  and f i n a n c i a l  management p o s i t i o n s .  
I n d i v i d u a l s  being c r o s s  t r a i n e d  i n  a  f u n c t i o n a l  a rea  s h a l l  be s u b j e c t  t o  t h e  
e n t r y  l e v e l  requirements f o r  t h a t  f u n c t i o n ,  r e g a r d l e s s  of grade o r  rank. The 
d e s c r i p t i o n s  of d u t i e s  i n  enc losures  1 through 7 a r e  intended t o  be represen- 
t a t i v e  only  and not  a l l  i n c l u s i v e  o r  l i m i t e d  i n  any way. 

2 .  - C e r t a i n  requirements under t h i s  polfcy..may be waived by appropr ia te  
command a u t h o r i t y  l e v e l  a s  determined by t h e  DoD Component. This  inc ludes  the 
a b i l i t y  t o  waive grade ,  exper ience ,  educat ion ,  o r  t r a i n i n g  requirements i f  an 
i n d i v i d u a l  i s  determined t o  be otherwise q u a l i f i e d  f o r  the  job s e r i e s  and 
l e v e l .  Current  employees, a s  of t h e  e f f e c t i v e  d a t e  o f  t h i s  D i r e c t i v e ,  a r c  not  
r e q u i r e d  t o  meet the  exper ience  and educat ion  p r e r e q u i s i t e s  contained i n  t h i s  
D i r e c t i v e .  However. they  a r e  expected t o  s a t i s f y  a l l  t r a i n i n g  requirements.  

llis D i r r c r i v e  i s  e f f e c t i v e  J a n w r y  1 ,  1987. F o n a r d  one copy of 
-1-r- d-ts t o  the W e r  S e c r e t a r y  of Defense (Acquis i t ion)  uititin 
I20 drpr. 

Nillimn H. ~dt, N ' 
Deputy Secretary of Defense 

End- - 7 
1. -tract* S e r i e s  
2. ipropzrry Ild IF- i s t ra tor  Series 
3. w i n g  S e r i e s  
4. Procnrseat Clerk rod Assistant S e r i e s  
5. IPdnztrirl S p e c i a l i s t  S e r i e s  
6. -lie Assurance S p c c i a l S s t  S e r i e s  
7- Businas md F i r u n c i a l  )knrger S e r i e s  

3. I n  apply ing  t h e  requirements s p e c i f i e d  i n  enc losures  1 through 7 ,  
e d u c a t i o n  and experience c r i t e r i a  should be t r e a t e d  a s  those necessary t o  e n t e r  

s p e c i f i c  l e v e l ;  t r a i n i n g  c r i t e r i a  a r e  those  requi red  during a  s p e c i f i c  l e v e l ,  
p l u s  1 year  fo l lowing.  



General Description: Cont rac t ing  S e r i e s  (a-1102 b c m p r r r b l e  m i l i t a r y )  

Includes: Contract  Hegot ia tor ,  Contract  S p e c i a l i s t .  C m t r a c t  Ak&nistrator, 
p-cwnt U p s t ,  P r i c e  Anr iys t  

Experience: F u l f i l l e d  by r b a c c a l a u r e a t e  degree. 

Education: Bacu1anreat.e degree  requi red  v i t h  24 s a e s t t r  boars in 
r c - t i q ,  econcmics. bus iness  law, procurement, o r  t t u g c s e n S - r e l a t t d  
stndies. 

Train-: Mandatory 

K a m g e e n t  of Defense Acquis i t ion  Contracts (Basic) 

Lkf tnre  Cost .>d P r i c e  Aaalys is  or P r i n c i p l e s  o f  C o t t r a c t  Pricing 
( l a t t c r  mandatory f o r  P r i c e  h Cost Analysts)  

Defense Cont rac t  Negot ia t ion  Workshop 

Defense Contract  A d a i d s t r a t i o n  (Bas ic)  

Defense Small Pnrcbsse Course (Corrcspdndence) 

E u t i e s :  

C o n t r a c t  S p e c i a l i s t f i e g o t i a t o r  - P e r f o m s  a  v a r i e t y  cf  c o a t t i m l l y  related 
; r o c u r e w n t  funct ions  : negot ia  t e s / r v a l t m t c s  f  ixed-price s t l v i a ,  supply,  o r  
c o n s t r u c t i o n  p r o p o s a l s / b i d s ;  s o l i c i t s  and prepares f o r  m r d  n e q a i r ~ s ? t i  of 
r a r i o u s  program o f f i c e s ;  conducts adminis t ra t ive  m e w *  of d c l i v e r a b l e s ,  
o b l i g a t i o n s ,  payacntr ,  and o t h e r  c o n t r a c t u a l  require~tntr; cmdm3.s meetings 
b i t h  c o n t r a c t o r s  t o  c l a r i f y  i s s u e s ;  n o n i t o n  contraear pcrfo-cr and pro- 
g r e s s ;  negotiate P i n o r  changes t o  c o a t r a c t u a l  t e r n ;  r L q a t i a u l  & l i v e r y  
u t m s i o a s .  A s s i s t s  higher-graded p e r s o ~ n e l  i n  t h e  . ; q r a t i o a  af a  f u l l  
range  of c o n t r a c t  a c t i o l s  and independently negot ia tes  a d  p r f o r s  assigned 
p s t - a w a r d  a c t i o n r  on c o n t r a c t s  f o r  m a t e r i a l s ,  sc rp ices .  a d  -t.zuction. 

C o n t r a c t  Administrator.  Administers a  v a r i e t y  of f i x &  price d c e ,  supply, 
o r r o o s t - t i o n  c o n t r a c t s  via s tandrrd- - i  . c .  , non-Pri-tractnal tens 
a d  condi t ions ;  conducts neethgs  with c o n t r a c t o r  td c l a r i f y  u-; monitort  
c a n t r a c t o r  perfornance and progress ;  negot ia tes  minor to e o a t r a c t a r l  
t c r r s ;  and a s s i s t s  c o n t r a c t i n g  o f f i c e r s ,  a s  n e c e s r a q .  

Prim b l y s t .  P e r f o r r s  e v a l u a t i o n  of p r i c e  proposals;  &crr a d t  findings 
i n  c a n c e r t  with s e n i o r  Cos t /Pr ice  h l y c t ;  prepares recaraaidaticnr f o r  mego- 
t i a t i o n  o b j e c t i v e s ;  r e v i e w  o r  prepares  p r i c e  n e g o t b t i m  -&; a d  
p r r t i c i p x t e c  in n e g o t i a t i o n  process ,  a s  required.  

2 .  Level 11: GS 9/12, O f f i c e r  0 3 / 0 4 .  

m r i c a c c :  Contracting experience of u , : re rs ing  complexity and r e s p o n s i b i l i t y ,  
i n c l u d i n g  a t  l e a s t  1 year a t  t h e  GS-7 l e v t l ~ o r  equiva lent .  F a m i l i a r i t y  w i t h  
the v a r i o w  funct ional  and- technica l  a r e a s  r e l a t e d  t o  a c q u i s i t i o n  and c o n t r a c t  
ranrgement.  

Education: Baccalaureate degree with 20 s a e s t e r  hours i n  accounting,  economics, 
b u s i n e s s  law, procurement, o r  manag-t-rebted s t u d i e s .  I t  i s ,  recommended 
t h ~ t  i n d i v i d w l s  begin g r a d w t e  s t u d i e s  Leading t o  a  mas ter ' s  degree i n  bus i -  
n e s s  a c h i n i s t r a t i o n ,  procurenent,  u m g - t ,  o r  r e l a t e d  f i e l d s  t h a t  w i l l  
p r e p a r e  f o r  entry t o  t h e  s e n i o r  leve l .  

( Y m :  The.Hcad of a  DaD Contracting A c t i v i t y  shouLd requi re  an employee t o  
corplete mandatory cont rac t ing  courses before  appoiotmcnt a s  a  c o n t r a c t i n g  
o f f  i c c r )  

!fanagement oC nofense Acquisit ion foncrac ts  (Advanced) Advanced 
Cont rac t  Administration 

Govcnment Contract  L a w  

lQuantitat ive Techniques f o r  Pr ice  m d  Cost  Analysis 
{Price and Cost Analysts)  

C o a t r a c t i n g  Off icers '  Course (Handrtory n t h i n  1 year of 
r e c e i p t  o f  warrant)  

Defense Contracting f o r  I n f o r m a t i m  k s o c r c e s  (Mandatory f o r  personnel 
engaging i n  ADP a c q u i s i t i o n )  

Tra in ing:  Des i rab le  

Major Systcos Acquisit ion f o r  C o n t r a c w  P ~ L - S O M C ~  ( t o  be developed) (Handatory 
f o r .  c o n t r a c t i n g  o f f i c e r s  wi th in  1 year  o f  assignment t o  major program). 

Dut ies :  

C o n t r a c t  Begot ia tor  

a ,  Scr~es a s  c o n t u c t . n e g o t i a t o r  respons ib le  f o r  t h e  s o l i c i t a t i o n ,  a n a l y s i s ,  
eva l u r t i o n ,  and negot ia t ion  o f  contra-r proposals f o r  research and develop- 
ment a c t i v i t i e s ' o f  one o r  more o r g a n i u t i o a s .  Procurements cover both c o s t  
r e i r b u r a a u n t . a n d .  f ixed-pr ice  c o n t r a c t i n g  in such arePs  J6  pro to type  devclop- 
.cnt of s o p h i s t i c a t e d  research  and:.te&ting equipment; software systems develop- 
mt; a d  development of new a n & u n i p a  materials. ,  requi r ing  coordina t ion ,  
a n a l y s i s ,  and d e t a i l e d  n e g o t i a t i o a ~ e - t s a a l s o  may.mver opt ions  f o r  
follou-cm work; u n s o l i c i t e d  proposals,  uirirh- u y . , g e n e r s t e s  problems in .  propr ic -  
tan r i g h t s ,  data , ,  or  p a t e n t s ;  agre-u w i t h ' s t a t e  ar municipal j u r i s d i c t i o n s ;  
l a d  e x t e n s i v e  subcontracting." 



b. Performs p r o c u r e w n t  pl- d, i n  coordina t ion  w i t h  t h e  t e c h n i c a l  
program o f f i c e ,  develops the c o n t r a w l  s t r a t e g y  t o  be used i n  t h e  procurement 
of a s p e c i f i c  c o n t r a c t  program. Rrpares requi red  j u s t i f i c a t i o n s  and author i -  
z a t i o n s .  Prepares  and a o s c d l c s  s o l i d t r t i o n  documents. Processes and e v a l u a t e s  
p r o p o s a l s  received. d n a l y z u  proposal.. p e r f o m s  c o s t  ana lyses ,  makes competi- 
t i v e  r a n g e  d e t e m i a r t i o n s ,  and developr a p r c n e g o t i a t i o n  p o s i t i o n .  Negotiates 
i n d i v i d u a l  c o n t r a c u  vithin the progr- to o b t a i n  s e m i c e r  f o r  t h e  Government 
a t  a f a i r  and reasonable  c o s t  within a m p - b l e  t ime f r w e s .  Designs f i n a l  
c o n t r a c t  and u k e s  rtc-dation f o r  -r&. 

t. Funct ions  as ku lu&r daring c o o t r a c t  n e g o t i a t i o n r .  Coordinates 
throughout t h e  procurement p-rs mtb representatives frm t h e  program o f f i c e ,  
f i n a n c i a l  o f f i c e ,  o f f i c e  of Counsel, a d  the smal l  and disadvantaged business 
o f f  i c e  r e p r e s e n l t i v e .  A n r l y x u  data provided. 

d. Serves  a s  t h e  p r i n c i p a l  co~trct f o r  t h e - c o n t r a c t ,  and r e p r e s e n t s  t h e  
agency ia conferences v i t h  industry a d  s t a t e  and l o c a l  governments p e r t a i n i n g  
t o  t h e  p r o c u r a c n t .  

C o n t r a c t  Spec ia l  '-2 

a. Hay be involved in hi&y s p e c i a l i z e d  RsLD programs, prototype development; 
l i m i t e d  product io=,  follow-om a c t i v i t i r r ,  f u l l - s c a l e  production s e r v i c e s ,  o r  
c o n s t r u c t i o n  s c q u i r i t i o n s  tb.t t r l e p b o n i c  o r  face-to-face d iscuss ions  
t o  r e s o l v e  t e c h n i c a l  i s s u e s  and coatracmaal terms and condi t ions  mutually 
a g r e e a b l e  t o  t b e  p a r t i e s .  

b. P l a n s  and c o o r d i n a m  c o n t r a c t  s t r a t e g y  w i t h  t h e  program o f f i c e ,  prepares  
a n a l y s i s  and f u n c t i o n s  a s  team l u d c r  &ring n e g o t i a t i o n s ,  prepares  c o n t r a c t u a l  
documents f o r  award, and a c t s  as principal p o i n t  of contac t  on award document. 
Works independent ly  and in concer t  vith c o n t r a c t i n g  personnel t o  ensure .adequate 
compet i t ion  in c o n t r a c t i n g ,  &rn rod a c t s  a s  p o l i c y  review a s s i s t a n t  f o r  
n o n - c q l u  c o n t r a c t u a l  a c t i o p t ,  and rrrim f a c i l i t i c e  p lans  and moderni- 
z a t i o n  program. 

c .  n e g o t i a t e s  and adm%sters a v a r i e t y  of f ixed-pr ice  and cost-reimbursable 
c o n t r a c t s ;  monitors c o n t r a c t o r  f h n c i r l  s t a t u s  t o  ensure  a g a i n s t  over obl iga-  
t i o n s ;  reviews t e c h n i c a l  speci~lists* q r t s  regarding c o n t r a c t o r  performance, 
p r o g r e s s ,  and expendi tures ;  a c t s  a s  o f f i c e  f o c a l  pofn t  f o r  c o n t r a c t ? r  
r e q u e s t s  f o r  v a i v e n  o r  d e v i a t i o n s  fraa! c o n t r a c t  terms; reviews, i n v e s t i g a t e s ,  
and r e c m d s  a c t i o n s  on  cos t t rac tor  rqnests f o r  changes i n  c o n t r a c t u a l  terms 
and c o n d i t i o n s ;  moni tors  reques ts  f o r  Gmenxment proper ty  and ensures  t imely 
r e c e i p t ;  r e v i e v s  r e q u e s t s  f o r  progress p l y m t r ;  and reques ts  a u d i t  determina- 
t i o n  on p r i c i n g  a c t i o a r  and averhad nus. 

_ d.  Has k n w l e d g e  of p o l i c i e s  md procedures  regard ing  inspec t ion  and acccpt-  
a n c t  ?f c c n t r a c t  end it-; r e p r e s e n t s  the Government i n  te rminat ion  f o r  
d e f a u l t  o r  comenieuce ,  c l a i s .  and s e u l e m e n t s ;  and performs c lose-outs  of 
c o n t r a c t s ,  ensur ing  c o r r e c t  dhpsitioa o f  funds ,  proper ty ,  s p e c i a l  t o o l i n g ,  
and equipsent .  - .  

Contrac t  Administrator 

a .  Administers a wide v a r i e t y  of more complex f ixed-pr ice  and cost-reimburs- 
a b l e  c o n t r a c t s ,  while t y p i c a l l y  assigoed t o  a c o n t r a c t  adminis t ra t ion  team. 
Cont rac ts  inc lude  f ixed-pr ice  c o n t r a c t s  with rede terminat ion  o r  e s c a l a t i o n  
p r o v i s i o n s ,  i n c e n t i v e  c o n t r a c t s  and cos t -p lus  f ixed-fee  c o n t r a c t s  and a group 
o f  l e s s  complex c o n t r a c t s :  f i r m  f ixed-pr ice ,  i n d e f i n i t e  q u a n t i t y ,  bailment and 
f a c i l i t i e s .  Reads, ana lyzer ,  and i n t e r p r e t s  a v a r i e t y  o f  r e g u l a t i o n s ,  d i r e c t i v e s ,  
ass igned  c o n t r a c t s ,  purchase orders ,  change ordera ,  and supplemental agreements 
i n  o r d e r  t o  ensure t h a t  t h e  c o n t r a c t s  s h a l l  be administered wi th  t h e  i n t e n t  and 
p r o v i s i o n s  thereof .  Makes necessary i n v e s t i g a t i o n r  and d e t e m i n a t i o n a  and . 
recommends and approves progress  payments, Government-owned f a c i l i t i e s  and pro- 
p e r t y ,  c o n t r a c t o r r '  accounting systems end purcbasing procedures.  Recornends 
o r  approves var ious  p o l i c i e s  end procedures based on information,  d a t a ,  and 
recornendat ion  of v a r i o u s  t e c h n i c a l  personnel.  Performs spare  p a r t n  n e g o t i a t i o n s ,  
d e f i n i t i z a t i o n s ,  and p r i c e  rede terminat ions .  Negotiates o t h e r  p r i c e  adjustments,  
d e l i v e r y  schedules,  and overhead r a t e s  up t o  t h e  p o i n t  of s i g n a t u r e .  Coordinates 
c o n t r a c t o r s '  reques ts  f o r  d e v i a t i o n s  wi th  t e c h n i c a l  personnel,  and makes sub- 
s t a n t i a l  recornendations regard ing  acceptance.  

b.  Develops recommendations of de terminat ions  and f indings  o f  f a c t  i n  cases  
o f  d i s p u t e s  between t h e  Government and t h e  c o n t r a c t o r .  Confers wi th  c o n t r a c t o r ' s  . 
execut ive  personnel t o  r e c o n c i l e  and c l a r i f y  problems and s i t u a t i o n s .  Responsible 
f o r  reviewing, recornending, approving, o r  disapproving such mat te rs  a s  expendi- 
t u r e s  incurred  on cost-reimbursement c o n t r a c t s ,  e s t i m a t e s  of percentage of 
completion of payment o f  f ixed-fee ,  s p e c j s l  advance payment ban& accounts,  
overtime reques ts ,  subcont rac ts ,  and purchaae o r d e r s ,  e t c .  Responsible f o r  
adminis te r ing  c o n t r a c t s  des ignated  by Adminis t ra t ive  Contracting Officers,(ACOs) 
in o t h e r  geographical  a r e a s  t o  t h e  e x t e n t  d e l e g a t i o n  of a u t h o r i t y  permi ts .  
A s s i s t s  i n  preaward surveys .  Requests a u d i t  de terminat ions  on p r i c i n g  ac t ions  
and overhead r a t e s ;  advises  Government and c o n t r s c t o r  personnel on p o l i c i e s  a n d  
procedures regarding i n s p e c t i o n  and acceptance o f  c o n t r a c t  end i tems; and 
performs c lose-out .of  c o n t r a c t s ,  ensur ing  c o r r e c t  d i s p o s i t i o n  of funds,  proper ty ,  
s p e c i a l  t o o l i n g ,  and equipment. 

Procurement Analyst 

a .  - I s  respons ib le  f o r  reviewing c o n t r a c t s  and cont rac t ing  a c t i o n s  f o r  a 
v a r i e t y  of supply ,  s e r v i c e ,  and cons t ruc t ion  c o n t r a c t s ;  f o r  developing guidance; 
and f o r  providing t e c h n i c a l  advice,  p a r t i c u l a r l y  f o r  ex tens ive  n e g o t i a t i o n s  
involv ing  c o s t  o r  p r i c i n g  d a t a  and s p e c i a l  o r  unusual c o n t r a c t  terms. Require- 
ments t y p i c a l l y  range from s tandard  t o  s p e c i a l i z e d  i tems,  c.g., equipment o r  
s e r v i c e s  needed t o  suppor t  a research  and development a c t i v i t y ;  ADP equipment, 
sof tware ,  and r e l a t e d  s e r v i c e s ;  and a l t e r a t i o n  and r e p a i r  p r o j e c t s .  

b .  Advises management and c o n t r a c t i n g  o f f i c e r s  on mat te rs  p e r t a i n i n g  t o  con- 
t r a c t i n g  p o l i c i e s  and procedures.  Provides a s s i s t a n c e  upon reques t  regarding 
s p e c i f i c  s i t u a t i o n s  o r  problems. Provides a s s i s t a n c e  upon r e c e i p t  o f  changed 
procedures imposed by h igher  headquar te rs  involv ing  regula t ions ,  laws, and good 
bus iness  p r a c t i c e s .  

c .  Conducts reviews o f  c o n t r a c t s  o r  c o n t r a c t  changes wi th in  predetermined 
c a t e g o r i e s  based on d o l l a r  v a l u e ,  method of a c q u i s i t i o n ,  and o t h e r  f a c t o r s .  



Revievs procurement packages f o r  a p p r o p r i a t e  c o n t r a c t  type; p r i c i n g  provis ions ;  
s e l e c t i o n  o f  r a u r c e r ;  a c q u i s i t i o n  method, determination,  and f indings ;  documen- 
t a t i o n ;  c l a r i t y  o f  c o n t r a c t  te rms;  p r o p r i e t y  of c i t e d  funds; and need f o r  
i s s u r n c c  o f  unpriced c o n t r a c t u a l  documents. 

d.  Develops guidance m s t e r i ~ l  f o r  a c t i v i t y  c o n t r a c t i n g  personnel.  Publ i shes  
informat ional  m a t e r i a l  t o  s t a t e ,  c l a r i f y ,  and expla in  r e g u l a t o r g  and pol icy  
changes;  and t o  note  r e c u r r i n g  e r r o r s  observed dur ing  c o n t r a c t  review. Con- 
d u c t s  t r a i n i n g  of c o n t r a c t i n g  personnel  t o  improve a c q u i s i t i o n  p r a c t i c e s .  

P r i c e  Analys t  

Reviewr and ana lyzes  c o s t  and p r i c e  proposa ls  f o r  b a s i c  c o n t r a c t  procurements, 
supplemental  agreement., and c o n t r a c t  changes; develops n e g o t i a t i o n  o b j e c t i v e s  
i n  c o n c e r t  w i t h  c o n t r a c t i n g  o f f i c e  personnel ;  performs overhead reviews; a s s i s t s  
i n  n e g o t i a t i o n  of f i n a l  c o s t  o b j e c t i v e s  and p r i c e  rede terminat ions ;  p a r t i c i p a t e s  
i n  Should Cost Analys is  teams; prepares  repor ts  o f  p r i c e  a n a l y s i s ,  inc luding  
review o f  a u d i t  and t e c h n i c a l  advice  f o r  forwarding t o  t h e  c o n t r a c t i n g  o f f i c e r ;  
a s s i s t s  c o n t r a c t i n g  o f f i c e r  i n  reso lv ing  rout ine  c o s t  and accounting i s s u e s ;  
performs a n a l y s i r  of p r o f i t ;  a s c e r t a i n s  reasonableness of proposed labor  and 
overhead r a t e s ,  and o f  l a b o r  e s c a l a t i o n  f a c t o r s  through var ious  i n d i c e s ;  reviews . 
p r i c e  n e g o t i a t i o n  memoranda f o r  compliance with a u d i t  t racking;  monitors c o s t  
account ing  systems; and reviews adequacy of c o s t s  f o r  payment procedures.  

3. Level 111: (Cont rac t ing  S e r i e s )  GS 13/15, O f f i c e r  04 and above. 

Experience: A minimum of 4 y e a r s  of c o n t r ~ c t i n ~  exper ience  of increas ing  
complexity and r e s p o n s i b i l i t y ,  i n c l u d i n g  a t  l e a s t  1 year  a t  t h e  preceding'grade 
l e v e l  o r  e q u i v a l e n t .  Demonstrated knowledge of procurement p o l i c y  and pro- 
cedures  s u f f i c i e n t  t o  conduct n e g o t i a t i o n s  and monitor c o n t r a c t o r  performance 
on complex c o n t r a c t u a l  a c t i o n s  o r  e x t e n s i v e  programs. Demonstrated knowledge . 
of  n e g o t i a t i o n  and post-award procedures and negot ia t ion  a b i l i t y  t o  represent  
t h e  Government i n  c o n t r a c t  t e r m i n a t i o n s ,  claims, and se t t lements .  Demonstrated 
s k i l l  i n  major weapon rystem o r  o t h e r  complex n e g o t i a t i o n s ,  a b i l i t y  t o  prepare  
necessary  documentatioa t o  suppor t  a11  bus inesr  c learances  and ga in  award 
approval ,  and a b i l i t y  t o  formula te  p o l i c i e s  and procedures.  Demonstrated 
knowledge, s k i l l ,  and a b i l i t y  t o  ana lyze  f i n a n c i a l  d a t a  and t o  a r r i v e  a t  f a i r  
and reasonable  n e g o t i a t i o n  o b j e c t i v e s .  

Education: Master ' s  degree  is h i g h l y  d e s i r a b l e  i n  bus iness  adminis t ra t ion ,  
management, procurement, o r  a  c o n t r a c t - r e l a t e d  f i e l d .  

Hajor Systems Acquis i t ion  f o r  Cont rac t ing  Personnel ( t o  be developed) (Uandatory 
f o r  c o n t r a c t i n g  o f f i c e r s  w i t h i n  1 y e a r  o f  assignment t o  major program). 

Defense Acquis i t ion  and Cont rac t ing  Executive Seminar. 
One o r  more o f  t h e  fo l lowing,  ms a p p r o p r i a t e  t o  job  assignments: 

Personae1  Uanagement f o r  Execut ive  Conference 
o r  

Advanced Management Course 
o r  

Execut ive  Round Table 
0 r 

Management Development Seminar 
o r  

Ifanagemeat of Managers Course 
o r  

Hanagerial  Assessment O r i e n t a t i o n  Seminar 
o r  

Execut ive  Center Seminar* 
o r  

F e d e r a l  Executive I n s t i t u t e  Program 

C o n t r a c t  S p e c i a l i s t  and Negot ia tor .  Conducts d i s c u s s i o n s  on s i g n i f i c a n t ,  complex 
n e g o t i a t i o n  a c t i o n s ,  inc luding  te rminat ion  of c o n t r a c t s ;  a c t s  a s  team leader  
i n  developing n e g o t i a t i o n  o b j e c t i v e s  by coordina t ing  t h e  requirements f o r  
awards.  Reviews a l l  bus iness  c learances  and te rminat ion  and claim s e t t l e -  
ments f o r  accuracy and submits them fo r  h igher - leve l  approval,  a s  required.  
I f  Contrac t ing  O f f i c e r  has a w a r r a n t ,  he o r . s h e  reviews and eva lua tes  a l l  ' 
Government objec t ives  developed by subordina tes  before  negot ia t ion  a u t h o r i z a t i o n  
is granted .  Deternines e x t e n t  of competit ion through maximum use of e x i s t i n g  
s o u r c e  i d e n t i f i c a t i o n  systems, socioeconomic processes ,  and any o t h e r  means t o  
maximize competit ion.  F u l l y  documents and s u b s t a n t i a t e s  dec is ions  o f  negot ia -  
t i o n  agreements on behal f  of t h e  Government, bas s k i l l  i n  a11 n e g o t i a t i o n  
t e c h n i q u e s ,  and i s  a b l e  t o  meet and d e a l  wi th  p r i v a t e  indus t ry  r e p r e s e n t a t i v e s  
and Government managers or  e x p e r t s  and p r e s e n t  p o s i t i o n s  regarding proposed 
n e g o t i a t i o n  ac t ions .  

C o n t r a c t  Administrator 

a .  Administers c o n t r a c t s ,  u s u a l l y  extending over  severa l  years  and covering 
r e s e a r c h ,  development, t e s t i n g ,  product ion  of complex equipment o r  programs, 
s e r v i c e s ,  o r  cons t ruc t ion .  Ensures t h e t  t h e  i n t e r e s t s  of the Government a r e  
p r o t e c t e d  a t  a l l  t imes and t h a t  t h e  c o n t r a c t o r  f u l f i l l s  t h e  cont rac tua l  agree- 
ments. Hakes necessary i n v e s t i g a t i o n s  and de terminat ions  and approves o r  d i s -  
approves  a l l  ~ t t e r s  and reques ts  o f  t h e  c o n t r a c t o r s ,  P e r f o m s  such funct ions  
a s :  approves c o n t r a c t o r ' s  progress ;  approves payment o f  cont rac tor  c o s t s ;  a c t s  
as team c a p t a i n  and, i n  t h i s  c a p a c i t y ,  o b t a i n s  t e c h n i c a l  and s p e c i a l i z e d  
i n v e s t i g a t i o n ,  advice ,  and d a t a  from such personnel a s  audi tors ,  p r i c e  a n a l y s t s ,  
qua l i ty-assurance  represantativee-,  i n d u s t r i a l  s p e c i a l i s t s ,  and property admin- 
i s t r a t o r s ;  coordinates c o n t r a c t o r  reques ts  f o r  d e v i a t i o n s  with buying a c t i v i t i e s  
and makes recommendations regard ing  c o n t r a c t  i tem acceptance; negot ia tes  p r i c e  
ad jus tment8  and d e l i v e r y  schedules ;  prepares  de terminat ions  and f indings  o f  
f a c t s  i n  cases  of d i s p u t e s  between t h e  c o n t r a c t o r  and t h e  hvernment;  personal ly  

' 
i n i t i a t e s  and s i g n s  correspondence,  vouchers,  memoranda, repor ts ,  and o t h e r  
documents t h a t  a r e  binding on t h e  Government; r e c o n c i l e s  previously obl iga ted  



funds and i s s u e s  Provis ioning  Order Obl iga t ing  Documents, c t c .  Responsible f o r  
conseot ing  t o  t h e  placement of subcont rac t  and p e r f o m i n s  r e l a t e d  a d m i n i s t r a t i v e  
d u t i e s .  Honi tors  t h e  performance of t h e  prime cont rac tor  and sub-cont rac tors  
when progress  payments a r c  be ing  made t o  t h e  p r i m  cont rac tor .  Confers wi th  
c o n t r a c t o r ' s  execut ive  personnel  and o f f i c i a l s  t o  a d j u s t  o r  c l a r i f y  c o n f l i c t i n g  
i n t e r p r e t a t i o n s  of t h e  c o n t r a c t ,  c o n t r a c t u a l  obl iga t ions ,  d i sa l lowable  i tems o f  
c o s t ,  e t c .  Negot ia tes  forward p r i c i n g , r a t e s .  Analyzes propress of work t o  
promote more e f f e c t i v e  opera t ions .  P a r t i c i p r t e s  i n  conferences t o  develop 
c u r r e n t  and long-range p lans .  

b. Advises on c o n t r a c t  management m a t t e r r  and d iscusses  new developments and 
p o s s i b l e  changes i n  opera t ions .  Deals w i t h  a  v a r i e t y  of c o n t r a c t o r  o f f i c i a l s  
and r e p r e s e n t a t i v e s  of h igher  headquar te rs  and o t h e r  agencies.  Attends var ious  
conferences t o  d i s c u s s  and r e s o l v e  genera l  problems o r  t o  n e g o t i a t e  a  p a r t i c u l a r  
m a t t e r  wi t h  c o n t r a c t o r  o r  procur ing  a c t i v i t y  r e p r e s e n t ~ t i v e s .  

Procurement Analyst .  Responsible f o r  t h e  a n a l y s i s  and eva lus t ion  of c o n t r a c t -  
ing m a t t e r s ,  and t h e  i n i t i a t i o n ,  development, and recornendation of c o n t r a c t i n g  
p o l i c i e s .  p rocedures ,  guidance,  and c o n t r o l  f o r  subordinate cont rac t ing  a c t i v i t i e s  
w i t h i n  a d e p a r t a r ~ t t  o r  agency. 

a .  I n i t i a t e s ,  develops,  and recommends cont rac t ing  p o l i c i e s  and procedures 
f o r  t h e  guidance and c o n t r o l  of subordina te  cont rac t ing  a c t i v i t i e s .  Evaluatek 
and recommends d i s p o s i t i o n  on requested waivers t o  s t a t u t o r y  requirements.  

b. Reviews, e v a l u a t e s ,  and provides  s p e c i f i c  guidance concerning c o n t r a c t i n g  
p o l i c i e s  and procedures r e l a t i v e  t o  Government f a c i l i t i e s ,  s p e c i a l  t o o l i n g ,  
s p e c i a l  t e s t  equipment, component breakout,  warrant ies ,  recovery of nonre'cur- 
r i n g  c o s t s ,  h igh-dol la r  s p a r e  p a r t s  breakout program, i n d u s t r i a l  preparedness,  
product ion  p lanning ,  and in te rdepar tmenta l  coordinated procurement. 

c .  P a r t i c i p a t e s  i n  t h e  development o f  pol icy  within the  agency o r  department.  

d. Provides  advice  and guidance on c o n t r a c t i n g  matters t o  p r o j e c t  managers 
and c o n t r a c t i n g  o f f i c e r s  a t  subordina te  c o n t r a c t i n g  a c t i v i t i e s .  

e .  Performs pol icy  and compliance reviews on complex a c t i o n s  from t h e  
s t r a t e g y  phase  through award; develops p o l i c y ,  procedures, and implementing 
guidance,  a s  requi red;  and responds t o  h igher  l e v e l  a c t i v i t i e s '  reques ts  f o r  
informat ion  on a  v a r i e t y  o f  procurement i s s u e s .  

P r i c e  Analyst  

a .  Performs a s  Cost and P r i c e  Analyst  and a c t s  a s  superv isor  i n  reviewing, 
e v a l u a t i n g ,  and a s s i s t i n g  c o n t r a c t i n g  personnel i n  developing n e g o t i a t i o n  
o b j e c t i v e s  and s t r a t e g i e s  f o r  major weapon systems o r  acquis i t ions ;  a s s i s t s  
s e n i o r - l e v e l  management i n  f o m u l a t i n g  p o l i c i e s ,  guidance, and procedureo t o  
manage t h e  a c q u i s i t i o n  f u n c t i o n  i n  a h i g h l y  profess ional  manner,; .reviews rod. 
e v a l u a t e s  a u d i t s  f o r  p r i c e  and c o s t  evaluationii ;  and consul t s  wi th  c o n t r a c t o r  
managerial  personnel  and a u d i t o r s ,  a s  necessary, '  i n  r&solu t ion  of p r i c i n g  
d i s c r e p a n c i e s .  

b. Has knowledge of and a b i l i t y  t o  analyze cur rent  p r i c e  t r e n d s  and c o s t  
f a c t o r s  r e l a t i v e  t o  eva lua t ion  of c o n t r a c t o r  proposals,  including a b i l i t y  t o  
perform e x t e n s i v e  d e t a i l e d  analy,eis on i n d i v i d u a l  elements of c o s t  and p r o f i t .  

PROPER.TY ADl'lINISTRATOR SERIES 

A. General  Description: Property Adminis t ra tor  S e r i e s  (CS-I103 & compatible 
m i l i t a r y )  

1. Level I: G S  5 /7 ,  O f f i c e r  01/04, E 117 

Experience: Three years  of general  exper ience ,  of vbich 1:ye.r must be 
e q u i v a l e n t  t o  t h e  GS-4 l e v e l .  Knowledge and understanding of a d m i n i s t r a t i v e ,  
p r o f e s s i o n a l ,  a n a l y t i c a l ,  o r  o t h e r  work r e l a t e d  t o  genera l  bus iness  and 
i n d u a r r i a l  p r a c t i c e r  a r e  required.  Completion of a  f u l l  &-gear course of s tudy  
a t  an a c c r e d i t e d  co l lege  o r  u n i v e r s i t y  s a t i s f i e s  3 years  of genera l  ek-periencc. 
(An academic y e a r  is equiva lent  t o  9 months work experience.)  

Education: Associa te ' s  degree o r  equiva lent  is d e s i r e d ,  

Tra in ing:  Mandatory 

I n d u s t r i a l  Property Administration 

Management of Defense Acquisit ion Cont rac ts  (Basic) or 
C o n t r a c t  Administration 

Defense Contract  Property Dispos i t ion  

I n t r o d u c t i o n  t o  Data Processing 5 another  ADP Appreciation 
Course of 40 hours dura t ion  

Duties:  P e r f o w s  a s  e i t h e r  an i n d u s t r i a l  proper ty  management s p e c i a l i s t  o r  
i n d u s t r i a l  proper ty  c learance  s p e c i a l i s t ,  a s s i s t i n g  t h e  proper ty  a d m i n i s t r a t o r  
by conducting system surveys and managing p l a n t  c learance  c a s e s ,  inc luding  
rev iews  o f  p r o p e r t y  f o r  proper marking and u t i l i z a t i o n ;  reviews of scrap  and 
s a l v a g e  records  t o  ensure compliance w i t h  approved procedures;  and o t h e r  
ass igned  p r o p e r t y  syatem survey r e s p o n s i b i l i t i e s ,  such a s  reviews of m a t e r i a l s ,  
s p e c i a l  t e s t  equipment, and s p e c i a l  t o o l i n g  i n  accordance wi th  e s t a b l i s h e d  
procedures.  

2. Level 11: GS-9/12, O f f i c e r  03/05, E 619 

Experience: Hinimur~ 1  year  of experience a t  GS-7 l e v e l  o r  equiva lent .  
Demonstrated kziovledge of technica l  aspec t8  of proper ty  adminis t ra t ion  i s  
requi red .  

Educstian: Associa te ' s  degree i r  d e s i r e d ,  p r e f e r a b l y  with a major i n  a  
b u s i n e s s - r e l a t e d  f i e l d .  

Tra in ing:  .Handatory . 

Advanced Property Administration 

Governnent Contract  Law 



k t i e a :  Performs AS p r o p e r t y  s d r i n i r t r r t o r  o r  p l a n t  c learance  o f f i c e r .  
Develops and a p p l i e s  a system-survey p r o g r u  t o  t e s t  c o n t r a c t o r  procedures;  
a n a l y z e r  c o n t r a c t s  and e s t a b l i s h e s  m a m g e w n t  c o n t r o l  necessary  f o r  ensur ing  
compliance u i t h  c o n t r a c t  t e r r s ;  determines r tasonrbleness  o f  consumption and 
l i a b i l i t y  f o r  l o s t ,  damaged, o r  des t royed  Govemwnt  proper ty .  

3. Level 111: CS 13/15, O f f i c e r  03/06, E 8 / 9  

Experience: Five pears  of c u r r e n t ,  corp lex ,  lad p r o g t e s r i v e l p  respons ib le  
exper ience  v i t h  a t  l e a s t  1 y e a r  a t  the GS-12 l e v e l  o r  e q u i v a l e n t .  

Education: Baccalaureate Bachelor 's  degree,  preferably  v i t h  a  major i n  a  
b u s i n e s s - r e l a t e d  f i e ld  is d e s i r e d .  

T r a i n i n g :  Mandatory 

Defense Acquis i t ion  and Cont rac t ing  Executive Sairur  

Personnel Haoagement f o r  Executives Conference 
o r  

Advanced Management Course 
o r  

Executive Round Table 
o r  

Management Development Seminar 
o r  

Management of Hanagers Course 
0 r  

Ranager ia l  Assessment O r i e n b t i o n  Seminar 
o r  

Executive Center Seminars 
0 r 

Federa l  Executive I n s t i t u t e  Progr iu  

PURCHASING SERIES 

A .  General Descr ip t ion:  Purchasing S e r i e s  (CS-1105 and comparable m i l i t a r y )  

1. Level I: CS 4 / 6 ,  E 1/7 - 

~ ~ e r i e n c e :  F u l f i l l e d  by an  associate'^ degree  or  2 years  o f  respons ib le  
o f f i c e  o r  t e c h a i c r l  experience.  

Education: A s s o c i a t e ' s  degree or 64 semester  hours of undergraduate work 
des i red .  

Training: Wandatory 

Defense Small Purchases 

Defense Cont rac t  Adminis 
Cont rac ts  (Basic) 

t r a t i o n  Defense Acquis i t ion  

Dut ies :  P u r c h a s ~ z  s u p p l i e s ,  s e r v i c e s ,  and equipment through informal open 
market methods and formal b id  procedures f o r  non-complex requirements.  

2.  Level 11: GS 718, E 6/9 

Experience: F ive  years  of cur rent  and p r o g r e s s i v e l y  respons ib le  exper ience  
with a t  l e a s t  1 year  a t  t h e  CS-6 l e v e l  or e q u i v a l e n t .  

Education: A s s o c i a t e ' s  degree des i red .  

Training: Handatory 

Defense Cost and P r i c e  Analysis or p r i n c i p l e *  of Cont rac t  P r i c i n g  Management 
of Defense Acquis i t ion  ~ o n t r a c t s ~ ~ d v a n c e d )  or Advanced Contract  Adminis t ra t ion .  

Duties:  Purchases s u p p l i e s ,  se rv ices  and equipment through informal open 
market methods and formal b id  procedures f o r  non-complex requirements.  

D u t i e s :  Formulates and FBplcaents p o l i c i e s  and procedures p e r t a i n i n g  t o  t h e  
=ent and c o n t r o l  o f  Government proper ty  Ln tbe .possess ion  of c o n t r a c t o r s ;  
p r o v i d e r  g u i d a ~ e  and d i r e c t i o n  t o  f i e l d  a c t i v i t i e s  bavihg one o r  more proper ty  
a d m i n i s t r a t o r s  or  p l a n t  c learance  o f f i c e r s ;  f o r s r l a t t s  end defends manpower 
requi rements ;  knd eva lua tes  management and a u d i t  r e p o r t s  t o  determine need 
for  c o r r e c t i v e  a c t i o n s .  



PAOCUREHENT CLERK/ASSISTANT SERIES 

A .  General Descr ip t ion:  Procurement Clerk /Ass is tan t  S e r i e s  (GS-1106 and 
comparable m i l i t a r y )  

1.  Level I: (Procurement C l e r k ) ,  G S  3/5,  E 1 / 7  

Experience: .One y e a r  of c l e r i c a l  o r  o f f i c e  exper ience  demonstrating accuracy 
a n d - a t t e n t i o n  t o  d e t a i l .  

Education: Nigh. School diploma 

T r s i n i a a :  None 

Duties:  Prepares  and p r o c e s s e s  a u i d c ~ r s n g e ~ o f ~ p r o c u r ~ e n t  documents and othec 
c l e r i c a l  work suppor t ing  c o n t r a c t i n g  fuoct ions .  

2. Level 11: (Procurement A s s i s t a n t ) ,  GS 617, E 619 

Experience: Four years  of c l e r i c a f  o r  o f f i c e  exper ience  i n  a  c o n t r a c t i n g  
o f f  i c e .  

Education: Associa te ' s  degree  d e s i r e d  

Tra in ing:  Hsndatory 

Defense Small Purchsses 

Defense Cont rac t  Adminis t ra t ion  or Management of Defense Acquis i t ion  
Cont rac ts  (Basic) 

Dut ies :  Technical  suppor t  work r e l a t e d  t o  c o n t r a c t  func t ions ,  ouch a s  assembling 
product  and p r i c e  d a t a  f o r  negotiations o r  r e p o r t i n g  c o n t r a c t o r  performance. 

INDUSTRIAL SPECIALIST SERIES 

A. General  Descr ip t ion:  I n d u s t r i a l  S p e c i a l i s t  S e r i e s  (GS-1150 6 comparable 
m i l i t a r y )  

'1.  Level I: GS 5 / 7 ,  O f f i c e r  01/04 

Experience: F u l f i l l e d  by a  bacca laurea te  degree  o r  4 yeam of re rpons ib lc  
t e c h n i c a l  o r  i n d u s t r i a l  experience.  

Education: Bacca laurea te  degree i s  d e s i r e d ,  p r e f e r a b l y  wi th  a major i n  
product ion  manageuient, i n d u s t r i a l  engineer ing ,  o r  r e l a t e d  f i e l d .  

Tra in ing:  Mandatory 

lfnnagemeat of Defense Acquis i t ion  Cont rac ts  o r  

Cont rac t  Adminis t ra t ion  

Product ion  Hauagcment I 

Dut ies :  Ensures  government-furnished p r o p e r t y  (CFP) and equipment a r e  proper ly  
i d e n t i f i e d  and obta ined ,  and oversees r e p a i r s  and maintenance of GFP i n  c o n t r a c t o r  
hands. P a r t i c i p a t e s  i n  source s e l e c t i o n ,  manufacturing management and prodnc- 
t i o n  c a p a b i l i t y  reviews, production readiness  review teams, and preaward surveys.  
Conducts product ion  progress-surve i l laace ,  . including reviews of c o n t r a c t o r  
schedules  t o  determine c o n t r a c t o r  progress  i n  meeting hardware d e l i v e r y  
schedules .  Proposal eva lua t ion  r e s p o n s i b i l i t i e s  inc lude  eva lua t ing  c o n t r d c t o r  
c o s t  p r o p o s a l s  f o r  reasonabl tness  of manufacturing hours ,  too l ing  requirements,  
manufacturing approach, l o t  s i z i n g ,  and o t h e r  parameters.  F a c i l i t y  management 
r e s p o n s i b i l i t i e s  inc lude  eva lua t ing  c o n t r a c t o r  management of Government 
i n d u s t r i a l  f a c i l i t i e s  and i n d u s t r i a l  p l a n t  equipment. 

2. . Level 11: GS 9/12, Off icer  03/05 

Experience: For  c i v i l i a n s ,  a t  l e a s t  1 year  of exper ience  a t  t h e  GS-7 l e v e l  o r  . 
equiva lent .  Demonstrated knovledge of t h e  n r t u z e  and opera t ions  of an i n d u s t r y  
and t h e  m a t e r i a l s ,  f a c i l i t i e s ,  and methods employed by t h e  indus t ry  i n  producing 
praducts .  T h i s  should inc lude  experience i n  determining oeeded production 
f a c i l i t i e s  and l a y o u t , . i n c l u d i n g  developing o r  e v a l u a t i n g  s p e c i f i c a t i o n s  and 
p l a n s  cover ing  machine layout ,  opera t ions ,  sequencing and mater ia l  of production.  

Education: Bacca laurea te  degree i s  d e s i r e d ,  p r e f e r a b l y  with a  major i n  pro- 
duc t ion  management, i n d u s t r i a l  engineer ing ,  o r  r e l a t e d  f i e l d .  Graduate s tudy 
wi th  r major i n  i n d u s t r i a l  engineering o r  product ion  management is p r e f e r r e d .  

Tra in ing:  Mandatory 

Product ion  Xanagement I 1  
- .  

Management o f  Defense Acquis i t ion  Cont rac ts  (Advanced) 5 
Advanced Cont rac t  Administration 

Government Cont rac t  Law 



Dut ies ;  T y p i c a l l y  revolve  around p l a m i n t  f o r  and leading  e f f o r t s  of the type 
o f  d u t i e s  l i s t e d  a t  Level I .  

3. Level 111: GS 13/15, O f f i c e r  03/06 

Experience: At l e a t t  4 y e a r s  o f  exper ience  of increas ing  r e r p o n s i b i l i t y  and 
complexity,  wi th  a t  l e a s t  1 y e a r  a t  t h e  G8-12 l e v e l  o r  equiva lent .  Demonstrated 
exper ience  i n  the  col.prehenriv@ survey  and a n a l y s i s  of i n d u s t r i a l  opera t ions ,  
o r g a n i z a t i o n ,  capac i ty ,  and t h e  l i k e  is des i red .  

Education: H a s t e t ' s  degree,  p r e f e r a b l y  wi th  a major i n  production mrnagement. 
i n d u s t r i a l  engineer ing ,  o r  8 r e l a t e d  f i e l d ,  it h ighly  d e s i r a b l e .  Addi t iona l  
s p e c i a l t y  courses  and self-development t r a i n i n s  i n  t h e  i n d u s t r i a l  and production 
management-related f i e l d  a r e  h i g h l y  recopmended. Attendance a t  an execut ive  
seminar c e n t e r  o r  professional m i l i t a r y  c e n t e r  i s  deafred.  

Defense Acquqsit ion and Cont rac t ing  Executive Seminar 

Personnel Hanagement f o r  Executive Conference 
o r  

Advanced Management Course 
o r  

Executive Round Table 
o r  

Management Development Seminar 
0 r 

Management of Managers Course 
0 r 

Managerial  Assessment O r i e n t a t i o n  Seminar 
0 r 

Executive Center Seminars 
0 r 

Federa l  Executive I n s t i t u t e  P r o g r m  

Dut ie r :  Superv ises  c o n t r a c t  a d m i n i s t r a t i o n  o r  system program o f f i c e  organiza t ion ,  
o r  holds  key s t a f f  p o s i t i o n  a t  headquar te r r  l e v e l .  Duties inc lude  management 

of  t h e  i n d u s t r i a l  preparedness progrem, superv is ion  of pol icy  formula t ion  
cover ing  t h e  I n d u s t r i a l  Modernization Improvement Program, f a c i l i t i e s  manage- 
ment, manufacturing o p e r a t i o n s ,  r e l a t e d  i n d u n t r i a l  po l icy  i s s u e s .  

. , 

Q u A L I n  ASSJ'f?ANCE SPECIALIST SERIES 

A. General Descr ip t ion:  Q u a l i t y  hssurance S p e c i a l i s t  S e r i e s  
(GS-1910 h comparable m i l i t a r y )  

I .  Level I: GS 5/8 ,  O f f i c e r  01/03 

Experience: F u l f i l l e d  by a bacca laurea te  degree o r  4 years  of respons ib le  
t e c h n i c a l  o r  i n d u s t r i a l  experience.  

Education: Bacca laurer te  degree,  with 24 aemester hours i n  phys ica l  sc ience ,  
mathematics, chemistry,  i n d u s t r i a l  management, o r  r e l a t e d  f i e l d s  i s  des i red .  

Tra in ing:  Mandatory 

Four-week formal t r a i n i n g  i n  s u b j e c t s  t o  be  recommended by t h e  Defense Q u a l i t y  
Assurance Council. 

Defense Cont rac ts  Hanagement f o r  Technical  Personnel o r  
Defense In-Plant  Q u a l i t y  Assurance o r  Q u a l i t y  ~ s s u r a n c t  3anagemcnt I o r  
DCAS Cont rac t  Qual i ty  Assurance o r  ~ q u i v a l c n t .  

Dut ies :  

Performs q u a l i t y  assurance s t u d i e s . o f  contractor q u a l i t y  programs t o  ensure 
c o n t r a c t  compliance, a s s i s t s  i n  documenting.nonconfoming suppl ies  and m a t e r i a l s ,  
performs inspec t ion  d u t i e s  i n  prepara t ion  f o r  h igher  l e v e l  assignments,  and 
p r e p a r e s  t e c h n i c a l  r e p o r t s .  

2.  Level 11: GS 9/12, O f f i c e r  03/04 

Experience: One year  of c u r r e n t  q u a l i t y  assurance expcriencc a t  t h e  GS-7 
l e v e l  o r  equiva lent .  

Educatfon: Baccalaureate degree with a major i n  engineering,  production 
management, o r  q u a l i t y  assurance i s  d e s i r a b l e .  

T r a i n i n g : ,  Mandatory 

Q u a l i t y  Assurance Hanagement I o r  equiva lent .  

Duties:  Develops procedures and techniques t h a t  encompass t h e  f u l l  sequence 
of t h e  q u a l i t y  assurance funct ion;  monitors c o n t r a c t o r  q u l i t y  c o n t r o l  opers t -  
ing  procedures ,  -methods, and techniques t o  ensure t h a t  h e  c o n t r a c t o r  performs 
q u a l i t y  assurance  requirements;  i s s u e s  documents, w r i t e s  r e p o r t s ,  rnd c o r r e l a t e s  
d a t a  covering conformance o f  suppl ies  and mater ia l s ;  p a r t i c i p a t e s  i n  pre-award 
m d  port-award surveys;  recommends changes t o  c o r r e c t  q u a l i t y  assurance program 
d e f i c i e n c i e s ;  has f requent  personal contac t  wi th  Government and c o n t r a c t o r  
personnel ;  and i s s u e s  r e p o r t s  i d e n t i f y i n g  product o r  system d e f i c i e n c i e s .  - .  
3. Level 111: CS 13/15, O f f i c e r  04 o r  above 

Experience: F ive  years  of c u r r e n t ,  complcr, p rogressfve lp  respons ib le  
exper ience  wi th  a t  l e a s t  1 year a t  t h e  GS-12 l e v e l  o r  equiva lent .  



Education: Baccalaureate degree,  pre'Zerably i n  a  phys ica l  s c i e n c e ,  i s  des i red ;  
w i t h  a  major i n  engineer ing ,  productis-management,  o r  q u a l i t y  assurance.  

Tra in ing:  Uandatory 

Q u a l i t y  Assurance Management I1 equiva lent  

Personnel Management f o r  Executive Conference 
0  r  

Advanced Hanagement Coarse 
o r  

Executive Round Table 
o r  

Management Development Seminar 
0  r  

Management of Hanagers Course 
o r  

Managerial Assessment O r i e n t a t i o n  Seminar - 
0 r 

- .  

Executive Center Seminars 
o r  

Federa l  Executive I n s t i t u t e  Program 

D u t i e s :  Typica l ly  i s  manager at c o n t r a c t  adminis t ra t ion  a c t i v i t y .  Has o v e r a l l  , 
q u a l i t y  assurance a u t h o r i t y  v i a  o p e r a t i o n  of t h e  s p e c i f i c  c o n t r a c t  provis ions ,  ' .  
terms and condi t ions ,  a p p l i c a b l e  regulations and d i r e c t i v e s ;  has r e s p o n s i b i l i t y ,  
t o  ensure  implementation o f  c o n t r a c t o r  management system e v a l u a t i o n  programs 
o r  s i m i l a r  q u a l i t y  assurance  programs; and manages manpower and a l l o c a t i o n  
w i t h i n  t h e  d i v i s i o n .  Exerc ises  o v e r a l l  superv isory  and managerial c o n t r o l  t o  
e n s u r e  successfu l  o p e r s t i o o  of t h e  q u a l i t y  assurance frrnction throughout 
c o n t r a c t o r  f a c i l i t i e s ,  and has approval and d isapproval  a u t h o r i t y  of c o n t r a c t o r  
q u a l i t y  assurance system. 

BUSINESS AWD FINANCIAL W A G E R  SERIES 

A .  General Description: Business and Financia l  Hanrger 
(Multiple GS s e r i e s  h comparable m i l i t a r j .  
This f o b  t i t l e  i s  no t  used by a l l  S e r v i c e s . )  

I .  Level I: GS 5/7,  O f f i c e r  01/03 

Experience: F u l f i l l e d  by bacca laurea te  degree o r  4 years  of p r o g r e s s i v e l y  
respons ib le  employment i n  the a rea  of f inance ,  accounting,  o r  budgeting.  

Education: Baccalaureate degree i s  d e s i r e d .  

Tra in ing:  Uandatory 

Business Hanagement Course 

Hanagement of Defense Acquis i t ion  Cont rac ts  (Bas ic)  

Dut ies :  A s s i s t s  :be Program Manager by performing var ious  managerial  t a s k s  
a s s o c i a t e d  with such funct ions  a s  budgeting,  a c q u i s i t i o n  s t r a t e g y  development, 
bus iness  management, and f i n a n c i a l  resource c o n t r o l .  Performs o t h e r  bus iness  
managerial  e f f o r t s  needed throughout t h e  production and deployment phases of t h e  
a c q u i s i t i o n  l i f e  cycle.  Encompasses s t a f f  and management funct ions  p e c u l i a r  
t o  t h e  a c q u i s i t i o n  of subsystems, systems and suppor t  equipment r e l a t e d  t o  
a c q u i s i t i o n  programs. 

2. Level 11: S t a f f  p o s i t i o n s  i n  Business and F i n a n c i a l  Hanagement, and p o s i t i o n  
of Business and Financia l  Manager of a  non-major program, (CS 9 /12 ,  O f f i c e r  03/05).  

Experience: A minimum of 1 year exper ience ;  2 years  a re  required f o r  i n d i v i d u a l s  
holding t h e  p o s i t i o n  of Business and F i n a n c i a l  Manager (or  e q u i v a l e n t )  o r  
superv isory  p o s i t i o n s  i n  t h i s  f u n c t i o n a l  a r e a .  Experience should be i n  program 
c o n t r o l ,  procurement, t e c h n i c a l ,  budget o r  c o s t  a n a l y s i s ,  inc luding  assignments 
i n  government adminis t ra t ion  and p l a n t  r e p r e s e n t a t i v e  o f f i c e r s ,  l a b o r a t o r i e s ,  
l o g i s t i c s  support  o f f i c e s ,  program o f f i c e s ,  o r  funct ional  s t a f f  budget o r  c o s t  
a n a l y s i s  o f f i c e s .  

Education: Baccalaureate degree wi th  24 semester hours in accounting,  
economics, business law, procurement o r  management r e l a t e d  s t u d i e s  ( o r  a t  
l e a s t  12 hours of graduate s t u d i e s  i n  t h e s e  f i e l d s )  i s  h ighly  d e s i r a b l e .  

Tra in ing:  Mandatory 

Cont rac tor  -~er formance  Measurement Course 

Business Hanagers Advanced Workshop 

Duties:  Performs a s  t h e  Program Hanager'n f o c a l  p o i n t  f o r  mat te rs  re1at. ing t o  
o v e r a l l  bus iness  s t r a t e g y  f o r  t h e  program off ice ,  inc luding  d i r e c t i o n  and par -  
t i c i p a t i o n  i n  e f f o r t s  t o  e s t a b l i s h  t h e  t e c h n i c a l ,  m i l i t a r g ,  and economic b a s i s  ' 

. f o r  a program i n  t h e  conceptual phase.  Includes var ious  managerial and super- 
v i s o r y  t a s k s  assoc ia ted  with such funct ions  a s  budgeting,  a c q u i s i t i o n  s t r a t e g y  



d e v e l o N e n t ,  b u s i n e s s  m a ~ g e r c n t ,  and f i r a n c i a 1  mntm c a a t r o l .  Perfo- 
a11 o t h e r  bur inera  managerial  e f f o r t s  d d  tbro- tbc wslibtia, 
f u l l - s c a l e  developrent ,  and productioa d dcrtllpmrat pbuea o f  the a-iti- 
l i f e  c y c l e  of t b e  system, inc lad in#  sub-ten a d  r f . ~ t a  mpport Mprmt 
r e l a t e d  t o  a c q u i s i t i o n  p r o t r l a .  I n t u f i c e s  riti ctaactorr. 

2.  Level 111: Business and Financia l  Pknagers a f  -jot pros- (6S 13/lS, , 
O f f i c e r  04 and above). 

Experience: A rinfaum of b y e a r t  experimce of i n c ~ c u i n g  q l e x i w  md 
r e s p o n s i b i l i t y  inc luding  a t  l e a s t  1 ymr at t k  CS-3.2 lewd or cppirilm+ ir 
requi red .  Experience must be in p r a m  coatrol, -t, teclial, 
budget,  or c o a t  a n a l y s i s ,  ud s h a l l  be gin4 tbmz~# u s i m t .  im - 
ment s d m i n i r t r a t i o n  and p l m t  rrpresmtati+c offices. hborttories, m a  
suppor t  a f f i c e s ,  program o f f i c e s ,  o r  fur tc t iaml  staff W e ,  or cart 4~-%S 
off i c e s .  

Education: H a s t e r ' s  degree is highly it kiarrs 8&ini~tntim, 
management, procurement,  or r e l a t e d  f i e l d s .  

Tra in ing:  Handatory 

Contrac tor  P t r l o m a n c t  L k a s a r a c n t  C a u s e  

Business Hanagerr Advanced Workshap 

Duties: Performs rs t h e  P r o g r u  L L r u p r ' r  f-1 p a h t  for 6 a t t z r s  &tM 
t o  o v e r a l l  bus iness  s t r a t e g p  f o r  th program off%=,  Lnd- direct- 
p a r t i c i p a t i o n  i n  e f f o r t s  t o  e s t a b l i s h  the t cch=icz l ,  n i L i t a q ,  and m d c  
hasis for  r program i n  t h e  c o n c c p t m l  pkase. hi& rrrioos mgen acd 
supcrv ieory  t a s k s  a s s o c i a t e d  v i t h  such functiou u %mir t . iq .  a w i t i o o  
s t r a t e g y  development, b u s b e s s  w a g a m t ,  lad fiunrirl ruocuce coatol-  
Performs a11 o t h e r  bus iness  u ~ y c r i a l  e f f o r t s  n e r d 4  throogboat the rrli- 
d a t i o o ,  f u l l - s c a l e  d e v t l o p e n t ,  and productinn a d  -1-t phases of  tZsc 
a c q u i s i t i o n  l i f e  cyc le .  I n t e r f a c e s  vith cwtractor%. !&catpasses strff 
and management functions p e c d i a r  to tbe a c q a i r i t i a o  of rabzfstea, m-, 
end suppor t  equipment r e l a t e d  t o  a c q u i s i t i a  progmrs. 






	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

