Panel for Contracting Integrity
Proposed Workforce Topics for 2014

An overarching human capital strategy for the acquisition workforce is the hiring and retention of a qualified workforce.  The Department leadership is implementing quality-focused initiatives that will strengthen the capability and readiness of the existing workforce since ultimately, it is the quality of the workforce that determines acquisition outcomes.  The below tasks will facilitate the implementation of Better Buying Power initiatives to strengthen the quality, readiness and performance results of the contracting workforce.  

1. Evaluate the Basis of Certification for Each Level of Certification in the Contracting Career Field 
Supported by Senior Leaders 

Task:  Evaluate revising the current years of experience to get certified in Levels I, II and III for the Contracting Career Field. 

Currently, the number of years to get certified at Levels I, II, and III is 1, 2, and 4 years respectively which causes all formal DAU training to be completed up front and early in the contracting career field.  There is recognition that the timeframe to meet certification is too condensed and lessens experiential learning early in a career by pushing entry level workforce members through training too quickly before getting sufficient experience.  

Extending the years to complete the required courses for certification will allow a reasonable balance of learning experientially through on-the-job experience and formal training for those starting out in the contracting career field.  The workforce members will have more time to get real work experience and be better able to contribute to the resident courses.  

The focus group may determine that one year is sufficient to complete Level I certification, and that Levels II and III should be extended from the current 2 years to complete Level II to 3-4 years, and that Level III should be extended from the current 3-4 years to 5-6 years.  

A major concern is the connection between certification levels and promotions.  There is no statutory basis that requires an acquisition workforce member to accomplish a specific level of certification in order to get promoted in a career field.  The subcommittee will have to review the task from both a civilian and military workforce perspective, and assess the impacts to promotions and intern programs, and determine what policies and hiring processes would have to be changed in order to uncouple promotions and certifications.  

2. Continuous Learning
Senior Leaders agreed to “table” topic pending signature of the USD(AT&L) Recertification Memo; provide draft memo to senior leaders and revisit once memo signed.

Task:  Identify learning assets, training opportunities, and experience for professional currency in the Contracting, Purchasing, and Property career fields.  
Address guidance for the future career group (21-25+ years to retirement eligible), 
mid-career group (11-20 years to retirement eligible), and senior career workforce 
(10 years or less to retirement eligible).  Review skill gaps of the various career groups identified from the competency assessment and recommended professional/continuous learning opportunities to address these gaps.  Consider the Panel’s Subcommittee 5 report for refresher training for the mid-level career group.

Statutory and AT&L Policy Basis:  DAWIA requires professional currency through continuing education.  DoDI 5000.66; requires Defense Acquisition Workforce members to stay current and proficient in functional disciplines, policy initiatives, and leadership and management skills by completing 80 hours of continuous learning points every two years.  

3. What Counts Towards the 24-Semester Business Hours for 1102’s
Senior Leaders supported having DPAP/CPIC & HCI draft a legislative proposal to revise the statutory qualification requirements in sec. 1724 Contracting positions:  qualification requirements (attached) to delete the 24 semester credit hours for the 1102 occupational series, similar military positions, and Contracting Officer positions.  Note:  The 24 semester credit hours also apply in sec. 1724 to "specified developmental positions, and the Contingency Contracting Force (CCF)" which was not discussed during the Panel meeting. 

Task:  Draft a legislative proposal to eliminate the completion 24-semester credit hours requirement for 1102s under 10 USC 1724.  

Statutory and DoD Guidance:  10 USC 1724 Contracting positions; 
separately (not discussed at the Panel meeting but for general information) are 
10 USC sec 1723, General education, training, and experience requirements and 
sec 1732. Selection criteria and procedures. 

4. Review Best Practices for Mentoring and Coaching Development Program
Supported by Senior Leaders

Task:  Review existing mentoring and coaching development programs for the contracting career field, and determine what guidance could be provided to organizations to facilitate the informal transfer of knowledge.

Review existing programs and determine if these programs may be used as a template for other buying components.  Consider the Panel’s Subcommittee 5 report entitled “Assess Mid-Level Refresher Type Training Needs” as part of the research effort, 

Mentoring shapes future leaders and links entry level workforce members with experienced professionals for career development.  A mentor facilitates personal and professional growth by sharing the knowledge and insights that have been learned throughout a career.  Mentoring partnerships have been found to be significant in career development, organizational success, and career satisfaction.  

The Department has a very senior contracting workforce with approximately 16.1% eligible for retirement, 17.6% eligible for retirement within the next five years, and 47.9% eligible for retirement within the next ten years.  Mentoring and coaching who deliver and sustain effective and affordable war fighting capabilities, and demonstrate good stewardship of taxpayer dollars.

Sharing best practices could facilitate transfer of critical contracting and leadership skills and help further develop qualified contracting professionals.  


Proposed Contingency Contracting Topic for 2014

1. Contracting Tools for Future Contingencies:  Identify what tools can be deployed in preparation for future contingencies operations to help mitigate some of the issues that were sustained during the Iraq/Afghanistan contingency.
Supported by Senior Leaders; DPAP/CC advises volunteers are not needed at this time.
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GAO-13-212 report, entitled “Warfighter Support:  DOD Needs Additional Steps to Fully Integrate Operational Contract Support into Contingency Planning” was issued on February 8, 2013.  It stated that DoD needs additional steps to fully integrate operational contract support (OCS) into contingency planning.  

A review of DoD tools can assist in implementing OCS in a contingency environment.  The tools deployed by DoD in such an environment do not just involve contacting officer; they also involve everyone in the acquisition cycle to include the users/requirers and/ or Program Managers.  Implementation of contingency tools for future contingency can help mitigate challenges faced in Iraq and Afghanistan.

Review the following existing tools and determine if these should be used as in future contingencies and identified in OPSPLANs:
3 in 1 tool:  Field Ordering, Receiving, Payment Tool (3 in1):  A technology-based solution to record and transfer data used by DoD agencies when conducting on-the- spot, over-the-counter field purchases of supplies and non-personal services (cash and carry type purchases in circumstances where the use of the Government Purchase Card would generally be appropriate but isn't feasible.  

oContrax:  Supports expansion of current contingency to future contingency proof of concepts which implements PRDS, PDS, Internal controls and changes IDIQ contracts to ordering vehicles.  oContrax expands solicitation types, instrument types, contract types and contract action list. 
