Civilian Force Development
Contracting Career Field

     This paper has been prepared to help explain the GS-1102, contracting civilian force development (FD) process and assist individuals in interpreting the force development team (DT) recommended developmental vectors.
     The CSAF’s vision for force development is to introduce a deliberate career development and assignments process.  In the past, our officer assignment process lacked senior leader oversight and officers were assigned by teams whose primary objective was filling vacancies with qualified individuals.  Under the FD concept, the officer rater, and the assignments team are provided recommended developmental vectors by a senior leadership DT.  The team reviews officer goals, rater recommendations, desired corporate development objectives and provides a recommended developmental vector.  With this input, the officer assignments team is still responsible for filling vacancies but now, we seek to match job fills with opportunities to develop officers to prepare them for future leadership opportunities.
     The civilian assignments process and, therefore, the civilian FD process are slightly different.  Civilians tend to serve longer in a particular position and are not routinely reassigned to different organizations, functions, or locations.  Today civilians move to new jobs because they have been competitively selected for promotion or lateral movement to a vacancy based on their application for consideration.  Civilians can and are, however, re-assigned laterally without competition either by matrix managers or by management initiated reassignment, which can involve a funded permanent change of station (PCS).  Both of these types of reassignments tend to be initiated based on the employee’s request or by management’s request of the employee.

     Under our current construct, civilian employees develop their own goals based on personal interest, input from supervisors, and/or advice and guidance from formal and informal mentors.  The value of changing job assignments as a developmental experience is often considered, but is not consistently communicated across the USAF contracting community.  Through the Contracting Career Program (CCP), we have communicated a set of desirable development parameters and we have built incentives into our competitive job qualification criteria, but the FD process allows us to truly personalize these concepts in a consistent manner.


So, what are the objectives of civilian force development?  Our objectives are three-fold:

1)  Help people achieve their personal career goals;
2)   Develop everyone to their potential; and

           3)   Ensure a strong, competitive pool of qualified individuals ready to assume senior leadership responsibilities

     This process starts with the employee.  We developed a career development plan modeled after the transitional officer development plan (ODP).  The employee uses this form to describe their past experience, identify desired future assignments, desired education/training, and summarizes their career goals.  (Please realize this is not a life sentence -- your career goals can change as things in your life change.  As they say, timing is everything and even if you do not wish to pursue additional opportunities at this time, next year may be different).  The form is reviewed by the immediate supervisor who adds feedback to the employee and comments for DT review.  Next, the DT reviews this information and adds two types of recommended developmental vectors to be returned to the employee and supervisor as feedback and consideration for potential action.  The developmental vectors represent the DT’s assessment of the most beneficial future developmental activity to be pursued by the employee in the future and reflect the relative value of alternative courses of action.  For example, if the employee does not have a Bachelors degree and has not completed any Professional Military Education (PME), it is more important that the Bachelors degree be pursued before investing effort into PME.
     The contracting civilian DT membership is as follows:

CCP Policy Council Chair, SAF/AQC

Director of Contracting, HQ AFMC/PK

Director of Contracting, WR-ALC/PK

Director of Contracting, OC-ALC/PK

Director of Contracting, SMC/PK

Chief, Resources & Analysis, SAF/AQCX

Chief, Contracting Division, AMC/LGC

Director of Contracting, AFSPC/PK

Director of Contracting, ASC/PK 
     The advantage of getting feedback from a team, such as the DT, is that employees benefit from the collective wisdom and mentoring of the most senior leadership in our career field.  This team approach assures consistent developmental guidance across our Air Force career field no matter whom the employee works for or where they are located.

     The DT will recommend two developmental vectors, one focused on education and another focused on experience.  To simplify the process, the vectors are coded and require a key to translate.  The educational vectors are coded as follows:
1. Bachelor’s Degree: Self explanatory
2. Master’s Degree: Self explanatory
3. Basic Development Education (BDE):  Education and training at the tactical level includes primary skill and education in the fundamentals of leadership.   In addition to technical training (APDP and continuous training) civilians should take either Air and Space Basic Course (ASBC) or Squadron Officer School (SOS) to obtaining leadership training.  The mission of the Air & Space Basic Course  (ASBC) is to ensure that newly commissioned officers and civilian interns have a common understanding of Air and Space power, history, doctrine, operations, joint war fighting, and core values. The mission of SOS is to improve the professional competence of company grade officers and civilians in grades GS-9 to 12.  SOS students will value their unique roles as Air Force officers and civilians, improve their ability to lead, follow, and build military teams and lay the foundation for critical thinking about air and space power   http://sos.maxwell.af.mil/. 
4. Intermediate Development Education (IDE):  Education and training at the operational level broaden understanding of integrating expertise to produce operational effects for the Air Force missions and continue to build skills. IDE is intended to enhance professional competence (i.e., ACSC, AF Legislative Fellows [LEGIS]).   
5. Senior Development Education (SDE): Education and training at the strategic level assists in developing the skills to form accurate frames of reference, make sound decisions, uncover underlying connections to deal with more general issues, and engage in creative, innovative thinking that recognizes new solutions and new options. SDE  emphasizes understanding of broad concepts and offers insights into complex issues not commonly available in operational environments (i.e., AWC, ICAF, ICAF-SAC, NWC, Rand Fellows).  
6. Professional Civilian Education (PCE): PCE provides insight to the business education of private industry and is crucial to the success of the Federal acquisition employees and managers. PCE provides exposure to totally difference environments and serves to enhance your credibility with industry.  This includes programs such as Executive Leadership Development program (ELDP), Council for Fellows Excellence in Government (EIG), AF Executive Fellowship Princeton, Harvard, and Stanford.  Professional Civilian Education opportunities exist through the Air Force Civilian Competitive Development Program (CCDP).    
7. Leadership Training:  There is a requirement to have 80 hours of Management/Leadership training for civilians who are APDP Contracting Level III certified. There are several options for meeting this requirement however the most common are through Management Development Center courses.  You should seek resources through your local education or civilian training office in addition to the Contracting Career Program (CCP). 
8. Continuous Learning:  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.  Normally, efforts should be targeted towards topics that maintain your professional currency in areas related to your current assignment and anticipated near term future assignments.  
     The experience vectors are coded as follows:



1.  
Key Leadership Job:  These positions represent top level, senior contracting leadership positions providing strategic, organization-wide, management and direction (i.e., HQ SSG/AQ, AAC/PK, AFMC/PK, WR-ALC/PK, etc).

2.  
Center Staff:  These positions provide strategic policy, personnel and operational oversight of center level activities. 


3.  
MAJCOM/Higher Staff:  These positions provide strategic policy, personnel and operational oversight of MAJCOM/Higher staff activities (SAF, OSD).


4.  
Air Logistics Center (ALC):  These positions involve Purchasing and Supply Chain Management (PSCM) activities in support of Air Logistics Center missions.  Includes jobs at Oklahoma City Air Logistics Center, Ogden Air Logistics Center, and Warner Robins Air Logistics Center focused on weapon system replenishment spares, repairs, maintenance, contractor logistics support, modification of systems & equipment, and other related services.


5.  
Product Center (PC):  These positions involve pre and post award contracting support for system program acquisition activities.  Product Centers include: Air Armament Center, Aeronautical Systems Center, 311 Human Systems Wing, Electronic Systems Center (all in AFMC) and Space and Missile Center (in AFSPC).  The nature of these jobs involves working with cross-functional acquisition specialists in product or capability-based systems/acquisition program offices.


6.  
Research & Development (R&D):  "Research and development" means those efforts described by the Research, Development, Test, and Evaluation (RDT&E) budget activity definitions found in the DoD Financial Management Regulation (DoD 7000.14-R), Volume 2B, Chapter 5.  (DFARS 235.001) Opportunities exist within Air Force Office of Scientific Research (AFOSR), Air Force Research Laboratories (AFRL), Aeronautical Systems Center (ASC), Electronic Systems Center (ESC), Air Armament Center (AAC), and Space and Missile Center (SMC) or other organizations where research, exploratory development or advanced development is required but not intended for a system specific application (i.e., AFOSR, AFRL, AAC, ASC, ESC, SMC, etc).

7.  
Operational Contracting:  The operational Contracting Squadron provides procurement planning and execution for installation and mission support, [e.g., services, construction, commodities]. Operational contracting units (normally squadrons) exist at virtually every AF installation, in every MAJCOM.


8.
Specialized Contracting:  These positions involve centralized purchasing related to operational support but perform complex, specialized contracting services beyond those normally performed by an operational contracting squadron (i.e., AETC/CONS, ACC/CONS, etc). 

9.
Career Broadening (Cross Functional):  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.  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.  

10.  
On Track - Leave in Place: This vector is normally provided in situations when an individual is new to a position that is providing appropriate development and the DT recommends that the individual continue in that job for at least 1 or 2 more years.  

11.  Contracting Officer 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.
 
12.
CCP Career Broadening Program:  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 or in a cross-functional area.  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.  
13.  Local Development:  This vector is used for individuals who have indicated that they are not geographically mobile and/or is now, or will soon be, retirement eligible and has expressed a desire to continue in his/her current position until retirement.   These individuals should continue to seek developmental opportunities through their local organization.  
     Once again, what the employee and supervisor choose to do with this feedback is entirely up to the employee.  However, if you indicate an interest in particular positions on your CDP, you might be contacted to determine your interest in a management directed reassignment should one of those positions becomes vacant.

     Initially the Contracting DT looked at all GS-1102-15s, all GS-14s, individuals in career broadener/career enhancer jobs, and individuals enrolled in long-term/full time training.  We expect to expand application to all GS-1102-13s and below in the future through a similar process at the Center or MAJCOM HQ level.

     One final comment about the process—the DT’s review is completely independent of any consideration of individual performance or capability.  Just because the DT recommends that you pursue a particular type of education or experience, you should not automatically expect that your supervisor, center, MAJCOM, or Air Staff will select you for such opportunities when they arise.  All of our positions are either filled by competition or, when lateral, by selecting official decision.  While we are very interested in developing and broadening as many of our people as possible, we will always seek to select the best qualified person available for a particular job.  Likewise, many educational opportunities (such as in-residence PME) are filled through a very competitive process outside of the control of the contracting leadership.
     As General John Jumper said when he introduced the FD concept, “There is 0% chance that we got this 100% right”.  We want to hear your feedback on the process.  If you have ideas on how to improve our contracting civilian force development approach, feel free to provide your thoughts to any member of the DT or to the Contracting Career Program, AFCP/DPKCQ, DSN:  665-4507.
