Development of Career Program Managers Break-out Session Outbriefs
Team 1 Engineer and Scientist Career Program
1.  Incorporate acquisition corps paths into CP-18 guidance (Facility Engineer, Administrative Contracting Officer for construction)..

2. Review PM Career Development Plan in context of defining CP-18: look at how technical capabilities are addressed, and clarify relationship to a career program; revisit concept that anyone can be a PM- but are they the best.

3.  Balance managerial and technical training, seems technical has dropped off.  Identify and support mandatory technical training for CP-18 (example: ACTEDS focused on leadership training).

4. Need to define NSPS pay levels within Corps; broad pay band two so we are consistent, and do not feed within ourselves- has applications to IMCOM.

5. Expand the CP-18 perspective to include external stakeholder such as academia; professional societies.

Summary of discussions in the notes.

1. There are not two career paths, technical and managerial.

a. Three career paths: technical, managerial, and organizational leadership (combines both).

b. Four career paths (if we tell entry level employees there are only two we will lose them); need a more diverse road map of technical, managerial, leadership, add a third for a generalist career path that allows the person to move back and forth between all areas, grow their perspective.  This should help us get the right people into management stream.  Avoid locking into a career path.  The path to success is diversity.

c. Need to maintain the technical credentials when filling managers of technical staff.

d. Recognize reality that we have engineers that when they reach the journeyman level decide they want to be a PM; need to prepare them the best we possibly can for this reality.

e. Facility Engineer program requires an acquisition career path; encourage integrating this into the ACTEDS rather than as a separate initiative.

f. Need to keep asking the question “Who can do it best” when we establish and fill positions; there seems to be a tendency to be inclusive across disciplines, educational backgrounds when it comes to leadership that moves away from “best”.

g. Career paths through DIWIA, PM certification, technical: need to consider the nexus to our career paths.

2. ACTEDS:

a. ACTEDS CP-18 website and plan generally not found to be useful; Stan from Baltimore has two other references he does use frequently; will share these after the conference (Ten things I wish I knew when I was an intern; and MSN.com research.

b. Need transparency on how ACTEDS funds flow; and for this funding to help us fund technical training.

c. Identify a battle rhythm for training that is the basis for the training budget, and prioritization; maintain the course and address new initiatives in context to the battle rhythm and current strategy..

d. Refocus CP-18 ACTEDS funding to technical (current guidance for this year is a preference for leadership training).  Mandates take a significant amount of the organizational budget training dollars (NSPS, CEFMS, and on) that caused us to postpone our technical training.  Pressure on budgets has squeezed out everything but leadership training in some organizations; others seem to be able t o insist on retaining their technical budgets.

3. Definition of CP-18:

a. Confusion on exclusions- such as PMs who are engineers, architects, scientists who are not included.

b. Need to define a standard training plan approach that establishes some consistency.

c. Program needs to be thinking NSPS, get out of the GS scale thinking.

d. Expand our perspective, we are very inwardly focused; include academia in our CP-18 program, tap the CoPs within the Corps to guide our efforts. 
e. Add commentary on professional licensing to CP-18 guide.

4. Recruiting

a. Integrate our recruiting efforts: when people visit universities; colleges be knowledgeable on other vacancies; make it easier to get the vacancy information.  Need a venue to communicate the needs; consider including all Army requirements (labs, IMCOM).

b.  Think about vacancy announcements with broaden geographic locations listed so if a robust list is given another organization could hire off from the list; initially for interns but maybe into the future.

c. Need some consistency at the grade level we are hiring interns; they see the disparities and are demoralized (example of GS-7 or 9).

d. Typically (emphasis typically, there are exceptions) it is too early during DA training to be talking about all the career options in the Army; when they are moving toward graduation they will have a more realistic perspective of what is available.  Need to have those career paths defined, know what the requirements are for entry into their permanent position.

e. Utilize predegree opportunities to get people on-board, with potential to hire after graduation (SCEP, STEP).

Parking Lot

1. Discourage interns from going directly into PM; check the career development plan to assure technical competency of the PM is addressed.

2. PM skills need to be defined and held to standard: know decision-making processes; understand the technical component of the team they lead; address process for selecting PMs including addressing education/degree considerations (can be addressed in selection criteria factors when filling 340 series positions, or required for PM positions that are CP-18 classified).

3. National contracting firm: issue in discussion in other areas as to who manages the construction; need to discourage fence-building

4. Commanders are being trained to go to their DPM for everything; the Chiefs of Engineering and Construction are consulted less and less: need to restore reliance on the technical team in balance PM. 

Team 2 Basic Career Development Planning

Ground rules: document (guide) needs to be a CP-18 document that is usable by all, not just the Corps; single document.; all levels, not just supervisory.

Dialogue: An updated guide is needed that can be used across career field; acknowledge items that are common across everyone (mentoring concepts); put in appendix items that are more specific to a target group.

Other important aspects: An on-line document, hyperlinked to tools that are helpful to newcomers.

· Mentoring- young team members need to be encouraged to participate; structured mentoring programs at organizations.  

· Discussed importance of mentoring: it needs to be one of the strongest pieces of the guide book; most of the entry level employees have never heard of mentoring.  

· Requirement to select a mentor should be included for a new employee.

· Mentees/mentors should be matched up with someone they can explore a mentorship relationship with who is outside their supervisory chain.

· Encourage employees to “ask” mentor to be their mentor.  

· Set up a mentoring course (such as HND) and make tools exportable or virtual to make them available to greater audiences.

· Emphasize supervisory training for counseling newcomers into the organization and also counseling for all CP-18 employees in the organizations.

· Roadmap: IDP’s are critical to mapping out the future goals. Add to guidebook the need to look at organizational goals before writing IDPs; 

· Consider organizational goals before we assign employees with their IDPs.  

· Need criteria  such as METL to match up individuals to developmental opportunities (organization-specific). 

· Supervisors need to encourage employees to decide where they want to go and to document in IDP “What do I want to be when I grow up?”

· 3-5 year goals

· Training

· The above items need to be aligned.

· Missions have changed since we came on-board, so employees may have to do some different things.

· Mobility/Flexibility- Look to get depth and breadth of experience, to help prepare one for future changes in mission.

Career Program Manager training course for all members of the team (ACPM, supervisors, senior leaders) is needed Army-wise; suggestion raised that it should be broader than CP-18.  Learning Center could possibly help develop the course.  A related item would be to check if the CES training addresses career development.

· Add to guidebook an emphasis for mobility and flexibility.

· Commitment by CP-18 ACPMs to:

· Seek out five or more team members per month to counsel an employee.

· Shadowing opportunities for CP-18ers.

· Encourage your staff to seek out 5 per month.

· Tools, tips, ice breakers: follow-up on the good ideas we’ve heard about at the conference regardless of the national initiative: make it happen locally while the help across the organization develops at glacial speed.  Ideas like birthday celebrations, confetti, walk-arounds need to be stepped up with supervisors.

· Take a birthday card to employees, then start talking.

· Stop at workstation and just start talking.

· Chief’s possible inputs:

· Commit resources to develop a class to (no kidding) teach CP-18 CPM: learn how to approach the resonsibilities of the CPM, including carrer planning; mentoring, IDPs and other counseling;

· Chief working with IMCOM Commander to strengthen relative to CP-18 to assure emphasis across all Army.

· NSPS mandatory supervisory objective needs to address mentoring, coaching, counseling responsibilities.  In general, coaching needs to be strengthened.

Team 3 Advanced Career Development Planning

· Broader perspective

· Dual track (tech/managerial)

· Build on technical proficiency

· Path for senior technical leaders

· Supervisory and midlevel management leadership opportunities.

· Competency requirements at advance level

· Rotational assignments

· Take on complex projects

· Mobility

· Highly encourage professional credientials

· Clarity on training program

· Partnering with other institutions

· Engage mid level management in:

· Mentoring

· Coaching

· Bringing up subordinates

· Advanced Courses: relevant to the Army to meet future challenges

· Available career path

· Adaptive to DoD strategies

· Visionary technical training

· Public sector workshops

Team 4 Executive Development

Looked at target audience, where this will be a value proposition.

1. ECQ

· General (5)

· Technical
2. Experience

· Functional

· Program

· Organization

· Supervisory

· Expeditionary mindset

· Advance degree

· Strategic (out of scope)

· Mobility/Stability (recognized to be valuable)

· Developmental assignments: partners; customers; industry

· Visibility signature program

· Training

· Prior experience

· National team involvement (regional for people at districts)- get into strategic mode vice execution

3. SES Road map CP-18 position (key positions such as director of a lab or IMCOM): define PD, experience

4. Succession Planning: mentoring, organizational health, performance measure for senior leaders (seek to improve our efforts).

5. Feedback (attract/retention): exit interview with SES; GS-15/PB-3 Network

Resisting Forces: mobility, compensation concerns $, assignment management, perceived value.

Driving Forces: passion for service (level 5); developmental; asked to do it; advance training (rarely the critical factor for selection but is a consideration for developmental assignments).

Training Opportunities: 

· FEI Fed Ex Inst

· Senior Service Colleges

· DLAMP

· Center for Effective Leadership (Leadership @ Peak)

· Harvarad Fellowship

· Strengths “know thy self”

Team 5 Your Career Planning

· Define Roles

· Mentoring: obtain a match; consider potential, future mentors, mentor progression

· Plan: recognize it is a moving target: sample plan, realistic expectations (near and mid term).

· Realistic Expectations: talk opportunities but realize the force structure

· Individual Plans versus Agency Vision; agency perspective.  IDPs: nested within a current agency focus with strategic considerations  

· Alternate time frames: Redefine plan to near-term, on to out-years rather than by 5 year grouping used in NPD plan.

· Define trends

· How to address/plan for short term/rapid turnover workforce.

· Define agency core (technical ) competencies; synchronize these across CoPs example dam safety issued by E&C, was Ops and PM in the loop?

· Corporate or Functional

· Set an azimuth and develop plan that is clear, provide CP-18 recommendations..

· Give opportunities to be a part of solution: input by and for people in the career program (Bob’s input :consider a business model for the small team representative of the larger group to gather for purposes of creating draft that will be reviewed by all rather than a virtual team doing this an another duty as assigned; need team to have purpose statement to work within).

· Promote advanced degrees, centrally funded.

Executive Management Training Center 508.765.8000; Google Army Executive Management Training Center, go to products/services leadership development.
Conference action items (Trish Opheen’s list)

1. Make available conference briefings, input from flash of brilliance cards, conference session notes; list of DA Intern managers in each organization (routed to attendees for input) and other resources provided by conference attendees.
2.  Distribute information on Strength Finders tool

3. Review ACTEDs plan draft chapter on Master Intern Training Program, provide comments (significant discussion items during conference; Mohan Singh is proponent).   http://ulc.usace.army.mil
4. Consider creating a CP-18 mailing list of interested, active participants, recognizing there would need to be ground rules on use of the information so the MSC’s have a chance for input, or guidance on action items..
Career Counseling and Team Motivation Session

References:

· Love ‘em or Lose ‘em; Kaye, Jordan-Evans; quick, alphabetical reference, highly recommended by Kristine Allaman
· First, Break All the Rules, Gallup Corp: not specifically on strengths but a worthy read
· Now, Discover Your Strengths, Gallup Corp: learning individuals strengths
· Strengthfinders 2.0, Gallup Corp: further application of strengths
Steps for a successful dialogue:
1. Know their talents, motives (consider offering strengths training, sending person to a subject matter expert).
2. Offer your perspective (on the person’s strength, use inquiring questions).
3. Discuss trends (threats, opportunities, political changes, what is changing in industry, what really counts for success in our organization, suggested reading: look for positives).
4. Discover multiple options: lateral, explore, enrich, realign, relocate.
5. Co-design an action plan: a four-part balance between career, family, self, and community.
Recruiting Session


Recruiting recent graduates (DA or local interns):

· Form model of CPAC for best service
· Direct hire authority: 
i. Streamline and simplify
ii. Local authority (vice GO authorization)
iii. Early offers- compete with industry
iv. “Banking” position into an account (TDA type, TTHS- spaces but no money).
· Informal feedback to candidate that they are on the top of the list; offer is in the process.
· National recruiting fairs: consider providing information on opportunities in other regions.
· Recruiting at conferences 
· Reenergize the co-op program (seems this is already possible locally)
Civilian Education System

Command and General Staff College CES provides consulting services as well as classes.  Consulting includes facilitator services for meetings.

Internal Leadership Development Course replaced by on-line Foundation course which is being reviewed to see if on-line entirely is the way to go.

PME I & II was to go away, is now in development as SCLCEP (Senior Civilian Leader Continuing Education Course) pilot four day course; still includes a case study, but has added insights into the Army, intended to be a refresher.  Authorized to do two pilots.

Courses have a “required” designation; OPM doesn’t allow it to be a criteria for selections, Army looking into how it can be required within a period of time after a promotion, not resolved.  Message is the requirement is now emphasized.  Waivers for attendance are a G-3 action.  Distinction in requirement for Intermediate and Advance  Course; both say within 2 years of supervisory position but Advance Course is intended to be higher level (use to be GS-13 to 15, unclear how distinction will be communicated within NSPS pay band).

Observation made that as these training hours are imposed on technical supervisors/team leaders the technical training will have to take lower priority, conflicting with maintaining technical competency.

Just Google Army Command and General Staff College to get to CES.
Career Development Program (CPD) training intentions were clarified during the conference: funding required to be used for strategic development not tactical training to meet current mission (organizational overhead funds are the correct source for that training); however, messages that leadership courses are the priority does not exclude covering university graduate courses;  just need to make the distinction between tactical and developmental.

Technical Comptency Discussion (Hedgehog session)

Allen Chin: need to wrestle in the coming months with where we believe we need to focus our technical competency to be prepared for the future.  Hedgehog concept has three circles in model: What drives are economic engine (probably professional), what can or are we the best at, and where are our passions.

Two slides: 

· Shaping Skill Sets Face the Realities of the Future; What Type of Technical Competency.

· Maintain and Sustain Competencies: Recruit and Attract the Right People; and Partner with Industry

Actions for Change Briefing: Professional and Technical Expertise presentation by John Jaeger.

National Technical Competency PDT (senior leaders James Dalton and Pat Rivers).  Strategy involves five steps, identified in the slides.  Separate committee looking at deployment requirements.  Intent is to define baseline capability, and surge; risk based on scenarios.  Recommendation made to bench mark (or learn lessons) from other agencies who have done this before: DOE, BLM; or A-76 studies such as Navy lesson on IT: suggested a balance to the proposed bench marking with industry.  Suggestion made to recognize difference between military and civil works programs, argument can be made we could buy military required competencies but less applicable in civil works; however, don’t lose sight of the common ground such as deployment needs for vertical design capability. 
