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Greetings From the Desk of

Mr. Timothy A. Beyland
I have been out for a couple months, recovering from an encounter with a surgeon.  My recovery is proceeding on schedule and I’ll be back soon.  

Meanwhile, in my absence, Col. Jeff Parsons is Acting Associate Deputy Assistant Secretary (Contracting) and we all await the August arrival of our new boss, Brig Gen (S) Darryl A. Scott.  His “exec” will be Maj (S) Mark Baird.  

The focus of this quarter’s newsletter is continuous learning and education.  With downsizing and ongoing developments in acquisition reform, it is essential that our people work smart and stay current. 
There are articles on Continuous Learning, Professional Military Education for civilians, certification, the pay-off for getting a degree, tuition assistance, on-line training opportunities, and an innovative technique developed by the 11th CONS for efficiently translating review comments into training priorities.  Finally, there’s a “heads up” on Congressional interest in college degrees for all new hires and contracting officers with warrants above the simplified acquisition threshold.  

As usual, we have articles on lessons learned and best practices, including the Air Force Affirmative Procurement Program, about procurement preference for recycled materials; an excellent overview of Performance-Based Services Acquisition; and AFMC success stories on integrating small business and acquisition reform.  

In addition to promotions and appointments, winners of the 1999 Air Force Contracting Awards are recognized.  Lastly, there is a list of truly exceptional people, military enlisted personnel who have completed requirements for Level III certification.  

A safe and fun summer to all.  May your requirements be clear and consistent, your funding documents accurate and timely, and may you all survive the end of the fiscal year.  

WHY A MASTER’S DEGREE?
Bradley Wooten

Webster University Adjunct Faculty Member

According to the most recent issue of Lifelong Learning Trends large numbers of students are going back to earn master’s degrees that will benefit them professionally.  The value of post-baccalaureate study continues to increase as a greater number and proportion of jobs require a higher level of knowledge and skills.

This is also true for the acquisition field.  Today’s acquisition professional faces a challenging and dynamic environment.  The complexity of duties requires application of strong management and business skills, coupled with the ability to work in a team environment, to strategically plan and execute diverse and technically demanding acquisitions within both government and industry.  In order to meet these challenges, modern acquisition professionals must be capable of working within the framework of the entire acquisition life cycle, from initiation of requirements and initial acquisition planning through the phases of solicitation, source selection, and post-award contract administration.

In preparing for success in the  demanding field of acquisition and procurement, a well-rounded education is essential.  It is becoming increasingly apparent that, in order to reach the levels of professionalism required in today’s acquisition environment, a relevant graduate degree is essential, providing both the necessary background and the ultimate competitive edge.  It is the credential that distinguishes the competent employee from the true professional in the field.  

Coursework leading to master’s degrees in business or in procurement and acquisitions management require students to learn critical thinking skills and to use logic in applying the body of knowledge associated with acquisition practices.  Students interact with other students and faculty who are skilled practitioners working in the acquisition field.  Business courses, acquisition and procurement coursework provide the tools and skills necessary to advance in the profession.

Equally important to traditional classroom instruction is the collegial environment fostered by the close working relationships that exist between experienced instructor/practitioners and student/practitioners formed in the classroom.  It is this total learning experience that truly provides the value associated with successfully completing a graduate degree.

HIRING NEW GS-1102s--

HOW IMPORTANT IS A DEGREE?

D. Colleen Griffith, CPCM

SAF/AQCX

Congress is currently considering a provision (Sec 811) of the FY 2001 Defense Authorization Bill that would require a baccalaureate degree and twenty-four semester credit hours in business disciplines for selected acquisition personnel.  It would apply to new entrants into the GS-1102 occupational series, similar military positions, and contracting officers above the simplified acquisition threshold.  The provision extends the Defense Acquisition Workforce Improvement Act (10 USC 1724) requirements for Acquisition Corps eligibility to all in the contracting function.  Air Force does not support this change.  There are two main concerns:  impact on the enlisted military and loss of diversity.  The effect on the enlisted personnel, a critical group during contingency actions, would be to block all but a small percentage from entering the career field.  Currently only 17% hold bachelor degrees or higher.  The 24 hours of business related courses requirement would result in an overwhelming majority of business majors.  Diversity of backgrounds means diversity of opinion and views and, ultimately, innovation.  If the legislation becomes law, the effective date of 30 September 2000 would not apply to contracting personnel serving prior to that date.

What does this mean for new hires?  Even if the provision is not enacted, should we be hiring new personnel without degrees?  Recognizing that the current job market is the best it has been in decades and that qualified personnel are not easy to find, every effort must be made to hire educated, highly skilled personnel.  The reasons are many.  

There has been a 50% reduction in acquisition personnel since 1990.  It is questionable at best whether acquisition reform has succeeded in reducing the workload commensurate with that reduction.  A related issue is the turnover anticipated in the next decade as the “baby boomers” reach retirement age.  An estimated 55,000 of us will retire by 2005, out of a total DoD acquisition workforce of 230,556.  Both reductions and turnover make it vitally important that DoD has the most highly trained workforce possible.  

Turnover also includes people leaving DoD or leaving key positions within it, normally for promotion opportunities.  The FY 2001 Defense Authorization Bill requires DoD to report to Congress on, “(t)he actions that are being taken or could be taken…to enhance the tenure and reduce the turnover of…contracting officers.” (Sec 812(b)(D))  One of those actions is providing opportunities for professional development and career progression.  In most locations, a college degree is virtually a requirement for promotion beyond journeyman level.  We cannot retain talented and ambitious people if they must go outside DoD to be promoted.  This means we must do everything possible to hire and train people with degrees.  It means encouraging our non-degreed personnel to get back in school.  

REFORM THROUGH LEARNING:

CONTINUOUS LEARNING FOR THE ACQUISITIONS WORKFORCE

Capt Bruce Monroe

SAF/AQXD

On 15 Dec 98, Dr. Jacques S. Gansler, Under Secretary of Defense (Acquisition, Technology & Logistics) (USD (A&T)), issued the mandatory Continuous Learning (CL) policy for the DAWIA acquisition workforce.  This policy augments the minimum mandatory and desired education, training, and experience standards of the acquisition workforce and ensures acquisition professionals are afforded a full range of developmental opportunities.  Essentially, the policy requires that acquisition personnel certified for their positions earn a minimum of 80 CL points every two years.  As a general rule, one point equates to one hour time spent in any CL method. 

The CL policy allows a great deal of flexibility for meeting this requirement. Methods for gaining CL points include taking acquisition-related courses, academic courses at institutions of higher education, leadership training, performing experiential and developmental assignments, and accomplishing professional activities such as teaching, consulting, and attending conferences. 

CL only applies to individuals on DAWIA acquisition-coded positions and specifically targets individuals already acquisition certified for their position.  In order to document the attainment of CL standards, each workforce member must work with his/her supervisor to maintain records of participation in CL activities.  At a minimum, employee and supervisor must keep records of the types of activities the employee engaged in, the point earned for each activity, and the end-date by which time the employee must earn 80 points.

One of the major initiatives the Continuous Learning implementation team is working on is developing a system for accurately tracking and crediting continuous learning activities. An internet-based, CL tracking tool is in development.  SAF/AQXD is leading the development effort.  When complete this tool will allow Air Force acquisition workforce members to track their CL activities. This will be the official system of record for crediting CL and will be the instrument used to report CL data.  Electronic individual development plans will be incorporated into the tracking tool in the future to allow supervisors and employees to plan for CL activities.  For more information concerning CL please visit the SAF/AQXD web site: http://www.safaq.hq.af.mil/acq_workf/cl/
MAKING THE MOST OF ON-LINE 

TRAINING OPPORTUNITIES

Chuck Woodside, CACM, CPCM

HQ AETC/LGCM

Randolph AFB, TX

Everywhere you look today there is some kind of on-line training being offered.  You can brush up on simplified acquisition techniques through the Defense Acquisition University, learn all about risk management through the Systems Acquisition School at Brooks AFB, or you can explore commercial practices with a special course through the National Contract Management Association. You can even go on-line to earn a Master’s degree in Electrical Engineering, from Stanford University, no less!  Frankly, the ability of educators to make on-line courses available has outstripped our ability to make the most of them.  Some of us (and some of our supervisors) still think we aren’t in school, and thus aren’t learning, unless we are sitting in a classroom, listening to a lecture, much the same as we did in elementary school. To make matters worse, when we do try to avail ourselves of on-line training from our workstations in the office, we can be interrupted and distracted to the point of exasperation. 

The best-crafted training in the world is useless if the student does not have the proper learning environments. Those environments are both physical and emotional.  A student needs a relatively quiet and private place in which to learn. It is not reasonable to think anyone can concentrate with the phone ringing and people constantly coming to one’s desk. This means we need to set aside some space and some dedicated PCs for a “learning center”. We all need to realize that on-line delivery of training is here to stay, and will likely become increasingly more prominent because it generally is much less expensive than conventional training. Students need the support of their management when they pursue on-line training. Supervisors must acknowledge that real learning is possible and that their employees are not just playing around when they access on-line training courses.  This also means supervisors should not expect to have any more access to their employees when they are taking an on-line class than they do when they are TDY to a conventional class.  This all calls for a cultural change, a change in the way we view education and training.

Positive management and employee attitudes coupled with a learning-compatible physical setting can ensure that we get the most from on-line training opportunities. We simply can’t afford to do otherwise.

CIVILIAN CAREER DEVELOPMENT 

FOR THE 21st CENTURY: 

WHY PROFESSIONAL MILITARY EDUCATION? 

Dr. Glen Spivey, Educational Advisor

Air Command and Staff College

Maxwell AFB 

“The Air force is a family and, as in any family, we have a responsibility to develop our people so they’ll be prepared for the challenges of the future.”







General Michael E. Ryan 







Air Force Chief of Staff 

Civilians play a vital role and are an integral part of the total force mission accomplishment.  The Air Force Vision for the 21st century indicates they will take on even more responsibility in the future.
   This increased responsibility and the blending of civilian and military communities in all functions across the Air Force is requiring that civilian career development and preparation for leadership undergo significant philosophical changes.  These philosophical changes are beginning to minimize the differences between career development of the Air Force civilian and military workforce.  Outsourcing, privatization, A-76 actions, etc. are blurring this distinction even further. 

Doctrinally, the Air force is beginning to address the commonality in civilian and military career development.  For example, Air Force doctrine Document (AFDD) 2-4.3, Education and Training, states the term “airmen” refers not only to officers and enlisted personnel, but to Department of the Air Force civilians as well.
   As we look to the future we may see certain Air Force manpower positions that are not designated as either military or civilian, therefore enabling military and civilian personnel to compete for the same job.   If military and civilians are to fill the same job, career development leading to the competition must be very similar.  

A long time professor at the Air University, and one of the leading Air Force thinkers, Dennis Drew said, “those who will lead the infrastructure supporting our Air Force in the future must understand the connection between what they do and the ultimate mission of the Air Force.  They must understand that much of what they do ultimately affects combat capability.”
  Although the quote from Professor Drew refers to Air Force officers, it captures the essence of why professional military education (PME) has become an important part of the career development of US Air Force civilians.  Institutionally, we need civilians who understand aerospace power, who understand operations, and who understand how they are a part of the Air Force’s contribution to National Defense.  

Strengthening the understanding of the Air Force warfighting role is an Air Force strategic goal for civilian leadership development.  Steven Kenney, a policy analyst with Science Applications International Corporation, states that PME is intended to provide the student with three critical kinds of knowledge:  “the ethos, culture, and core values of his or her service; the technical and tactical skills appropriate to how that service wages war; and most importantly, the wisdom and judgement to be applied in a multiplicity of situations.”
  Although most people argued for years that a broad education for the civilian work force is highly desirable, there was a lack of agreement on how to pursue that education.  The current consensus is that total Air Force mission effectiveness can be improved best by increasing interaction between Air Force officers and key civilian counterparts in the PME classroom.  We believed that a dialogue and exchange between military and civilian students is key to the acculturation of future Air Force civilian leaders.  

Civilian students completing Air Command and Staff College believe that PME had a significant positive impact on them.  One student commented that, “we have had a unique opportunity to better understand the uniformed military perspective.  From this understanding, our capability to lead, follow, direct or support uniformed military actions is on a higher plane than those who have not had the resident PME experience.”  Another stated that, “I have a much broader perspective of not only the Air Force but how my career field contributes in the joint and combined arena as well.  The diversity of backgrounds and perspectives in the seminar caused me to think about issues and combat capability differently than ever before.” 
 

Professional military education must be a cornerstone of the Air Force’s vision in developing civilian leaders to share the mantle of leadership with those in uniform.  Air Force Policy Directive 36-13 encourages, “PME completion as a valuable development activity.”  The crafting of strategic plans for civilian leadership development is a step in the right direction but we must also develop action items to reach the goals spelled out in these plans.  As a key in developing the broad and diverse experience necessary for civilian leadership in the 21st century, completion of PME must be included among the action items. 

____________________________________


 U.S. Air Force Online News 9 Feb 00.

2 Message, 071615Z Mar 97, Headquarters US Air Force Director of Personnel to General Officers and      Senior Civilian Executives.  Subject:  “Realistic Career Expectations--Civilian Employees.”

3 AFDD 2-4.3, Education and Training, 9 Sep 98.  

4 Drew, Dennis M.  “Educating Air Force Officers:  Observations after 20 Years at Air University.”  Airpower Journal.  (Summer 1997): 37-44.

5 Kenney, Steven H.  “Professional Military Education and Emerging Revolution in Military Affairs,” Air Power Journal (Fall 1996): 50-64.  

6 Information obtained through surveys of civilian students at the end of the 1999 academic year.  

PROFESSIONAL CERTIFICATION

D. Colleen Griffith, CPCM

SAF/AQCX

As evidenced by the fact that certification is a factor in whole person scores, the Air Force considers professional certification an essential part of career development.  The question sometimes asked is, why?  

Certification recognizes an individual’s professional growth and development in the field of contract and business management.  An individual who is certified communicates that he/she has attained a certain level of expertise and is dedicated to maintaining a high level of professionalism. Certification gives supervisors assurance regarding a potential employee’s knowledge, application of that knowledge, and potential for continued professional development.  It’s solid evidence of personal initiative.  Certification also provides a link with the professional community and the benefits of networking:  support, guidance, and opportunity.  Finally, certification increases upward mobility and competitiveness in the labor market, both in and out of Government.

The two certifications most commonly obtained by Air Force contracting personnel are offered by the National Contract Management Association: the Certified Associate Contracts Manager (CACM) and the Certified Professional Contracts Manager (CPCM). The exams are offered twice a year, the third Fridays in May and November. The deadline is March 1 for the application and registration for May and September 1 for November. 
The CACM exam allows individuals to demonstrate their mastery of the fundamentals of the Government contracting profession. The examination is a six hour multiple choice test based on knowledge of the Federal Acquisition Regulations (FAR), covering such topics as competition, acquisition planning, contracting methods and contract types, socioeconomic programs, general contracting requirements, and contract management.  Some people view this certification program as a stepping stone or preparatory step to earning the CPCM certificate.

The CPCM program recognizes individuals who have attained a high level of education, experience, and training in the procurement and contracting profession. The six-hour essay exam tests an individual’s mastery of the contract management “body of knowledge.”  There are two parts:

· the three-hour morning session pertains to general topics in contract and business management, and 

· the three-hour afternoon session deals with specific areas, including contracting, law, finance, economics, accounting, logistics management, production management, commercial purchasing, and state and local government procurement. 

For more information, contact the NCMA Professional Development Department at 800/344-8096, ext. 437 or 421. Information is also available at the NCMA web site,  www.ncmahq.org. Information and application forms may also be obtained from the NCMA fax-on-demand service at 1-888/592-6262.  

NEED HELP WITH CIVILIAN TUITION ASSISTANCE?

Sheri A. Brassfield

CMCCP Program Specialist 

Are you considering enhancing your job opportunities and skills by obtaining an undergraduate or graduate degree? Do you have a question about Tuition Assistance?  The answers may merely be a mouse click away!

Check out www.afpc.randolph.af.mil/cp/cmccp/tuition.htm for Contracting & Manufacturing Career Program (CMCCP) FY00 Tuition Assistance policy, procedures, ranking plan, and instructions. A few examples of information you can obtain on the website are:

1. Timelines - DD Forms 1556 may be submitted to CMCCP up to 60 days before the class start date and prior to 30 days before the class start date.  This timeline will ensure you have a written response from our office on funding availability before you start your class.

2. Funding Assistance – Undergraduate Assistance: 100% to those individuals requesting assistance for 24 hours of business and approved undergraduate courses leading to a baccalaureate degree.  Graduate Assistance:  $200 per semester credit hour for approved graduate courses.

3. What CMCCP May Fund – Acquisition related courses such as accounting, business finance, law, contracts, purchasing, economics, industrial management, marketing, quantitative methods, and organizational management.   Mission related courses such as communications, English, speech, mathematics, and computer applications.

4. What CMCCP Will Not Fund – Books or any administrative fees.  Non-acquisition or non-mission related courses such as biology, chemistry, psychology, sociology, history, religion, or foreign language, etc.  CMCCP will not fund doctoral studies, post-graduate courses, CLEP, or DANTE exams.

5.   Lifetime Tuition Caps - $6000 for undergraduate studies and $8000 for graduate studies.  There are no provisions for waivers.

6.   Instructions – Step by step instructions on how to complete a DD Form 1556, coursework plan, and spreadsheet.

7. Ranking Plan – Categorized priority of who is authorized tuition assistance. NOTE:  Due to funding restrictions, we are unable to fund GS-1105 and GS-1106 employees (Priority III) in FY00.

If you have questions after reviewing the website, call your CMCCP Tuition Assistance Monitor, Sheri Brassfield, at DSN 665-4608/3, commercial (210) 565-4608/3, or email: cmccp@afpc.randolph.af.mil. 

Keep up to date and informed by putting us in your favorites and periodically visiting our website for policy changes and updated information.  Don’t be left behind!

IMPORTANT NOTICE FOR CIVILIAN TUITION ASSISTANCE REQUESTS FOR

SEP 2000/OCT 2000 CLASS START DATES

The Contracting and Manufacturing Career Program (CMCCP) has been informed by our Budget Officer that we need to obligate our FY00 training funds by 15 Aug 00.  Therefore, all DD Forms 1556 requests for Tuition Assistance for class dates starting 1 Sep 00 through 31 Oct 00 (block 23a of 1556) need to be submitted to CMCCP NLT 1 Aug 00. 

Please ensure all eligible GS-1102 applicants planning to request Tuition Assistance through this office in this timeframe are notified.

NOTE:  All applicants requesting Tuition Assistance must ensure the classes being requested for funding are on a current Spreadsheet submitted to CMCCP.  See website listed below for instructions on completing a DD Form 1556, Coursework Plan, and Spreadsheet.

Questions on submission of Sep/Oct Tuition Assistance requests can be directed to Sheri Brassfield at DSN 665-4608/4603, (210) 565-4608/4603, or email address: sheri.brassfield@afpc.randolph.af.mil.

TREND LENDS “FOCUS” TO TRAINING

Patricia B. Bell

11CONS/LGCP
The 11th CONS has long been host to a Contract Review Board (CRB) and resulting trend analysis.  However, recently we revamped our trend program and are just now beginning to reap the benefits of our revised program.  Our new trend analysis is a program that tracks CRB reviews and provides a forum for identifying training needs for our acquisition professionals.  

Our objectives as we revamped the existing program were to 1) remove the bean counting and coding of tedious handwritten comments; 2) remove the subjectivity or ensure there was a major reduction in the subjectivity of the analysis; 3) provide for a more specific method for tracking trends; 4) move towards an electronic forum to ready our alignment with PD2, and lastly 5) provide for a more timely trend analysis.

1.  Eliminate the bean counting.  Maintained comments were reviewed manually, coded after the fact and then counted by one of our analyst for a quarterly trend presentation.   We’ve developed an electronic format using excel and a sortable word document giving us the capability to sort, count and track review comments for each contract file index tab.  Data is now available within a few minutes.  

2.  Remove subjectivity.  Manual comments were subject to legibility and interpretation by one CRB member tasked with coding comments for an entire quarter.  We’ve developed coding criteria  (e.g. A=significant contractual discrepancy; B=discrepancies in file documentation, etc. ) and trained CRB members on proper coding.  Each CRB member codes comments as they are documented.  A sanity check to ensure continuity and integrity of the coding occurs by the flight chief.  

3.  Fine-tune the target . . . for training.  “FOCUS”.  In an effort to eliminate information overload the codes were generalized to a contract section, e.g. solicitation documents, bid proposal review, etc.  The information failed to provide for specific trend because the information was general in nature.  We now code by contract file index tab, and although the codes have increased, it simplifies and provides for immediate resolution of our training needs.  We concentrate by targeting the top two to three high comment areas.  

4.  Ready our alignment for PD2.  Our reviews were manual (we handscribed or typed and placed the review comments in a hard contract file, responses were accomplished in the same forum), yet our systems are paperless.  A format was developed that forces electronic logging of reviews.  Inside the electronic log is a link to another format that allows our CRB members to prepare comments and for the contract specialist to respond electronically.  These attachments blend nicely with the PD2 attachment capability.       

5.  Timely communication.  Trends must be clearly communicated in a timely manner.  Semi-annual or quarterly feedback will allow for continuous errors.   We now host 45-day presentations of trend and provide for an immediate forum for reviews inside the 45-day window.  

We view this program as a continuous improvement effort not only in how we manage the program but also in the “FOCUS” the trend lends to training subjects and when Just-in-Time (JIT) training is most effective.   Questions can be directed to the author at patricia.bell@bolling.af.mil .

APDP AND AIR FORCE RESERVE FORCES

Lt Col Kenneth W. Steere, Jr., AQCX

Unlike other reservists in Air Force acquisition, reservists in contracting are required to be at the same Acquisition Professional Development Program (APDP) level as their active duty counterparts.  To achieve this, they must be certified in Level I or Level II.  This requirement has been in place for the past four years and is actively pursued by the contracting reserve community.

The Air Force Contracting Reserve community is 167 officers assigned to 8 command organizations.   Below is a breakdown of the Metrics by Command and Grade levels:
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The contracting reservists attend the same courses as active duty officers.  Their commands approve APDP certification for Level I and Level II.  All level III requests are approved by SAF/AQC.   

Virtually all of the reserve officers in contracting are IMAs, individual mobility augmentees.  As such, they can be assigned to support contracting offices in anywhere under any circumstances.  It is therefore vital that the contracting reservists be broadly trained and kept up to date.

The biggest challenge today is certification and continuous education of contracting reservists in the ranks of Major and Captain.  There are two issues.  First, reservists must schedule their contracting coursework in addition to the 12 days of training required for reserve duty.  Not only are they not paid for training time over the 12 days, but they must schedule the class time away from the full-time jobs and careers.  The second issue is scheduling and access.  Most reservists must be scheduled for classes well in advance, again in order to work around their full-time employment.  They are generally not able to take advantage of last-minute class openings.  Fortunately, many if not most of our officers come into reserve duty already certified, but continuous education is a challenge.  We are working to provide access to the required courses to ensure the contracting reserve maintains a well-trained IMA work force in support of the active duty contracting work force.

The Air Force contracting reserves are committed to providing qualified IMAs to support the Air and Space Forces. The IMA military contracting professionals are full partners on the Air Force Team

Air Force Affirmative Procurement Program

Maj Ed LaBenne

SAF/AQCO

Executive Order 13101, Greening the Government Through Waste Prevention, Recycling and the Federal Acquisition Regulation (FAR) requires Federal agencies to purchase environmentally preferable products where possible.  This program, known as Affirmative Procurement, applies to all CONUS installations and to products purchased in the United States for shipment overseas.  The US Environmental Protection Agency (EPA) lists the applicable products in the Comprehensive Procurement Guidelines (CPG) at their web site, www.epa.gov.  The products listed under the EPA's CPG must meet the requirements of the Recycled Materials Advisory Notices (RMAN) for a percentage of recycled content to be considered an environmentally preferable product.  
To support the Air Force Affirmative Procurement Program, a team approach is required.  Air Force Instruction (AFI) 32-7080, Compliance Assurance and Pollution Prevention, (in coordination) places responsibility for the Affirmative Procurement Program on the Environment Safety Occupational Health (ESOH)/Environmental Protection Committee (EPC) at all levels in the Air Force.  The ESOH/EPC at each MAJCOM and installation determines the best team makeup to develop and implement a viable Affirmative Procurement Program.  

The two key organizations in implementing and monitoring the Affirmative Procurement Program are Civil Engineering and Contracting.  The Civil Engineering Environmental office provides education and training, in conjunction with Contracting, to all base personnel on affirmative procurement and on CPG and RMAN information.  Training to personnel preparing solicitation packages must include required affirmative procurement submittals.  The training must also address the need to update all purchase specifications to include affirmative procurement requirements.  Engineering Technical Letter (ETL) 00-1, EPA Guideline Items in Construction and Other Civil Engineering Specifications, requires affirmative procurement be included in all Air Force Civil Engineering specifications for construction and service contracts that call for the purchase of CPG listed items.  The Government-wide Purchase Card Agency/Organization Program Coordinator will ensure APP requirements are incorporated into purchase card training program.

Affirmative Procurement Programs are legally required by the Resource Conservation Recovery Act (RCRA) to consist of four elements:  (1) a preference program, which includes policy, planning, and revisions to purchasing specifications; (2) a promotion program, which furthers affirmative procurement through awareness, education, and public relations; (3) a method of obtaining and verifying vendor certifications that products meet the specified recycled-content requirements, by inserting appropriate FAR clauses into each contract; and (4) annual monitoring and review, to evaluate the program's effectiveness and its currency with EPA's changing requirements.  For details on these affirmative procurement requirements and suggested implementation strategies, please consult the Air Force’s Guide to Green Purchasing at http://www.afcee.brooks.af.mil/eq/ap/ap.htm.

The ESOH/EPC team should begin by developing an affirmative procurement plan.  The plan describes the team's strategy for executing the program.  A specific format is not prescribed, but example plans are available at http://www.afcee.brooks.af.mil/eq/ap/SamplePlans/sample.htm.  The affirmative procurement plan must address each of the four required program elements outlined above and state how they will be accomplished.  The team should use the plan to manage the program as well as communicate program requirements to organizations that purchase CPG items. Installations without a program in place are at risk of receiving a Notice of Violation under RCRA 6002 by the EPA.

When applicable, solicitation packages must specify CPG items and contain information in order to ensure the Contracting Officer inserts the proper FAR clauses into the contract.  The actual data (certification on products to ensure they meet CPG requirements) collected from vendors is not reported to higher headquarters, but is used locally to verify that affirmative procurement requirements are being met.

Teamwork is the key to making this program successful across the Air Force.  Although  AFI 32-7080 is a Civil Engineering AFI, all base activities are required to use CPG items when possible or justify using non-CPG items.  Contracting officers comply with the Affirmative Procurement Program and EO13101.  To ensure a successful Air Force Affirmative Procurement Program we must work together as a team.   

If you or members of your staff have any questions, please contact Major Ed LaBenne, SAF/AQCO, DSN 425-7032, e-mail: edgar.labenne@pentagon.af.mil.

PERFORMANCE-BASED SERVICE ACQUISITION: Five-O by ‘05!

Skip Solis, Maj, USAF

SAF/AQCO

Chief, Contract Services & Competitive Sourcing Branch 

An Air Force revolution in service acquisition began on 1 Apr 99 with the issuance of Air Force Instruction (AFI) 63-124 Performance-Based Service Contracts and the introduction of Performance Based Service Acquisition (PBSA). AFI 63-124 and PBSA dramatically changed our acquisition strategies, policies and philosophies for the procurement and management of service contracts.  PBSA describes mission requirements in terms of results or desired outcomes rather than the methods used to accomplish or perform the work.  It also uses performance objectives (outcomes) tied to performance thresholds (standards) that identify measurable, minimum acceptable levels of quality.  Statements of Work (SOW) are structured to allow contractors to utilize commercial best practices and standards.  As a result, the Government gains the benefits inherent with increased competition, technological innovations, creative management techniques, and cost efficiencies.  The acquisition professional of the new millennium is evolving from the “checklist” and “how to” mentality to a PBSA mindset.  Acceptance of PBSA by all functional communities within Air Force is a continuous process as we move from the use of restrictive and directive SOWs from years past.  Making the switch to performance-based SOWs involves a cultural change.  The performance-based SOWs of today are significantly smaller in volume and are nearly void of descriptive language.  Furthermore, performance-based SOWs shift the responsibility of determining the best approach to meet contract requirements on the contractor. 

The heightened focus on PBSA is best understood by highlighting the important role services plays in supporting the mission of national defense.  Services have become an increasingly significant component of the Department of Defense (DoD) annual budget.  From 1992 through 1999, the annual DoD procurement of services increased from $39.9 billion to $50.5 billion.  In 1999, the Air Force spent $19.2 billion on services.  This represented 56.2 percent of all Air Force acquisitions.  This increasing trend on dollars spent on services is expected to continue in the future.  Consequently, PBSA will be emphasized as the major acquisition strategy in the procurement of services.  

Dr. Jacques S. Gansler, Under Secretary of Defense (Acquisition, Technology & Logistics) (USD (AT&L)), issued a DoD-wide policy memo on 5 Apr 00 establishing, at a minimum, that 50 percent of service acquisitions, measured both in dollars in actions, to be performance-based by the year 2005.  Dr Gansler states, “It is the policy of the Department of Defense (DoD) that, in order to maximize performance, innovation and competition, often at lower cost, performance-based strategies for the acquisition of services are to be used whenever possible.”  In addition, Dr Gansler mandated that all “relevant” workforce attend PBSA training within the next twelve months.  One very important aspect of Dr Gansler’s memo to consider is that PBSA is not just a “contracting” initiative.  “Relevant” means ALL functional communities must attend PBSA training because they too are directly involved in the services acquisition process.  In order for PBSA to be successful, functional communities must work together as a team.  Training opportunities are available through a number of various forums.  The National Association of Purchasing Management and the National Contract Management Association has a web-based PBSA course as identified in Dr. Gansler’s memo.  Also, the Air Force Contracting web site has an on-line PBSA training course.  Both on-line PBSA training courses may be accessed via the Internet at the following address:  http://www.safaq.hq.af.mil/contracting/toolkit/part37/.  In addition to web-based PBSA training, the Air Force has established the Quality Assurance Program Coordinator’s  (QAPC) course.  The 345th Training Squadron at Lackland AFB TX provides the instruction for the QAPC course.  This course extensively incorporates PBSA in the curriculum.  This PBSA emphasis in the QAPC course also benefits the Air Force as QAPCs will in turn, provide PBSA training to all functional community personnel serving as Quality Assurance Evaluators.  Finally, all major commands are also taking the initiative by conducting PBSA training at their respective installations.

To achieve the USD (AT&L) directive, two key parameters must be defined.  First of all, what is the PBSA universe of services?  PBSA includes the following service categories/business areas (excluding Research & Development (R&D) and Architect-Engineering (A-E)) over $100,000:

· Maintenance, overhaul, repair, servicing, rehabilitation, salvage, modernization, or modification of supplies, systems, or equipment

· Routine recurring maintenance of real property

· Base operations and support services

· Advisory and assistance services (A&AS)

· Operations of Government-owned equipment, facilities, and systems

· Medical services

Secondly, what is the criterion that defines whether or not a contract is performance-based?  Federal Acquisition Regulation (FAR) 37.601 describes the requirements in meeting the criteria of a performance-based contract:

· Requirements described in terms of results required rather than to methods of performance of the work

· Use of measurable performance standards (i.e., terms of quality, timeliness, quantity, etc.) and quality assurance surveillance plans

· Procedures for reductions of fee or for reductions to the price of a fixed-price contract when services are not performed or do not meet contract requirements

· Use of performance incentives where appropriate

All contracts containing FAR Clause 52.246-4, Inspection of Services--Fixed Price or 52.246-5, Inspection of Services--Cost-Reimbursement meet the criteria requiring a procedure for reduction of price or fee of a contract.  These clauses give the Government the right and provide the flexibility to determine the most appropriate remedy (including fee/price deducts) for non-performance.  Thus, by virtue of the inclusion of FAR 52.246-4 or 52.246-5 in a contract, there is a procedure in place to reduce fee/price where it makes good business sense to do so.  On the other hand, it may be more advantageous to the Government to pursue re-performance rather than monetary deductions, especially in instances where there are time critical, mission-essential requirements. 

The transition to PBSA is an evolutionary process.  In the 29 May 2000 issue of Federal Times in an article entitled “Bringing About Contracting Reforms Will Take Time,” a senior procurement official predicts, it may take up to five to 10 years before government purchasing officials can effectively implement PBSA. Nevertheless, the Air Force has aggressively taken on this challenge and is well on it its way to implementing PBSA strategies as the rule rather than the exception for the acquisition of services.  In only a year since its issuance, AFI 63-124 has resulted in a number of PBSA successes Air Force-wide.  However, there is still much progress to be made and work to be done.  PBSA guidance, tools, and training are the key to the transformation to PBSA.

PBSA will continue to be one of DoD’s and the Air Force’s highest priorities and is backed by the commitment of senior leadership.  DoD and Air Force promoted and showcased PBSA during Acquisition & Logistics Reform Week, 22 -26 May 2000.  Throughout the week, PBSA presentations were provided as a means to increase awareness and educate the workforce.  Senior leadership’s support of PBSA is critical and forms the foundation of the direction we are headed in developing acquisitions strategies for the future.  With the support of senior leadership, all the ingredients for success are now in place.  Guidance is firmly established, and tools and training are readily available.  Now the course is set as we endeavor to achieve 50 percent PBSA contracts by 2005.  Thus our PBSA battle cry is:  FIVE-O by ’05!!!      

ACQUISITION REFORM AND SMALL BUSINESS

Sandra Garland 

SAF/AQCP

A “road show,” jointly developed by SAF/AQC and SAF/SB, is scheduled for presentation at seven sites from July through August 2000.  This training is intended to clarify small business issues but was primarily developed to affirm the Air Force’s commitment to the small business program.  A schedule will be posted on the SAF/AQC home page (www.safaq.hq.af.mil/contracting) when finalized.    

While some rumblings in the field indicate that Acquisition Reform (AR) and the small business program are mutually exclusive, the real story is that AR is alive and well in the small business area.  AR does not preclude or discourage the use of small business; AR techniques should not be used as justification for not considering small business in all acquisitions.  Some cases in point from AFMC are provided below:

A competitive 8(a) acquisition, estimated at over $75 million over the next five years, is being used at Wright Patterson AFB for information technology services.  Incorporation of AR initiatives through past performance price trade-off procedures and oral presentation of proposals are helping to ensure best value decisions in the small business arena.

The Aeronautical Systems Center (ASC) partnered with GSA to develop a Blanket Purchase Agreement (BPA) strategy which limits a federal supply schedule to small business for critical Advisory and Assistance Services Support for system program offices.  This partnership also allows ASC to use the streamlined method and permit award of up to 3 BPAs with 8(a) contractors.

The Training Systems Program Office at ASC also developed an omnibus contract strategy to meet customer requirements faster and cheaper.  A Training Systems Acquisition (TSA) program consolidated training requirements into 5 IDIQ contracts for competition among the awardees.  The solicitation provided for 3 full and open and 2 small business awards.  The small businesses can then compete for work under the award or appropriate requirements can be set aside for limited competition between the 2 small business awardees.  The small businesses in this program have successfully won in the “full and open” competitions.

A source selection for operation and maintenance of Air Force Plant 42 was conducted under small business set-aside procedures at Wright Patterson AFB.  The 5-year requirement is fixed price award fee.  Line items are based on market research conducted as part of the acquisition strategy. Market research found that typical profit under previous contracts was less than 5%, significantly contributing to user dissatisfaction with contract performance. An award fee incentive was determined to be a win-win situation to both the Government and small business.  The requirement was written as performance-based to allow business experience and creativity in meeting requirements.  Where the Government determined that requirements couldn’t be in performance-based terms, a special incentive provision was included that rewards the small business for implementing approved commercial practices.  Additionally, the award fee plan rewards the small business for actively exploring, analyzing and proposing more cost-effective commercial practices, whether implemented or not.

The examples above are just a few of many ways that AR and small business are complementary rather than adversarial.  Providing these opportunities for small business not only meets the requirements of law but gives the Air Force best value. 

AF WIDE AREA WORK FLOW TEAM WINS

DOD ELECTRONIC CONTRACTING AWARD

Col Lyndi Balven, SAF/AQCI
5 June 2000 was another great day for the Air Force Contracting Team!! You ask why?? During DoD's EC Day 2000 event, DoD's Deputy CIO, Paul Brubaker and DUSD (AR), Stan Soloway, presented the DoD EC awards recognizing outstanding achievements in EC. Our AF Wide Area Work Flow Team was a finalist going into EC day! But the best was yet to come --- The team was selected at the Best EC Team -- Small Business (see atch photo) -- Hooray!! All the hard efforts at the Air Force Academy -- our operational contracting WAWF-R/A pilot -- paid big dividends not only for the AF but for our small business partner, Space Mark, who was the first vendor DoD-wide to submit an electronic receipt, have it accepted by the government, and receive an electronic payment via Electronic Funds Transfer! A special congrats to our AF WAWF winners -- Team Leads: Carrie Cardwell and Capt Jen Block; USAFA -- Jennifer Glover, TSgt Hixon, Space Mark--Bill Watson; and the ECRCs--Susan Haskew, Marie Clark, Tony Lester, and Ed Wegman. 
Think about it -- AF Contracting received 2 DoD awards in the last 2 weeks!! One specifically applauding our EC pilot efforts and the other a DoD(C) Financial Management Initiative Award for our AF DoD Electronic Document Access efforts! What that tells me is we've worked hard, achieved much (turning off paper to DFAS for operational & weapons systems) and been duly recognized!! Kudos go not only to the AF WAWF-R/A team and the AF EDA Implementation Team but to the entire contracting community who have contributed to our Paperless Contracting/EC/EB initiatives. Our progress continues to standout across the department -- and you can take great pride in that. Please pass along our thanks for a job well done to your commanders, directors, and buyers! They've done a fantastic job...... 

Of course, it's not time to stop! Our next hurdle is turning off paper to our internal customers using EDA/NAFI and planning our initial AF WAWF-R/A Concept of Implementation. We are working with FM and SC on initial strategy planning -- certainly, WAWF is a major undertaking that will challenge us all. Time to start thinking about it! 

  Air Force Contracting’s Newest Lt Cols!
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Arroyo, Samuel
McClellan AFB, CA



Behne, Daniel
Washington D.C.



Blake, Casey
Los Angeles, AFB



Burns, Anthony
WPAFB, OH



Butler, Karen
Peterson AFB, CO



Constant, Douglas
DCMC, Buffalo
SSS Candidate



Domingos, Sandra
DLA-Richmond



Dylewski, Dianna
Kirtland AFB, NM



Emmons, Jeffrey
Hanscom AFB, MA



Fry, Dennis
Altus AFB, OK



Fuentes, Richard
Ft Mead, MD 



Hale, Michael 
Holloman AFB, NM 
SSS Candidate



Hastings, Brian
Scott AFB, IL



Hill, Craig
Langley AFB, VA



Hinson, David
DCMC, Egypt



Korn, Patricia
Ellsworth AFB, SD



Materna, Robert
Hanscom AFB, MA



Mitchell, Robert
WPAFB, OH



Monsen, Kathleen
Washington, DC 
SSS Candidate



Patterson, Wayne 
Misawa AB, Japan



Quinones, Manuel
DCMC, Norfolk



Robinson, Thomas
WPAFB, OH



Schlich, Friedrich
McChord AFB, WA



Selby, Reggie
Offutt AFB, NE



Sheasley, Sandra 
McGuire AFB, NJ



Valentine, Fred 
Dyess AFB, TX



Vickery, Caisson
Washington, DC



Walk, Robert
Data Masked



Whittal, Jeffrey 
Incirlik AB, Turkey

Air Force enlisted personnel certified 

Level III in Acquisition since December 1999: 
MSgt Lisa Rogers
HQ AFSOC/PKM
Hurlburt Field 

SMSgt Robert S. Harris 
HQ PACAF/LGC 
Hickam AFB 

MSgt Robert E. Wallis 
30 CONS/LGCE
Vandenburg AFB 

MSgt Charles M. Burton, Jr.
319 CONS/LGCE
Grand Forks AFB

CMSgt Gary L. Thomas
55 CONS/CCS 
Offutt AFB 

SMSgt Robert A. Caldwell
HQ ACC/LGC
Langley AFB 

SMSgt Edward G. Claunch 
HQ AFMC/IGIL
Scott AFB 

SMSgt Margaret J. Yeaton 
65 CONS/LGC
Langley AFB 

MSgt Katherine I. Perry 
HQ AETC/IGIS 
Randolph AFB 

MSgt Michael G. Lassiter
HQ USAFE/LG
Izmir

MSgt Gregory T. Pope
HQ USAFE
Rhein-Main

SMSgt Nathan C. Kilgore
HQ AETC/LGC
Randolph AFB 

SMSgt Sally A. Bergman 
45 CON/LGC
Patrick AFB 

SMSgt Jody J. Birkholz
HQ AMC/LGC
Scott AFB 

MSgt Gary M. Van Gorder
HQ AMC/LGC 
Scott AFB 

MSgt Lorri W. Lowther
HQ AMC/LGC
Scott AFB 



CONGRATULATION TO THE YEAR 2000 DEFENSE LEADERSHIP AND MANAGEMENT PROGRAM  (DLAMP) APPOINTEES--

KARL C. BIRD

WRIGHT-PATTERSON AFB 

KATHY L. BOOCKHOLDT

PENTAGON

ROGER S. CORRELL

SCOTT AFB 

JACQUELINE LEITZEL

EGLIN AFB 

MICHAEL J. MAGLIO 

PENTAGON 

DOMINIQUE MEYERS 

WRIGHT-PATTERSON AFB 

PAMELA C. SCHWENKE

PENTAGON 

GARY A. WILLIAMS 

EGLIN AFB

The SAF/AQC Quarterly Newsletter is published as a service to Air Force acquisition personnel and their customers.  Ideas for future articles, issues to be discussed, or training needs that can be met by this format should be submitted to � HYPERLINK mailto:colleen.griffith@pentagon.af.mil ��colleen.griffith@pentagon.af.mil�., or phone DSN 425-7019, commercial 703.588.7019.    








� U.S. Air Force Online News 9 Feb 00.


� Message, 071615Z Mar 97, Headquarters US Air Force Director of Personnel to General Officers and      Senior Civilian Executives.  Subject:  “Realistic Career Expectations--Civilian Employees.”


� AFDD 2-4.3, Education and Training, 9 Sep 98.  


� Drew, Dennis M.  “Educating Air Force Officers:  Observations after 20 Years at Air University.”  Airpower Journal.  (Summer 1997): 37-44.


� Kenney, Steven H.  “Professional Military Education and Emerging Revolution in Military Affairs,” Air Power Journal (Fall 1996): 50-64.  


� Information obtained through surveys of civilian students at the end of the 1999 academic year.  
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