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The purpose of this guide is to familiarize you with the Development Team (DT) process and your role as a DT member.  Your host, AFPC/DPAF, Force Management and Analysis Division, has included some guidelines and tools to assist you in having a more successful meeting.  While not binding, users should comply with the guide’s provisions to the maximum extent possible, deviating only when required due to functionally-unique circumstances.

The DT normally meets at AFPC for one of these purposes:  1) assignment vectoring of officers as determined within your functional community’s charter (to include special programs such as instructor and FAO selection); 2) Developmental Education (DE) nomination; 3) Squadron Commander candidate selection (as applicable per functional community).   DTs should plan to meet three times per year;  1) early spring to provide assignment vectors; 2) summer to perform DE nomination and SQ/CC selection; and 3); late fall to provide any additional vectors or other special programs considerations required for the career field.
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Section I:  DEVELOPING YOUR CAREER FIELD - VECTORING
1.  Purpose.  As a member of a development team you are charged with the responsibility of providing oversight of personnel development to meet both functional family and Air Force corporate leadership requirements.  You will sit on a team consisting of members derived from your charter, chaired by your Functional Manager, with support from the Career Field Manager, AFPC Assignment Team and Force Development representatives, and appropriate MAJCOM leadership, all IAW AFI 36-2640.  DPAF along with the assignment divisions, DPAO, DPAS, DPAM, and DPAH are charged with supporting you in the task of developing your career field.
2.  Vectors.  The bulk of your work involves vectoring officers to one or more of the vectors provided in table 1.1.  These assignment vectors do not constitute an actual assignment match. The Assignment Team will take your vector and use it in order to place the officer into an appropriate job to meet that vector based on specific assignments available.

Table 1.1  Assignment Vectors

	JCS
	Deputy Group Commander

	Air Staff
	* Squadron Commander

	Joint Other
	Operations Officer

	MAJCOM Staff
	Developmental Assignment (outside core/RDTM)

	FOA/DRU
	Political-Military / FAO

	NAF/SPO/Center
	* Developmental Education

	AF-level Instructor Duty
	Crossflow (permanently change Core)

	Wing/Base Duty
	Needs of the Air Force


3.  DT meeting requirement.  During this process you will use an electronic version of the SURF and T-ODP.  Most of the information you will see will be sensitive in nature so we ask  that you adhere to these rules during your meetings: 
a.  Do not discuss how an individual record scored (relative ranking is fine - e.g., top 10%)

b.  Capitalize on the skills of those serving in Special Duty or broadening tours

d.  Be mindful of school candidates and timing
e.  Be mindful of officers who have commanded before--consider if another command is in best interest of AF and the officer’s professional development

f.  Consider special programs not specific to your career field to include instructor and FAO positions
4.  Career field analysis.  Before you begin the task you will be given a career field analysis briefing which covers sustainment, inventory, and promotion rates.  This will help you understand as a whole, the health of the career field so you can discuss needs with the Career Field Manager.  Here are sample slides: 
Figure 1.1
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Figure 1.2
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AUTH ASGN STP %

CGO 1,783 1,745 261 98%

MAJ 637 730 21 115%

LTC 328 302 6 92%

COL 49 52 1 106%

TOTAL 2,797 2,829 289 101%

2Lt 1Lt Capt Maj Lt Col Col Total

Core in XX 519 424 923 740 282 39 2,927

Core Outside XX 3 5 103 298 181 122 712

Other Officers serving in XX 19 65 56 11 26 14 191

Total 541 494 1,082 1,049 489 175 3,830
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5.  Skill pairings.  When vectoring officers you should consider the skill sets the officer needs to continue developing his/her potential in becoming a future leader in your respective career fields.  This should help you with the overall picture of where this officer needs to be for future development.  Remember you are not working their next assignment, but vectoring them towards an end state, be it a pol-mil expert or future commander in your business.  You can also assess un-welcome trends.  For example, 65% of the officers you’re vectoring haven’t had any AF-level instructor experience.  See table 1.2 below for the skill sets that complement your particular functional community. 
Table 1.2  Occupational Skill Requirements
	Communication

Information Operations

Intelligence

Plans and Programs

Air & Space Power Employment

Space

Education and Training

C2ISR


	C2ISR-rated
Air Power Employment

Information Operations

Space

Plans and Programs

Acquisition

Political Military

Education and Training
	Space/Missile
Acquisition

Communication

Air & Space Power Employment

Intelligence

Plans and Programs

Information Operations

Political Military

Education and Training


	Acquisition Management

Maintenance

Space

Information Operations

Air & Space Power Employment

Plans and Programs

Political Military

Education and Training



	Mobility (Tanker/Airlift)

Air Power Employment

Mobility Operations

Acquisition

Space

Plans and Programs

Political Military

Information Operations

Education and Training


	Fighter

Air Power Employment 

Political Military

Plans and Programs

Acquisition

Information Operations

Space

Education and Training

Test and Evaluation


	Special Operating Forces

Air Power Employment

Space

Plans and Programs

Logistics

Acquisition

Political Military

Information Operations

Education and Training


	Bomber

Air Power Employment

Acquisition

Space

Political Military

Logistics

Plans and Programs

Information Operations

Education and Training



	Logistics

Maintenance

Contracting

Financial Management

Air & Space Power Employment

Plans and Programs

Political Military

Acquisition

Education and Training


	Maintenance

Logistics

Financial Management

Air & Space Power Employment

Plans and Programs

Acquisition

Political Military

Space

Education and Training
	Intelligence

Political Military

Information Operations

Air & Space Power Employment

Space

Plans and Programs

Personnel

Education and Training


	Other (Core IDs not shown on this document)

Information Operations

Space

Acquisition

Air & Space Power Employment

Political-Military

Plans and Programs

Mobility Operations

Financial Management

Personnel and Manpower

Intelligence

Education and Training


6.  DT Feedback.  Feedback to the member is done within 14 days of DT meeting conclusion.  Your recommendations are submitted through their T-ODP.  Both member and T-ODP reviewer will have access to this information. 
Section II:  DEVELOPMENTAL EDUCATION (DE) NOMINATION PROCESS
1.  Purpose.  During this process you will select officers who were submitted by their senior raters for consideration to attend Intermediate or Senior Developmental Education (IDE/SDE) to  Your DT will be assigned a ceiling (total number of officers your DT can submit to the Developmental Education Designation Board (DEDB)) for both IDE/SDE.
2.  Background.  Historically, the DEDB has selected officers for school based on a pool of officers who were formerly referred to as “candidates” as determined from the promotion board process.  This process did not involve the various functional communities’ inputs as to where they needed their officers to go for IDE/SDE, just the member’s desire and the senior rater’s endorsement via the AF Form 3849.  With the Force Development construct, the process has undergone a transformation.  “Candidates” as previously identified by the promotion boards, are now referred to as “selects.”  “Selects” are guaranteed the opportunity to attend an in-residence school for DE within the windows of opportunity (3 years for IDE, 4 years for SDE).  All other officers in the same year group will compete for the remaining in-resident slots through the “candidate” nomination process.  The DE goal is to send 35% of each year group to in-residence DE.  Since promotion boards are limited to no more than 20% “selects”, this allows for a larger pool of officers to compete for the additional DE slots than was previously available.  All officers within the eligible year groups may be considered for nomination and are referred to as “candidates.”  Officers must be nominated by their senior raters in order to compete at the DT.  
NOTE:  We have increased the number of IDE quotas available through incorporating existing AFIT, NPS, and other educational programs into the IDE credit by adding on the JPME  1 requirement.  These additional slots will assist in ensuring our officers are afforded the opportunity to attend in-residence while also receiving the education that their functional community needs from its officers. 
3.  DT Role.  With the advent of Force Development, senior leadership from each functional community is now afforded the opportunity to have a direct impact on the officers that meet the DEDB through the DT process.  The DT members will review the officers nominated to the DT via the senior raters, rank order and submit the results to the DEDB.  The DT will also review the DE programs the member and senior rater request and either concur or provide a different vector to ensure the needs of their functional community are met.  This way, senior leaders in each functional family have the opportunity to ensure their officers are being developed for future needs of the career field.  
4.  Scoring process.  During this meeting you will either have the Officer Promotion Record or the last five OPRs (depending on the guidance by the functional manager), electronic AF Form 3849, SURF, and T-ODP to score each officer.  You will be using Group Systems, software used for promotion boards, for recording the score for each record.  You will also use the same scoring and split resolution system as the promotion boards but will apply the scoring for DE consideration toward quality and timing of the DE selection.
Figure 2.1  Scoring Scale Used During DT Squadron Command Selection and IDE/SDE

Score

Evaluation
  10

Yes 
9-9.5

Probably

8-8.5

Maybe

7-7.5

Probably not
6-6.5

Do not select
a.  Some issues to consider when scoring the records for IDE/SDE are officers in their last year of eligibility and who are selects will go to school.  DTs could categorize all the officers they’re scoring into priorities, as shown below: 
Cat A = 1st Priority (Last year eligible selects)

Cat B = 2nd Priority (Last year eligible candidate who made cut)

Cat C = 3rd Priority (Select with good timing, scheduled to PCS the following year)
Cat D = 4th Priority (Candidates with good timing and selects with poor timing)

Cat E = Lowest Priority (Last year eligible candidates that are below the ceiling, other candidates with poor timing)
b.  Before starting this process, a trial run will be initiated with sample records to give you and the other DT members a chance to discuss philosophy on what to look for,( timing, select status, etc), before actual process.  This gives each member time to become familiarized with the task at hand and establishes the lines of communication among all members of the team.
c.  After all records are scored, splits are resolved, and the list is agreed upon by all members, the DT will determine two or three school vectors based on the senior rater’s and member’s comments from the 3849 and the needs of the functional community.  This information is captured and submitted to AFPC/DPAP.  No information is to be released to the senior rater or member until the final results of the DEDB.  
4.  Timing.  The DT will meet in the months prior to the DEDB and requires officers to submit their 3849s and T-ODPs for follow on vector considerations well before the actual DEDB.  A sample timeline is provided in Figure 2.2.

Figure 2.2
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Section III:  SQUADRON COMMAND PROCESS
1.  Purpose.  For those functional communities charged with selecting SQ/CCs, the DT for that AFSC will be the governing panel.  While some SQ/CC panels will accept officers from other career fields, the owning functional community will still be responsible for selecting the top officers based on leadership potential within that squadron’s mission to earn a spot on the SQ/CC candidate list.

2.  Process.  The mechanics of the squadron command process is similar to the IDE/SDE process with the addition of a required oath as provided in figure 3.1.  Eligible officers (based on grade, AFSC, TOS, etc) request to meet the board via the Statement of Intent (SOI) process in which they select the types of command they are interested in, along with their senior rater’s endorsement of their selections.  While copies of the SOI are not provided for all DT members, they are available upon request.  The SOI is the equivalent of the 3849 for the DE nomination process.  More information on the SQ/CC process is provided in Attachment 1, Memorandum of Instruction.
a.  Like the DE process, the officer’s record as well as electronic SURF and T-ODP will be provided in order to score the officer’s potential to become a SQ/CC.

b.  One change to the process is AETC Training and Recruiting SQ/CC selection.  In addition to selecting your specific AFSC positions, you will also create another list or make it all inclusive so AETC can choose from your list to fill their SQ/CC positions.  For the AETC positions you should select officers with prior AETC experience.  This isn’t a mandatory requirement, but it increases the chance of your officers being selected for an AETC position.  

Figure 3.1  SQ/CC Board Member Oath
"I solemnly swear that I will,
without prejudice or partiality,
having in view both the special fitness of the officers,
and the efficiency of the United States Air Force,
perform the duties imposed upon me."
3.  Timing.  Since squadron command eligible officers are usually also eligible for DE nomination, results of the DEDB need to be known prior to releasing the SQ/CC listing.  SQ/CC lists are in effect for the following calendar year (CY).  Based on this timing, DTs may hold their SQ/CC boards in conjunction with their DE nomination panel, but no later than the DEDB so that the Assignment Team will have the list of candidates readily available immediately upon release of the DEDB to deconflict DE selects from the SQ/CC candidate list and ensure the hiring process can be completed prior to the beginning of the CY.

Attachment 1

Sample SQ/CC MEMORANDUM OF INSTRUCTION (MOI) MESSAGE

THE PURPOSE OF THE SQ/CC CANDIDATE SELECTION MEETING IS TO SELECT FULLY QUALIFIED LEADERS TO FILL SQ/CC BILLETS.  THE DT’S PURPOSE IS TO SELECT OFFICERS WHO CLEARLY POSSESS THE BEST LEADERSHIP POTENTIAL AND WHO BEST DEMONSTRATE POTENTIAL TO OCCUPY POSITIONS OF INCREASED RESPONSIBILITY.


YOU WERE SELECTED AS A DT MEMBER BECAUSE THE AIR FORCE HAS CONFIDENCE IN YOUR ABILITY TO IDENTIFY WITHOUT PREJUDICE OR PARTIALITY, THOSE OFFICERS WHO CAN MAKE THE GREATEST CONTRIBUTIONS AS AIR FORCE LEADERS.  YOU MUST ACT IN THE BEST INTEREST OF THE AIR FORCE AS A WHOLE AND NOT FOR ANY ONE PARTICULAR COMMAND, SPECIALTY, OR GROUP.  WHILE YOU ARE HERE, YOU WORK DIRECTLY FOR THE FUCNTIONAL MANAGERS WHO WILL EACH SERVE AS DT PRESIDENT.

THERE ARE XX SQUADRON COMMANDER AND AETC POSITIONS PROJECTED TO ROTATE DURING CYXX.  YOU ARE CHARGED TO SELECT THE BEST QUALIFIED OFFICERS AS COMMANDER CANDIDATES TO FILL THESE VACANCIES.  THE AIR FORCE AS WELL AS THE PERSONNEL AND MANPOWER COMMUNITY NEED OUTSTANDING LEADERS.  THERE IS NO ABSOLUTE PRECONCEIVED CAREER PATH WHICH LEADS AN OFFICER TO BECOME AN SQ/CC.  ALTHOUGH AN IDEAL CAREER PATH MAY INCLUDE UNQUESTIONAL KNOWLEDGE OF THE CAREER FIELDS, OUR LEADERS MUST POSSESS A VARIETY OF BACKGROUNDS, STRENGTHS, AND LEVELS OF TECHNICAL EXPERTISE.  DEMONSTRATED PERFORMANCE IN KEY LEADERSHIP POSITIONS, INCLUDING OPERATIONAL COMMAND, SUPPORTING STAFFS, ADMINISTRATIVE/MANAGERIAL, AND TECHNICAL ARENAS IS AN IMPORTANT MEASURE OF AN OFFICER’S QUALIFICATIONS.


SOME OF YOU MAY BE FAMILIAR WITH SOME OF THE ELIGIBLES AND MAY HAVE PERSONAL VIEWS REGARDING THEIR QUALIFICATIONS.  IN ORDER TO ENSURE ABSOLUTE CREDENCE IN THE DT PROCESS, YOU WILL SET ASIDE ANY SPECIAL INTEREST IN INDIVIDUALS, YOUR MAJOR COMMAND, OR ANY OTHER INTERESTS THAT WOULD PRECLUDE YOUR WORKING WITH ONE INTENT--THE FAIR EVALUATION AND SELECTION OF THE BEST QUALIFIED CANDIDATES.


SELECTION FOR A COMMAND POSITION IS BASED ON POTENTIAL FOR GREATER ACHIEVEMENT AS DEMONSTRATED BY AN OFFICERS’S ABILITY TO HANDLE MORE CHALLENGING JOBS.  YOU WILL USE THE WHOLE PERSON CONCEPT TO ASSESS EACH OFFICER’S RELATIVE POTENTIAL TO BECOME A SQUADRON COMMANDER.  THIS REQUIRES A CAREFUL REVIEW OF THE OFFICER’S ENTIRE SELECTION FOLDER TO ASSESS SUCH FACTORS AS JOB PERFORMANCE, PROFESSIONAL QUALITIES, LEADERSHIP, DEPTH AND BREADTH OF EXPERIENCE, JOB RESPONSIBILITY, ACADEMIC AND PROFESSIONAL EDUCATION, AND SPECIFIC ACHIEVEMENTS.


ASSESS ACADEMIC AND PROFESSIONAL MILITARY EDUCATION ACCOMPLISHMENTS IN TERMS OF HOW THEY ENHANCE PERFORMANCE AND POTENTIAL TO ASSUME GREATER RESPONSIBILITY.  DO NOT GIVE DISPROPORTIONATE WEIGHT TO THE MERE FACT THAT AN OFFICER HAS COMPLETED ADVANCED EDUCATION.  NEITHER SHOULD YOU CONSIDER COMPLETION OF APPROPRIATE PME AS A PASS-FAIL REQUIREMENT.  THE OVERRIDING FACTOR MUST BE JOB PERFORMANCE AND LEADERSHIP POTENTIAL.
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Same as last chart except: Inventory line added



Points:

Notice the numerous spikes and troughs.  Although you could target certain year groups to reduce the spikes through programs such as force shaping, it is very difficult to

	 fill in the troughs.  For example, the technical demands of this career field makes extremely difficult to find qualified personnel 	to cross-flow in.

2. The optimal solution is a long term-approach of consistently bringing in 105 people to produce a smooth inventory line.



Transition: While we are looking at inventory, let’s look out how the inventory is being utilized… 
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  Core in XX

519

424

923

740
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 Core Outside XX

3

5
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Other Officers serving in XX

19

65

56

11

26

14

191

Total
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Dark Blue represents core 33S’s doing 33S work

Light Blue represents core 33S’s doing work outside of the 33S career field

Yellow represents non-core 33S’s doing 33S work

	note: 50 of the 52 Lt’s shown are individuals who do not have a core ID and are waiting for the personnel system to assign one.  This is common for individuals in the

	first year if service



Overall manning looks good at 101%.  However, remember the previous slide where different year groups either spike or trough.  The 101% manning number does not say that the career field is correctly manned, it just says that the spikes and troughs offste each other



TRANS:  promotions
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AUTH ASGN STP %


CGO 1,783 1,745 261 98%


MAJ 637 730 21 115%


LTC 328 302 6 92%


COL 49 52 1 106%


TOTAL 2,797 2,829 289 101%





