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Contracting
Career Development Guide

For

Civilians

INTRODUCTION

The acquisition environment we face today is much different from the past.  The size of the workforce is reduced, the pace is increased, the budget is tight, and war fighter support is increasingly urgent.  This new environment requires Air Force (AF) Contracting leaders to possess unique skills for success.  

The most successful Contracting leaders in the future will have to successfully demonstrate exceptional performance across the breadth and depth of the Contracting career field.  They will have “broadened” themselves to become aerospace leaders who understand the environment and mission of an Expeditionary Air and Space Force.  Future AF leaders will broaden themselves through experience in complementary career fields; for civilian contracting professionals, complementary job assignments will typically be in acquisition management, logistics, finance, and installation-level mission support functions.  Tomorrow’s AF needs the right mix of employees with the right skills at every grade level.  

On 2 May 03, USAF Chief of Staff General Jumper published his Sight Picture on Civilian Force Development.  AF Force Development is the human resources strategy initiated to meet the increasing demand to develop and sustain our Total Force.  Force Development also ensures we have a corps of senior leaders who can shape the vision, mission, and ideas to most effectively employ our military capabilities to meet national security interests.  Simply put, it is designed to make sure we place the right people who possess the technical, education, and leadership skills in the right places.  Under this AF construct, investment and development of all career fields and all grades will be more deliberate.  The Force Development concept recognizes the continued need for a deep perspective in functional areas, but at the same time offers the means to achieve the wider perspective we also need within our leadership team.  

The purposeful development of our civilian force necessitates that we do a better job of mentoring, career planning, and providing greater opportunities for our future leaders to gain the depth and breadth of experience, training, and education the Air Force requires.  To that end, we are beginning to deliberately reshape training, education, and assignment experiences into integrated processes that will provide civilian personnel the tools they need for success.   

The purpose of this document is to assist and guide commanders, supervisors, mentors, and YOU--the civilian employee--in developing your individual career development plan.  This guide is intended to foster a mutual understanding of career expectations between Air Force Contracting leadership and the Contracting workforce.  It explains Contracting career progression and will enable you, along with your supervisor and/or mentor, to realistically explore possible career paths and the associated expectations of those paths.  
You should assess and understand the impact of your personal decisions, which may play a major role in defining your career path.  There are various paths for a successful Contracting career.  YOU must choose the path that is right for you, considering both your professional and personal goals.  The path you choose and how well you demonstrate your skills, talents, competencies, and personal abilities will define success for you.

Some of the career development activities discussed in this guide require a level of commitment or personal sacrifice that you may not want to make at this or other points in your career.  Our senior leadership understands that, for personal or family reasons, you may want to continue to serve in your current position or remain at your current station for extended periods.  Such service is valuable and appreciated; however, you should recognize that limiting your experience might make you less competitive for future senior leadership positions.  You are encouraged to periodically re-evaluate your personal situation to consider whether various developmental opportunities (e.g., in-resident training/education, career broadening, geographic mobility, etc.) are compatible with your personal career objectives and desires.  Throughout your career, you are encouraged to seek counseling and mentorship from senior civilian and military leaders.  
CONTRACTING CAREER PROGRAM (CCP) 

The CCP is a centrally managed Air Force career program established to ensure the professional development of the Contracting workforce by hiring, training, developing, retaining, and promoting highly qualified and capable personnel.  The program is managed by a team, consisting of Contracting employees who serve on career broadening/enhancing assignments for two to three years and professional personnelists.

The team manages and implements the policies of the CCP Policy Council that is comprised of senior Air Force contracting managers and the Director of Civilian Personnel Policy and Personnel Plans.  The Deputy Assistant Secretary (Contracting) chairs the Policy Council.  

CCP offers a myriad of career development services to Air Force contracting employees.  In addition to managing the referral system by creating and posting job announcements and issuing referral certificates, they also provide individual career counseling to assist the workforce in achieving their professional goals.

The duties of this training and development office consist of managing the tuition assistance and career broadening programs as well as management and leadership training and education.  CCP also oversees the COPPER CAP program that is designed to recruit, train, and place outstanding scholars through an intern developmental program.

The CCP staff is available to answer your questions on any of the issues mentioned in this guide and to assist you in taking advantage of employment, training and development opportunities.

CCP supports the stated objectives of the Policy Council and four support panels to provide service to the Air Force Contracting communities.  

CCP supports fill actions for all career program-covered positions in the occupational series and grades listed in the chart below.  See the 1102 quality ranking criteria to understand how these factors apply during evaluation of your record for competitive career opportunities.  In total, about 2,800 positions are included in the CCP Referral System.  

You may contact a CCP Administrator by calling (210) 565-4506 or DSN 665-4506 or by e-mailing afpc.ccp@randolph.af.mil.


   Table 1

	Minimum
Grade*
	Series
	Skill Codes** 
	Skill Code Clear Text

	GS-12
	  0246***
	AHU
	Contract Industrial Relations Specialist 

	GS-12
	0301
	AKTCTA
AKMCTA
	Specialist/Analyst Competition Advocate
Officer/Administrator Competition Advocate

	GS-11
	1101
	CMCUNBCMF  

AHU
	Business/Industry Spclst/Sys Acq Contr/Manufa

Contract Industrial Relations Specialist

	GS-11
	1102
	CMJ
CML
CMN
CMR
DNA
	Contract Negotiation
Contract Administration
Contract Termination
Contract Price/Cost Anlys
Procurement Analysis

	GS-12
	1103
	3IC
3IP
DNE
DNG
	Industrial Prop Clearance Off
Industrial Prop Management Officer
Industrial Property Management
Industrial Property Clearance


*    Grade range of career-covered positions includes the minimum grade (identified above) up to GS-15.  

NOTE:  Although General Schedule grades are stated throughout this document, this guide also applies to those in GS-equivalent grades under Acquisition Demonstration Project and other pay plans.

**  Click on the occupational series listed above to access definitions for the associated skill codes.

***Labor advisor positions are being transitioned from occupational series 246 to 1101.

Training and Development

CCP centrally administers managerial and leadership developmental opportunities for personnel in grades 11 and above and COPPER CAP interns.  These opportunities includes selected career broadening and career enhancing assignments, short- and long-term training, management and leadership seminars, education, and self-improvement activities intended to systematically develop employees for filling covered positions of increased responsibility.  An entire section of the Civilian Training Guide is devoted to training sponsored and managed by the CCP.

Leadership Development

Management and leadership development of the civilian workforce is an essential component of long-term mission readiness.  Air Force-wide nomination and selection criteria are used for Air Force wide competitive development programs, as well as AF developmental education (formerly known as professional military education (PME)).  These programs prepare the civilian workforce to compete for shared leadership positions and provide executive development for high potential future leaders.

YOUR OFFICIAL PERSONNEL COMPUTERIZED RECORD

Everything that the referral system knows about you comes from your automated personnel record contained in the Defense Civilian Personnel Data System (DCPDS).  You should review your record regularly to ensure that each job entry includes skills codes that describe the work you have done and that entries for assignments, education, and professional certifications are up-to-date.  You may now view your most current career brief online at any time.  

NOTE:  The CCP office does not have the ability to correct or change your official personnel records.  Only your servicing Civilian Personnel Flight has the ability and authority to do so. 

ENTRY INTO THE CIVILIAN CONTRACTING CAREER FIELD

Civilians may enter the AF Contracting occupational series through the centrally managed COPPER CAP intern program or through local developmental intern programs.  Additional sources of contracting accessions include qualified Contracting professionals from other federal agencies, prior military service, or private industry who may enter AF Contracting at any time or level of their career.  The contracting workforce may be further supplemented by federal civilian employees who cross-train from other functional areas into the 1102 occupational series. 

JOB PERFORMANCE 

The most important career development assignment you have is the job you are in right now.  The importance of outstanding performance in your current position cannot be over emphasized.  Hard work, dedication, and job focus will help ensure you succeed in your current job.  

Technical Competencies

Within the contracting civilian competitive referral process work behaviors observed in the context of a civilian’s current position are considered to be predictive of performance at the next higher grade.  Technical superiority is “Job One” and establishes your professional credibility and reputation within the career field.  With the exception of qualifying skills and experience, no other factor is more important than job performance when candidates are evaluated for promotion opportunities.
During initial assignments (first five years) you should focus on achieving depth of contracting experience and technical proficiency and competency in one or more contracting emphasis areas: construction, services, systems, research and development, logistics, or small business.  During this time you should develop core contracting competencies—understand regulations, laws, policies, acquisition strategy planning, contract negotiations, pricing, administration, small business, etc.  This common body of knowledge is basic to contracting professionals in all contracting emphasis areas.  Application of technical knowledge through on-the-job training and continuous learning events are integral to developing technical depth.  Technical depth is key to career development and ensuring success at any grade level.  Technical depth is not just doing more of the same type of contracting.  Depth in technical competencies is achieved through working progressively more complex acquisitions and resolving more complex contract/acquisition issues.  

You should seek opportunities to develop depth in technical competencies throughout your career, acquiring varied job experience through assignments to different positions and organizations.  You should keep in mind that the development of depth in technical competencies (real world application of technical knowledge) might require career mobility (organizational and/or geographical).  You can continue to develop and expand technical depth as you explore opportunities for breadth of experience discussed later in this guide.  

Acquisition Professional Development Program (APDP)—Training and Contracting Certification 

You must register for APDP certification courses through the Air Force Acquisition Training Office, which manages acquisition training required for APDP certification.  

During your initial five years, you should strive to master Contracting core competencies and obtain APDP Level I and II certifications in Contracting.  

Starting at approximately the six to seven-year point in your career, you should pursue APDP Level III certification in Contracting.  You are advised not to seek advanced APDP level training until you have the requisite experience to provide the basis for understanding and applying such training.

Note:  APDP certification is not a requirement for promotion.  You have eighteen months from the time you are assigned to a position to achieve the APDP certification level required for the position.  

To learn more about APDP certification in functional areas other than contracting, please refer to the “Breadth of Perspective” section of this guide.

Table 2

	APDP Certification in Contracting

	 
	Begin to seek training 

not earlier than
	Complete training 

not later than

	Level I
	First assignment
	18 months after assignment

	Level II
	Completion of 24 months of contracting experience
	18 months after assignment to job requiring Level II certification

	Level III
	Completion of 60 months of contracting experience
	18 months after assignment to job requiring Level III certification


In addition to contracting APDP certification training, you are required to maintain currency through continuous learning.  The goal is 40 continuous learning points per year with a mandatory requirement of 80 continuous learning points every two years.  Note that basic APDP training taken in the first several years of employment generally satisfies the continuous learning requirements. 

Also, 80 hours of training in leadership and management are desired for civilians who are APDP Contracting Level III certified.  Management Development Center courses offered through CCP are just one avenue to fulfill this requirement.  You should seek resources through your local education or civilian training office in addition to the Contracting Career Program (CCP). 
Priority for management development courses managed by the CCP is given to civilians in grades 12 to 15 who are APDP Level III certified and have not yet fulfilled their 80 hours of leadership and management training.  This 80 hours of training in leadership and management is a one-time desired requirement for APDP Level III employees and should not be confused with the annual 40 hours of continuous learning points discussed above. 

Contracting Officer’s Warrant

You should work toward obtaining a Contracting Officer’s Warrant.  Experience as a Contracting Officer (CO) is an essential building block in a senior leader’s contracting career.  As a CO, many employees experience for the first time the challenges of leading people and teams, managing a project to completion, training others, and acting on their authority to commit the Air Force.  Holding a Contracting Officer’s Warrant distinguishes your capabilities and talents.
Enduring Competencies 
Generally at the five-year point in your career, in addition to technical competencies, you should begin to develop enduring competencies, e.g., developing/demonstrating executive core qualifications and participating in leadership development training.  

The Office of Personnel Management has identified the following five competencies as critical core qualifications for senior executives but they are applicable to all Air Force career fields.  These critical core qualifications provide a sound framework for you to assess your enduring competencies:

· Leading Change.  We live in a world of change and to be effective leaders must have the ability to lead in dynamic situations.  Leading change requires the ability to balance change and continuity; to continually strive to improve customer service and program performance; to create a work environment that encourages creative thinking; and to maintain focus, intensity, and persistence, even under adversity.  Competencies associated with leading change include: vision, strategic thinking, flexibility, continual learning, creativity and innovation, external awareness, service motivation, and resilience.

· Leading People.  One key to success is convincing employees to follow in the direction you lead.  People respond better to leaders than to managers.  Effective leaders also seek to maximize employee potential and foster high ethical standards in meeting the organizations mission, vision and goals.  Competencies associated with leading people include integrity/honesty, conflict management, cultural awareness, and team building.

· Business Acumen.  In our time of tight budgets, business savvy is essential to getting the most bang for the buck both through contracts and internal activities.  Business acumen involves the ability to acquire and administer human, financial, material, and information resources in a manner that instills public trust and accomplishes the organization’s mission.  Competencies associated with business acumen include financial management, human resource management, and technology management.

· Results Driven.  Successful leaders are expected to deliver results that can be measured. Being results driven stresses accountability and continuous improvement and includes the ability to make timely effective decisions through strategic planning and the implementation of programs and policies.  Leadership competencies associated with this qualification include accountability, customer service, decisiveness, entrepreneurship, problem solving, and technical credibility.

· Building Coalitions/Communications.  It is absolutely mandatory that a leader be able to motivate and energize diverse people toward the same goal.  Building effective coalitions involves the ability to explain, advocate and express ideas in a convincing manner, and negotiate with individuals and groups internally and externally.  It also involves the ability to develop an expansive professional network with other organizations and to identify the internal and external politics that impact the work of the organization.  Leadership competencies associated with this qualification include influencing/negotiating, interpersonal skills, oral/written communication, partnering, and political savvy.

You may find the Senior Executive Service Qualifications Guide useful in assessing your qualifications and career goals.  

EDUCATION 

Education is critical throughout your career.  Basic education requirements to qualify for a contracting (1102) position are:

· A baccalaureate degree from an accredited educational institution 

   AND

· At least 24 semester hours in any combination of the following fields: accounting, business, finance, law, contracts, purchasing, economics, industrial management, marketing, quantitative methods, or organization and management.  (This requirement can be obtained within the bachelor's degree or in addition to the degree.)

NOTE:  The education requirements listed above apply only to individuals entering DoD 1102 positions on or after October 1, 2000.  Current civilian personnel in DoD, who occupied GS-1102 positions or contracting positions with authority to award or administer contracts above the simplified acquisition threshold in an Executive Department on or before September 30, 2000, are exempt from meeting this requirement. 

Although this exemption may apply to you, we highly encourage you to get your bachelor’s degree.  Education is an important quality ranking factor in the CCP Referral System.

An advanced degree is highly desired and should be completed in time to enhance your competitive posture for promotion possibilities.  A Master of Business Administration (MBA) is preferred, although other advanced degrees including emphasis in business-related disciplines, human resources, public administration, or economics will also serve to enhance job performance and competitiveness. 

Tuition assistance may be available for GS-9 and below personnel through your local base education office.  Tuition assistance for GS-1102-11s and other career-covered positions (including COPPER CAP Interns at all grades), may be available through the CCP office.  Split funding (tuition assistance from both the CCP and local education office) may be authorized for GS-11 personnel when appropriate and funds are available.

A wonderful opportunity exists to help you complete a bachelor’s or master’s degree.  The Degree Completion Program (DCP) allows contracting employees to complete their acquisition or business-related degree as a full-time student while earning a salary.  Competitive selections are made in June of each year.  The CCP office manages the DCP.

Many local installations also sponsor similar, base level Long Term Full-Time Training (LTFT) Programs.  Visit your base education office to see what is available.

PROFESSIONAL CIVILIAN EDUCATION AND AF DEVELOPMENTAL EDUCATION (FORMERLY KNOWN AS PROFESSIONAL MILITARY EDUCATION (PME))

In Contracting, we continuously interact with two partners: Industry and our customers--the War Fighters.  To be most effective, you need to understand the unique perspectives of these two groups.  Professional Civilian Education and Developmental Education will help you understand and appreciate these partners, their missions, and their organizations.  Embracing the philosophy and culture of the Air Force and industry creates greater understanding and increases the potential for success of your mission.  Professional Civilian Education encompasses a wide variety of opportunities that will expose you to issues critical to our industry partners.  AF 
Developmental Education will give you war-fighter perspective and explain the many aspects of the defense mission.  Sharing training experiences with our war-fighter partners will enhance your credibility as a team member.

Professional Civilian Education

Professional Civilian Education encompasses a wide variety of opportunities.  Prestigious educational opportunities are available that will expose you to issues critical to your industry counterparts.     

Professional Civilian Education opportunities exist through the Air Force Civilian Competitive Development Program (CCDP):  


Academic Programs
Princeton, Harvard, AFIT -- GS-13 to GS-15  


Stanford, MIT -- GS-14 and GS-15  


Experiential Programs
DoD Executive Leadership Development Program (ELDP) --GS-12 and GS-13 


The Council for Excellence in Government (EIG) -- GS-14 and GS-15

The Executive Development Programs for GS-15s and above are managed through the Air Force Senior Leader Management Office.

AF Developmental Education 

Completion of the appropriate AF Developmental Education within the timeframes recommended by the Air Force, whether by seminar, correspondence or in-residence is a significant element of your professional growth.  These educational opportunities are highly recommended for completion as soon as you become eligible to enroll.  Since in-residence capacity and operational requirements of the Air Force may preclude attendance in residence, you are encouraged to complete basic, intermediate, and senior development education via seminar or correspondence.  Generally, the minimum grade eligibility for these correspondence and seminar offerings is lower than that required for in-residence attendance.  Completion of AF Developmental Education improves your competitive posture for promotion.

In-residence offerings of Basic Developmental Education (BDE) are centrally managed by the CCP.  Intermediate Developmental Education (IDE) and Senior Developmental Education (SDE) opportunities are managed through the Air Force CCDP, where Contracting applicants compete Air Force-wide for positions.  You must meet the physical requirements of these courses to apply for these in-residence programs.  Physical requirements of these courses do not apply for seminar or correspondence courses.  Non-residence programs are managed through your local education office.  

Note:  You are more competitive for in-residence Intermediate or Senior Development Education if you first complete a Masters Degree.

BDE consists of the Air and Space Basic Course (ASBC) and Squadron Officer School (SOS).  SOS is the primary BDE opportunity for GS-9 through 12 civilians and is appropriate for completion during the three-to-five year point of your career.  All COPPER CAP and local developmental interns are encouraged to apply for limited in-residence quotas in the ASBC during the second year of their internship.  ASBC is not available via correspondence or seminar.

IDE opportunities include:  Air Command and Staff College, GS-11 and above; Air Force Legislative Fellows Program, GS-13 (GS-12 by exception).

SDE:  Air War College and National War College are available for GS-13s and above.  Personnel in GS-14 and above are eligible to apply for Industrial College of the Armed Forces (ICAF),  Industrial College of the Armed Forces--Senior Acquisition Course (ICAF-SAC), GS-14 and above, and RAND Fellows, GS-14 .   

BREADTH OF EXPERIENCE

Contracting leaders with broad experience are critical in meeting the challenges of today’s Air Force.  Broad experience allows you to anticipate, to be proactive rather than reactive, and to work more effectively in cross-functional teams.  Exposure to multiple situations expands your knowledge and nurtures creativity in setting vision for an organization and devising solutions to a wide-range of problems.  Individuals are encouraged to seek developmental and varied experiences that will expand their perspective. 

The planning, development and execution of air and space power requires operational and technical skills beyond a single specialty.  As you progress along your career path,  you will have opportunities to consider assignments that will widen your experience base.  

As you gain different work experiences, you form new professional associations with both military members and civilians.  As a future leader, these professional networks will be a helpful resource in any job you may be asked to tackle.  Expanding the number of people who know your capabilities first-hand also helps open future doors of career opportunity.  

Within Contracting Career Field

You should gain breadth of perspective within the Contracting career field by seeking different types of opportunities available within your local organization, e.g., buyer, price analyst, procurement analyst, and small business specialist, and various types of contracting work, e.g., construction, services, systems, research and development, varied projects and programs.  Some larger organizations internally offer a wealth of experience opportunities. 

Organizational mobility is another option to broaden your experiences within the Contracting field and sometimes can be accomplished within the same geographical location.  Multiple assignments in terms of contracting position and organizational level, e.g., a Contracting squadron, a field operating agency, an Air Force research lab, a product or logistics center, a MAJCOM assignment, or a departmental assignment such as an assignment at SAF/AQC, provide valuable breadth of experience and expand your opportunities to improve your technical and leadership skills.  

Geographic mobility may be necessary to further this development process.  The CCP Civilian Referral System facilitates mobility.  You may self-nominate for lateral or promotion opportunities at other locations through this system.  

In addition, the centrally managed Career Broadening Program offers a wonderful opportunity to gain career-building experience within Contracting.  Career Broadening opportunities are available across the Air Force.  During a thirty-month assignment, you gain experience in a different area of Contracting.  In addition, a senior AF contracting leader is assigned as your mentor.  Your mentor will get to know you and your career aspirations and be available to provide long-term career advice and guidance.  Further,  the CCP works with each competitively selected career broadener to identify an optimal follow-on assignment.  

Outside the Contracting Career Field

Assignments outside the Contracting career field, e.g., Acquisition Program Management, Finance, Logistics, and Information Technology, will be expected for the most successful strategic careers leading to senior leadership jobs.  

CCP offers limited opportunities through the Career Broadening Program for you to gain experience outside the contracting career field as a Program or Financial Manager.  These two-to-three-year rotational, broadening assignments contribute to a successful career by providing leadership opportunities and could possibly open alternative career paths.

These unique opportunities are advertised and filled competitively through the CCP.  Not only will you gain unique experience that will serve you in the workplace, you will also gain experience needed to earn your APDP level II or III certification in that functional area.  In addition, as a quality ranking criterion for non-bargaining unit positions, experience in multiple acquisition occupational series makes you more competitive for a future promotion. 

In addition to CCP-sponsored career-broadening assignments, many of the larger Air Force acquisition centers also offer locally administered cross-functional career broadening opportunities.  Check with your local management and personnel specialist to learn about programs that may be available at your installation.  

APDP Training and Certification in Functional Areas Other Than Contracting

At approximately the seven-year point, civilians should consider and pursue APDP certification in other functional areas.  The online Defense Acquisition University (DAU) catalog contains the latest certification requirements.  One year of acquisition experience in any functional specialty will satisfy the experience requirement for Level I certification in several areas, i.e., Industrial and/or Contract Property Management, Life Cycle Logistics/Acquisition Logistics or Systems Sustainment Management, Program Management, or Test and Evaluation.  You must have experience in the specific functional area to earn certification at levels II or III of these listed functional areas.  Other functional areas require specific functional experience to earn Level I certification in their specialty.

Stretching your experience and training to achieve certification in other acquisition areas gives you a much wider view of the acquisition process as a whole and also helps prepare you for senior leadership positions. 

For discussion of APDP certification in contracting please refer to the “Job Performance” section of this guide.

PROFESSIONAL CERTIFICATIONS

After gaining basic experience during the first five years of a career, you should begin to achieve professional certifications, e.g., Certified Professional Contracts Manager, Certified Purchasing Manager, etc.  All professional career fields have certifications and standards that recognize an individual’s competency.  Obtaining professional certifications distinguishes you as a career specialist and shows you are committed to self-development.  The Contracting profession recognizes the importance of these certifications and weighs these qualifications when selecting the most qualified candidates to refer for competitive assignment opportunities.  

SNAPSHOT OF CAREER FIELD GRADE STRUCTURE   
The purpose of this guide is to lay out AF Contracting expectations in terms of career development opportunities.  While this document focuses on career development and advancement, the Contracting career field must have solid performers at every level.  We encourage all employees--regardless of grade or career goals--to learn, grow, and embrace new challenges.  What are your goals and expectations?  We encourage you to use this guide to develop your individual development plan and career goals.

Reaching the GS-14, GS-15 or SES level is extremely competitive; so if you aspire to this level of leadership, you need to know what the AF expects and factor those expectations into your career planning. 

To best understand the opportunities for advancement, it is helpful to see the number and grades of positions available in the AF 1102 workforce.  Table 3 provides a data snapshot of Air Force 1102 employees as of Jun 03.  You need to continually challenge yourself and take advantage of developmental opportunities to make yourself competitive to achieve your career goals.

Table 3

	Grade
	Number of Employees
	Percentage of 1102 Workforce

	GS 5-10
	                898
	18.0

	GS 11
	              1125
	23.0

	GS 12
	              1753
	36.0

	GS 13
	                773
	16.0

	GS 14
	                222
	  5.0

	GS 15
	                  85
	  1.8

	SES
	                    7
	  0.2

	Total
	4863
	                   100.0


As you can see from the above chart, the GS-11 and 12 journeyman employees account for over one-half of our career field positions.  Individuals at these levels comprise the core of our workforce.  While this guide focuses on development concepts for future senior leaders, the same developmental activities strengthen and enhance capabilities of the professional journeyman.  Every member of our career field is encouraged to further their professional development through education, training, and diverse job experiences.

SUMMARY 

This document is a tool to help you establish your career goals and a development plan to achieve those goals.  The career program referral system values past technical and managerial performance evaluations, multiple types and levels of experience, academic and professional education, and professional certifications.  See the 1102 quality ranking criteria to understand how these factors apply in the evaluation of competitive career opportunities.

Success of your career is not defined by grade alone.  Whether you aspire to be a senior leader or choose to deliver steady technical performance as a contracting specialist, your contributions to the mission are valued and essential as we work together toward our common goal--success of the Air Force mission and support of the men and women on the front lines.  While the activities described within this guide may increase your promotion potential, they are not intended as just square-fillers for grade progression.  These opportunities for training and development are available to enhance your personal and professional capabilities and help you become more effective as you perform in your day-to-day job.  Whatever your grade aspirations, you are encouraged to take advantage of these developmental opportunities provided to Contracting professionals.

You should realistically review your strengths, weaknesses, short and long-range goals, job training, organizational needs and promotion opportunities when developing your individual career plan.  

REFERENCES

Additional information about the Contracting Career Program may be obtained from the official web site.  You are encouraged to subscribe to the CCP List Server.  

In addition, when reviewing this guide in an electronic format, you may hyperlink to specific resources on the web by clicking on words or phrases shown in blue and underlined within the guide.  A summary of hyperlinks within this document is provided below:
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	8
	Senior Executive Service Qualifications Guide
	http://www.opm.gov/ses/handbook.html 

	8
	Tuition Assistance
	http://www.afpc.randolph.af.mil/cp/dpkd/guide/programs/CCP.htm#TUITION%20ASSISTANCE 

	8
	Degree Completion Program
	http://www.afpc.randolph.af.mil/cp/dpkd/guide/courses/b80.htm 

	9
	Civilian Competitive Development Program
	http://www.afpc.randolph.af.mil/cp/dpkd/ccdp/default.htm

	9
	Professional Civilian Education (Academic Programs)
	http://www.afpc.randolph.af.mil/cp/dpkd/ccdp/academic.htm 

	9
	Professional Civilian Education (Experiential Programs) 
	http://www.afpc.randolph.af.mil/cp/dpkd/ccdp/experiential.htm 

	9
	Air Force Senior Leader Management Office
	https://www.dp.hq.af.mil/afslmo/ 

	9
	AF Developmental Education 
	http://www.afpc.randolph.af.mil/cp/dpkd/guide/sec-4.htm 

	10
	Basic Developmental Education (BDE)
	http://www.afpc.randolph.af.mil/cp/dpkd/guide/sec-4.htm 

	10
	Intermediate Developmental Education (IDE)
	http://www.afpc.randolph.af.mil/cp/dpkd/ccdp/intermediate-service-schools.htm 

	10
	Senior Developmental Education (SDE)
	http://www.afpc.randolph.af.mil/cp/dpkd/ccdp/senior_service_schools.htm 

	11
	CCP Career Broadening Program
	http://www.afpc.randolph.af.mil/cp/ccp/carbroad.htm 

	12
	DAU 
	http://www.dau.mil/catalog/default.asp 

	12
	Professional Certifications
	http://www.afpc.randolph.af.mil/cp/CCP/Ranking-Criteria/RC-Page-3.htm 

	13
	1102 Quality Ranking Criteria
	http://www.afpc.randolph.af.mil/cp/ccp/ranking-criteria/RC-index.htm 

	14
	CCP Official Website
	http://www.afpc.randolph.af.mil/cp/ccp/ 

	14
	CCP List Server  
	http://www.afpc.randolph.af.mil/lists.htm   
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