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We are pleased to issue this revision of the Air Force Scientist and Engineer Career
Program Strategic Plan. The revisions are minor but necessary to reflect a slight shift in
alignment of our focus on continuing to provide a framework for development of our
scientists and engineers. Specifically, we have combined our previous Goal 3
(Workforce Development) and Goal 4 (Leadership Development) into a single Goal
emphasizing Career Development. We are pleased that, on reflection, the remainder of
the Strategic Plan continues to be valid, thus reflecting its strategic nature.

Perhaps more important than the above minor realignment of SECP Strategic Plan Goals
are the very important activities that the Air Force has undertaken as a result of our
original plan and the dialog that it helped generate among the senior most Air Force
leadership. Foremost among these was the hosting by the Secretary and Chief of Staff of
the first ever Air Force Scientist and Engineer Summit. This event brought together the
most senior leaders in the Air Force to review, discuss and debate recruitment, retention
and development of scientists and engineers. It resulted in a Scientist and Engineer
Concept of Operations being generated (a first for any Air Force career field) as well as
direction to perform a complete bottom-up requirements review for this vital area of the
work force. The Concept of Operations has been completed and is nearing final Air
Force coordination. The requirements review has been initiated and will be completed
this year.

We are very excited about the advancements being made in our career field and look
forward to continuing this important activity.

DONALD C DANIEL, PhD WILBERT D PEARSON, Jr.
Deputy Assistant Secretary Major General (s), USAF
(Science, Technology and Engineering) Director of Operations

and HQ Air Force Materiel Command
Chairman, and

Scientist and Engineer Career Program Vice Chairman,

Scientist and Engineer Career Program
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As we move into the 217 Century, it will take leadership and cooperation across all
function} arcas to mold our Air iorce to meet the national security demands of the future. Air
Force leadership has tecognized the need to strueture ourselves to meet these demands and
change how we do business. This requires us to evolve as a Serviee through moderization into
a scamless acrospace force; to define expeditionary serospace force processes, structures.
procedures and mindsets; and to improve our efficiency.

The Air Force acquisition and personncl communities swongly support proactively
preparing ourselves for this future. We subsequently directed the Seientist and Engincer Carecr
Program leadership to plan for consistent military and civilian career management. Change is
incvitable and as we face added change over the next several years, the leadership texm of the
Scientist and Engincer Career Program will use this strategic plan as its framework.

The Strategic Plan communicates the Alr Foree vision and goals for our Scientist and
Engineer workforce. Although we cannot predict the future with certainty, we can, through this
Strategic Plan, improve our ability to shape it and betier respond to change. We can also
increase our cfficiency, effectiveness, teamwork, and quality. We commend this plan to all
levels in the Air Force and encourage your involvement in making it a reality.
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AIR FORCE 

STRATEGIC PLAN

FOR

SCIENTIST AND ENGINEER CAREER PROGRAM

1.  PURPOSE.   To define the Air Force strategy for the Scientist and Engineer Career Program.  

2.  INTRODUCTION.   Toward the end of World War II, General of the Army Henry Harley “Hap” Arnold asked Dr. Theodore von Karman to “gather a group of scientists who will work out a blueprint for air research for the next twenty, thirty, perhaps fifty years.”  In 1945, their recommendations, Toward New Horizons, charted a long-range aerospace research and development program for the nation and created the framework for the development of the Air Force’s military and civilian scientist and engineer community. 

The Scientist and Engineer Career Program Policy Council was formed in 1988 to ensure a strong technological capability within the Air Force civilian workforce.  The council subsequently initiated a pilot Scientist and Engineer Career Program in 1989.  In 1991, a formal Air Force-wide Scientist and Engineer Career Program was started.  The Scientist and Engineer Career Program Office was also established in 1991 as the operational element of the organization to administer the program.  Today the Program provides career development, accession opportunities, and referral management support to senior Air Force leaders and a functional community of approximately 10,000 civilian scientist and engineers.

In 1997, the Scientist and Engineer Career Program Policy Council realized that the program had a reactionary stance to this external environment.  Furthermore, the council determined that the program had matured sufficiently to influence the Air Force mission, and could proactively shape the scientist and engineer community, influence the Air Force personnel system, and enhance the career program system.  In December, a concentrated effort began to develop and implement a long-range vision for the Scientist and Engineer Career Program.  This Strategic Plan is the result of that effort.

In December 1997, the Acquisition Professional Development Council approved an initiative to enhance career management within the acquisition disciplines. In a memo dated 1 April 1998, the Principal Deputy Assistant Secretary of the Air Force for Acquisition requested that the Scientist and Engineer Career Program, the Program Management Career Program, and the Contracting and Manufacturing Career Program expand their charters to include oversight of the functional area’s military workforce.  She further directed the military assignment and civilian career management teams at the Air Force Personnel Center to immediately begin to jointly identify and work unique and common issues affecting the military and civilian components of each functional area.  

Subsequently, in a 12 August 1998 memo, the Air Force Director of Personnel Force Management instructed that joint oversight of military and civilian career management should, as a minimum, include review and analysis of the workforce to:  determine if we are identifying and encouraging quality individuals to make a career in the Air Force;  ensure the workforce is being developed in a manner to produce effective leaders through planned development activities, such as career broadening, or increasingly higher levels of responsibility, education and training;  ensure appropriate career paths that are clear and compatible with those for civilians.  The Scientist and Engineer Career Program Policy Council incorporated the Acquisition Professional Development Council initiative, the Principal Deputy Assistant Secretary of the Air Force for Acquisition direction, and the Director of Personnel Force Management guidance in the development of this Strategic Plan. 

Historically, the career development and management for military scientists and engineers has been decentralized and left to the local chain of command.  The supervisor and/or commander are responsible for providing feedback to, evaluating, and mentoring their officers.  The military scientists and engineers are obligated to understand proper career progression and to take the initiative to seek counseling/mentoring from senior leadership within the specialty and chain of command.  The scientist and engineer functional community provides the policy and guidance on expected career progression, training, and growth for a successful career.  Although Air Staff functional oversight has been minimal, the Officer Assignment Team at Air Force Personnel Center links all this together by implementing personnel and functional policy while making assignments.   

The Scientist and Engineer Career Program Policy Council used the Quality Air Force strategic planning process in the creation of this plan.  The process included assessing the Scientist and Engineer Career Program values, envisioning the future of the scientist and engineer community, analyzing mission requirements, assessing current capabilities, and developing the strategy for the Scientist and Engineer Career Program to achieve that vision of the future.

3.  SCIENTIST AND ENGINEER CAREER PROGRAM MISSION STATEMENT.   Provide the framework to build and maintain a civilian and military professional force of Air Force scientists and engineers that supports the Air Force mission...an agile workforce that quickly responds to the technology challenges of the 21st century.

4.  SCIENTIST AND ENGINEER CAREER PROGRAM VISION STATEMENT.    



         THE SCIENTIST AND ENGINEER CAREER PROGRAM...

                         

  Shaping the technological skills of tomorrow’s Aerospace Force

5.  SCIENTIST AND ENGINEER CAREER PROGRAM CORE VALUES.   These core values are a reflection of the Scientist and Engineer Career Program’s organizational beliefs, operational philosophy, and personal values.  We fully expect these values to drive our decision making and support and influence our behavior.  Adherence to these values is essential to our success.


a. Fostering a complementary civilian and military workforce to maintain technical superiority:  We believe that Air Force leadership should pay equal attention to and provide equal opportunities for civilian and military career growth.   The Air Force scientist and engineer community, military and civilian, is one team with one mission.


b.  Embracing balanced technical, managerial, and leadership competencies:  We believe that the foundation of a strong technical and managerial leadership in the Air Force is based on blended technical and managerial career growth within the scientist and engineer community. 


c.  Earning respect through professionalism and commitment to Air Force values:  We acknowledge that our scientists and engineers are bound, not only by the Air Force values of Integrity, Service Before Self, and Excellence In All We Do, but also by the highest level of ethics of their particular profession. We uphold scientists’ and engineers’ rights that include reasonable compensation, meaningful employment, treatment as professionals, a good working environment, and reasonable control over their careers.

d. Providing a framework for scientist and engineer professional and leadership development:  We believe that there should be a well defined framework for personal development and career progression that balances the needs of the scientist and engineer workforce with current and future Air Force science and engineering mission and leadership needs.  We must assure scientists and engineers are competitive with leaders in other career areas by ensuring that training, education, and career broadening opportunities provide needed flexibility and appreciate workforce diversity.

e.  Supporting the scientist and engineer community while strengthening the Air Force:  We understand the important responsibility of the scientist and engineer community in developing the Air Force’s future.  Supporting the scientist and engineer community while strengthening the Air Force is key.  We believe a stronger Air Force can be achieved through a meaningful partnership and effective connectivity of the scientist and engineer profession with corporate Air Force and other Air Force career programs.

6.  STRATEGIC GOALS.   The following strategic goals are the centerpiece of the Strategic Plan for the Scientist and Engineer Career Program.  Each goal includes objectives that require corporate actions to enhance mission accomplishment.  

a.  STRATEGIC GOAL 1:  Achieve and maintain a sound estimate of, and corporate Air Force agreement on, future requirements for scientist and engineer needs.

Objectives:  

(1)  Establish total military/civilian/in-house contractor scientist and engineer baseline. 

(2) Maintain total baseline and update annually.

(3)  Establish a process to establish out-year Air Force scientist and engineer requirements. 

(4)  Develop a process to continuously refine out year Air Force scientist and engineer requirements.

(5)  Apply processes for baseline and out year projections.

(6)  Determine skill sets (civilian occupational series and Air Force Specialty Codes) required for future military/civilian/in-house contractor Air Force scientist and engineer workforce.

b.  STRATEGIC GOAL 2:  Consistently recruit and retain the right mix of highly qualified Air Force scientists and engineers.


Objectives:  


(1)  Baseline and develop a process to continuously update scientist and engineer recruitment/retention issues.

(2)  Provide incentives and remove institutional impediments to recruitment and retention.

(3)  Provide competitive compensation.

(4)  Establish, update annually, and forecast actual and desired Air Force scientist and engineer workforce demographics.  

c.  STRATEGIC GOAL 3:  Assure a high quality S&E workforce responsive to Air Force needs through career development tools and opportunities.


Objectives:  

(1)
Refine & communicate suggested career paths for all civilian and military S&Es.

(2) Pursue implementation of a process to aggregate and prioritize individual career development and training requirements to meet individual and corporate needs.

(3)  Assure adequate resources and opportunities for meeting expectations of career development requirements. 

d.  STRATEGIC GOAL 4:  Create and sustain a Scientist and Engineering Career Program that is highly valued by its customers.

    Objectives:  

(1)  Advertise and communicate today’s Scientist and Engineer Career Program values from all three major customer perspectives (Air Force organizations supported by scientists and engineers, supervisors and managers of scientists and engineers, and the scientist and engineer workforce). 

(2)  Continuously assess/measure Scientist and Engineer Career Program customer value to each major customer group.

(3)  Implement improvements to the Scientist and Engineer Career Program that increase responsiveness to the customer. 

(4)  Provide a flexible, complete, effective and efficient Career Planning and Career Managers  Guide to meet customer’s needs.

7.  REVIEW OF THE STRATEGIC PLAN.   The plan will be evaluated semi-annually by the Scientist and Engineer Career Program Policy Council.  Revisions to the plan will be published as required.

8.  COMMENTS ON THE STRATEGIC PLAN.   Suggestions or recommendations for improving the strategic plan are welcome and can be directed to:

Scientist and Engineer Career Program Office

210-565-2252



AFPC/DPKCW





DSN 665-2252




555 E Street West Suite 




secp@afpc.randolph.af.mil


Randolph AFB TX  78150-4530



Summary of changes:  Combined Strategic Goals for Workforce Development (old Goal 3) and Leadership Development (old Goal 4) into the new Goal 3 (Career Development).  Combined the objectives from the old Goal 3 and Goal 4 into the current Goal 3 objectives. Renumbered Strategic Goal 5 as Goal 4.
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