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DoD-Wide Contracting Competency Assessment
Background:  The Director of Defense Procurement and Acquisition Policy (DPAP), serving as Functional Leader for the Contracting Career Field, is working hand‑in‑hand with DoD’s Senior Procurement Executives and the Defense Acquisition University (DAU) to develop and execute a human capital plan for the DoD-wide Contracting Community.  This plan will put in place a continuous competency-based management process to define the competencies required for the Contracting Community to deliver mission critical capabilities; assess competencies resident in the Contracting Community and identify gaps for current and future requirements; and align/adjust personnel strategies to address competency gaps and provide opportunities for training and development.

In March of 2007, the Department completed development of a comprehensive Contracting Competency Model that defines behaviors and underlying knowledge, skills and abilities (KSAs) that define superior job performance for the contracting workforce; provides insight into the full spectrum of contracting job requirements and career opportunities; and serves as the cornerstone of a human capital strategy to identify and fill capability gaps.  Between now and July 2008, we will use the Contracting Competency Model to conduct a Contracting Competency Assessment of all military and civilian members of the DoD-wide Contracting Workforce. 
Purpose:  Results of the Contracting Competency Assessment will provide a complete inventory of competencies which exist in the DoD-wide Contracting workforce; identify current and projected competency gaps; and support workforce development in ways to best fit the strengths and weaknesses of the workforce and the needs of the contracting mission.  In addition, data from the assessment process may also be used on an individual basis for personal and professional growth by guiding individual development. The Contracting Competency Assessment is not a performance management tool. Identification of skill gaps will not affect the employee’s performance appraisal or result in them being moved from their current positions.  
Methodology:  The assessment will address eleven units of competence comprised of technical competencies, professional competencies, and technical elements with supporting knowledges.  Results of employee self-assessments and supervisor/equivalent assessments will be combined to derive a proficiency score for each workforce member in each competency/element.  The proficiency score will be used to determine the inventory of competencies for the DoD-wide Contracting Workforce.  Proficiency scores will be compared to one of six mission area proficiency standards to determine competency gaps across the DoD-wide Contracting Workforce.  Frequency and criticality data will be used to analyze/prioritize competency gaps so that workforce development efforts may focus on the needs of the contracting mission.
Workforce members may learn more about the Contracting Competency Assessment by checking the contracting competency link on the DPAP website  
http://www.acq.osd.mil/dpap/ops/contracting_competency_assessment.html. 

