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I.  INTRODUCTION

( ((  PURPOSE.   The Army Civilian Training, Education and Development System (ACTEDS) is a Department of the Army (DA) system, whose main purpose is to provide Army managers and careerists with policy and supporting guidance for systematic, competency-based career planning and development.  This system blends on-the-job training (OJT) with formal education and classroom training, collaborative distance learning, developmental assignments, self-development activities, etc.  Requirements in this ACTEDS plan are specific to the Army Intelligence Career Program 

(CP-35) in the Defense Civilian Intelligence Personnel System (DCIPS).  DCIPS is an excepted service civilian personnel system for the DOD Intelligence Community (IC) and was formerly known in Army as the Civilian Intelligence Personnel Management System (CIPMS). 

( ((  GOALS/OBJECTIVES.  Traditionally, competency and training requirements have been documented for individual positions within the context of immediate command mission needs.  This practice will continue but will be significantly supplemented by the requirements set forth in this plan.  The ACTEDS Plan identifies additional "corporate" DA and “IC” training and development requirements needed to sustain and improve professionalism within the Army IC.  The Plan’s objectives are to:

· Achieve a High Quality Workforce. 

· Strengthen the Army IC.  

· Enhance Professionalism. 

· Provide Corporate Perspectives and Link to Personnel Actions. 

· Facilitate Supervisor - Careerist Discussion and Agreement.

· Increase Priority of Training and Development. 

· Improve the Work Environment.
· Allow for Flexibility. 

· Support Dual Track Development. 

· Balance Institutional Training and Experience.
(Explanations of these Goals/Objectives are found in the Introduction Section of the ACTEDS Plan.)
( ((  CAREERISTS COVERED. This plan includes all DA DCIPS civilian positions/employees in the following occupations:

· Intelligence specialist (Series-GG-0132)

· Security specialist  (Series GG-080, performing intelligence-related security functions for at least 51 percent of their time)

· Scientific and technical positions  (Occupational series in the following families: GG-400/800/1300/

       1500) engaged in production and/or analysis of 

       intelligence)

· Intelligence education and training positions (Series-1701/1712)

· Positions classified in series 0301 where the predominate required knowledges, skills and abilities are intelligence or intelligence-related.

Intelligence Clerks and Assistants, series 134; Security Clerks and Assistants, series 086; intelligence Training Assistants, series 1702; and intelligence Engineering Technicians are not covered by Career Program 35, but come under the proponency of Military Intelligence.  

II.  STRUCTURE/MASTER TRAINING PLAN  

( (( CAREER PROGRAM STURCTURE.  Career Program 35 is divided into two Career Tracks (with Subgroups), four Career Levels, five functional Career Areas (with Subgroups) and two to nine Specialties associated with the Career Areas to help describe the career program’s requirements and assist in career planning.   

Career Tracks/Levels.  First, understand that Careerists pursue either the non-supervisory Technical Career Track or the Supervisory/Managerial Career Track and work toward a level of proficiency depending upon at which of four Career Levels they are in.  Careerists may choose to move often between Career Tracks.

   Career Program Structure
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· Technical Track and It’s Career Levels.   

· Entry/Developmental (grades 05 through 09). Entry positions such as centrally or locally funded interns in any Career Area.  Personnel in these positions receive progressive training and broadening developmental assignments that will prepare them for movement into the full performance level.

· Full Performance or Journeyman (grades 10 through 13).  Full performance through senior specialist positions typically located at installation/operating levels and in production/ analysis centers or staff action officer positions on MACOM, theater, joint or HQDA staffs.

· Expert (grades 14 and 15).  Substantive experts generally at production/analysis organizations and at MACOM, HQDA, Joint or higher levels.

· Senior Expert  (grades above 15).  Senior Intelligence Professional (SIP) positions/soon to be called Defense Intelligence Senior Level (DISL). 
· Supervisory/Managerial Track and It’s Career Levels.
· Team Leader (grades 10 through 13).  Positions exercising project or activity leadership without formal supervisory designation.

· Supervisor (grades 10 through 13).  Typically first‑level supervisory positions.

· Manager (grades 14 and 15).  Positions requiring exercise of broad organizational responsibilities often through subordinates who are themselves supervisors. 

· Senior Executive (Senior Intelligence Executive Service [SIES] positions/soon to be called Defense Intelligence Executive Service [DIES]).

Career Areas.  CP-35 is divided into the following five Career Areas with associated job series.  Careerists are expected to develop the competencies associated with at least one of the five Career Areas.
· Collection Management – Intelligence Specialists, series 132.

· Production/Analysis – Intelligence Specialists, series 132 and Engineers and Scientists in the 400, 800, 1300 and 1500 job families.

· Security Countermeasures/Counterintelligence – Intelligence Specialists, series 132 and Security Specialists, series 080.

· Education/Training – Education Specialists, series 1701 and Training Instructors and Training Specialists, series 1712.

· Intelligence Combat Development – Intelligence Specialists, series 132, and 0301 series.
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Career Subgroups and Specialties.  Functional Career Areas are further organized into Subgroups and Specialties.  Individual Competencies are tied to these Subgroups and Specialties.  From this structure of competencies, supervisors and careerists can determine the “skill sets” needed to support both the Interim and Objective Forces.
Overview of CP-35 Structure

	CAREER TRACK 
	SUBGROUPS
	CAREER  LEVELS

	Technical Career Track (Common/Core)


	Universal

Leadership/Teamwork

Organizational/

    Environment

Functional/

    Substantive
	Entry/Developmental

Full Performance/

     Journeyman

Expert

Senior Expert

	Supervisory/

Managerial

Career Track
	Leading Change

Leading People

Results Driven

Business Acumen

Building Coalitions/

    Communication
	Team Leader

Supervisor

Manager

Senior Executive

	

	CAREER AREAS
	SUBGROUPS
	SPECIALTIES

	Collection Management
	Organizational/

    Environment

Functional/

    Substantive
	Requirements

Operations

	Production/

Analysis 
	Organizational/

     Environment

Functional/

     Substantive
	Analysis

Intelligence Threat

     Support

Materiel Exploitation

Materiel Acquisition

	Security Counter-Measures (SCM)/

Counter-intelligence (CI)


	Organizational/

     Environment

Functional/

     Substantive
	Technical Security   Physical Security

Information Security 

Industrial Security

Disclosure Security Personnel Security

Automation Security

Operations Security Counterintelligence

	Education/

Training 
	Organizational/

     Environment

Functional/

     Substantive
	Instructor   

Education 

Training

	Intelligence 

Combat

Development 


	Organizational/

     Environment

Functional/

     Substantive
	General Intel Combat 

     Developments

Design and Dev.

Materiel Acquisition

Staff Management


( (( COMPETENCY REQUIREMENTS CONTAINED IN THE MASTER TRAINING PLAN (MTP).   The MTP establishes the Career Program’s competency requirements and provides guidance on training alternatives.  It is contained in Appendix A of the ACTEDS plan.  This appendix is divided into Career Tracks and Career Areas as well as Subgroups and makes provision for Specialities.  Tables from Appendix A, showing the five Career Areas, are provided in Section X of this Brochure.  The Subgroups describe the full range of required competencies for the Career Area or Track and are used to measure attainment of appropriate breadth/depth or professionalism.  Specialties reflect the recognized lines-of- work within Career Areas. 

By Career Track.  CP-35 recognizes a number of common competency requirements regardless of Career Area or Specialty.  They are divided between those required of all non-supervisory personnel (Common/ Core group) for those in the Technical Career Track and those required of supervisory/managerial personnel (Supervisory/Managerial group) for those who are in the Supervisory/Managerial Career Track.  DCIPS and 

CP-35 strive to expand professional development opportunities for Technical Track careerists, but recognize that qualifications for the Supervisory/ Managerial Track entails acquisition and mastery of different competencies.  A system of alpha-numeric codes is used in Appendix A to identify Career Tracks, Areas, Subgroups, and Specialties.  The Codes assist in the planning and documentation process.

· Common/Core Competencies of the Technical Career Track.  This group of competencies is for all non-supervisory careerists in the Technical Career Track.  There is great similarity in these common/core competencies between Career Programs in Army and in the career programs of other IC Agencies and Services but there is not yet standardization.  Four Subgroups of competencies are recognized in Army as follows:  Universal; Leadership/Teamwork; Organizational/Environment; and Functional/Substantive.  Each Subgroup has a number of competencies.  Appendix A of the ACTEDS plan contains the full description of each competency.  

Subgroups of the Common/Core (Non-Supervisory) Technical Track with Associated Competencies

	UNIVERSAL (CU)
	LEADER-

SHIP/TEAM-

WORK (CL)
	ORGANIZA-

TIONAL/

ENVIRON-

MENT (CE)
	FUNCTIONAL/

SUBSTANTIVE

 (CF)

	CU.1  Written Communication  
	CL.1  Project Management  
	CE.1  Army Roles, Customs and Courtesies
	CF.1  Broad Career Area Expertise 

	CU.2  Oral Communication 
	CL.2  Teamwork/

Teambuilding/Leadership 
	CE.2  Army Organizational Roles
	CF.2  Multi-Career Areas/ Related Disciplines 

	CU.3  Computer Skills
	CL.3  Concept Facilitation/

Influencing/

Negotiating 
	CE.3  DOD and Joint Organizational Structures, Roles and Missions
	CF.3  Intelligence Cycle



	CU.4  Staff Work
	CL.4  Decision Making 
	CE.4  Intelligence Community and the National Intel Process
	CF.4  National Security and Military Strategy

	CU.5  Reasoning/

Problem Solving/

Creative Thinking
	CL.5  Evaluation and Critique 
	CE.5  Army Intelligence Roles and Functions
	CF.5  Intel-Unique Computer/Net-

work Systems

	CU.6  Self-Management/ Initiative 
	
	CE.6  Interagency Coordination
	

	CU.7  Security Precepts, Requirements, and Procedures
	
	CE.7 Force Integration
	

	CU.8  Diversity Awareness 
	
	
	

	CU.9  DCIPS/CP35 
	
	
	

	CU.10  Funding and Contracting; Cost Analysis 
	
	
	


· Supervisory/Managerial Competencies of the Supervisory/Managerial Career Track.   These competencies are for all careerists in the Supervisory/Managerial Career Track.  The competencies below reflect the Office of Personnel Management’s (OPM’s) “Defined Leadership Competencies” and are recognized by many Agencies and Services.  You will note many similarities between some Common/Core Technical Track competencies and Supervisory/Managerial Competencies.  Appendix A provides indication when there is an analogue competency in the other Track.  Careerists in the Supervisory/Managerial Career Track are also responsible for the following Common/Core competencies because they do not have an analogue in the Supervisory/Managerial Track:  Computer Skills; Staff Work; Security Precepts, Requirements and Procedures; and the competencies in the Organizational/Environment and the Functional/Substantive Subgroups. 

Subgroups of the Supervisory/Managerial Career Track with Associated Competencies

	LEADING CHANGE (ML)
	LEADING PEOPLE (MP)
	RESULTS DRIVEN (MR)
	BUSINESS ACUMEN (MB)
	BUILDING COALITIONS/ COMMUNICA-TIONS (MC)

	ML.1 Continual Learning 
	MP.1  Conflict Manage-ment 
	MR.1  Account-ability 
	MB.1  Human Resource Manage-ment 
	MC.1  Influencing/ Negotiating 

	ML.2  Creativity and Innovation  
	MP.2  Cultural Awareness 
	MR.2  Customer Service 
	MB.2  Financial Manage-ment
	MC.2  Interpersonal Skills 

	ML.3  Flexibility 
	MP.3  Integrity/ Honesty
	MR.3  Decisive-ness 
	MB.3  Technology Manage-ment
	MC.3  Oral Communica-tions

	ML.4  Resilience 
	MP.4  Team Building 
	MR.4  Problem Solving 
	
	MC.4  Partnering 

	ML.5  External Awareness 
	
	MR.5  Technical Credibility 
	
	MC.5  Written Communica-tion 

	ML.6  Service Motivation 
	
	MR.6  Entrepre-neurship 
	
	MC.6  Political Savvy 



	ML.7  Strategic Thinking
	
	
	
	

	ML.8  Vision
	
	
	
	


Competency Requirements by Career Area.  Each Career Program member (careerist) will additionally fall into one at least one of  the five Career Areas of Career Program 35 and is responsible for attaining those competencies.  Please note that the competencies in the Education/Training Career Area reflect only intelligence-related competencies.  Careerists in that Career Area are also required to develop appropriate competencies specified in Career Program 32, Training. 

Competency Requirements by Specialty.  Many of the functional Subgroups of competencies are further divided or annotated by specialty.  Section X is an extract of the five functional Career Areas.  Where Specialties are indicated, careerists working in that Specialty are responsible for the competencies that are linked to them in the Subgroups as well as any that might be required of all careerists in that Career Area.

Note, the “66% or Two-Thirds Preponderance Rule”, discussed on pages 13 and 14 and in the examples on page 5, establishes the overall number of competencies required for certification at approximately 70% of all those listed and applicable to subgroups associated with a Track, Area, and Specialty.
III.  PROCESS FOR COMPETENCY REQUIREMENT DETERMINATION & CERTIFICATION.  

( ((  PUTTING IT ALL TOGETHER.  The following diagram and five step process illustrate how to determine the appropriate competency requirements for a Career Track, Area, and Specialty.  Think of it as putting together the list of subjects to be taught/taken at an extended resident training program or university resulting in a degree, diploma or certificate.
[image: image25.wmf]
[image: image26.wmf]1.  Determine Your Career 

Track & Select & Attain 

At Least 66% of the 

Competencies

In Each Applicable 

Subgroup At Your

Career Level of -


· Developmental

· Full Performance/Supervisor

· Expert/Manager or

· Senior Expert/Executive

1.a  Those in the Supervisory/

Managerial Career Track

Are Required to Also 

Select & Attain Many of the 

Technical Track Competencies

2.  Determine your

Career Area &

Specialty & Attain

at least 66% of the

Competencies

In Each Applicable

Subgroup at Your 

Career Level



( ((  STEPS TO DETERMINE YOUR REQUIRED COMPETENCIES:
1.  Go to Appendix A, Page A-2 of the ACTEDS Plan to determine your Career Track, Career Area and Specialty (if appropriate).  The example is for a full performance, non-supervisory/technical track careerist in the Security Countermeasures/CI Career Area with a Personnel Security Specialty.

2.  Then go to page A-5 for the Common/Core Competencies for the Technical Career Track and review Subgroups - Careerist selects those competencies most meeting the needs of their position, Specialty and career plans while meeting the “Preponderance” standard of at least 66% of the competencies in each subgroup.  (Example reflects a random selection of the minimum number of competencies.) 
3.  Then go to page A-21 for the Security Countermeasures/CI Career Area Competencies and review Subgroups and Specialties - Careerist selects those competencies most meeting the needs of their position, Specialty and career plans while meeting the minimum standard of at least 66% of the competencies in each subgroup.  (Example reflects a random selection of the minimum number.)
4.  Then go to Appendix D and put together a summary of your experience, education, training and self-development activities using the appropriate formats - Careerist focuses on required ACTEDS competencies.  Training and development (T&D) should then focus on the weaker competencies considering the “Standards of Competency By Level” found on pages 34 & 35 of the ACTEDS plan, on page 13 of this Brochure and on last form provided below.  Current year T&D activities should be included in the careerist’s TAPES support form, DA7222-1 and evaluated at the end of the year.

5.  Careerists seeking certification should go to Appendix E and use those formats to document attainment and begin the certification process.  The “Standards of Competency by Level” printed on the last form apply to all competencies.  Formats in Appendix D should supply enough information for verification by supervisors, ACPMs, etc.
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Step 1

Overview of CP-35 Structure

	#
	CAREER TRACK
	
	SUBGROUPS
	LEVELS

	1
	TECHNICAL (COMMON/

CORE)

	C

CU

CL

CE

CG
	-  Universal

-  Leadership/

      Teamwork

-  Organizational/

      Environment

-  Functional/

      Substantive
	Entry/Develop-

   mental

Full Performance/

     Journeyman
Expert

Senior Expert

	2
	SUPERVISORY/

   MANAGERIAL
	M

ML

MP

MR

MB

MC
	-  Leading 

       Change

-  Leading People

-  Results Driven

-  Business

        Acumen

-  Building

    Coalitions/ 

    Communication
	Team Leader

Supervisor

Manager

Senior Executive

	

	
	CAREER AREAS
	
	SUBGROUPS
	SPECIALTIES

	3
	COLLECTION MANAGEMENT
	O

OE

OF
	-  Organizational/

   Environment

-  Functional/

   Substantive
	Requirements

Operations

	4
	PRODUCTION/

ANALYSIS
	P

PE

PF
	-  Organizational/

   Environment

-  Functional/

   Substantive
	Analysis

Intelligence Threat Support

Materiel Exploitation

Materiel Acquisition

	5
	SECURITY COUNTER-MEASURES/

COUNTER-INTELLIGENCE (CI)
	S

SE

SF
	-  Organizational/

   Environment

-  Functional/

   Substantive
	Technical Security      

Physical Security

Information Security

Industrial Security

Disclosure Security

Personnel Security
Automation Security

Operations Security

Counterintelligence

	6
	EDUCATION/

TRAINING
	E

EE

EF
	-  Organizational/

    Environment

-  Functional/

   Substantive
	Instructor   

Education 

Training

	7
	INTELLIGENCE

 COMBAT 

DEVELOPMENT


	I

IE

IF


	-  Organizational/

    Environment

-  Functional/

   Substantive
	-  General Intel

    Combat

    Developments

-  Design and

   Development

-  Materiel Acquisition

-  Staff Management
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Step 2

Subgroups of the Common/Core (Non-Supervisory) Technical Track with Associated Competencies

	UNIVERSAL (CU)

(7 or more)
	LEADER-

SHIP/TEAM-

WORK (CL)

(4 or more)
	ORGANIZA-

TIONAL/

ENVIRON-

MENT (CE)

(5 or more)
	FUNCTIONAL/

SUBSTANTIVE

 (CF)
(4 or more)

	CU.1  Written Communication  
	CL.1  Project Management  
	CE.1  Army Roles, Customs and Courtesies
	CF.1  Broad Career Area Expertise 

	CU.2  Oral Communication 
	CL.2  Teamwork/

Teambuilding/Leadership 
	CE.2  Army Organizational Roles
	CF.2 Multi-Career Areas/ Related Disciplines 

	CU.3  Computer Skills
	CL.3  Concept Facilitation/

Influencing/

Negotiating 
	CE.3  DOD and Joint Organizational Structures, Roles and Missions
	CF.3  Intelligence Cycle


	CU.4  Staff Work
	CL.4  Decision Making 
	CE.4  Intelligence Community and the National Intel Process
	CF.4  National Security and Military Strategy

	CU.5  Reasoning/

Problem Solving/

Creative Thinking
	CL.5  Evaluation and Critique 
	CE.5  Army Intelligence Roles and Functions
	CF.5  Intel-Unique Computer/Net-

work Systems

	CU.6  Self-Management/ Initiative 
	
	CE.6  Interagency Coordination
	

	CU.7  Security Precepts, Requirements, and Procedures
	
	CE.7 Force Integration
	

	CU.8  Diversity Awareness 
	
	
	

	CU.9  DCIPS/

CP35 
	
	
	

	CU.10  Funding and Contracting; Cost Analysis 
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Step 3   

GROUP 5 – SECURITY COUNTERMEASURES/

COUNTERINTELLIGENCE COMPETENCIES   These competencies are for all careerists whose main duties/functions relate to either Counterintelligence (CI) or Security Countermeasures (SCM).   All careerists are responsible for the competencies under the Organization/Environment Subgroup.  Careerists are only responsible for the competencies in the Functional/ Substantive subgroup relating to their assigned specialties/ disciplines/ functions.  Key:  CI = Counter-intelligence, TECH = Technical Security, INFO = Information Security, DISC = Disclosure Security, AUTO = Automation Security or Security, PHYS = Physical Security, IND = Industrial Security and Information Assurance (IA), OPS = Operations, PERS = Personnel Security.

	ORGANIZA-TIONAL/

ENVIRON-MENT (SE)

 (4 or more)
	S

P

E

C
	FUNCTIONAL/

SUBSTANTIVE (SF)

(11 or more)
	CI
	TECH
	INFO
	DISC
	AUTO
	OPS
	PHYS
	IND
	PERS

	SE.1  DOD Organizations & their Investigative Respon-sibilities
	A

L

L
	SF.1  Security Laws and Regulations
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.2 Analysis Organizations
	ALL
	SF.2  Intel Laws & Related Statutes
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.3  HUMINT Operations
	ALL
	SF.3  Countermeasure Disciplines
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.4  Joint Interagency Operations
	ALL
	SF.4  Foreign Intelligence Threat
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.5  Multidiscipline SCM or CI Operations
	ALL
	SF.5  ADP/IA Security Operations
	X
	X
	X
	X
	X
	X
	X
	X
	

	
	
	SF.6  Acquisition Systems Protection Program
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.7  Special Access Program Requirements
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.8  Foreign Disclosure
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.9  Counterterrorism and Antiterrorism
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.10  Counter-proliferation
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.11 Foreign Ground Forces
	X
	X
	X
	X
	X
	X
	
	
	

	
	
	SF.12  Technical Surveillance Counter-measures 
	X
	X
	X
	
	X
	
	X
	
	

	
	
	SF.13  Counter-intelligence (CI)
	X
	X
	X
	X
	
	
	
	
	

	
	
	SF.14 Counter-intelligence Requirements and Procedures
	X
	X
	X
	
	X
	
	
	
	X

	
	
	SF.15  Certification Requirements
	X
	X
	
	
	
	
	
	
	

	
	
	SF.16  Polygraph Operations
	
	X
	
	
	
	
	
	
	X


Step 4a             DOCMENTATION OF COMPETENCY FROM TRAINING OR EDUCATION FOR CP-35

NAME: 


                DSN NO:
                                     SERIES:  080         CURRENT GRADE:                 12                     .
CURRENT ORGANIZATION: 

                                   CAREER TRACK:       Non-Supervisory/Technical                                            . 
CAREER AREA:  
Security Countermeasures/CI
  CAREER LEVEL:  
Full Performance         SPECIALITY:     Personnel Security         .       

                                                                                                                              Check If Continuation Page Attached               .

	EDUCATION OR TRAINING COURSE/CLASS COMPLETED

Title
	LEVEL
	DAYS 
	DATES
	 SOURCE 

(Training Center, College, or Organization Offering the training/course)
	COMPETENCIES     

(Indicate competencies improved or attained by completion of the training or course) 

Code                Competency name

	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	


Level = Introductory (I), Intermediate (M), Advanced (A).  Days = Number of days of training.  Dates = dates of course or class.  Code/Name = Alpha code & name for competency from Appendix A of ACTEDS Plan. 

                                                                                                               SIGNATURES                   E-MAIL ADDRESS                   DATE

 VERIFICATION:                                                                                        

  I certify, that, to the best of my        EMPLOYEE  (Application):  
                                                               
                                              .                                                    

  knowledge and belief, all of the 

  information on and attached to       SUPERVISOR (Endorsement):  
                                                                                                   
                                                                                                                                                       
  this document is true, correct,  

  complete and made in good faith.    MGR/ACPM (Optional):   


                                                                       
                   

Step 4b                   DOCUMENTATION OF COMPETENCY FROM EXPERIENCE FOR CP - 35

(Separate sheet for each assignment)

<DIV ALIGN="center">
	 PRIVATE
1a. Name:                                             
	 b. Present Army MACOM:   

	 c. EmaiL Address: 
	 d. Phone: 
	 e. DSN: 

	2a. Career Area: Security Countermeasures
	b. Track: Technical/

Non-supervisory
	c. Level: Full Performance 
	d. Series: 080
	e. Grade: 12
	f. Specialty: Personnel Security


  3.  Competencies Improved or Attained from Assignment (Use separate sheet of bond paper to continue)
	Code 
	Competency
	Code
	 Competency

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	


  4. Rotational Assignment/Permanent Assignment 

	PRIVATE
a. Assignment/Position Title:                                                                                               
	b. Military/Civilian Grade:

	c. Date(s) of Assignment - From:                    To: 
	d. # Months:
	 e. Org during Assignment:

	f.  Location/DUty Station:

	g.  Position Description (Duties actually performed and achievements attainted related to competencies claimed.  Use separate sheet of bond paper to continue)



	h. Verifying Official: 
	 i. E-mail Address:

	5. Certification.  I certify that, to the best of my knowledge and belief, all of the information on and attached to this document is true, correct, complete and made in good faith.    

                                                                            SIGNATURE                                  E-MAIL ADDRESS                                DATE

                      EMPLOYEE (Application):

                      SUPEVISOR (Endorsement):

                      MGR/ACPM (Optional):                                                              


Step 4c

DOCUMENTATION OF COMPETENCY FROM SELF-DEVELOPMENTAL ACTIVITIES FOR CP-35

NAME: 


                                              DSN NO:

       SERIES:      080            CURRENT GRADE:    12                  .
CURRENT ORGANIZATION: 

                                                          CAREER TRACK:        Technical/Non-supervisory                           . 
CAREER AREA:  
Security Countermeasures/CI      CAREER LEVEL:   Full Performance                  SPECIALITY: 
Personnel Security      .    

                                                                                                                                     Page     of      pages.

	SELF-DEVELOPMENT ACTIVITY (Professional Societies, Community Activities, Published Articles or Books, Teaching, etc)

                            Activity
	DATES

From    To
	DAYS/

MONTHS

 
	COMPETENCIES    

 (Indicate competencies improved  or attained by completion of the training or course) 

Code                Competency Name

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Description of Activity (tasks completed and achievements attained related to competencies claimed).  

	SELF-DEVELOPMENT ACTIVITY

                      Activity
	DATES

From To
	DAYS/

MONTHS
	COMPETENCIES

Code                 Competency Name

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Description of Activity  

                                   
	

	
	

	
	

	
	


Dates = dates of activity.  Days/Months = number of days or months of activity.  Code/Name = Alpha code and name for competency from Appendix A to ACTEDS Plan.                                                                             

                                                                               SIGNATURES                          E-MAIL ADDRESS                       DATE

 VERIFICATION:                                                                                        

  I certify, that, to the best of my        EMPLOYEE (Application):  


            


                                    
                                                     

  knowledge and belief, all of the 

  information on and attached to        SUPERVISORY (Endorsement)  



                                                                      
                                                                                                   
  this document is true, correct,  

  complete and made in good faith.    MGR/ACPM (Optional):   
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Step 5a

CERTIFICATION OF COMPETENCY LEVEL FOR CP–35

(Summary Sheet –  Common Core & Supv/Mgmt Competencies)

NAME: 




                     DSN NO:
                       SERIES:     080               CURRENT GRADE:      12     .
CURRENT ORGANIZATION: 



                                                     CAREER TRACK:   Technical/Nonsupervisory             . 

CAREER AREA:  
Security Countermeasures/CI               SPECIALITY:  Personnel Security       CAREER LEVEL:    Full Performance               .

	COMMON/CORE GROUP & TECHNICAL TRACK                  Initials

Code        Subgroup/Competency                              Emp Supv  Mgr  CPM
	SUPERVISORY/MANAGERIAL GROUP & TRACK                 Initials 
 Code       Subgroup/Competency                        Emp Supv  Mgr CPM

	CU
	UNIVERSAL (7 or more)
	
	
	
	
	ML
	LEADING CHANGE (6 or more)
	
	
	
	

	CU.1
	Writing
	
	
	
	
	ML.1
	Continual Learning
	
	
	
	

	CU.2
	Oral Communications
	
	
	
	
	ML.2
	Creativity and Innovation
	
	
	
	

	CU.3*
	Computer Skills
	
	
	
	
	ML.3
	Flexibility
	
	
	
	

	CU.4*
	Staff Work
	
	
	
	
	ML.4
	Resilience
	
	
	
	

	CU.5 
	Reasoning
	
	
	
	
	ML.5
	External Awareness
	
	
	
	

	CU.6
	Self-Management/Initiative
	
	
	
	
	ML.6
	Service Motivation
	
	
	
	

	CU.7*
	Security Precepts, Requirements and Procedures
	
	
	
	
	ML.7
	Strategic Thinking
	
	
	
	

	CU.8
	Diversity Awareness
	
	
	
	
	ML.8
	Vision
	
	
	
	

	CU.9
	DCIPS/CP-35
	
	
	
	
	MP
	LEADING PEOPLE  (3 or more)
	
	
	
	

	CU.10
	Funding & Contracting; Cost Analysis
	
	
	
	
	MP.1
	Conflict Management
	
	
	
	

	CL
	LEADERSHIP/TEAMWORK (4 or more)
	
	
	
	
	MP.2
	Cultural Awareness
	
	
	
	

	CL.1
	Project Management
	
	
	
	
	MP.3
	Integrity/Honesty
	
	
	
	

	CL.2
	Teamwork/Teambuilding/Leadership
	
	
	
	
	MP.4
	Team Building
	
	
	
	

	CL.3
	Concept Facilitation/influencing/

Negotiating
	
	
	
	
	MR
	RESULTS DRIVEN  (4 or more)
	
	
	
	

	CL.4
	Decision Making
	
	
	
	
	MR.1
	Accountability
	
	
	
	

	CL.5
	Evaluation and Critique
	
	
	
	
	MR.2
	Customer Service
	
	
	
	

	CE
	ORGANIZATIONAL/ENVIRONMENT

 (5 or more)
	
	
	
	
	MR.3
	Decisiveness
	
	
	
	

	CE.1*
	Army Roles, Customs and Courtesies
	
	
	
	
	MR.4
	Problem Solving
	
	
	
	

	CE.2*
	Army Organizational Roles
	
	
	
	
	MR.5
	Technical Credibility
	
	
	
	

	CE.3*
	DOD and joint Organizational Structures, Roles and Missions
	
	
	
	
	MR.6
	Entrepreneurship
	
	
	
	

	CE.4*
	Intelligence Community and the National Intelligence Process
	
	
	
	
	MB
	BUSINESS ACUMEN (2 or more)
	
	
	
	

	CE.5*
	Army Intelligence Roles and Functions
	
	
	
	
	MB.1
	Human Resource Management
	
	
	
	

	CE.6*
	Interagency Coordination
	
	
	
	
	MB.2
	Financial Management
	
	
	
	

	CE.7*
	Force Integration
	
	
	
	
	MB.3
	Technology Management
	
	
	
	

	CF
	FUNCTIONAL/SUBSTANTIVE  

(4 or more)
	
	
	
	
	MC
	BUILDING COALITIONS/

COMMUNICATIONS  (4 or more)
	
	
	
	

	CF.1*
	Broad Career Area Expertise
	
	
	
	
	MC.1
	Influencing/Negotiating
	
	
	
	

	CF.2*
	Related Disciplines/Career Areas
	
	
	
	
	MC.2
	Interpersonal Skills
	
	
	
	

	CF.3*
	Intelligence Cycle
	
	
	
	
	MC.3
	Oral Communications
	
	
	
	

	CF.4*
	National Security and Military Strategy
	
	
	
	
	MC.4
	Partnering
	
	
	
	

	CF.5*
	Force Integration
	
	
	
	
	MC.5
	Written Communication
	
	
	
	

	CF.6*
	Intelligence-Unique Computer/Network Systems
	
	
	
	
	MC.6
	Political Savvy
	
	
	
	


*Applies also to those in the Supervisory/Managerial Career Track    

Emp = Employee Initials.  Supv = Supervisory Initials.  Mgr = Manager’s Initials.  CPM = Career Program Manager Initials

 VERIFICATION:                                                                          SIGNATURES                               E-MAIL ADDRESS                                      DATE

 I certify, that, to the best of my         EMPLOYEE (Application):  


            


                                                
                                                                           

 knowledge and belief, all of the 

 information on and attached to         SUPERVISOR (Endorsement):  






                          
                                                                          
 this document is true, correct,  

 complete and made in good faith.    MANAGER/ACPM (Endorsement):  
      




            
               .                                                                                   

                                                          CPM (Approval**):                                                                                                                                                        .                                                                                                                                                                                                                             
**Must meet both Career Level Definitions and 66% Preponderance Rule to be Certified for Career Track, Area and Specialty

Step 5b

CERTIFICATION OF COMPETENCY LEVEL FOR CP – 35

                                                   (Summary Sheet – Career Area Competencies)

NAME: 




                     DSN NO:
                      SERIES:      080               CURRENT GRADE:   12         .
CURRENT ORGANIZATION: 



                                                     CAREER TRACK:       Technical/Nonsupervisory             . 

CAREER AREA:  
Security Countermeasures/CI     SPECIALITY:       Personnel Security          CAREER LEVEL:        Full Performance      
         .

	Organizations/Environmental Competencies 

Code   Subgroup/Competencies                  Emp Supv Mgr CPM
	 Functional/Substantive Competencies: 

Code        Subgroups/Competencies                                  Emp Supv Mgr CPM

	SE.1
	DOD Organizations and their Investigative Responsibilities
	
	
	
	
	SF.1
	Security Laws and Regulations
	
	
	
	

	SE.3
	HUMINT Operations
	
	
	
	
	SF.2
	Intelligence Laws & Related Statutes
	
	
	
	

	SE.4
	Joint Interagency Operations
	
	
	
	
	SF.3
	Countermeasure Disciplines
	
	
	
	

	SE.5
	Multidiscipline SCM or CI Operations
	
	
	
	
	SF.4
	Foreign Intelligence Threat
	
	
	
	

	
	
	
	
	
	
	SF.6
	Acquisition Systems Protection Requirements
	
	
	
	

	
	
	
	
	
	
	SF.7
	Special Access Program Requirements
	
	
	
	

	
	
	
	
	
	
	SF.8
	Foreign Disclosure
	
	
	
	

	
	
	
	
	
	
	SF.9
	Counterterrorism and Antiterrorism
	
	
	
	

	
	
	
	
	
	
	SF.10
	Counterproliferation
	
	
	
	

	
	
	
	
	
	
	SF.14
	Counterintelligence Requirements and Procedures
	
	
	
	

	
	
	
	
	
	
	SF.16
	Polygraph Operations
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	JOB SPECIFIC OR MACOM COMPETENCY REQUIREMENTS
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	


Emp = Employee Initials.  Supv = Supervisory Initials    CPM= CPM or ACPM.  *Could  include Language and Area Studies requirements

VERIFICATION:                                                                                            SIGNATURES                           E-MAIL ADDRESS                          DATE

  I certify, that, to the best of my            EMPLOYEE (Application):  


            

                                                               .                                  

  knowledge and belief, all of the 

  information on and attached to           SUPERVISOR (Endorsement):  





                              .                   
  this docUment is true, correct,   

  complete and made in good faith.      MANAGER/ACPM (Endorsement):    





                              .                                                                          

                                                             CPM (Approval*):                                                                                                                                                       .                                                                                                                                                                                              
*Must meet both Career Level Definitions and 66% Preponderance Rule to be Certified for Career Track, Area and Specialty

STANDARDS OF COMPETENCY BY LEVEL

· Developmental (Grades 5 to 9):  General knowledge of and expertise with the principles, concepts and/or methodologies of the competency as attained from education or basic/familiarization/overview courses and/or initial on-the-job orientation/training and closely supervised assignments.  Becomes qualified to advance to intermediate courses and perform a range of routine assignments under general supervision relying on the competency.

· Full Performance/Supervisor (Grades 10 to13):  Thorough, complete Understanding of and expertise in the principles, concepts and/or methodologies of the competency as attained from education and intermediate courses, and in some cases advanced courses, as well as successful experience in a variety of complex assignments, Under normal supervision, that require the competency.  Able to Lead and guide Lower-graded personnel.

· Expert/Manager (Grades 14 to15):  Mastery of the principles, concepts and/or methodologies of subject/competency and expertise as attained from the most advanced training and graduate Level education, such as IC or Joint education and/or training, as well as significant success in performing the most demanding assignments requiring the competency.  Able to experiment and apply new developments in the competency to problems/tasks not susceptible to treatment by accepted methods.

· Senior Expert/Executive (Grades above 15):  Mastery of the subject/competency – a recognized expert within DOD and/or the IC.

IV.  CAREER DEVELOPMENT MODEL AND PLANNING GUIDANCE 
( ((  CAREER DEVELOPMENT MODEL.  Under this ACTEDS plan, careerists are being expected to take more initiative and operate in a larger and more complex environment.  New employees will enter at a wide variety of skill levels, with a diverse set of career goals and objectives.  While the majority may pursue advancement within a single Career Area, and possibly even a single Specialty, across Army or the IC, others will travel along a diverse set of career paths in several Career Areas, in other elements of the IC, or even outside the federal government.  This vision of career progression emphasizes enhanced mobility among parallel Specialties and even between Career Areas, external education and training and diverse employment experiences.  All employees are expected to develop their Career Area skills through a regular program of training and development; however, to increase opportunities for promotion, employees should comprehensively complete the requirements for their Career Track, Level, Area and Specialty (if appropriate).  Once accomplished they should even consider developing skills in multiple Specialties within their Career Areas, multiple Career Areas and/or participate in broadening assignments to build cross-disciplinary or multi-functional resumes.
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Example.  A grade-11 General Military Intelligence Analyst in the Production/Analysis Career Area can choose from among a variety of training and professional development options to achieve diverse career-related competencies and enhance potential for further career development within Army and the IC.  These might include:  Completion of advanced studies such as the Postgraduate Intelligence Program (PGIP) or advanced civil schooling for foreign language and area studies; acquisition of Leadership skills through Army’s or OPM’s Leadership Seminars, and/or rotational assignment as an Executive Officer/Assistant; knowledge of parallel Career Areas or fields through attendance at introductory or overview courses (e.g., Intro to CI, Collection Mgt, Military Intelligence Captain’s Career Course [MICCC]); and finally, breadth of perspective and expertise gained from rotational or permanent assignments with contractors or other organizations in or outside the Federal Government.
( ((  A PLACE TO START.   When developing an individual career development plan, careerist should not only determine the required competencies for the Career Track, Area, Speciality and Level, as demonstrated above, but also ensure that the key policies from  Section V below, Career Development Policies, and guidance from other parts of the ACTEDS Plan are understood and applied especially about:  Self-Development; Functional, Organizational and Geographic Mobility; Academic Studies/Degrees; and Key Development Programs (See Section VI below). 

CAREER PLANNING GUIDANCE
	TECHNICAL CAREER TRACK

	Career Level
	Assign-ments
	Academic Studies
	Training

	Entry/

Develop-mental Level (Grade-5/7/9)
	Detailed guidance for developing an intern’s training plan is provided in Appendix F of the ACTEDS Plan.


	Journey-man (10/ 11/12/13)
	Two or more assignments in varied functional, geographical or organizational settings (see page 46 of Plan on mobility) such as an Intelligence Community Assignment Program (ICAP) or Equivalent Assignment for GG-13s (p. 52)
	- A Bachelors Degree

In a Related Subject (p. 44) 

- Pursuit of Advanced Studies in a Related Subject such as at the Joint  Military Intelligence College (JMIC)

(p. 55)
	- Completion of Job

  Specific Training

- Completion of

   ACTEDS

   Training for Track,

   Area and

   Specialties

   (Appendix A)

- Sustaining Base

  and Leadership

  Mgmt (SBLM) 

  Program (GG-12+)

  (p. 49)

- IC Officer Training

  (ICOT) (GG-13+)

  (p. 52)

	Expert 

(14/15)
	Two or more assignments in varied functional, geographical or organizational settings such as an ICAP or Equivalent Assignment if not yet completed 
	- A Masters

Degree in a

Related Subject such as from JMIC

- Further Academic Studies in a Related Subject such as from a Senior Service College (p 49)
	- Completion of Job

  Specific Training

- Completion of

  ACTEDS Training

  for Track, Area and

  Specialties

- SBLM 

- ICOT 



	Senior Expert (SIP/

DISL)
	Two or more assignments in varied functional, geographical or organizational settings
	Further Academic Studies in Advanced Areas
	- IC Senior Leader Program 



	SUPERVISORY/MANAGERIAL CAREER TRACK

	Career Level
	Assign-ments
	Academic Studies
	Training

	Team Leader (Grade -10/11/

12/13)
	Two or more assignments in varied functional, geographical or organiza-tional settings (see page. 46 of Plan on mobility) such as an ICAP or Equivalent Assignment for GG-13+

 (p. 52)
	- A Bachelors Degree

In a Related Subject (p. 44) 

- Pursuit of Advanced Studies in a Related Subject such as from the Joint  Military Intelligence College (JMIC)

(p. 55
	- Completion of Job

Specific Training

- Completion of

ACTEDS Training for Track, Area and Specialties

- Army’s Civilian

Leadership Dev.

Trng. (p.48) 

- Sustaining Base and Leadership Management Prgm.

(SBLM) (GG-12+) (p. 49)
- ICOT (GG-13+)

(p. 52)

- Defense

Leadership and

Management

Program (DLAMP)

(GG-12+) (p. 49)

	Super-visor 

(10/11/

12/13)
	Two or more assignments in varied functional, geographical or organiza-tional settings such as an ICAP or Equivalent Assignment for GG-13+
	- A Bachelors Degree

In a Related Subject (p. 44) 

- Pursuit of Advanced Studies in a Related Subject such as from the JMIC

(p. 55)
	- Completion of Job Specific Training

- Completion of

ACTEDS Training for Track, Area and Specialites

- Army’s Civilian 

Leadership

Development Trng.

- SBLM (GG-12+)

- ICOT (GG-13+)

- DLAMP (GG-12+)

	Manager 

(14/15)
	Two or more assignments in varied functional, 

geographical or organiza-tional settings such as an ICAP or Equivalent Assignment if not yet completed & assignment to a Key Position (p. 13)
	- A Masters

Degree in a

Related

Subject

such as from

JMIC

- Further Academic Studies in a Related Subject such as from a  Senior

Service

College 

  (p.49)
	- Completion of ACTEDS Training for Track, Area and Specialities

- Army’s Civilian 

Leadership 

Development

- SBLM

- ICOT 

- DLAMP

	Executive (SIES/

DISES)
	Two or more assignments in varied functional, geographical or organizational settings.
	Further Academic Studies in Advanced Areas
	- Army’s Civilian Leadership Development Program

- IC Senior Leader Program 




V.  CAREER MANAGEMENT POLICIES

New Competency Emphasis/Impact on Promotion.  The ACTEDS plan challenges careerists and organizations to attain more and varied competencies than before.  This ACTEDS plan stresses attainment of specified Army, DOD and IC-wide competencies, from any appropriate source, while recognizing the continued importance of locally and command determined requirements.  While attainment of a Competency Level for a Career Area does not guarantee promotion it increases competitiveness for key assignments and promotion as well as a careerist’s overall value to an organization. 

Methods of Attaining Competencies.  Competencies listed in Appendix A represent requirements for the specified Career Tracks, Areas, Specialties and Levels. Only in limited cases will specific courses be identified as mandatory for civilians.  Most courses are required for maximum proficiency while others are desirable training.  Army Leader Development Core Courses or specified certification-producing courses are two examples of mandatory courses.  In most cases, competencies may be acquired through many sources, such as prior military or civilian service, on-the-job training, details, rotational or developmental assignments, correspondence courses, collaborative distance learning, prior training or education, or self-development activities.  Experience is often more important than education or training, however, careerists should strive for a balance between institutional and experiential learning.  Often there are a wide variety of courses that will meet a requirement.  Supervisors, with careerist participation, are responsible for determining the best, most cost-effective means of attaining competencies, with advice and assistance from Activity Career Program Managers (ACPMs) and servicing personnel in your Civilian Personnel Advisory Center.  The section of the ACTEDS Plan titled “Training Sources” , found on page 32, is an important resource for web links to most training organizations and their catalogs.  Careerists are responsible for ensuring that completed training, education, or experience is credited in their official training records.  


[image: image9.wmf]
Standards of Competency/Professionalization.  Careerists should attain a significant breadth as well as depth of competency (i.e., professionalism) in order to be recognized as an Army professional at their Career Level for a Career Track, Area, and Specialty (if appropriate).  Careerists are responsible for attaining the applicable competencies listed in Appendix A as well as those required of their present position.  The standards for attaining an individual competency are defined below and are equally applicable to all competencies whether from the Common/Core group of the Technical Career Track, the Supevisory/Mangerial group of the Supervisory/Managerial Track or from one of the five functional Career Areas.  Careerists will develop and be evaluated on their attainment of competencies at each Career Level.  These standards are an extract of the grade band definitions for Professional-Administrative work found in the Guide to Classifying GS Position in CIPMS.  In some cases, the full definition contained in that Guide will be needed to determine whether a competency has been attained.  The appropriate grade-band definition for an applicable Army Occupational Guide may also be used.  Note in these definitions the requirement for training/education and experience and the requirement that the careerists be able to document the successful utilization of the competency.
· Developmental (Grades 5 to 9):  General knowledge of and expertise with the principles, concepts and/or methodologies of the competency as attained from education or basic/familiarization/

overview courses and/or initial on-the-job orientation/training and closely supervised assignments.  Becomes qualified to advance to intermediate courses and perform a range of routine assignments under general supervision relying on the competency.

· Full Performance/Supervisor (Grades 10 to 13):  Thorough, complete understanding of and expertise in the principles, concepts and/or methodologies of the competency as attained from education and intermediate courses, and in some cases advanced courses, as well as successful experience in a variety of complex assignments, under normal supervision, that require the competency.  Able to lead and guide lower-graded personnel in the competency.

· Expert/Manager (Grades 14 to 15):  Mastery of the principles, concepts and/or methodologies of subject/competency and expertise as attained from the most advanced training and graduate level education, such as IC or Joint education and/or training, as well as significant success in performing the most demanding assignments requiring the competency.  Able to experiment and apply new developments in the competency to problems/tasks not susceptible to treatment by accepted methods.

· Senior Expert/Executive (Grades above 15):  Mastery of the subject/competency – a recognized expert within DOD and/or the IC.
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( ((  PROFESSIONALIZATION AND THE COMPETENCY CERTIFICATION PROCESS.  The careerist’s supervisors, with the active assistance of the careerist, are responsible for: 

· Determining the applicable competencies from Appendix A; 

· Determining which competencies the careerist should develop in priority order; 

· Planning appropriate training, developmental assignment and self development activities; 

· Making time to complete the activity and acquiring resources for development; and 

· Initially determining the attainment of the required level for each competency.  

Supervisors are also responsible for documenting any unique competencies required of the current position and ensuring they are given priority for training and development.  Attainment of individual competencies and Career Levels will be measured against the standards outlined in the Standards of Competency/ Professionalization section above. 

Initial Evaluation, Planning and Standard for Attainment of Competencies for a Subgroup.  Applicable competencies should be recorded, the previous level of achievement/attainment determined, and then activities should be annually planned, in conjunction with the Total Army Personnel Evaluation System (TAPES) process, until at least a preponderance (66% or more) of all the required competencies in each applicable Subgroup are reasonably attained at the careerist’s Career Level.  

Recommended Formats for Documentation of Competencies.  Appendix D of the ACTEDS plan provides model formats for planning and evaluating single and multi-year training and development activities.  Samples of two of the formats were shown in Section III of this Brochure.  Documentation of competency attainment should contain the careerist's name, grade, Career Track, Career Area, Career Level, Specialty and competencies, as well as the date each competency was verified, and the supervisors’ and careerist's initials or signatures.  Source or method of attainment and duration of the activity should also be documented.  The careerist's signature reflects their assertion that they have attained the competencies at the required competency level as well as their application for documentation of attainment.  The signature of the first-line supervisor and, optionally, the second-line supervisor/manager or ACPM reflects their endorsement that the careerists has met the required Career Level definition for the competency. 

Continuous Learning/Professionalism.  The careerists may be required to take additional courses or assignments to maintain competency levels that were originally attained for their present Career Level but have become dated over time.  Careerists will be encouraged to expand their competencies to other Specialties in their Career Area (See Appendix A, Common/Core group, Functional/Substantive Subgroup, Competency CF.1 -Broad Career Area Expertise) and to other Career Areas or related disciplines/specialties (See Appendix A, Common/Core group, Functional/Substantive Subgroup, Competency - CF.2 - Related Disciplines/Career Areas.)  

Language/Area Study Requirements.  The careerists may also be required to take additional language or area studies training when required by their position, Specialty or command. 

Availability of Advice and Assistance.  Local ACPMs are available to provide advice and assistance to supervisors and careerists on attainment of competencies, and may provide written opinions for consideration by line management should a disagreement arise between a careerist and his/her supervisor.  ACPMs may also serve in place of a second-line supervisor/manager for certification of competency attainment when the second-line supervisor/manager is either not a technical expert in the applicable Career Area/Specialty or is not available.

Use of Documentation.  Careerist and their Supervisors should use the documents when determining performance objectives for the careerist.  Careerists should retain the original documents (Formats in Appendix D) and supervisors should retain a copy in their office’s training file while the employee is assigned.  The careerist may use copies to support either their resume when bidding for positions during selection and promotion actions or when requesting formal certification (i.e., as documentation for the competencies claimed in the required Forms found in Appendix E).  
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( ((  ARMY STANDARDS FOR CERTIFICATION OF A CAREER LEVEL/PROFESSIONAL CERTIFICATION.  Careerists may optionally seek Army certification from their major command Career Program Manager (CPM) upon attainment of required breadth and depth of competency for their Career Level.  This certification will meet the Agency’s (Army’s) portion of the requirements for both Intelligence Community Officer (ICO) Designation and Defense Leadership and Management Program (DLAMP) graduation.  To be considered to have attained sufficient breadth and depth of competency for Army certification, a careerist must first have been evaluated by appropriate local officials (immediate supervisor and second-line supervisor/ manager and/or ACPM) to have reasonably attained the appropriate Career Level for a preponderance (66% or more) of the competencies required for each of the Subgroups in Appendix A applicable for the careerist’s Career Track, Area, and Specialty, if appropriate, as well as for those competencies required of their present position.  The appropriate MACOM CPM, or equivalent designated official, will then review and make a separate determination to ensure a challenging standard of evaluation has been equitably applied.  CPMs may utilize a board of ACPMs or subject matter experts to advise them.  Professional certification will reflect achievement of a sufficient breadth, in addition to depth, of experience, education, and training appropriate for the careerist’s present Career Level in the Army. 

Recommended Formats for Certifying Attainment of a Competency Level/Professional Certification.  Appendix E of the ACTEDS plan provides model formats for certifying attainment of Competency Levels for the applicable Career Track, Area and Specialty (if appropriate).  A sample is also provided in Section III of this Brochure.  The careerist's signature reflects their assertion that they have attained the competencies at the required competency level and their application for certification.  The signature of the first line supervisor and the second-line supervisor/manager or ACPM reflects their endorsement that the careerist has met the applicable Career Level definition for the applicable competencies or Subgroups.  The signature of the CPM, or their designee, authenticates when professional certification for an Army Career Level, Track, Area and Specialty (if appropriate) has been granted.  

Formats for ICO and DLAMP Certification/ Designation.  Echelons above Army may require separate formats and processes for documentation when certifying attainment of Army’s requirements for either DLAMP certification or ICO Designation.  When ICO Designation or DLAMP graduate status is being sought, the CPM’s signature will reflect endorsement to the HQDA Assistant Deputy Chief of Staff for Intelligence (ADCSINT) for final Army approval.  If all other requirements are met, the application will be transmitted to either the Intelligence Community or Office of the Secretary of Defense approval body. 

Decision Authority for Determining Attainment/ Certification/Reconsideration.  The MACOM CPM determines/approves attainment of the Career Level.  A careerist may request reconsideration from a MACOM CPM on a disapproval of certification for Army recognition of attainment and may then request final reconsideration from the FCR at HQDA.

( (( LINKAGE WITH PERSONNEL MANAGEMENT PRACTICES.   Whenever practical, personnel management practices will recognize and reward attainment of competency standards and professionalism.  Attainment and maintenance of the range of competencies required or recommended by this ACTEDS plan should become a key consideration in most personnel actions.
Performance Management.  Training and development objectives/supporting activities will be mutually agreed upon and included in the Total Army Personnel Evaluation System (TAPES) Senior System Civilian Evaluation Report Support Form, DA Form 7222-1, at the beginning of the annual rating period.  Objectives and supporting activities will be based on competencies as required by the ACTEDS plan and/or the employee’s current position.  Incumbents of supervisory positions will list their own personal development objectives as well as “Organizational Management and Leadership” objectives for developing their subordinates.  Subject to restrictions beyond a careerists’ control, the degree to which training and development activities are accomplished will be considered in annual evaluations forming a basis for the final evaluation. 



Selection and Promotion Processes.  Beginning in FY2002, competency attainment (professional development/breadth and depth of competency) but not formal certification will be a required factor for consideration in CP-35 competitive selections and promotions to the next higher grade; and a recommended/desirable factor for consideration for non-competitive selections and promotions.  Local imposition of this policy prior to FY2002 is encouraged.  See the section below on ICO Designation for additional requirements for DISES/SIES positions.

· Job Search Criteria.  When initiating requests for advertisement, Selecting Officials will identify job search criteria, in addition to minimum qualifying requirements, that include relevant ACTEDS skills/ competencies and specialized training and/or education requirements for the position (relevant to the Career Track, Level, Area and Specialty).  

· Vacancy Announcements.  Vacancy announcements will include a statement, as part of the qualification requirements/section, informing prospective candidates of the requirement to include attainment of relevant training, education and professional development/breadth and depth of competency in their resumes or other application packages. 
· Referral of Applications. Resume screening processes will incorporate announced job search criteria.  For all candidates referred, presence or absence of criteria will be noted.  (Absence of announced criteria will not preclude candidates from referral.  Formal certification of attainment of a competency level is not required but may be used by the applicant to document/describe their degree of professionalization)

· Selections.  Selecting Officials will weigh attainment of relevant training, education and professional development/breadth and depth of competency as a positive factor in the selection process, and document its contribution as part of the selection rationale.     

( (( OTHER KEY CAREER MANAGEMENT  POLICIES

Equal Opportunity.  This ACTEDS plan is applicable to all careerists regardless of political preference, race, color, gender, marital status, religion, national origin, handicapping condition, age, or sexual orientation.  Managers will assure that consideration is given to developmental needs of all careerists, with specific attention to the needs of minorities, women and those with disabilities.  Long- and short-term formal training and OJT to broaden and enhance employee competencies and potential for progression will take into consideration Equal Opportunity principles.

Mandatory Referral Level – GG-14 & 15 Positions and PCS for GG-13+.  Grade 14 and 15 positions, that are being filled competitively on a permanent basis, will normally be announced “All Source” and for a period of 14 – 30 calendar days, using at least Army CPOL and USA JOBS INTERNET websites to ensure a reasonable number of the best possible candidates are attracted from within and without the Army and the IC.  Key positions will generally be advertised through a greater number of recruitment sources and therefore require a longer period of time to accommodate outreach efforts.  Permanent Change of Station (PCS) expenses should also be offered to be paid on the vacancy announcements for career program jobs at grades 13 and above that are being filled competitively from Army-wide or wider areas of consideration.
Self-Development.  In addition to the training outlined in the MTP, employees at all levels are encouraged to undertake self-development activities -- especially formal education and participation in professional/IC associations.  Self-development is a voluntary effort
initiated by employees, but may be recommended by the supervisor.  Active interest in self-development generally indicates a strong desire to achieve planned career goals and may be considered in the selection and promotion process.  
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Academic Studies/Degrees.  To maintain professional currency and better prepare for future challenges, careerists are highly encouraged (but not required) to pursue formal academic education related to their Career Area or their career in intelligence or security.  Taking job-related college courses or pursuing a Bachelor's or advanced degree in a relevant field of study is an important means of acquiring or enhancing, job-relevant knowledges and competencies.  Significant academic work may be considered in the selection and promotion process.  Full Performance Level careerists, Team Leaders and Supervisors should pursue advanced degrees and Expert Level careerists and Managers should pursue advanced studies after a Masters Degree in fields related to their Career Area, Specialty or Track.  When self-development activity at an institution charging tuition is planned to improve employees' performance or contribute to meeting the goals of this plan, local managers should determine, in advance, what percentage of available financial assistance is appropriate, in accordance with local and DA policy.  Limited HQDA funds are available, on a competitive basis, to support university education through the Functional Chief Representative’s (FCR’s) annual Competitive Development Program.  Training is not authorized for the sole purpose of attaining an academic degree.  Managers may authorize academic training on a course-by-course basis to develop competencies that meet identified training needs.  Receipt of an academic degree as a result of such training must be an incidental by-product of the training.

Functional, Organizational and Geographic Mobility.  Supervisors in the selection and promotion processes will be considering in the future more breadth of Army and IC competencies as well as depth of specific competencies required of a position.  To deepen and broaden competencies and enhance competitiveness when determining immediate and long-range career goals, careerists should consider accepting assignments in a number of different organizations and organizational levels.  Geographic mobility significantly adds to the availability of these developmental opportunities.  Geographic mobility has and will continue to be a very effective way for careerists to broaden competencies for professionalization and increase opportunities for career progression. 

Rotational/Developmental Assignments.  Rotational/ developmental assignments can be invaluable for: deepening Specialty knowledge and expertise; obtaining or expanding IC perspectives; and/or providing opportunities to bridge into other Specialties and Career Areas either within Army or in another Agency/Service.  Assignments can range in length from moderate-term details or temporary promotions, to longer-term tours of one or more years to Army or non-Army organizations.  CP-35 encourages movement between Career Areas as well as between Specialties in Career Areas.  In fact, two of the most important competencies in the Common/ Core Technical Track are the first two in the Functional/ Substantive Subgroup.  “Broad Career Area Expertise” and “Multi-Career Areas/Related Disciplines” are competencies designed to encourage and recognize broadening in one’s Career Area and development of at least basic competencies in other Career Areas/ functions.  Assignments to other Specialties and Career Areas in Army are subject to applicable qualification standards, but selecting DCIPS supervisors may consider waiving qualification requirements when overall background and potential indicate ability to achieve proficiency within a reasonable period.  The Career Program and the IC also encourage movement between Agencies and Services to develop an IC perspective and competence.  Intelligence Community Officer (ICO) designation will be required for promotion to grades above 15.  Career planning for those aspiring to key positions in Army or the IC should include at least one of these rotational/developmental assignments of significant duration while in the Full Performance and/or Supervisory Career Level and one while in the Expert and/or Managerial Career Level.
Language/Foreign Area Requirements.  Language and foreign area competency requirements should be indicated and documented, where appropriate, and then evaluated equally with other requirements when utilizing TAPES and certifying competencies.  

MIOBC/MICCC. The Military Intelligence Officer Basic Course and the Military Intelligence Captain’s Career Course are both highly recommended as superior sources for attaining many of the competencies required for careerists at developmental levels.  This is especially true for those without a military experience.  

VI.  KEY DEVELOPMENTAL PROGRAMS.

The following are key programs available to advance a career. 

( (( Army Leader Development. The Army Leader Development Core Curriculum includes Priority I (Mandatory), Priority II (Required) and Priority III (Recommended) courses applicable to all careerists, as well as Competitive Professional Development.  These training courses improve Supervisory/Managerial Track as well as many Common/Core Technical Track competencies.   Most are either available locally or are centrally funded.
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( (( Army-wide Opportunities for All CIPMS/ DCIPS Careerists.   Each year the Assistant Secretary of the Army (M&RA) publishes a Catalog of Army Civilian Training, Education and Professional Development Opportunities (Catalog).  This catalog is posted on the INTERNET on Civilian Personnel On-Line at http://www.cpol.army.mil.  At that home page, click in sequence on Training, and then on the Catalog.  Army sponsors most of these opportunities.  Several programs described in that Catalog that are frequently considered by CP-35 careerists are:
· Sustaining Base Leadership and Management Program (SBLM) (Resident and Nonresident Programs).  

· Senior Service Colleges

( ((  Defense Leadership and Management Program (DLAMP).  DLAMP is a six year long DOD-wide competitive leader development program designed to prepare, educate, certify, and challenge a highly capable, diverse, mobile cadre of senior civilians to achieve DOD-wide perspectives and management capabilities.  The target population is DCIPS careerists with professional development objectives above grade 13 in the Supervisory/Managerial Career Track.  This program focuses on DOD Vs Intelligence Community perspectives, but does have features that may be attractive, appropriate, and portable toward completion of some Intelligence Community Officer designation requirements (see below).  DLAMP may be the program of choice for DCIPS careerists whose career goals extend to senior leadership positions outside the IC but within DOD.  Program elements/features include:

· Professional Military Education.  Completion of either a 3 or 10 month prescribed program of professional military education, with emphasis on national security decision making.  

· Graduate Level Management Training.  Completion of a minimum of 10 graduate-level courses, each taught over a two-week period at a Defense facility in Southbridge, MA.  These courses focus on national security, leadership and management issues, to develop familiarity with the range of subjects and issues facing defense leaders.

· Broadening Rotational Assignment.  Completion of a career broadening rotational assignment of at least 12 months.

· ACTEDS Plan Requirements.  Completion of component and occupation-specific developmental requirements.  Army stipulates completion of Civilian Leadership Training Common Core curriculum and applicable ACTEDS plan requirements.  For CP-35 careerists, certification of attainment of professionalization for their Career Track, Level, Area and Specialty will fulfill this requirement.

Procedures and Additional Information.  Applications, forms and additional DLAMP information are contained in the Catalog referenced above. 

( ((  Relationship between DLAMP and Intelligence Community Officer (ICO) Designation.  DLAMP is a DOD-wide competitive program designed to develop a cadre of senior civilian leaders with DOD-wide capabilities and perspectives.  Completion of requirements to achieve ICO Designation is integral to long term career planning for DCIPS careerists interested in progressing to senior ranks within the IC at either DOD or National levels.  Both DLAMP and the ICO process require completion of training, education and developmental rotations that broaden perspectives and enhance leadership skill and effectiveness.  Commonality of some program features allows a degree of reciprocity between DLAMP and ICO.  Careful review of program-specific requirements is necessary in every case to ensure that credit for coursework or experience is transferable from one to the other.  DCIPS careerists, who represent a diverse cross-section of occupations and potential career development objectives, are eligible to participate in either ICO or DLAMP - or both.

( ((  Intelligence Community Officer (ICO) Designation.  An Intelligence Community Officer is an intelligence professional with Community experience, demonstrated Community perspective, and expertise in at least one Career Area/Specialty.  ICO Designation requires completion of the following three subprograms, which are designed collectively to build a cadre of intelligence professionals with a broad IC perspective:  

· Intelligence Community Assignment Program (ICAP); 
· ICO Training (ICOT); and 
· Organization Career Development Program (OCDP).  
DCIPS careerists, grade 13 and above, with professional development objectives geared to senior intelligence leadership positions are the targeted population.  ICO Designation is to be a required factor for consideration for promotion to senior executive ranks in the IC  beginning in Fiscal Year (FY) 2002. This plan will be reviewed in FY03 and is programmed to become mandatory in FY05.
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Intelligence Community Assignment Program (ICAP).   ICAP is an IC-wide rotational program, designed to promote community-wide perspective; bolster IC coordination; and infuse new knowledge and expertise throughout the IC.  The ICAP tour provides Army CIPMS/DCIPS careerists, grades 13 thru 15, with increased breadth and depth of experience and a broader understanding of IC missions and functions.  Positions are filled through a competitive, community-wide, merit-based process.  Selectees are paid by their parent organizations while serving on detail to other IC host organizations for tours of two years.  Upon completion of the ICAP assignment, the careerist is reintegrated into the parent organization’s work force. The ICAP experience or equivalent is required for ICO Designation.  ICAP positions are not limited by series, Specialty or career program.  HQDA centrally funds temporary change of station (TCS) costs for assignments requiring a geographic move.  ICAP Equivalency credit (ICAP-E) can be granted for previous appropriate experience.
· Intelligence Community Officer Training (ICOT).  ICO training makes up the second of the three requirements for ICO Designation.  It is designed to develop leaders with community perspective and strategic outlook.  Participants must complete the requirements established under six categories plus an overview course, weighted as follows:

· National Security and Intelligence Issues (one week);

· Leadership and Management (three weeks); 

· CI, Security, IA and Denial and Deception (one week); 

· Production and Analysis of Intelligence (one week); 

· Collection, Sources and Processing of Intelligence (one week); 

· Impact of Technology Across the IC (one week); 

and
· Intelligence Community Officer Course blending material from each of the six preceding categories (two weeks).   
There will be a varying number of “component” sections under each Category and a varying number of training objectives for each “component.”  

Intelligence Community Officer Training Curriculum Guide.  The Intelligence Community Officer Training Curriculum Guide can be found at Appendix C of the ACTEDS plan (and on-line).  It will describe requirements and also provide information on training sources.  Substitution of equivalent courses is permitted and equivalency credit may be granted.  Careerists and their parent organizations are responsible for attaining course quotas and meeting entry requirements.  Funding of TDY expenses and tuition costs, if any, will be considered under the Functional Chief Representative (FCR) Competitive Development Program described below, if the parent command cannot resource.  

· Comparison of ICO Training Requirements and ACTEDS Requirements.  Objective/Knowledge/ skill/ability “categories” are being identified for the ICOT requirement and expressed/defined in terms of training objectives rather than in terms of competency requirements that are found in this ACTEDS plan.  Most, if not all ICOT requirements, however, target competencies required by Appendix A of this plan.  Careerists will therefore attain credit toward meeting their ACTEDS requirements, especially at the level required of those in the Expert or Managerial Career Level (Grades 14 and 15), while pursuing specific ICOT requirements and vice versa.  Supervisory/Managerial competencies required by ACTEDS would be developed, for instance, by training and education in the Leadership and Management area.   Work towards the functional competencies required in Army’s Collection Management, Production/ Analysis and Security Countermeasures/CI Career Areas would also meet many of the requirements of the IC’s CI, Security, IA and Denial and Deception; Production and Analysis of Intelligence; and Collection, Sources and Processing of Intelligence categories.

Organization (Army’s) Career Development Program.  Army candidates for ICO designation must meet requirements contained in the ACTEDS plan that applies to their assigned career program.  CP-35 careerists must be able to demonstrate attainment of the competencies required for their Career Area and Track at the Full performance/Supervisory level (grade 13), for the Expert/Managerial level (grades 14, 15) or for the Senior Expert/Senior Executive level (grades above 15). Careerists applying for ICO Designation must be endorsed by their chain-of-command and approved by their CPM before referral to the FCR and submission to the ICO/ICAP Board of Governors for final certification. 

( ((  CP-35 Competitive Professional Development.  Careerists may submit nominations for competitive consideration for central funding by the Functional Chief Representative (FCR), when local funding is not available, for one or more of the following categories of training and development programs:  Short-term Management or Technical Training; Developmental Assignments; or University Education.  Careerists may propose programs that combine training and development from two or more categories.  These competitive opportunities are annually publicized in Army’s Catalog at www.cpol.army.mil/train/catalog/

ch03cp35.html.
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Short-Term Management or Technical Training – (courses of less than 120 calendar days) are provided throughout the year from various sources.  These courses have specific curricula and training objectives.  For FCR funding eligibility, the curriculum or training objectives should be reflected in the ACTEDS Plan, part of the ICOT, or approved as appropriate by the MACOM Career Program Manager (CPM) and the FCR.
· Management Training – Eligible group:  Grade 10 and above pursuing advancement in or crossover to the Managerial/Supervisory Track.  Selectees attend various programs, averaging one to four weeks, which provide intensive policy and management training for managers and executives.  Training facilities may include OPM training facilities, Defense training centers, IC training sites, professional associations, or private training institutions.  The FCR may fund tuition, books and/or TDY expenses.

· Technical Training (Intelligence Training [to include ICOT], Security Training, Training and Education studies related to Intelligence; Engineering and Scientific applications related to Intelligence; Foreign Area Studies; Language Training, etc) – Eligible group:  Grade 10 and above pursuing advancement or professionalization in either the Technical/ Nonsupervisory or Managerial/Supervisory Tracks.  Selectees attend various programs, averaging one to four weeks that fulfill key training objectives.  Training facilities may include Defense, Federal, IC, professional association or private training institutions.  The FCR may fund tuition, books and/or TDY expenses. 

Developmental Assignments – Eligible group:  Grade 10 and above in either the Managerial/Supervisory or Technical/Nonsupervisory Career Tracks.  These assignments must improve the capability of both the parent and/or host organization and the employee to be considered for FCR approval.  Assignments can involve an exchange of individuals between organizations or a temporary one-way movement, to develop and broaden understanding of the organization and enhance professional development.  Individuals and their supervisors will coordinate arrangements for assignments and include a proposal in the application package that addresses the benefits to be derived for the careerist and the Army.  These assignments will be no less than 30 days and no more than 12 months in duration.  The FCR may fund TDY expenses.  If funds are available, the FCR may fund short-term technical or managerial training requirements in connection with these assignments.

University Education Programs – Eligible group:  Grade 10 and above.  Careerists nominated and selected under this program for full-time or part-time university undergraduate and graduate level training will be evaluated based on their experience, education, government-related training, awards and motivation for requesting this opportunity.   Full-time programs should be no less than 12 hours each semester, or equivalent.  Full-time programs over 120 workdays should normally not exceed more than 12 months.  Part-time university training may consist of evening, weekend and/or part-time courses at the rate of fewer than 12 hours per semester.   Education programs must develop the employee’s job competence or support a planned career assignment.  This may include programs designed to enhance managerial and leadership skills of experienced professionals and/or to improve technical skills.  The FCR funds tuition, books and/or TDY expenses, if any.

Joint Military Intelligence College (JMIC).  Careerist participation in the JMIC Postgraduate Intelligence Program (PGIP), Master of Science of Strategic Intelligence (MSSI) program, or the new Bachelor of Science in Intelligence (BSI) program is highly encouraged.  Acceptance into the JMIC programs is the responsibility of each candidate.  There is no charge for tuition for these programs.  The FCR funds TDY and additional expenses if appropriate.

· BSI.  The new BSI is a rigorous academic program that allows highly motivated military and civilian careerists to earn a Bachelor's degree in their chosen field of intelligence. 

· PGIP.  The PGIP prepares intelligence professionals for a career in strategic intelligence.  Careerists nominated for this program may also apply for admission to the MSSI program.

· MSSI.  The MSSI program was created to strengthen intelligence as a profession, since highly qualified and educated intelligence professionals are required at the national level.  The MSSI program allows selected military and civilian intelligence professionals to pursue advanced study and research in the chosen career field.  Completion of this program will meet most of the ICO training requirements. 
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VII.  RESPONSIBILITIES

( (( CAREERISTS.  

· Exercise primary responsibility for establishing and periodically evaluating personal career goals and training needs and strategies to achieve them.

· Participate with their supervisors in determining competency requirements and training needs to be documented and evaluated in the TAPES process.

· Attain required and desirable competencies through education, training, developmental assignments and self-development activities.

· Attain professional certification for their Career Level, Track and Area and Specialty.

· Comply with terms of conditions of employment.

· Ensure their training record reflects completed education, training and development.

( (( SUPERVISORS.  

· Counsel careerists on requirements and prospects of various Career Tracks, Levels and Areas.

· Determine, with careerists, competencies, education, training and developmental experiences appropriate for the careerist’s chosen Specialty, Career Area and Track.

· Counsel employees on alternatives and most effective means of attaining competencies and professional certification. 

· Establish, document and evaluate completion of training objectives and competencies in TAPES appraisal support forms and other formats as needed for careerists. 

· Evaluate attainment of competencies for careerists and endorse requests for competency certification/professionalization.

· Consider required ACTEDS competencies/degree of professionalism in selection and promotion actions.

· Release careerists to participate in training and developmental opportunities.

· Budget for and request training

. 
( (( ACTIVITY CAREER PROGRAM MANAGERS 
· Represent Senior Intelligence Officers (SIOs) and serve as CP-35 focal points at their activity or installation.

· Publicize career management information and training opportunities to supervisors, careerists and provide endorsements or competency attainment evaluations as requested. 

· If delegated, review and approve applications from careerists for certification for professionalization such as for attainment of Career levels, eligibility for Intelligence Community Officer (ICO) 

Designations and Defense Leadership and Management Program (DLAMP) graduate status.

( (( COMMANDERS AND SENIOR INTELLIGENCE OFFICERS (SIOs).  

· Appoint ACPMs and, if required, Deputy ACPMs. 

· Budget for mandatory training and other developmental opportunities needed for present and future development of careerists.

· Ensure release of careerists for training and development activities.

· Ensure documentation and consideration of training and development in the TAPES process.

· Evaluate appropriateness, quality and quantity of training and developmental activities.

· Ensure consideration for developmental needs of all careerists, with specific attention to developmental potential of minorities, women and those with handicapping conditions.

( ((MACOM CAREER PROGRAM MANAGER (CPMs)

· Exercise overall responsibility for command CP-35 planning, implementation, training and career program management evaluation.

· Review and endorse training, education and development applications requiring MACOM, HQDA or higher approval/endorsement.

· Review and approve applications from careerists, or re-delegate that authority to ACPMs, for certification for professionalization such as for attainment of Career Levels, eligibility for Intelligence Community Officer (ICO) Designation and Defense Leadership and Management program (DLAMP) graduate status.

( (( CAREER PROGRAM PLANNING BOARD (CPPB).  Assists the FC and FCR in the execution of their responsibilities, as outlined in AR 690-950.  The Board is composed of Career Program Managers (CPMs) and may include selected representatives from various CP-35 Career Areas.

( (( FUNCTIONAL CHIEF REPRESENTATIVE (FCR).  The civilian ADCSINT serves as the FCR.

· Serves as a member of the HQDA Career Program Policy Committee (CPPC).

· Acts as advocate for CP-35 resources and training.

· Promotes Equal Employment Opportunity (EEO) and

       Affirmative Action (AA) within the career program.  

· Provides direction and oversight to the Personnel Proponent for Military Intelligence, the Commander, US Army Intelligence Center and Fort Huachuca.

· Reviews nominations and makes recommendations or decisions on long-term and special training programs or certifications. 

· Convenes meetings of the Career Program Planning Board (CPPB) to review and recommend training and career management policies, procedures, and actions. 

VIII.   ADDITIONAL SECTIONS OF PLAN

The following sections/subjects can also be found in the ACTEDS plan at http://cpol.army.mil/train/acteds/CP_35/



· Future Trends and Impacts

· Types of Training

· Training Sources

· Planning, Programming and Budgeting for Training and Development

· Intake and Diversity Management

· Intel and Security Clerks and Assistants, Training Assistants, Engineering Technicians

· Intern Training Program

· Additional Key Training Opportunities

· Military Intelligence Corps

· Appendix C – Intelligence Community Officer Training Requirements

· Appendix F -- Format for CP-35 Intern Career Development Plan (ICDP)                   

· Appendix G – Career Level Certification
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IX.  ADDITIONAL RESOURCES.  

· Go to http://www.cpol.army.mil on the INTERNET and click on Training.  
-  Give special attention to the section on ACTEDS plans.  
-  Fiscal Year Catalog of Civilian Training, Education and Professional Development Opportunities.

- Sustaining Base Leadership and Management (SBLM) Program/Army Management Staff College.

· Compendium of Intelligence Training Catalogs.

INTELINK-TS/JWICS www.dia.ic.gov/proj/jmitc/gits/catalog.htm.

· Joint Intelligence Virtual University (JIVU).  INTELINK-TS/JWICS  http://virgo.diac.jol.ic.gov/

· Intelligence Community Assignment Program. (http://www.dami.army.mil/offices/dami-cp/icap/index.html)

· Office of Personnel Management Employment Info.  (http://www.usajobs.opm.gov)

· IC Employment Opportunity Web Sites (http://www.dami.army.pentagon.mil/offices/dami-cp/careermgmt/websites.html)

X.  EXTRACT OF APPENDIX A – CAREER TRACKS, CAREER AREAS, SUBGROUPS, SPECIALTIES AND COMPETENCIES. (Definitions for each competency are found in Appendix A)

( (( COLLECTION MANAGEMENT COMPETENCIES (O)   These competencies are for all careerists whose main duties/functions relate to collection/operations, “Collection Management.”  All careerists in this Career Area are required to attain a basic level of competency in all five of the recognized “Disciplines” of SIGINT, IMINT, MASINT, HUMINT, and CI and attain and maintain an expertise/specialization in at least one of those disciplines.  The competencies listed below are divided between Collection Requirements (REQ) and Collection Operations (OPS).   Careerists and their supervisors should interpret the definitions in relationship to the careerist’s specialization in one or more disciplines.

	ORGANIZATIONAL/

ENVIRONMENT (OE)  (5 or more)
	REQ
	OPS
	FUNCTIONAL/

SUBSTANTIVE (OF) (10 or more)
	REQ
	OPS

	OE.1  National Intelligence Organizations (DoD and Non-DoD)
	X
	X
	OF.1  Collection Operations (SIGINT, IMINT, MASINT, HUMINT, and CI)
	
	X

	OE.2  Military Intelligence Organizations 
	X
	X
	OF.2   Technical Specialty
	
	X

	OE.3  Foreign Governments Collection 
	X
	X
	OF.3  Collecting and Processing Techniques
	
	X

	OE.4  Operational Environment
	X
	
	OF.4  Collector Assessment
	
	X

	OE.5 Threat Forces
	X
	X
	OF.5  Technical Comprehension
	X
	X

	OE.6  Intel Indications and Warnings
	X
	X
	OF.6  Automated Collection Tasking
	X
	X

	OE.7  Intelligence Oversight 
	X
	X
	OF.7  Camouflage, Concealment and Deception
	X
	X

	
	
	
	OF.8  Security
	X
	X

	
	
	
	OF.9  Intelligence Information Needs
	X
	

	
	
	
	OF.10  Collection Disciplines
	X
	

	
	
	
	OF.11  Collection Requirements Management
	X
	

	
	
	
	OF.12  Collection Evaluation and Feedback
	X
	

	
	
	
	OF.13  All Source Collection Mgmt Systems
	X
	

	
	
	
	OF.14  All-Source Production
	X
	


( ((PRODUCTION/ANALYSIS COMPETENCIES (P)  These competencies are for all careerists whose main duties/functions relate to Production/Analysis.  Key:  A = Analysis; T= Threat Support; F = Foreign Materiel Acquisition; and M = Materiel Exploitation) 
	ORGANIZATIONAL/

ENVIRONMENT (PE) (4 or more)
	A
	T
	F
	M
	FUNCTIONAL/SUBSTANTIVE (PF)(18 or more)
	A
	T
	F
	M

	PE.1  Customer Organizational Awareness
	X
	X
	X
	X
	PF.1  Technical Specialty 
	X
	X
	X
	X

	PE.2  Intel Relationships and Interaction
	X
	X
	X
	X
	PF.2  Analytical, Research, and Processing Techniques
	X
	X
	X
	X

	PE.3  Complementary Organizations
	
	
	X
	X
	PF.3  Assessment and Production
	X
	X
	X
	X

	PE.4  DOD Transportation Commands
	
	
	X
	
	PF.4  Dissemination
	X
	X
	X
	X

	PE.5  US Military Equipment and Sales
	
	
	X
	
	PF.5  Understanding Intel Data
	X
	X
	X
	X

	
	
	
	
	
	PF.6  Publication Procedures
	X
	X
	X
	X

	
	
	
	
	
	PF.7  Friendly Operations
	X
	X
	X
	X

	
	
	
	
	
	PF.8  Representation
	X
	X
	X
	X

	
	
	
	
	
	PF.9  DODIPP
	X
	X
	X
	X

	
	
	
	
	
	PF.10  Tasking Procedures
	X
	X
	X
	X

	
	
	
	
	
	PF.11  DOD and DA Acquisition, Combat Development and Studies Programs
	X
	X
	X
	X

	
	
	
	
	
	PF.12  Collection Systems, Processes, Methods, and Application
	X
	X
	X
	X

	
	
	
	
	
	PF.13  Foreign Materiel/ Technology Program


	X
	X
	X
	X

	( ((PRODUCTION/ANALYSIS COMPETENCIES (P) - Continued

ORGANIZATIONAL/

ENVIRONMENT (PE)
	A
	T
	F
	M
	FUNCTIONAL/SUBSTANTIVE (PF)
	A
	T
	F
	M

	
	
	
	
	
	PF.14  Threat Assessment
	X
	X
	X
	X

	
	
	
	
	
	PF.15  Intelligence Estimate
	X
	
	
	

	
	
	
	
	
	PF.16  Intelligence Indications and Warning
	X
	
	
	

	
	
	
	
	
	PF.17  Technical Knowledge of Supported Organizations
	
	X
	
	

	
	
	
	
	
	PF.18  Intelligence and Threat Integration
	
	X
	
	

	
	
	
	
	
	PF.19  Production Request Procedures
	
	X
	
	

	
	
	
	
	
	PF.20  Office Management
	
	X
	
	

	
	
	
	
	
	PF.21  Application of Intelligence Support
	
	X
	
	

	
	
	
	
	
	PF.22 Materiel Acquisition
	
	
	X
	

	
	
	
	
	
	PF.23  Logistics/Shipping
	
	
	X
	

	
	
	
	
	
	PF.24  Exploitation Management
	
	
	
	X

	
	
	
	
	
	PF.25  US and Foreign Test Facilities 
	
	
	
	X

	
	
	
	
	
	PF.26  Hardware Security
	
	
	
	X


( ((SECURITY COUNTERMEASURES (SCM)/COUNTERINTELLIGENCE (CI) COMPETENCIES (S)  These competencies are for all careerists whose main duties/functions relate to either Counterintelligence (CI) or Security Countermeasures (SCM).   All careerists are responsible for the competencies under the Organization/Environment Subgroup.  Careerists are only responsible for the competencies in the Functional/Substantive subgroup relating to their assigned specialties/disciplines/functions.  Key:  CI = Counterintelligence, TECH = Technical Security, INFO = Information Security, DISC = Disclosure Security, AUTO = Automation Security or Information Assurance (IA), OPS = Operations Security, PHYS = Physical Security, IND = Industrial Security and PERS = Personnel Security.

	ORGANIZATIONAL/

ENVIRONMENT (SE) 

(4 or more)
	SPECIAL-

TIES
	FUNCTIONAL/

SUBSTANTIVE (SF)  (11 or more)
	CI
	TECH
	INFO
	DISC
	AUTO
	OPS
	PHYS
	IND
	PERS

	SE.1  DOD Organizations and their Investigative Responsibilities
	All
	SF.1  Security Laws and Regulations
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.2  Analysis Organizations
	All
	SF.2  Intelligence Laws & Related Statutes
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.3  HUMINT Operations
	All
	SF.3  Countermeasure Disciplines
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.4  Joint Interagency Operations
	All
	SF.4  Foreign Intelligence Threat
	X
	X
	X
	X
	X
	X
	X
	X
	X

	SE.5  Multidiscipline SCM or CI Operations
	All
	SF.5  ADP/IA Security Operations
	X
	X
	X
	X
	X
	X
	X
	X
	

	
	
	SF.6  Acquisition Systems Protection Program
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.7  Special Access Program Requirements
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.8  Foreign Disclosure
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.9  Counterterrorism and Antiterrorism
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.10  Counter-proliferation
	X
	X
	X
	X
	X
	X
	X
	X
	X

	
	
	SF.11  Foreign Ground Forces
	X
	X
	X
	X
	X
	X
	
	
	

	
	
	SF.12  Technical Surveillance Countermeasures (TSCM)
	X
	X
	X
	
	X
	
	X
	
	

	
	
	SF.13  Counterintelligence (CI)
	X
	X
	X
	X
	
	
	
	
	

	
	
	SF.14  Counterintelligence Requirements and Procedures
	X
	X
	X
	
	X
	
	
	
	X

	
	
	SF.15  Certification Requirements
	X
	X
	
	
	
	
	
	
	

	
	
	SF.16  Polygraph Operations
	
	X
	
	
	
	
	
	
	X


( ((EDUCATION/TRAINING COMPETENCIES (E)  These competencies are for all careerists whose main duties/ functions relate to either instruction, education or training of intelligence.  These competencies are in addition to those required of Career Program 32’s ACTEDS plan. Key:  I = Instructor, ES = Ed Specialist, TS = Training Specialist)
SUBGROUP/COMPETENCIES               SPECIALTIES   SUBGROUPS/COMPETENCIES                         SPECIALTIES
	ORGANIZATIONAL/ENVIRONMENT (EE) (4 or more)
	I
	E
	T
	FUNCTIONAL/SUBSTANTIVE (EF) 

(8 or more)
	I
	E
	T

	EE.1  Contracting Officer Technical Rep.
	X
	X
	X
	EF.1  Intelligence Ability/Expertise
	X
	X
	X

	EE.2  Computer Programs Relating to Intelligence Training and Processing
	X
	X
	X
	EF.2  National and Joint Interagency Coordinating Mechanisms
	X
	X
	X

	EE.3  Distance Learning
	X
	X
	X
	EF.3  Problems Influencing Intelligence Programs and Activities of Unified and Special Commands
	X
	X
	X

	EE.4  Learning Theory
	
	X
	
	EF.4  Hostile Threat, Cryptologic Equipment
	
	X
	X

	EE.5  Courseware Validation
	
	X
	
	EF.5  Intelligence Practices and Responsibilities
	X
	
	

	EE.6  Intelligence Training Program Mgmt 
	
	
	X
	EF.6  New Technology
	X
	
	

	
	
	
	
	EF.7  Hostile Threat, IEW Equipment, National Policy and International Relationships
	X
	
	

	
	
	
	
	EF.8  National Security Philosophy and Applications
	X
	
	

	
	
	
	
	EF.9  Tactics, Techniques and Procedures
	
	X
	

	
	
	
	
	EF.10  Intelligence Preparation of the Battlefield
	
	X
	

	
	
	
	
	EF.11  Relationship of Disciplines
	
	X
	

	
	
	
	
	EF.12  Current Developments in Intelligence
	
	
	X


( ((INTELLIGENCE COMBAT DEVELOPMENT COMPETENCIES (I) These competencies are required of all careerists whose main duties/functions relate to combat development. G = General Intelligence Combat Developments, DD = Design and Development, MA = Materiel Acquisition, and SM = Staff Management.

SUBGROUPS/COMPETENCIES                 SPECIALTIES       SUBGROUPS/COMPETENCIES             SPECIALTIES
	ORGANIZATIONAL ENVIRONMENT (IE) (5 or more)
	G
	DD
	MA
	SM
	FUNTIONAL/SUBSTANTIVE (IF) (2 or more)
	G
	DD
	MA
	SM

	IE.1  Research Techniques
	X
	
	
	
	IF.1  Intelligence Subject Matter Area Expertise
	X
	
	
	

	IE.2  New and Applied Software/Automated Systems
	
	X
	
	
	IF.2  IEW Combat Development Concept and Architecture Design
	
	X
	X
	X

	IE.3  Quantitative Analysis
	
	X
	
	
	IF.3  Intelligence Community and IEW BFMA
	X
	
	
	X

	IE.4  Requirements Package Development
	
	
	X
	
	
	
	
	
	

	IE.5  MANPRINT
	
	X
	
	
	
	
	
	
	

	IE.6  Life-Cycle Management Functions
	
	
	
	X
	
	
	
	
	

	IE.7  Process/Program Management
	
	
	
	X
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Determine ACTEDS Requirements


Document Those Attained


Determine ACTEDS Competencies Needing Work


Consider Additional Position & Command Requirements


Plan Education, Training & Development & Place in Support Forms


Acquire Resources


Evaluate/Document Progress 


Begin Cycle/Request Certification




















- Written Submission With 


Documentation (See 


Appendices D & E of ACTEDS Plan for Forms) & Last Three Performance Appraisals





- Verification of Supervisory 


Chain &  Career Program 


Manager  (CPM) Approval








Subgroups of the Five Career 


   Areas





- Organizational/Environment     


- Functional/Substantive               


                                                       





Supervisory/Managerial 


Track Competency Subgroups





- Leading Change                    


- Leading People 


- Results Driven                      


- Business Acumen


- Building Coalitions/


      Communications








Technical Track Competency 


    Subgroups





- Universal                                   


- Leadership/Teamwork 


- Organizational/Environment 


- Functional/Substantive                    








   Competency 


     Certification
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