
                                   Minutes

Scientist and Engineer Advisory Council (SEAC)

Tuesday, 9 September 2003

Introduction


Lt Gen John D.W. Corley, SAF/AQ and Chairman of the SEAC, opened the meeting by welcoming members and attendees and thanked them for taking their time to participate.  He introduced one new voting member of the group, Mr. Jon Ogg, AFMC/EN and two new ex-officio members of the group, Mr. John Over, OC-ALC/EN and Dr. William Borger, AFRL/XP.


Lt Gen Corley’s opening remarks emphasized the significance of SEAC meetings, and success of the first annual Air Force Scientist and Engineer (S&E) Awards.  He stated that emerging policies and procedures derived from the SecAF and CSAF’s Force Development construct will make the SEAC’s involvement with proceedings of the S&E Development Teams increasingly important. 


Mr. James B. Engle, SAF/AQR and Vice Chairman of the SEAC, reviewed the agenda and led discussion on a variety of subjects.

AQR Topics


Mr. Engle briefed the group on the winners of the first annual Air Force S&E Awards.  He stated that there are many S&Es in our workforce who deserve recognition and he hopes as the competition matures we’ll receive higher numbers of nominees.


Mr. Jon Ogg, HQ AFMC/EN, asked what procedures are planned for recognizing award winners.  When Lt Gen Corley and Mr. Engle explained that award elements and certificates will be mailed to local units for appropriate ceremonies, Mr. Ogg asked that we consider a ceremony in the Washington, D.C. area.


Lt Gen Corley and Mr. Engle agreed to revisit the issue of how and where winners will receive their recognition.
Action Item #03-03-01: Review appropriate method of recognizing Air Force S&E winners.       OPR: SAF/AQRE
    SUSPENSE: 9 Jan 03


Mr. Engle discussed the HQ USAF/DP “Super Council” meeting where functional leadership addressed the shortfall in the FY03 Civilian Permanent Change of Station (PCS) account.  He reviewed the recommendations of the Integrated Process Team (IPT) that was chartered to examine the issues after the Air Force Council expressed concern.


Maj Gen John Speigel, HQ USAF/DPP, explained the Air Force Council recognized a need to add discipline to the civilian PCS budget after several years of expenditures that exceeded programmed funding levels.   There are several reasons outlay has exceeded programmed dollars including: increases in basic costs associated with relocations; more PCSs each year than used to forecast costs for the POM; and using money from this budget to pay for relocation benefits that weren’t figured into the original programming.  


SEAC members discussed the need for a model to use in forecasting the number of moves each year as well as the annual civilian PCS move costs (including all relevant cost activities).  This model could then be used to program the civilian PCS move budget.  In addition, each civilian Career Program’s share of the overall civilian PCS budget could be identified and allocated, rather than continuing the current “first come, first served” process.


Mr. Engle explained that the civilian PCS budget is a key element in implementing Force Development for the civilian workforce.  Maj Gen Speigel affirmed that the corporate Air Force acknowledges that the PCS budget will have to increase in order to fund civilian Force Development.  


Mr. Engle mentioned that SAF/AQRE has developed a Civilian PCS Model and recommended that we send it to SEAC members for their review and feedback.

AI #03-03-02: Provide SAF/AQR Civilian PCS Model to SEAC members (Atch 4)  OPR: SAF/AQRE  Suspense for comments from SEAC members to            AQRE:10 Dec 03  


Mr. Engle discussed our current inability to accurately determine the numbers of people and authorizations in the S&E workforce and the need to resolve the inconsistencies between manpower and personnel databases.  He explained that SAF/AQRE staff has developed some recommendations for solutions to problems identifying spaces and faces.


SEAC members explained there are several initiatives underway within OSD and Air Force to enhance accountability and increase accuracy of data, including an Air Force initiative to interface civilian job series with Air Force Specialty Codes (AFSC) that will enable this information to appear on the Unit Manning Document (UMD).  

AI #03-03-03: Provide recommendations for solutions to problems identifying spaces and faces to SEAC members for review and feedback (Atch 5)  OPR: SAF/AQRE       Suspense for Comments from SEAC members to AQRE: 10 Dec 03        


Mr. Ogg introduced his initiative to enhance the PALACE Acquire program to access and train people to replace the retiring workforce.  The concept would partner a PALACE Acquire resource with an experienced worker, or ‘graybeard,’ so that corporate knowledge can be passed to the future workforce.


Mr. Ogg explained that Air Force Materiel Command (AFMC) forecasts losing approximately 300 civilian employees each year in the near future.  AFMC and other commands risk losing extensive expertise without a robust PALACE Acquire program to replace these workers, and learn from them before they retire.    




Maj Gen Speigel reminded the group there are other options to consider in addition to enhancing PALACE Acquire, such as hiring more co-op program graduates.  He also recommended that a business case be built for AQ to bring to the Air Force corporate structure.  This business case must include all costs for the initiative, identify numbers of personnel requested and the programs they will support, and provide options for sourcing the costs.


SEAC members also discussed enabling PALACE Acquire interns to pursue formal Acquisition training from which they are currently prohibited.

AI #03-03-04: Develop options to enhance and fund PALACE Acquire program and provide to SEAC members for review and feedback (Atch 6)    OPR: HQ AFMC/EN  Suspense for Comments from SEAC members to SAF/AQRE: 10 Dec 03

AI #03-03-05: Resolve issues currently preventing PALACE Acquire interns from qualifying for acquisition training. 

OPR: AFPC/DPKCW

Status: Complete (Atch 7)

Briefing, “Update on Military Development Teams,” Col Craig Kimberlin, SAF/AQRE


Col Kimberlin presented an overview of the accomplishments of the S&E Development Team (DT) meetings in San Antonio, Texas in June, 2003.  He summarized the current focus areas of the DTs, including the identification of key billets that will, in effect, equate to squadron command billets.  Identifying key billets is a critical step in developing future leaders by providing opportunities for command and command-equivalent experiences.  At this time, such experiences are rare for individuals in S&E career fields.  


Maj Gen Speigel commented that although CSAF rejected a proposal to grant commander pay and the commander’s badge to command equivalent positions, he does support the concept and encourages career field families to identify these billets.  


Lt Col Anthony Amadeo, AFPC/DPASA, stated that whatever designation is ultimately put against the key billets, we need to identify the key billets and manage them via a selection board, permitting the individual hiring authorities to hire from a selected list of potential hires.  He went on to comment that although achieving the “C,” or ‘command’ prefix for these positions is the ultimate goal, the near term goal is to identify leadership positions for military S&Es.  This identification would provide a recognizable leadership potential designator for promotion boards -- a discriminator that is currently missing from military S&E workforce records.


Mr. Engle said that this identification process is not intended to convey that individuals in these billets have command authority.  Rather, it’s an issue of leadership equivalency and making S&Es competitive in the promotion process by identifying key leadership billets.


SEAC members discussed that identifying key billets is one of the steps we must deliberately pursue to ensure there are sufficient numbers of well developed officers at the O-3 to O-5 levels to fill S&E O-6 billets.   Also, members emphasized it’s important to maintain some S&E colonel-level billets in field organizations such as Air Logistics Centers (ALC) so there is senior blue suit leadership to mentor and counsel young engineers and scientists.  Lt Col Amadeo reminded SEAC members that it’s a natural progression for many officers in S&E AFSCs to transition to the 63XX AFSC, Program Manager, as their careers mature.     


The group also addressed the best way to document specific types of experience and education within the S&E career fields on each officer’s record for appropriate assignment and promotion actions.  Lt Col Amadeo explained that the Acquisition community has not historically used existing identifiers, such as Special Experience Identifiers (SEIs).  He also stated that for promotion purposes we eventually want such information to appear on the Officer Selection Brief (OSB).

Action Item #03-03-06: Develop process for military S&Es to hold assignments with “command equivalency” and develop process to track in records  OPR: 61XX and 62XX Development Teams   SUSPENSE: Ongoing


Col Kimberlin explained the draft procedure for nominating individuals for Intermediate Developmental Education experiences, and cautioned that the process must first be approved by Air Force leaders.  

Briefing, “Update on Civilian Development Teams,” Dr. Scott Roberson, SAF/AQRE & AFRL/DC    


Dr. Roberson reviewed the concurrent Air Force-level teams currently developing draft policy for civilian Force Development.  He explained that Air Force Senior Leader Management Office (AFSLMO) is leading the overall Air Force-wide Force Development IPT.  Also, HQ USAF/DP sponsored an Air Force Civilian Force Management Conference in July that focused on legislative and strategic planning issues for civilian Force Development.


When Dr. Roberson reviewed the need to find appropriate positions for the 11 S&Es finishing their Civilian Competitive Development Program (CCDP) in 2004, Mr. Engle recommended that we adopt AFMC’s model and process for identifying key civilian developmental billets.  SEAC members concurred with his recommendation.  

AFMC’s process brings together relevant senior AF functional and organizational leaders to verify the list of key GS-15 and equivalent positions in AFMC and to review GS-15 and equivalent reassignment candidates across the Air Force.  In February 2003, senior representatives of AF/IL, SAF/AQ, AFMC/CD, HQ AFMC/DR & LG, and the six AFMC product and air logistics centers met to discuss the leadership readiness and development needs of Air Force GS-15s and equivalents who met minimum screening criteria for material leadership positions.  


Mr. Engle also recommended that organizations specifically identify civilian developmental positions for the CCDP program, both FY04 and future years.

Action Item #03-03-07: Commands and organizations identify civilian developmental positions for:


- Specific FY04 CCDP graduates


- Future CCDP graduates



OPR: SAF/AQRE

(Atch 8)  Suspense for Comments from SEAC members to SAF/AQRE: 10 Dec 03 

Mr. Engle also led the group in discussing opportunities for civilian S&Es to broaden their skills in assignments within other Career Programs.  He emphasized that in order to grow leaders with a variety of essential skills sets, we need access to developmental billets outside S&E Career Program positions.

Action Item #03-03-08: Develop crossflow mechanism for civilians to develop outside S&E career program.  OPR: AFPC/DPKCW SUSPENSE: 30 Jan 04

Briefing, S&E Strategic Recruiting Plan Briefing, Mr. John Miner, SAF/AQRE


Mr. Miner reviewed the history of the S&E Strategic Recruiting plan and the current status.  He thanked SEAC members for sponsoring their attendees to the June Tiger Team and discussed the spiral development construct underway for various portions of the project.


Mr. Engle said this project does not intend to change successful recruiting processes currently in place throughout organizations with large numbers of S&E authorizations.  Rather, the effort will centralize efforts and resources in those areas that will benefit from consolidation and cooperation.

Wrap-Up
Mr. Engle adjourned the meeting by thanking attendees for their participation and commitment.  He also urged them to offer input when products mandated in the action items come to them for review and comment.    
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Col Craig Kimberlin



   Civilian (30 minutes)
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TALKING PAPER


ON

SCIENTISTS AND ENGINEERS (S&Es) CENTRAL PCS ACCOUNT

Background:


On 22 Aug 03, AF/DP held a Super Council Meeting to discuss the Civilian Career Program Central Permanent Change of Station (PCS) account.  Over the last few FYs, both the average cost of a civilian PCS has increased as well as the number of civilian PCS moves, which has resulted in a strain on the PCS account.  To address these issues, AF/DP formed an IPT to investigate money saving alternatives to reduce the strain on the account.


As a result of this meeting, AF/DP requested that each Functional Manager present their individual plan for the Central PCS account over the FYDP.  This information is detailed below for the S&E Functional.

Model Assumptions for S&E PCS Projections
- A Moves average $41,200/year

- C Moves average $14,814/year

- E Moves average $11,813/year

- Centrally Funded FDS PCS moves will stabilize at ~ 30/year 
- CCDP moves will stabilize at ~ 17/year 
- Palace Acquire moves will decrease over FYDP due to longer first duty assignments
- Force Development Moves will increase to match need to supply SES, ST


and SL candidate pool


--Assume 1 move every 4 years


--150/year at Steady State



--- 1.7 GS-15 personnel developed for each SES, SL and ST position,



--- 1.7 GS-14 personnel developed for each GS-15 position 



--- 0.78 GS-13 personnel developed for each GS-14 position



--- Development to the GS-13 level will be managed mostly by Local Supervisors/Managers
- 89 of 238 SES, ST and SL members are coded with S&E Occupational Series
-- 38% of total

FY04 - FY09 S&E Functional PCS Account Requirements

S&E Central PCS account projections include:

- New Accessions

- CCDP

- Palace Acquire Moves

- Force Development Moves
Attachment 4

-- New Accessions

--- Need ~ 600/year over the next 10 years

---- Offset AFPOA projected retirements of ~ 300/year

---- Offset AFPOA projected separations of ~ 300/year





----- Based on historical and projected trends for both         

                                                        retirements and separations





----- Retirement/separation mix will depend mostly on 

                                                        economic factors

--- Projections are that 1 out of 20 will be centrally funded PCS moves 

     ~30/year

-- CCDP 

--- TDYs and salaries are funded from central account not Career Programs

--- Post-CCDP PCS are paid via Career Programs 

--- Approximately 17/year S&E CCDP attendees

-- Palace Acquire moves









FY04
FY05


- First Duty Station Moves for SECP Palace Acquire Interns
  66
 66

- Limited PCS to/from graduate school for SECP 
 
  15 
 18

        Palace Acquire Interns














 

 
  81
 84


 -- Force Development Personnel--- 600 per year at the GS-13-15 level

--- Assume 1 move every 4 years

--- 150 per year at steady state
FY04-09 S&E PCS Projections
,
,1,9
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- Category A - CCDP Graduates and Force Development

- Category C - Palace Acquire, Includes FDS and PCS for Graduate School

- Category E - New Accessions 
- Assumptions from 22 Aug Super Council Figures

-- Force Development moves will increase to match need to supply SES, ST and SL 

    candidate pool

-- Palace Acquire moves will decrease due to longer first duty assignments

-- Centrally funded FDS PCS moves will stabilize at 30/year

-- Cat A moves average $41,200 per year

-- Cat C moves average $14,814 per year

-- Cat E moves average $11,813 per year

Conclusions  

1.  Requirement for civilian PCS account increases through FYDP to properly address Force Development of S&Es.

2.  While the increase from current FY 04 projections ($1.485 Mil) to FY 09 projections ($7.335 Mil) is ~ 490%, the increase is in direct response to adequately supply force development to personnel at GS-15 and below to meet the requirements of Senior Leader and SES Corps.
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   DRAFT

DEPARTMENT OF THE AIR FORCE
WASHINGTON DC
OFFICE OF THE ASSISTANT SECRETARY
MEMORANDUM FOR
HQ USAF/DP

FROM:
SAF/AQ

SUBJECT:  Manpower and Personnel Accounting for Functional Management 

Over the past couple of months, the Scientist and Engineer (S&E) Functional Management Team has tried to determine the number of civilians shown on both manpower and personnel data files as S&Es.  Based on our assumption that S&Es in the S&E Career Program include only those S&Es in 56 S&E Occupational Series coded with 61XX or 62XX Air Force Specialty Codes (AFSCs), our inquiries led to several interesting discoveries:


- Manpower authorizations are solely based on Air Force Specialty Codes (AFSC) 


- Personnel data files use Occupational Series in lieu of AFSCs

- Air Force S&Es are coded under 56 Occupational Series and 6 different AFSCs (61XX, 62XX, 65XX, 32XX, 33XX and 38XX) 

-- However, there are ~ 850 personnel who hold one of the 56 S&E occupational series, but not a 61XX, 62XX, 65XX, 32XX, 33XX or 38XX AFSC (as of May 2003)


- Other Occupational Series share our S&E AFSCs

-- However, there are ~ 470 personnel with our AFSCs (61XX or 62XX), but not our S&E Occupational Series (as of May 2003)

- Current policy used by the S&E Career Program office at AFPC/DPKCW to account for personnel assigned to the AF S&E Functional Authority is that an individual must hold one of the 56 Occupational Series plus ANY AFSC except 32XX, 33XX, 38XX and 65XX 

These discrepancies make it impossible to determine the number of S&Es under the S&E Functional Manager’s purview and the number of authorizations assigned to the S&E career field.  We propose three actions to assist S&E Functional Management and personnel accounting: (1) SAF/AQR work with AF/DP to resolve the discrepancies in both the manpower and personnel data systems to account for the ~ 1,320 people miscoded for either their AFSC or Occupational Series; (2) SAF/AQR create a policy that 

DRAFT
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DRAFT

establishes S&E Functional Management authority over any civilian holding any of the 56 different occupational S&E series AND a 61XX or 62XX AFSC; and (3) SAF/AQR work with AF/DP to develop a reporting methodology such that Air Force S&E personnel numbers are based on AFSC and Functional Authority purview (e.g., 61XX and 62XX S&E numbers for the S&E Functional Authority, 32XX S&E numbers for the Civil Engineering Functional Authority). 
My POC for this program is Dr. Scott L. Roberson, SAF/AQR, scott.roberson@pentagon.af.mil

JOHN D.W CORLEY, Lt Gen, USAF                Principal Deputy, Assistant Secretary of the Air Force for Acquisition

DRAFT

POINT PAPER

ON

SCIENTIST & ENGINEER (S&E)

ACCELERATED HIRING PROGRAM

Issues/Concerns


- Within the next four years, 1,700-2,700 losses are forecast to the AF civilian engineering workforce


- Many of these losses will be our most experienced and knowledgeable engineers


- Current hiring is limited to filling holes as they occur (unable to transfer knowledge from those leaving 

              to those being accessed)


- Need a strategy to accelerate the transfer of expertise from experienced S&Es before they separate

Purpose


- Provide an S&E workforce strategy linked to a realistic requirements determination, to drive 


  accelerated hiring of S&Es


- Strategy needs to address Scientist and Engineer Advisory Council (SEAC) action item #03-03-04: 


  “Develop options to enhance and fund Palace Acquire program and provide to SEAC members for 


  review and feedback”

Background


- There is recent renewed emphasis on the importance of systems engineering and contributions of the 


  S&E workforce to the Air Force (AF) mission


- There are documented concerns from S&E Summits I & II that need to be addressed to ensure 


  appropriate manning and required knowledge, skills, and abilities for strong technical workforce



-- Large number of civilian retirements projected



-- S&E workforce initiatives supported by SecAF and CSAF



-- Conducted S&E Requirements Review; endorsed and approved by AF/XPM, SecAF & CSAF



-- Overall AF S&E positions were about 10-15% short



-- Bigger problem is low S&E manning levels



-- AFMC Centers documented shortage with impacts


- The PALACE Acquire (PAQ) program has proven to be a good recruiting source for quality S&Es (see 


  Atch 1, PAQ Program Summary), especially in a robust economy 

Note: We originally proposed expanding the use of the PAQ program.  However, the cost of a new PAQ can be considerably higher than the cost of a non-PAQ new hire. Considering cost, plus the requirement for a central salary account manpower authorization for each PAQ, we have revised our proposal.  We now intend to pursue additional hires using overhires, who may or may not receive some of the perks and benefits offered to PAQs (determined on a case-by-case basis).

Discussion


- Assumptions underpinning accelerated hiring proposal



-- AF figures have been extrapolated (+15%) from AFMC numbers



-- Attrition rates will continue to vary from original loss model (used 5%)



-- Authorizations will continue to decline (assume 3% losses per year)

Evans/HQ AFMC/ENRM/DSN 787-5640/17 Oct 03
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-- Ability to fill positions is likely to decline in the future, especially during economic recovery


- Bringing in college graduates with fresh knowledge while retaining our experienced workforce is the 


  right thing to do to enhance knowledge transfer while minimizing disruption    


- Also need to hire journeyman to fill hiring bathtub (see Atch 2, Years of Service chart)


- 430-690 AF separations per year are forecast; AFMC forecast is 370-600 separations per year, 


  depending on economy (see Atch 3, Loss/Manning chart) 


- Revised Requirements Determination



-- Projected losses are based on a 5% attrition rate with 3% additional manpower cuts in the 



   FYDP



-- In the last couple of years we have targeted about 30% of new hires at the journeyman level



-- AF PAQ hiring history




--- FY04 (78 quotas); FY03 (74 quotas); FY02 (68 quotas); FY01 (25 quotas)



-- New FY04 scenario is as follows:








AFMC

AF (extrapolated +15%)



   FY04 authorized


7536


8697



   New authorized with 3% cut
7336


8436



   Assigned



7405


8516



   5% losses to assigned

7035


8090



   Accessions needed
 
  301


  346
 



   Journeyman hires (30%)

    90


  104 





   Remaining hires needed (70%)
  211


  242




   Current PAQ quotas

    70


    78 (actual quota)



   Remaining accessions needed
  141


  164



   Accelerated hiring


  100


  115


   PAQ FY01 placements

  (22)


  (25)



   Total new assessments

  449


  514

Pros and Cons of Accelerated Hiring Program

- Pros



-- Bringing in overhires allows for a three-year overlap with the existing  

                           experienced workforce, as well as mentorship opportunities



-- Overlap reduces the lapse rate as we “bank” overhires until a current employee 

                           leaves



-- Centers can target college recruiting for their most needed skills/degrees



-- Centers retain maximum flexibility to meet their engineering requirements

- Cons



-- Upfront investment in dollars



-- Have to consider AF ceiling (head count)

Funding Options


- If we assume AF needs 115 more S&Es per year, the estimated cost for salary, 

              bonuses, PCS costs, etc., is approximately $70K per year per new hire X 115 new  

              hires = $8.05M/year for four years


- Need to consider some alternative sources for funding



-- Use unspent 62EX officer payroll



--- Is approximately 85% manned




--- 15% delta of unspent money should be earmarked for S&E career 

     fields

--- Of ~ 180 vacant military 62s, where is the delta salary going?

--- Redirect 62EX pay (enough to cover 115 additional hires) to the S&E 

    functional manager to buy engineering capability provided by 

    accelerated hiring initiative
 



-- Reallocate unused/less effective workforce initiatives dollars; 



--- Reprioritize planned/programmed dollars



-- Military initiatives
--- Airman Education & Commissioning Program: FY04 $4.8M,            

    FY05 $5.5, FY06 %5.7, FY07 %5.9

--- Critical Skills Retention Bonus: FY04 $13.6M, FY05 %15.1,            

     FY06 $14.1, FY07 $14.1

--- Technical Degree Sponsorship Program: FY04 $3.4M, FY05 $3.5, 

     FY06 $3.6, FY07 $3.7 

     (All in FY04 POM request)


-- Civilian initiatives




--- Incentives for College Recruits: FY04 $2.9M, FY05 $4.3, FY06 $5.6,



     FY07 $7.0



--- Co-op Central Funding: FY04 $1.8M, FY05 $2.7, FY06 $3.4, 



     FY07 $4.3 



--- Robust College Recruitment Office: FY04 $1.5M, FY05 $1.6,                 

                                        FY06 $1.6, FY07 $1.6 (All in FY04 POM request)



--- Recruiting Bonuses for Journey Level: FY04 $8.3M, FY05 $8.5,           

                                        FY06 $8.9, FY07 $9.4 (All in FY04 POM request)



--- Retention Allowances for Journey Level: FY04 $1.7M, FY05 $1.8,  

                                        FY06 $1.9, FY07 $1.9 (All in FY04 POM request)



--- Group Retention Allowance: FY04 $13.1M, FY05 $13.7, FY06 $14.4, 

                                        FY07 $15.0 (All in FY04 POM request)

     
- Tax Program offices



-- Use program dollars as seed money to grow organic capability

Conclusion


- New hires gain three years of experience/training/mentoring over current hiring  

              practices


- Workforce productivity increases due to knowledge transfer, reduced knowledge drain,   

              and less program disruption due to retirements

Recommendations


- Develop accelerated hiring program (upwards to 115 additional per year) to meet  

              revised AF out-year requirements


- Use overhires to facilitate accelerated hiring of S&Es


- Ask AF/DP to assess effectiveness of workforce initiatives; redirect funding from less 

              effective initiatives or those no longer viewed as required to implement the accelerated 

              hiring program


- Use local capability and infrastructure rather than centralized control; give centers 

              maximum flexibility to meet their unique requirements



-- Offer perks like those used in the PAQ program (bonuses, loan repayments, 

                           PCS costs, Master’s degrees) as needed

3 Attachments

1.  PAQ Program Summary

2.  Years of Service Chart

3.  AFMC Civilian Engineers/Projected Losses

PALACE Acquire Program Information

· Limited to U.S. citizens able to obtain and maintain security clearances
· Applicants must have completed BS degree requirements and a 3.1 GPA

· Applicants must have a GRE combined score (verbal & quantitative) at least 1000 

· Qualified applicants may be selected for GS-9 level (two-year training track) positions at discretion of selecting official & in best interests of AF

· Three-year track for GS-7 entry level

· 1st Year: One year OJT with promotion to GS-9 at end of year 

· 2nd Year: One year graduate school with promotion to GS-11 at end of year

· 3rd Year: One year OJT with promotion to GS-12 scientist or engineer at end of year





Interns on central salary account first three years, then placed on MAJCOM authorization 
Attachment 1
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TALKING PAPER

ON

SCIENTIST AND ENGINEER CAREER PROGRAM (SECP)

PALACE ACQUIRE (PAQ) ACQUISITION CODING

PROBLEM
- During the 9 September 2003 S&E Advisory Council meeting, AAC/EN, Dr. Butler, asked why PAQ interns are not coded into acquisition positions.  Without such coding, individuals can’t earn credit for acquisition experience or take acquisition training.

DISCUSSION
- SECP policy states that PAQ positions are coded as acquisition positions when new PAQ interns are processed so that they are eligible to take acquisition training and earn credit for acquisition experience.  Research into PAQ positions at Eglin AFB showed:


-- Nineteen of the 21 PAQ interns at Eglin were properly coded 

-- The remaining two positions were not properly coded when entered into    

   the system, but these errors have been corrected


-- All PAQ interns are now be able to register for acquisition training and 

                         their records will accept entries reflecting acquisition experience 

RECOMMENDATION

- Close Action Item
 

Mr. Ralph Paglia/AFPC/DPKCW/DSN 665-2252/22 Oct 03

Attachment 7
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DRAFT

DEPARTMENT OF THE AIR FORCE
WASHINGTON DC
OFFICE OF THE ASSISTANT SECRETARY
MEMORANDUM FOR
SCIENTIST AND ENGINEER ADVISORY COUNCIL MEMBERS

FROM:
SAF/AQR
1500 Wilson Boulevard

               Arlington, VA 22209-2404

SUBJECT:  Scientist and Engineer (S&E) Civilian Competitive Development Program 

                         (CCDP)  Nomination and Outplacement Process for CY04 and Beyond                                              

As you know, we are in the process of developing, in concert with our MAJCOMs and AFSLMO, the processes required to develop our civilian workforce, including outplacement for S&E CCDP graduates.  

The current process for CCDP gives nominating authority to the MAJCOMs, while outplacement of the graduates is the responsibility of the S&E Functional Manager.  This has created a cumbersome process where the S&E Functional Manager’s only involvement is post-facto.  To meet the Chief’s sight picture on Civilian Force Development and to enhance the processes of managing both Civilian Development and outplacement of S&E CCDP graduates, we’re proposing two changes to the CCDP Nomination and Outplacement Process for S&Es:

1. Implement SEAC review of MAJCOM CCDP nominees 
-- Reduces outplacement difficulties and implements up-front coordination of follow-on developmental assignments

-- Compares candidates across MAJCOMS

2. Establish an S&E Force Development Team (DT) to oversee the outplacement of CCDP graduates.  This DT will form the basis of the S&E Civilian DT responsible for all Civilian S&E Force Development.
While these proposed changes will add another level of review to the CCDP nomination process, it will aid in the nomination and outplacement of the candidates and help establish the Civilian Force Development Team for the development of the entire Civilian S&E workforce.  
DRAFT

Attachment 8

DRAFT

My POC for this program is Dr. Scott L. Roberson, SAF/AQR, DSN 426-0229/(703) 696-0229, scott.roberson@pentagon.af.mil  Please forward your comments to him not later than 10 November 2003. 

JAMES B. ENGLE







Deputy Assistant Secretary







(Science, Technology & Engineering)


DRAFT
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� Based on Total FY02 Accessions.  Comparison was between the number of civilians hired and moved with local PCS funds versus the number that were moved using Central PCS funds ~ 1/20.


� The S&E Functional numbers include PCS costs associated with CCDP graduates.  If S&E Functional is required to cover salary and/or TDY costs for CCDP candidates, the projected funding will increase for each FY, however, CCDP attendees estimates will remain constant at ~ 17/year.  


�  Based on 6-year average for S&E Career Program.


�  FDS PCS is not required for all Palace Acquires; some are recruited in local area of first duty assignment.


�  Not all Palace Acquires attend graduate school at a location outside their current duty assignment.


�  The 600 figure is derived from ~ 90 SES, ST and SL members and having ~ 1.7 GS-15 personnel developed for each SES, SL and ST position, 1.7 GS-14 personnel developed for each GS-15 position and 0.78 GS-13 personnel developed for each GS-14 position.  Assumption is that development to the GS-13 level will be managed by Local Supervisors/Managers.   The 600 figure also includes the CCDP attendees.


�  Number of moves in Category A includes:  ~ 17/year related to CCDP, the rest are Force Development Moves. After FY04, the number of Force Development Moves are 23, 48, 78, 108 and 133 for FY05-09, respectively and the remaining 17 moves are related to outplacement of CCDP graduates for each FY.


�  Number of moves in Category C decrease with time due to the assumption that the Palace Acquire first duty assignment will increase to 36 months.





9  Some Career Programs may not have Program funds to move individuals for Force Development, i.e. those with mostly 3400 type funds (Civil Engineering, Logistics, etc)
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e



Action Items 9 Sep 03 SEAC 

		#03-03-01 – Review appropriate method of recognizing Air Force S&E Award winners  OPR: SAF/AQRE  Suspense: 9 Jan 04

		#03-03-02 – Provide AQR Civilian PCS Model to SEAC members for review and feedback (Atch 4)  OPR: SAF/AQRE    Suspense for comments to from SEAC members AQRE: 10 Dec 03

		#03-03-03 – Provide recommendations for solutions to problems identifying spaces and faces to SEAC members for review and feedback (Atch 5) OPR: SAF/AQRE                Suspense for comments from SEAC members to AQRE: 10 Dec 03

		 #03-03-04 – Develop options to enhance and fund Palace Acquire program and provide to SEAC members for review and feedback (Atch 6)  OPR: HQ AFMC/EN   Suspense for comments from SEAC members to AQRE: 10 Dec 03





		Much has taken place in last 2 ½ years since I’ve been involved





		Here to inform you of:

		Known workforce issues

		Current activities to address these issues

		Planned initiatives to continue work





		SecAF and CSAF engaged since 1999









U S . AIR FORCE
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LS AIR FORCE
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e



Action Items 9 Sep 03 SEAC 

		#03-03-05 – Resolve issues currently preventing PALACE Acquire interns from qualifying for acquisition training	OPR: AFPC/DPKCW  Status: Complete (Atch 7)

		#03-03-06 – Develop process for military S&Es to hold assignments with “command equivalency” and develop process to track in records     OPR: 61XX & 62XX Development Teams   Suspense: Ongoing

		#03-03-07 – Commands and organizations identify civilian developmental positions for:

		Specific FY04 CCDP graduates		

		Future CCDP graduates			OPR: SAF/AQRE



(Atch 8)              Suspense for comments from SEAC members to         SAF/AQRE: 10 Dec 03 

		#03-03-08 – Develop crossflow mechanism for civilians to develop outside S&E career program OPR: AFPC/DPKCW  Suspense: 30 Jan 04





		Much has taken place in last 2 ½ years since I’ve been involved





		Here to inform you of:

		Known workforce issues

		Current activities to address these issues

		Planned initiatives to continue work





		SecAF and CSAF engaged since 1999
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e



Profile of AFMC Civilian Engineers 

and Projected Losses





Number of Engineers

GAP

Additional cuts not shown
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								Type of Move

		FY		A		B		C		D		E		Total Moves		Yearly Totals

		04		27		0		81		0		30		138		2,667,024

		05		40		0		84		0		30		154		3,247,066

		06		65		0		78		0		30		173		4,188,182

		07		95		0		66		0		30		191		5,246,414

		08		125		0		60		0		30		215		6,393,530

		09		150		0		54		0		30		234		7,334,646
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