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ABSTRACT

This thesis examines the Procurement Career Management System in the

United States Coast Guard. The intent of this study is to focus on the

Contracting Series Personnel (GS-1102 and Military equivalent) training

and education requirements. In the course of this study, the contracting

"body of knowledge", the resources available to provide this requireJ

knowledge and skills, and the many ways that various Federal Agencies

utilize these resources were addressed. An examination of the elements

that constitute a Procurement Career Management System is provided ilong

with an analysis of how these elements are implemented in the Coast Guard

and other Federal Agencies. The study recommends the establishment of a

Coast Guard Procurement Career Manager/Training Coordinator and the

formation of a Procurement Career Management Board. Additional specific

recommendations include the development of an acquisition personnel MIS,

the use of Individual Development Plans and an entry level core

curriculum. Specific conclusions and recommendations about the current

state of the Coast Guard Procurement Training effort are also made.
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I INTRODUCTION

A. FOCUS OF THIS STUDY

There is a gap between the Coast Guard's widenirg mIssIc,

responsibilities and operational complexities and the skill level -

its contracting and program work force. The reason is largely a lack

of adequate career development programs and training for each of the

disciollnes. [Ref. 1:p. 2-24]

This was the conclusion that the Logistics Management Institute '

reported in their June 1985 study entitled: Improving Acquisition

Management in the Coast Guard. The June 1985 LMI study was followed cv

Seaotemoer 1985 in-House Coast Guard Acquisition Orocess 2tucv

In-Hse). which reached similar conclusions about the Coast Guard's "need

to train develop and retain oeople skilled in the professional Dsoec*

of acquisition .... " [Ref. 2:p. 3-4]

The Coast Guard initiated these studies with the intent of

identifying where and how management of procurement, particularly

acquisition of major systems, could be improved. The focus of this study

is on factors that will enhance the procurement career management program

for Contracting Series Personnel (GS-1102 and military equivalent) in the

Coast Guard; with particular emphasis on formal training and education.

B. OBJECTIVES

The orimary objective of this research is to ,nvestiqate tne

-finOri n, - oucQnin - aui'ement; -ima )ooor-i:,, ;

Contracting Series Personnel; and to present a proposed plan of action to

satisfy those needs. A second objective of this study is to highlight

areas within the overall Procurement Career Management System in which

10
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further investigation is required. The current status of professional

development and organizational practices will be examined within the

Coast Guard and other Government agencies. This will be done in order to

establish the context within which these efforts must be conducted. :t

is hoped that as a result of this study, that the Coast Guard will seize

the opportunity and take definite steps towards increasing the

professionalism of its procurement workforce.

C. RESEARCH QUESTIONS

In pursuit of the above stated objectives, the following researcn

question was addressed:

- How can the professionalism of the Coast Guard Contracting Series

Workforce be improved?

In support of the primary research question supplementary questions were

addressed:

1. Why should we be concerned with professionalism and the formal

training and education of procurement personnel?

2. What are the skills and knowledge factors required of Coast Guard

Contracting Series Personnel and how do they compare to other

Federal Government Contracting Series Personnel.

3. What are training and education requirements required by law,

statute or regulation and how do they compare to other Federal

Government Contract:ng Ser.es Personnel?

14. 4hat is ;he composition (i.e., background) of tre Coast Guard

Contracting Series workforce?

5. What is the current status of Coast Guard Contracting Series

training efforts?

11
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6. What are other Federal agencies doLng in the area of Career

Management? What does commercial industry do in the training of

their contracting personnel?

7. What sources of training exist and wnat are tne zosts-oeneftts o

each?

8. How can we implement and track required training and career

development efforts?

9. What other factors, if any, influence the successful career

development and training accomplishment of Contracting Series

Personne I"

D. RESEARCH METHODOLOGY

1. General Aooroacn

This effort is a thesis which employs multi-methods, both

qualitative and quantitative.

a. Qualitative Methods

The qualitative methods employed during this research

included a comprehensive literature review, informal interviews and

personal observation of procurement personnel in the workplace. The

literature review began with a literature search compiled from multiple

sources, including Defense Logistics Studies Information Exchange

(DLSIE); the Defense Technical Information Center (DTIC); the Federal

_eqai :nformaoton Throtjqn {_ectronc3 E. . ne

Acministration; current :oast uara, Department of Transportation Qfn

other Federal agency regulations and supplementary directives, previous

theses, and review of current publications and periodicals relevant to

the field of Federal procurement.

12
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Consultant studies of Coast Guard and other Federal agency

acquisition processes were reviewed along with numerous Coast Guard

Acquisition Management Reviews (AMR's), Department of Transportation

Office of Inspector General (DOT IG) reports and Government Accounting

Office (GAO) Audits of Coast Guard and other Federal agency acquisition

programs.

Over 70 interviews were conducted internally and externally

using a policy of non-attribution where necessary. Top management,

supervisory and journeyman personnel in the procurement and education

fields, were interviewed within the Coast Guard, DOT and other Federal

agencies. The geographic distribution of individuals interviewed was

widely disbursed across the Nation. Executive level and contracting

personnel in industry were interviewed as well. Members of the Defense r

Contract Acquisition Career Management Board (DC/ACMB) were consulted and

the procedings of the 25/26 March 1987 DC/ACMB meeting were taped and

reviewed. Personnel from the Defense Systems Management College (DSMC),

the Federal Acquisition Institute (FAI), the Defense Manpower and Data

Center (DMDC) were interviewed and the researcher attended the DOT

Procurement Conference 27-28 April 1987. Several field activities and

headquarters activities of Federal government agencies were visited as

well.

b. Quantitative Approach

The two primary techniques utilized were a survey issued to %

Coast Guard procurement personnel and structured interviews of numerous

personnel. A survey was mailed to nineteen Coast Guard procurement

offices for distribution to the contracting series personnel. These %

procurement offices represent a good cross section of the Coast Guard

13
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contracting population (by job, locations, nature of buying, etc.). One

hundred and thirty surveys were issued with 89 returned as of 01 June

1987. This sample represents approximately between one-quarter and

one-third of the Coast Guard contracting workforce. The actual number of

contracting personnel is in 'a state of flux due to some substantial

reorganization efforts that are ongoing in the Coast Guard, however this

number is approximated at 270 - 300 (total GS 1102s and military

equivalent). The nature of this reorganization is discussed in the next

chapter. Appendix A contains a list of the activities that received

surveys, along with a discussion and presentation of the data.

Structured interviews were conducted similar to the informal

interviews described above. Appendix B contains a list of the questions

posed to each interviewed. The responses to these questions were not

coded or otherwise compiled individually, but were compiled in summary

form for a determination of general trends.

2. Sample Analysis, Variables and Data Collection

A cross-section of personnel in Federal Government procurement

were interviewed as described above. The primary technique employed was

telephonic interviews due to cost limitations. The Coast Guard survey

respondents covered a wide range of activities, from construction to

supplies and services and major systems contracting.

The variables selected in the interviews and surveys were chosen

for several reasons. The primary thrust was to gain an appreciation for

what makes a good procurement career management program. Variables were

also selected to permit comparability between organizations and to

validate information from other sources.

14



The data from the survey was complied on a personal computer and

frequency distributions were conducted using a commercial software

"Microstat". The period of data collection for this study was

approximately seven (07) months, although not continuous due to other

commitments of the researcher.

E. SCOPE OF THE STUDY

This study is confined to a specific subset of Federal Procurement

personnel in general and Coast Guard Procurement personnel in particular,

namely those personnel in the Contracting Series GS-1102 (and military

equivalent) positions with primary emphasis on personnel in the role of

Contracting Officer.

F. LIMITATIONS

* A significant limitation on the data gathering effort and analysis of

the composition of the Coast Guard procurement workforce was encountered

because of the disestablishment of many contracting billets at the

District Offices and the establishment of the regional Maintenance and

Logistics Centers (MLCs). This significant change is ongoing as of this

writing. The process of organizational change has disrupted a

significant portion of the Coast Guard's Contracting Series Personnel.

It has been mutually agreed upon with Coast Guard Headquarters

Procurement Policy branch (G-FPM) that any survey data coming from the

District Offices may be suspect for this reason.

Aside from the above, this study has also suffered from the common

problem of limited resources in terms of time and funding (materials

"promised" the researcher haven't arrived, etc.). Nonetheless it is felt

15
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that significant interface with personnel that set policy and who direct

and execute the acquisition function within the Coast Guard and other

organizations has been accomplished to ensure that the most pressing

problems were addressed.

G. ASSUMPTIONS

Throughout this report, it is assumed that the reader is familiar

with the Federal acquisition process. General familiarization with the

Coast Guard Is assumed, however a brief history of current Coast Guard

procurement changes is provided. A familiarization with basic Coast

Guard terminology and with basic contracting and acquisition terminology

is assumed.

H. DEFINITIONS

1. GS-1102 Contracting Series Personnel "

The U.S. Office of Personnel Management Handbook on Position

Classification Standards for the Contracting Series (GS-1102) (TS-71

December 1983) establishes the following positions for this series:

- Contract Specialist

- Contract Negotiator

- Contract Administrator

- Contract Termination Specialist

- Contract Price/Cost Analyst

- Procurement Analyst

The handbook continues to state that:

No titles other that those identified above are authorized in these
standards. However, the approved titles do not affect agency use of

16



organizational titles for internal administration, program management

or similar purposes. [Ref. 3:p. 20]

For example, frequently used titles which denote delegated

authority to sign contracts include:

- Contracting Officer

- Procuring Contracting Officer (PCO)

- Aaministrative Contracting Officer (ACO)

- Termination Contracting Officer (TCO)

- Corporate Administrative Contracting Officer (CACO)

2. Acquisition and Procurement

Depending on the source these terms are near synonymous. L.NU,

defines acquisition:

Acquisition begins at the point where agency needs are established and

includes the description of requirements to satisfy agency needs,
solicitation and selection of sources, award of contracts, contract
financing, contract performance, contract administration, and those
technical and management functions directly related to the process of
fulfilling agency needs by contract. [Ref. I:p. B-I 

FAI defines procurement:

The term procurement includes all stages of the acquisition process,
beginning with the process for determining a need for property and
services through to disposition of such property and services.
[Ref 4:p. 145]

Sound pretty close? One source resolves it through the

following:%

Occupational designators such as acquisition, procurement, contracting
and purchasing provide little assistance to us in defining the

parameters of a career field. In fact. they seldom convey the same
image even to those most intimately Lnvolved ith them. 3ecouse )(
this orevazling confusion over the lack of an 3greea 'oon Jefn.ni!tion -)f
these terms, substituting one occupational designator for another
(i.e., procurement for acquisition, or vice versa) in the
organizational titles of an agency, will probably not change the
essential character of the function's performed by the individuals
involved in the process. [Ref 5]

. . "-17
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The two terms are used somewhat interchangeably in this study and

the reader need not get hung up over some intricate distinction that

various personnel have been known to make.

3. Training and Education

The use of the term "training" is generally the effort to

familiarize on individual with the basic laws, rules, regulations and

policies associated with the contracting environment. The distinction is

made at this point with the concept of "education". Education is the

action or process of gaining knowledge and development resulting from,

typically, a more formal process than in training. The key distinction

is that education is considered more personal to the individual and

reflective of his/her career direction while training is more task or

vocation specific.

4. Contract Specialist (GS-1102) and Contracting Officer

The terms "Government Procurement Personnel", "Contacting

Specialist" and "Contracting Officer" are not synonymous. Federal

procurement personnel are not all designated Contracting Officers.

Assigning a Contract Specialist a Certificate of Appointment,

designating him/her as a Contracting Officer, empowers that individual

sign procurement actions that legally obligate the Government. Even

though a Contract Specialist may not be designated as a Contracting

Officer, he or she still performs many of the some duties as a designated

Contracting Officer, Often times botn are resoonsible for the same

duties, however only the Contracting Officer is authorized to legally

bind the Government. Both must still demonstrate the same high degree of

knowledge, proficiency and professionalism and the mandated training

requirements are virtually equivalent.

18
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I. ORGANIZATION

This thesis is organized in the folowing manner: Chapter I is, of

course, the introduction. In Chapter II the reader is given a very brief.

and general background of what the Coast Guard is and does, along with

the recent procurement and reorganization initiatives the Coast Guard has

undertaken.

Chapter III investigates the initiatives benind professionalism of

the procurement workforce. Chapter IV addresses the baseline skills and

knowledge factors established in regulation and statute. Also addressed

is the body of knowledge and competencies developed by various

Government, industry, academic and professional organizations.

Chapter V presents the training and education resources available and

analyzes how training and education requirements are achieved in various

Federal agencies and private industry. Chapter VI is a discussion of

Procurement Career Management as a system.

In Chapter VII we examine the Coast Guard contracting workforce.

Chapter VIII is an analysis of the data, including an evaluation of the

Coast Guard procurement training effort and a prioritization of the

contracting personnel training needs.

Chapter IX contains the conclusions and recommendations, including a

plan of action. This is followed by several appendices including a list

of interviewees, a bibliography, selected statistics and other pertinent

references that the research nas uncovered.

Prior to moving on to Chapter il (a background on the Coast Guara a

general framework of an overall career management system is presented.

This framework is established to provide the reader with the necessary

19
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perspective within which to place the various aspects of career

management that are addressed throughout the study. ,y;"

Training, education and classification are only three facets of a total

career management system. Others include workforce planning and

analysis, recruitment and selection, intern and trainee programs,

performance appraisal, incentive awards, certification and contracting

officer qualifications. All of these functions, combined and

integrated as part of a systematic procurement career management

program, are essential to building and maintaining a fully professional
procurement workforce, [Ref 6:p 18]

Task Group 6 (an interagency Task Group established pursuant to EO

12352) has investigated the development of procurement career management

programs and established nine major comoonents In the total process

comprising procurement career management. The.major elements *nicn ae

up a procurement career management program are presented along with

very brief description of each.

1. Procurement Career Management System

This involves establishing the general principals and generic

tools for developing career programs that cover and integrate the full

range of personnel management functions.

2. Contracting Officer Selection and Appointment Systems

Section 1.603 of the FAR requires Federal agencies to establish

systems for "...the selection, appointment, and termination of

appointment of Contracting Officers".

3. Recruitment and Selection Programs

The ability to attract and retain highly qualified personnel to

meet the igency's current and future staf inq needs is a oasic )oDective

of career management.
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4. Procurement Career Development Programs

The main thrust of Procurement Career Development Programs is the

attainment of knowledge, skills and abilities through a combination of

formal training, education and on the job training. it is this aspect

which is the primary focus of this study.

5. Procurement Intern Programs

Intern programs are designed to provide a source of hignly

qualified candidates for upper level procurement positions.

6. Performance Appraisal and Awards

The Civil Service Reform Act of 1978 specified, among other

things, that agencies establish job related performance standards,

communicate these standards to employees, periodically evaluate employee

performance, and use the results of performance appraisal as a basis for 

rewording employees.

7. Classification and Position Management

Section 3 of EO 12352 requires the Office of Personnel Management

(OPM) to ensure that personnel policies and classification standards meet

the needs of executive agencies for a professional procurement workforce.

8. Small Purchase Personnel Career Management

Small purchasing is often defined as procurement actions, not in

excess of $25,000, which utilize simplified purchasing procedures. In

addition, simplified purchasing procedures may include orders issued

under existing ;ontracts, regardless of olltar value -.- Jeiiverv

orders under Federal Supply Schedules, etc.). Although many GS-1102

contracting personnel are occasionally involved in processing such

actions, the majority are handled by the GS-1105 Purchasing Series.

21'.
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9. Procurement Research

The objective of this element is to identify sources for

completed research, list alternatives for conducting further research,

and provide recommendations for both improving the use of current data

and coordinating new research efforts.

The next chapter will provide the reader with a very brief background

on the Coast Guard, along with a quick review of some recent

organizational changes that have recently taken place, are ongoing at

this time, or that have been identified for future action.
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!I. THE U.S. COAST GUARD: "AN ARMED SERVICE AND MORE" [Ref. 7]

A. COAST GUARD ORGANIZATION

Before attempting to assess the procurement career management orogrom

in the Coast Guard a brief exploration of what the Coast Guard is and

what it does must first be made.

On August 4, 1790. the Secretary of the Treasury. Alexander Hamilton.

requested and obtained from Congress the authority to establish a

seagoing military force. This service, receiving no statutor-;,
p.

Jesignat-.on. was or.marilv called the "Revenwi Cutter 3ervice" jnicn ne"

subsequently became the nucleus of the United States Coast 'ucrd. On At

anuary 28. 1915. President Woodrow Wilson signed into low the Act to v

create the U.S. Coast Guard. The Cocst Guard Mad 0een described even

then, as "a service which was multifunctional almc(t 
to an extreme" when

it came into being in 1915. [Ref. 8:p. 15] On April 1, 1967, the Coast

Guard was one of five agencies joined together to form the new Department

of Transportation (DOT) (ending 173 years of association with the

Treasury Department). Today's Coast Guard is a branch of the Armed

Forces of the United States and is a unit of the Department of
.

Transportation in peacetime. In time of war or when the President

directs, the Coast Guard operates as part of the Navy.

The major functions and activities performed by the Coast Guard

.ric4ude ;earon ind -escue. maritime law enforcement. narine env,.r'nmerl.

protection, aids to navigation, and military readiness. As part of these

diverse functions and activities, the Coast Guard's duties involve saving

life and property in and over the high seas; enforcing laws in the
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suppression of smuggling and illicit drug trafficking; conductina

domestic and international fisheries patrols; administering and enforcing

safety standards for U.S. commercial vessels; establishing and

noaintaining aids to navigation such as lighthouses, beacons. and oa

signals; and maintaining a state of readiness to function as a

specialized service in time of war. The Senior Coast Guard Officer, the
p

Commandant, directs the policy, legislation and administration of tne

service ana is responsiole to the Secretary of Transportation. When the

Coast Guard operates under the Navy, the Commandant is then responsible

to the Secretary of the Navy

The Coast Guard procures ships, aircraft, shore facilities,

information systems. Supoort equioment and services to carr./ out. .hIi

ivriad of duties.

During the past 30 /ears the Coast Guard's basic structure has

included 12 autonomous districts aggregated into two areas, a

Headquarters and a number of specialized commands. This basic

composition has changed little over the years, with district commanders

providing oversite for subordinate commands who deliver the services to

the public. Engineering and other support has been provided by a

combination of generic unit level resources, district staff, contractors

and in some cases, by Headquarters. Area commanders schedule major

operating units and provide area-wide coordination. Area commanders also

jiav in _moor-.ant -ew -oaL. is :ommancers 3r their -escect:ve Aar,.trme

Defense Zones (MDZs;. A signi ficant function that aligns the Coast Guard

even more with the Navy.

While no two Districts are identical, all provide basically the some

kinds of support for subordinate units. Much of this organization that

,%
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has just been described has changed within the past year or is changing

even now as this paper is written. The effect of these changes on the

Coast Guard's ability to prosecute its acquisition and purchasing

functions is significant.

B. RECENT ORGANIZATIONAL CHANGES

1. Formation of the Office of Acquisition.

The first recent major organizational change that affected Coast

Guard procurement involved the establishment of a Headquarters element

entitled the Office of Acquisition.

For the past several years the Coast Guard has been working to make

the acquisition process more effective and more responsive to overall
service needs; to insure that all aspects of increasingly complex
processes and systems are integrated from the outset through to

delivery; and to insure that items, services and systems acquired are
neither more costly and sophisticated than absolutely necessary, nor

less so. I have concluded that we need a concentrated organizational
focus on Coast Guard acquisition.. .from procurement to major systems
acquisition .... [Ref. 9]

With this statement, on 31 January 1986, Admiral James S. Gracey,

the (then) Commandant, created the new Office of Acquisition to provide

that needed "focus". The new Office of Acquisition contrasts sharply

with the Coast Guard's prior acquisition structure where individual

program offices were responsible for acquiring major systems

simultaneously with directing the day-to-day program operations.

2. Establishing the Maintenance and Logistics Centers

The second major organizational change originatea .n August '985

when the present Commandant, Admiral Paul Yost, "concluded that some

consolidation of the common support functions performed by the Districts

on an area wide basis might save some resources" [Ref. 10]. A project

team was formed to develop an implementation plan to realign District

"'" 25
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support and management functions. In February 1987 the report:

"Realignment of Management and Support Functions of the Coast Guard" was

published. The plan provides for regional Maintenance and Logistics

Commands (MLCs) in New York, NY and Alameda, CA to serve the Atl]antic and

Pacific areas respectively. Among other functions, these commands will

provide the contracting service for the Districts in their area.

The structure of the procurement function within the Maintenance and

Logistics Centers is described in the Realignment Report as follows:

Formal contracting will be regionalized along with the technical

support functions. Where practicable in a workload sense, procurement

personnel will be integratea organizationally with the engineering1

personnel they suooort. Ref 11:o. 1]

As a side note; it is interesting to note that in 1915 when the

Coast Guard was formally chartered, the multimission responsibilities of

the Coast Guard were reflected in an organization very similar to that

which the Coast Guard is now advancing toward.

The Headquarters organization was divided functionally into -.

Operations, Personnel, Engineering, Construction, Ordinance (readiness),

Supply (acquisition) and Law. District commanders were given general

operational and administrative authority within their Districts.

Logistic support of cutters had been established in facilities at Arundel

Cove, MD and San Francisco, CA (sound like the MLCs?) to support the east

and west coasts respectively.

.OAST 3UARD 3UDGE- AUTHOR[ - '"

Along with a glimpse of the Coast Guard's organization, it is

instructional to present a view of the magnitude of dollars available for

Coast Guard expenditure.
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From fiscal year 1980 to fiscal year 1984, the Coast Guard's total

budget authority increased about $1.7 billion to approximately $2.8 J,

billion, or roughly 65%. During the same period, the Coast Guard's

procurement authority nearly doubled from about $0.8 billion to about

$1.5 billion. Along with the absolute dollar increase over that period

was an increase in the percentage of procurement dollars relative to the

overall budget authority, from approximately 47% of the overall oudget

authority in FY1980, to 56% in FY1982 and dropping slightly to about 54%

in FY1984. Since 1984 the amounts have declined slightly both in

absolute dollars and relative percentage. The FY1986 Coast Guard Budget

Authority was approximately $2.5 billion with about 44% or $1.1 billion

available for procurement. For FY1988 the budget request is'

approximately $2.6 billion, with about 40% or $1.04 billion available for

procurement (Figure 2.1). ,I

Prior to establishment of the MLCs, the Coast Guard made most of its

purchases through four organizational groups:

1. The Headquarters Office of Acquisition--The Headquarters Office of

Acquisition is responsible for contracting new acquisition and

modernization of major systems including ships and aircraft.

2. The Twelve District Offices--The District Offices are (prior to the

MLCs) responsible for contracting for repair and rehabilitation of

ships, aircraft and Coast Guard Stations.

3 Three inventorv 3ontrol Taunts (:CP\--The najor 7hree naor :CP-

iocatea at Curtis Bay, MD; Elizaoeth City, NC; and BrooKlyn, NY,

* '* . 27
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are responsible for centrally managing ship parts, aviation parts, and

electronics and general supplies, respectively, and

4. Two Facilities Design and Construction Centers (FD&CC)--The FD&CCs

located in Seattle, WA and Norfolk, VA, are responsible for all

major shore construction projects funded through the Coast Guard's

acquisition, construction, and improvement fund.

GAO has estimated that these four groups accounted for roughly 920 of

the contract and small purchase obligations in FY1984. Figure 2.2

presents GAO's estimate. The basic distribution will vary somewhat from

year to year depending on what new program starts occur, however the

general pattern is relatively representative through FY1986. With the

MLCs coming online in the final quarter of FY1987 an estimate of the

expected average future distribution is projected in Figure 2.3. This

figure is derived by manipulating the previous distribution through a

S separation of the Contracting and Small Purchase dollars (which the

Districts will retain) as well as accounting for certain peculiar

contracting authority that will not go to the MLCs as detailed in the

Realignment Report.

D. RECENT HISTORY OF PROCUREMENT CAREER DEVELOPMENT IN THE COAST GUARD

In 1985, the LMI study reported the status of the Coast Guard's -0

procurement career development efforts as follows:

Despite an ever increasing need for greater expertise on the part jr
contract specialists, FCP has no established 7ormal training or .:areer
development program to make sure they have the skills, knowledge and
attributes they need to make crucial acquisition decisions.
[Ref. 1:p. 2-19]

It is instructive to note some of the history of the Coast Guard

procurement career development efforts prior to this determination by

29



S c cc W.

NN

mU
'P.4'

F-04

.. .. .. ....

.. . ... .. .. ..
0 ......

..... .... ..... ....
. . . . . . . . . . .F - ........0. . . . . . .. . . . . .

.. . . . . .. . . . . .
.. ..... .

N

30



p 45

00

go
. ... ....

.. . . .....

.... ... .... ... .... ... .... ... .... ...

.4-.W
Iva vp

31 -



LMI. In 1982-83 the Coast Guard had proposed some reforms in its

acquisition management process. Included in these oroposals was the

initiation of a procurement training program and the development of a

procurement deskguide. However, in 1984-85 several significant changes

in the procurement regulations occurred which had a significant impact on

the previous years' efforts. The changes to the regulations included the

Competition in Contracting Act (CICA). the FAR. additional management

review levels, extended appeals processes and other miscellaneous

contracting rules. The net effect of this avalanche of regulation was to

effectively invalidate much (if not all) of the improvements 4nitiated in

1982-83. Whenever changes of this magnitude are imposed it takes several

years of case law, GAO and Board of Cont.-act Appeals rulings to establish

just what they mean and how they are to be implemented (this is of course

an ongoing process).

Nineteen hundred eighty six (1986) started with the major

reorganization of the Headquarters acquisition function (as already

noted) which was followed in late 1986 with the regional maintenance and

logistics realignment study. Early 1987 has been dominated by the MLC

establishment, which is soon to be followed by a major Headquarters

reorganization study. Clearly then, Coast Guard procurement as an

organization, has not been without significant disruption for several

years.

' otai f '4.5 eparate recommendat-ons were 9 orwarcea iv -ne :-MI rc

Coast Guard In-Hse acquisition studies. The Coast Guard has made

significant progress in addressing the intent of these recommendations,

with many of them already resolved. This analysis is not an indictment

of Coast Guard management, but rather is intended as a frank assessment

of where we stand and where we need to go.
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E. SUMMARY

The variety of the Coast Guard's missions requires it to acquire

increasingly complex and expensive equipment. The required support for

this equipment and the crews who man it has increased dramatically as

well. The recommendations of the two prior reports not withstanding;

Executive Order 12552 and several statutes have significantly enlarged

the responsibility of the organization's contracting workforce. Mr.

James Burnley, Deputy Secretary for the Department of Transportation,

opened the recent DOT Procurement conference (Feb 27/28 1987) by stating

that

...as procurement becomes more complex and important in carrying out
agency missions, professionalism of the procurement workforce becomes
increasingly critical. There is a clear understanding that better
performance is achieved through better training. [Ref 11]

The next chapter will address the current concerns over the

professionalism of the procurement workforce.

33 S

,%

Z Z Z



III. THE CALL TO PROFESSIONALIZE

A. INTRODUCTION

Concern over the effectiveness of the Federal procurement workforce

has intensified in recent years. Representative of this concern within

the Federal government is the statement by Mr. Robert Bedell.

Administrator for the Office of Federal Procurement Policy:

There is critical need for highly educated, competent and professional
contract managers who can operate effectively in today's complex
acquisition environment. [Ref. 12]

The recently completed Packard Commission reiterated this concern:

Our study convinces us that lasting progress in the performance of the
acquisition system demands dramatic improvements in the professionalism
and management of acquisition personnel at all levels ....
[Ref. 13:p. 66]

This concern is not limited to those solely within the Federal

government. .0
The public is concerned about the integrity of the processes through
which the Federal procurement expenditure is made. The critical
component in the processes concerns the competency of the application
of the knowledge and skills possessed by personnel working in the
procurement offices. [Ref. 14]

An even more critical view expressed by one author is that:

...regardless of the motivation behind bringing these problems to the
public's attention, the result has been that many people feel
that... contracting officials are to stupid or untrustworthy to do their
job. [Ref. 15:p. 2]

This chapter will present a review of recent Federal procurement

-eform Lnit,.atives which address the orofessionalization of tne

procurement workforce. A discussion concerning the benefits of a

professional procurement workforce and the debate over the classification
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of the GS-1102 Contracting Series as "professional" by the Office of

Personnel Management will also be included.

B. ACQUISITION AS A PROFESSION

Determining whether a discipline achieves professional status should

begin with a definition of a profession. The concept of contracting as a

profession has critical impact on the training and education criteria.

Since formal education is a key requirement for entry into any of the

"accepted" professions, defining the concept is both an appropriate and

necessary starting ooint. This is not an easy tasK because there ire

numerous definitions of a profession, none of wnich are definitive and

most of which list professional characteristics.
SF

Today's practical attitude towards professionalism nas .ed to tre
indiscriminate use of the term 'professional' by many occupational
groups. Practitioners who become expert in their disciplines many
times automatically consider themselves to be members of a
'profession'. [Ref 16:p. 2]

This desire in itself has created a defensive attitude against

evolving disciplines and creation of "soft" professions or occupational

professions.

Advocates for ensuring the sanctity of professional status tend to

invoke the "classical" characteristics as the measurement for evaluating

potential disciplines. At the 1983 Air Force Systems Command Contracting

Officer Conference, Mr. Jim Williams, Deputy Assistant Secretary of the

Air -orce. for Acquizition *anagement, iaentiefea ve :10SSIC0

cnaracteristics of a profession:

1. A defined body of specialized knowledge.
2. Undergraduate and graduate intellectual training.
3. Relationship to a professional organization with set standards,

tests of competency and certification procedures.
4. A high degree of autonomy and responsibility.
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5. A code of ethics enforced by members of a profession.

Evaluated on the basis of these criteria, the government contracting

occupation appears to hove the basic framework of a profession.

Effective contracting practice requires a range of generalized Ona

specialized knowledge. The Federal Acquisition Regulations (FAR) present

the opportunity to refine the specialized knowledge requirements.

Accepted ethical and social norms regulate practitioner conduct. Ethics

in government contracting has become a highly visible objective the past

few years. An interesting perspective on the ethics issue was related by

Admiral Peter DeMayo USN. Head of NAVAIR 02. Admiral DeMavo stated 7not

one always nears about ethics - usually from an academic viewpoint:

however he never really realized just how extensive the ethics problem is

in Government procurement - but that it certainly is a very real issue.

Several professional organizations exist which fulfill the

professional organization requirement (as well as promoting a code of

ethics). Numerous degree programs at various colleges and universities

offer educational opportunities. And perhaps most importantly, although

the contracting officer may have a network of people to assist him, he

alone remains responsible for the contractual actions the government is

entered into (autonomy). While few would expect contracting to be

completely comparable with the older established professions (e.g.,

doctors, lawyers) it is nonetheless valid to discuss the occupation in

che orofessionai context, oar'icularly with i ,lew -owards .he ittenPont.

training and education requirements tMat support it as such.
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C. OFFICE OF PERSONNEL MANAGEMENT VIEW

The Office of Personnel Management (OPM) does not completely agree

with the above assessment. In fact the primary source of disagreement is

in the establishment of minimum educational requirements. OPM classifies

positions as clerical, administrative, or professional for the purpose of

satisfying the provisions of 5 USC 3308. That section prohibits the

establishment of minimal educational requirements for an examination for

the competitive service except where OPM decides "that the duties of a

scientific, technical or professional position cannot be performed by an

individual who does not have a prescribed minimum education" -

[Ref. 17:p. 146]. The Office of Personnel Management and some experts in

the field believe that specific educational requirements are not needed

to enter or to be promoted within the procurement field and therefore the

1102 series is classified as administrative (vs. professional). The

Office of Personnel Management defines a professional position as one in

which successful performance requires a base of knowledge that may not be

obtained through on-the-job training, but instead, may only be acquired

through a course of study in a recognized discipline. Upward mobility

and "career bridging" (1105 to 1102) programs seem to fly in the face of

classifying 1102's as professional, with many 1102's progressing upward

through the clerical ranks into the contracting field.

-N3. ALTERNATi' hEWS C

On the other hand, many agencies and other experts belitve the 1102

series should be reclassified as professional. They argue, as much of

the rhetoric that we have seen does, that the contracting occupation is a

complex one involving a major portion of the Federal budget and that
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...it requires various knowledge areas and skills, including (1) cost
and price analysis, (2) knowledge of contract law and procurement
legislation, (3) mathematical abilities, (4) forecasting abilities, and
(5) knowledge of the economic climate. [Ref. 16 :p. 8]

They contend that many of these basic knowledge areas and skills should

be obtained through college education. The key point to this argument is

that, as the series is now classified, there are legal impediments to

establishing educational (as distinct from training) requirements. This

point is significant in the next chapter which compares the base in

regulation with the practical knowledge and skill requirements. The

remainder of this chapter will focus on the legal and quasi-legal

mandates to "professionalize" the procurement workforce.

E. PROCUREMENT INITIATIVES TO PROFESSIONALIZE THE WORKFORCE

A review of procurement initiatives reveals that enhancing the

quality of the procurement workforce has been an issue for well over 20

years. In 1965 the "War Office" putlished the "DOD-Wide Civilian Career 0

Program for Procurement". Procurement career management has been

addressed continually since then. On 13 August 1970, the Comptroller

General provided a report to Congress entitled "Action Required to

Improve the DOD Career Program for Procurement Personnel". It should be

noted at this point that the majority of initiatives in procurement

research originate with the DOD simply because that is where the

overwhelming majority of the Federal dollars are spent and where the

•nalor,.tv )f -e ;overnment or)curement oe'-sinnel ir The eoor_

recommended; among other things, an improved career management and

training program for procurement personnel, including action to raise the

status and enhance the image of the procurement career field. The Coast

38

% %~



Guard has experienced similar procurement personnel concerns as those in

-d DOD and the other Government agencies. The CG In-Hse acquisition process

study reported that "there must be a growth in the professionalism of

personnel--both military and civilian--who are primarily involved in

procurement activities" [Ref. 2:p. 3-5].

The Commission on Government Procurement (COGP), which completed work

in December 1972, was formed to conduct a comprenensive investigation of

the Federal government procurement process. One of the outcomes of the

COGP was the creation of the Office of Federal Procurement Policy and

(eventually) the Federal Acquisition institute (FAM). On 30 August '974

FAI was onartered to assist in career deveiopment and training, and .n

improving the professional standing of the Federal procurement workforce.

Indicative of the ;ongressional interest in the professionai

enhancement of procurement personnel is a letter from Senators Danforth

and Chiles to OPM, dated 9 November 1981, which stated that:

We are firmly convinced that the ability of the procurement system to
function properly is dependent on the training and skill of the people
who buy goods on behalf of the Government ... it becomes increasingly

important that we are able to depend on the professionalism and

expertise of the Government's procurement personnel. [Ref 18]

The cornerstone or modern day baseline for mandating professionalism

in the procurement workforce is Executive Order 12352 dated 17 March

1982. This Executive Order tasked each executive agency and department

to "establish career management programs, covering the full range of

ersonnel management Functions, tnat wlJ. result in a lignly 1uaiifed.

4ell managed professional procurement workforce". LRef. 19j

Even the existence of a directive from the President did not seem to

have had any immediate effect. The Report of the President's Private
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Sector Survey on Cost Control (the Grace Commission), 15 September 1983.

proposed more training for procurement personnel, noting that

Current procedures do not adequately recognize that the procurement of

billions of dollars of supplies and services each year is a job for

highly skilled professional. [Ref. 20:p. 134]

The recently completed Presidents Blue Ribbon Commission on Defense

Management, June 1986, (the Packard Commission) reported as one of its

nine major recommendations in a formula for action: the need to ennance

the quality of Acquisition Personnel. The Packard Commission recommended

that:

Federal regulations should establish business-related education ina

experience criteria for civilian contracting personnel. which '4...

provide a basis for the professionalization of their career patns.

[Ref. 13:p. 68]

And finally, the Acquisition Enhancement Program Report II (ACE-11)

dated December 1986, stated chat:

The study group recognized from the outset that improving the training

base was but one step--albeit a significant step--toward the objective

of enhancing the professionalism of the acquisition workforce. 0
[Ref. 2 1:p. 2]

It has become readily obvious that there is no lack of legislative or

executive encouragement for us to train our procurement personnel to

become competent professionals. However, it should be as equally obvious

that the above discussions on professionalism and the call to

professionalize is easily idle rhetoric if not viewed in proper

perspective.

P PROFESSIONALISM - THE REAL REASONS

The procurement process is a support function - not an end in itself.

However, its importance within the Federal establishment cannot be

minimized because the organizations and personnel engaged in performing

the procurement process represent the means by which Federal objectives

and missions are accomplished. To the extent that these organizations
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and personnel operate at less than optimum levels, the effectiveness of 0

the process and the realization of national objectives suffer.

(Ref. 15:p. 9] to

Put in other words, we are concerned about procurement career

management and training because the job we do as purchasers directly

affects our ability to save lives, guard the coast, provide reliable aids

to navigation, etc. The caliber of the workforce is the single most

important factor in the effective accomplishment of the organization

mission. Without qualified, dedicated people to operate and maintain our

ships, planes and other units, improvements in force structure and

organization are hollow at best. The some is true of the acquisition

workforce. The Coast Guard, as much as any other Federal agency or

successful organization, has to have qualified, capable decision makers

to develop and procure the necessary equipment and supplies.

In more quantitative terms, workforce quality directly affects:

prices paid to contractors,

costs associated with system operation and maintenance,
- costs resulting from claims, protests and litigation,
- quality of the goods and services acquired,

- cost of delays in obtaining needed goods and services,

- cost of terminating contracts,
- cost to detect and correct mistakes,

- cost of waste, fraud and abuse,
- the number of procurement personnel required,
- the cost to industry of doing business with the government,
- the loss of budgeted dollars for other service improvements or other

Government uses.

In support of our missions, the American people have a right to

expect that Federal contracting personnel will have the talent, training,

iuthor.ty and iccountaoilitv to spend their dollars 4iseiV. 4ise

procurement decisions can save millions.. .even hundreds of millions of

dollars. Poor decisions can cost Just as much. With about $1 billion in

procurement authority annually at stake in the Coast Guard, a savings of
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only 1% in the costs of Coast Guard procurement would save millions of

dollars.

A career development program, of which a viable training and

education program is an integral part, offers managers some techniques

and tools to assist them in effective and efficient mission

accomplishment. This is not a one-sided view held by Government,

commercial industry is also seeking quality procurement personnel.

A recent survey of Chief Executive Officers determined the following

three major qualities they wanted from their purchasing personnel;

1. More strategic planning and intelligence gathering, so that
purchasing can become a greater corporate resource.

2. More in-field decision making, to streamline the decision-making
process, and

3. More professional development through training programs and
exposure to other operations, with the ultimate goal of building
well-rounded business people. [Ref. 22:p. 76]

G. SUMMARY

Why professionalize?... in on atmosphere of increasing public and

congressional scrutiny of the Federal procurement process it comes as no

surprise that professionalization of the workforce is being "mandated".

The "Proposal for a Uniform Federal Procurement System" suggests we

professionalize because: "the procurement process is so complex that

users of products and services often do not get what they need when they

need it". [Ref. 23:p. 37]

Quite simoly: The acauisition workforce Qrovides the Foundation of :i'
our acquisition tmprovement efforts. 'We cannot hope to solve the
myriad of acquisition problems simply by establishing initiatives or
enacting legislation. The fact is this: we can improve the
acquisition process only in direct relationship to the availability and
application, across-the-board, of a sufficient and well-qualified and
professional workforce. [Ref. 24:p. 9]
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The next chapter will examine the baseline in regulation as well as

some current developments in the establishment of the competencies

required of contracting personnel.

5-
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IV. THE SKILLS AND KNOWLEDGE REQUIRED... "THE BODY OF KNOWLEDGE".

A. INTRODUCTION

Identification of the training and education needs Is a Dasic steo in

the implementation of a career development program. Much has been said

and written concerning the skills and knowledge required of ceCeral

contracting personnel.

The procurement function today is a much broader, more complicated
process than ever before and involves a number of skills. Many of
these skills are completely inrelated to the others. For example.
Price Analyst prices out the elements wnich make uo tne total Izem
cost. His technical inaut requirements as to loor materiLo
engineering, etc., must be provided by the industrial speciaiists,
quality assurance specialists, and engineers. The orocurement
personnel use the information provided by these skills olus other
inputs and their own expertise to determine contractual arrangementn.
prices, delivery schedules, quality requirements, etc. Ref. 25:o. 21 "

The preceding quote sounds like something from the Packaro

Commission, however it comes from the 1970 report to the Congress:

"Action to Improve the DOD Career Program for Procurement Personnel".

The words above are as true today as they were seventeen years ago (if

not more so). The foresight and accuracy of that report is commendable.

A further example of the precision inherent in that report is reflected

in the following statement regarding the skills required for today's

(1970) procurement function:

Today's procurement function involves many varieties of materials and
services--from the simplest commercial types which require relatively
3imoie orocurement oroceaures -o 4eaoons systems .inicr -eauire t'e nos-.
-omoiex ,:ontractual irringements -o insure their Umeaness. 1, v1'.'
realistic pricing, and support. Also toe decision making process
underlying procurement actions now extends far back into the
developmental stage. These decisions require expert judgment; they
have a significant effect on the lifetime costs of the major weapons or
equipment to be procured that often total hundreds of millions, or even
billions, of dollars. Because of this diversity; a wide range of
personnel with appropriate skills, competencies, and talents are needed
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to staff the various segments of the procurement function. V
[Ref. 25:p. 13]

Certain aspects of training and education for tne controcting

function are common to all Federal agencies and to all DOD services while

other training is peculiar to the service or agency. This is due to the

specialized nature of the procurements tasked to the different agencies

and why the different agencies exist in the first olace. Government

orocurement is more than a ourchasing function: it is affected by a -de

range of Government needs influenced by numerous social, political and

economic activities.

The intent of this chapter is rot to reinvent the neel -n lin'""

regard, but rather, to present the broad skills and knowledge required of

contract managers as it has been determined by law and regulation.

industry, academic and professional associations. The most current

initiatives in the acquisition field concerning the skills and knowledge A

required for a competent, professional workforce will be presented.

'p

B. THE SKILLS AND KNOWLEDGE REQUIRED IN REGULATION

In general there are two sources of Government regulation or policy

which provide broad requirements for contracting personnel. The first

are the Office of Personnel Managemenit (OPM) classification and

qualification standards which define the target population, and the

second is the Federal Acquisition Regulation (FAR) and its supplementorv

"egulotions 4irn .nicn l. zhose iefined ov tne PM ;zonaarus nust :ornn,.,

in their execution of the Federal Government procurement process.

1. Office of Personnel Management.

The OPM publishes the Office of Personnel Management (OPM) Handbook

TS-71; Position Classification Standard for Contracting Series GS-1102
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and OPM Handbook X-118; Qualification Standards for Positions Under the

General Schedule. Classification standards determine the title and grade

of procurement positions. Qualification standards determine the skills,

knowledge and other criteria that persons must meet in order to be

eligible for selection and promotion. The development of .new

classification and qualification standards for contracting and

procurement specialists was completed in December 1983 after seven years %

of review. The requirements contained in these standards constitute the

core knowledge and skill in procurement required for all positions in
."

this series. Positions in this series are concerned with:

(1) Soliciting, evaluating, negotiating, and awarding contracts with
commercial organizations, educational institutions, non-profit
organizations, and state, local or foreign governments for furnishing
products, services, construction or research and development to the
Federal Government; (2) administering contracts by assuring compliance
with the terms and conditions of contracts, including resolution of
problems concerning the obligations of the parties; (3) terminating
contracts by analyzing, negotiating, and settling claims and proposals;
(4) analyzing and evaluating cost or price proposals and accounting
systems data; (5) planning, establishing, or reviewing contracts,
programs, policies, or procedures; (6) formulating and administering
policies and procedures to insure achievement of Federal socioeconomic
goals, such as those affecting small business, labor surplus areas, and
disadvantaged business firms; (7) developing acquisition strategies and
directing or managing procurements; (8) providing staff advisory
services in one or more of the specializations in this occupation.
[Ref. 3:p. 1]

The diversity of skills and knowledge required of the GS-1102

Series becomes readily apparent. Each handbook identifies knowledge and

skill factors keyed to grade levels in the classification standard for

,ne .ccuoation. These :r-tterio aoply across the soaro .o 3il ederoi

government contracting personnel--regardless of agency.

2. The Federal Acquisition Regulation

The second general source of procurement knowledge and skill

requirements is the FAR. The FAR is the primary regulation with which
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all Federal Executive Agencies must comply in their procurement of

equipment, supplies and services with appropriated funds. The FAR (which

become effective 1 April 1984) together with agency supplemental

regulations, such as the Transportation Acquisition Regulation (TAR) and

the Coast Guard Acquisition Procedures (CGAP), replaces the previously

issued individual regulations that had been developed by the separate

agencies. The intent of the FAR is to be a simplified, Government-wide

acquisition regulation containing common policies, procedures, contract

clauses, etc. for the implementation and execution of Federal procurement

laws.

One could successfully argue that the individual "supplemental"

regulations issued by each agency have undermined the "uniformity" of the

FAR. The FAR expressly precludes agency regulations which unnecessarily

repeat, paraphrase or otherwise restate the FAR. It limits any

supplemental regulations to "only those necessary" to implement the FAR

policies and procedures within an agency, or to meet the unique needs of

the agency which are not covered in the FAR. In any event, when you talk

government procurement...you talk the FAR; it is the baseline regulation

which establishes the responsibilities of government contracting

officers. Therefore any discussion of training and education

requirements for government contracting personnel must necessarily

include the FAR.

FAR Section i.603-2 cites generalized selection criteria for

Contracting Officers which requires consideration of the candidates

"experience, training, education, business accumen, judgment, character,

and reputation". Examples of selection criteria include:
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(a) Experience in Government contracting and administration,
commercial purchasing, or "related fields";

(b) Education or special training in business administration, law,
accounting, engineering or "related fields";

(c) Knowledge of acquisition policies and procedures including
this and other applicable regulations;

(d) Specialized knowledge in the particular assigned field of
contracting; and

(e) Satisfactory completion of acquisition training courses.
[Ref. 2 6 :p. 16018]

C. THE PRACTICAL ROLE OF THE CONTRACTING OFFICER

In order to perform his responsibilities, the FAR states that the

contracting officer "should be allowed wide latitude to exercise business

judgment" [Ref. 26:p. 16018]. While a knowledge of the FAR and other

regulations is required, the system calls for more informed Judgments

across a wide spectrum of disciplines. What sort of "business judgement"

is required?

A fitting definition that has been applied to industrial procurement

managers lends itself equally well to Government Contracting personnel.

It states that an individual must be:

... enough of a lawyer to understand the legal implications of contract
clauses, enough of an accountant to understand the arithmetic, enough
of an engineer to know if the contract fits the sought after hardware,
enough of a negotiator-diplomat to communicate his contract proposal's
intent to the other side of the buyer-seller relationship, enough of a
business manager to understand whether or not the planned contract is
in his organizations best interest... [Ref. 27:p. 68]

The practical role of contracting personnel in the procurement

process is now necessary to examine. In general, the Coast Guard employs

what is Known as the "cradle-to-grove" approach to most of Its

contracting functions. The Coast Guard policy (post-office of

Acquisition and pre-MLCs) has been that the contracting function be

centralized in one office. In large operations, particularly the
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Department of Defense, different personnel are often designated to handle

,~ respectively the award, administration, termination and settlement of

contracts. Also, in large organizations the contracting officer at the

purchasing office is referred to as the Procuring Contracting Officer

(PCO), while a contracting officer at.the contract administration office

is referred to as an Administrative Contracting Officer (ACO).

Additionally, a contracting officer responsible for the settlement of

terminated contracts may be referred to as the Termination Contracting

Officer (TCO). This is a degree of specialization that the Coast Guard

generally cannot afford. In a very small minority of offices, the award "#

and administrative functions may be separated, however this is usually

not the rule. For this reason, the Coast Guard contracting officer is

involved in all facets of procurement and must be the

"Jack-of-all-trades".

D. INDUSTRY AND PROFESSIONAL ASSOCIATION VIEWS

This next section will address the industry and professional

associations' view of the required skills or "body of knowledge" as it is

sometimes known.

If contract managers are to fulfill the needs of the contracting
environment and satisfy public cnncern for competence, a broad-based
education in business and management is necessary. [Ref. 28:p. 2]

Contracting personnel cannot function merely as clerks safely

checking off procedures. While each managerial position involves unique

requirements, certain general management skills are applicable to

Government procurement. Top executives expect more than financial

management from contract administrators in today's environment. They

expect purchasing and management professionals. To this end, one group
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of executives in a Special Chief Executive Report concluded that industry

emphasis should be directed at more professional development through

training programs. This emphasis even included attendance of government

courses when possible.

But what are the specific skills and knowledge required? There are

several professional associations which sponsor programs in acquisition

contracting, that have defined this "body of knowledge". Among the

associations sponsoring programs in acquisition contracting are:

- American Production and Inventory Control Society (APICS)
- American Society for Quality Control (ASOC)
- American Society for Traffic and Transportation (ASTT)
- National Association of Purchasing Management (NAPM)
- Nationai Contract Management Association (NCMA)
- National Institute of Governmental Purchasing (NIGP)
- National Property Management Association (NPMA)
- Society of Logistics Engineers (SLE)

NAPM and NCMA sponsor the most sophisticated and best certification

programs in procurement. Our concern with these requirements is more

than just a passing interest; COMDT INST M4200.19A--the Coast Guard

Acquisition Procedures--permits that the passing of an examination which

is given by a nationally recognized professional contract organization

may be substituted for Level II (< $100,000) and Level III (> $100,000)

warrant training requirements. The NCMA in particular has placed major

emphasis on the contract management career field. Table 4.1 presents the

criteria for certification by the NCMA along with the requirements of the

FAR for Contracting Officers.

The NCMA developed Oody of knowledge requires a range of skills ina

broad knowledge in the areas of:

1. Business management, particularly materials and operations
management, industrial marketing, financial management and related
accounting.

2. The economics of materials and operations management.
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3. Cost and price analysis and negotiation techniques.
4. Legal and regulatory aspects of procurement and contracting.

5. Managerial planning, decision making, communications, and

control.
6. Procurement and contracting policy and procedures.
7. Management information systems, and information and data analysis.

TABLE 4.1

KNOWLEDGE REOUIRED IN NCMA CPCM

I. EXPERIENCE (inclusive of related fields)

FAR NCMA
a. Govt contract & admin a. Two years contracting

- or- -or-

b. Commercial purchasing b. procuring
-or-

c. purchasing

II. TRAINING/EDUCATION (inclusive of related fields)

FAR NCMA
a. Education and/or special training in:

(1) Business admin (1) Production mgmnt

- or - - and -

(2) Law (2) Legal aspects

- or - - and-
(3) Accounting (3) Financial mgmnt

- or- -and -
(4) Engineering (4) Logistics mgmnt

- and-
(5) Bachelor degree

b. Acquisition policies & procedures:
(1) General knowledge (1) General knowledge

[Ref. 29:p. 23]

The NCMA has detailed 69 modules that make up the NCMA Education and

Training Program in suoport of tne professionci toav Df xnowieaoe.

Appendix C is the NCMA Education and Training Program structure.

The Packard Commission states that there are some 394 different

regulatory requirements in the FAR. Another source identifies "more than

4,000 legislative provisions (which) directly affect or impinge upon the
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procurement process." [Ref. 2:p. 4-2] Figure 4.1 is illustrative of the

policy fragmentation in Federal procurement that contracting personnel

must reconcile.

Perhaps the most peculiar requirement is a thorough understanding of

Government contract law, procurement statutes, regulations, decisions and

directives. Knowledge of patent rights and policy; the claims, disputes

and appeals procedures; protest policy and procedures; data rights:

contract audit policy; the role of agencies such as GAO, DCAA, SBA and

DOL and the Contracting Officer's legal authority are all necessary to

function properly and effectively.

Contract managers must also possess a knowledge of product trends and

business methods used by industries with which they interact. A major

portion of procurement involves pricing, sourcing, and negotiation.

Further, knowledge is required of sources of supply; terminology of

items; kinds and types of contracts; data processing concepts and their

application to production, inventory and quality control.

The successful contracting officer must coordinate a multitude of

inputs from other organizational activities such as legal, engineering,

accounting and finance, etc. In order to intelligently interact with

these diverse activities a fundamental knowledge of each discipline is

required. This is usually satisfied by a general understanding of the

terms, concepts and theories peculiar to each occupation. A model of the

,lemands tne environment oiaces Dn ;ontract managers is oresentea ijl

Figure 4.2.
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Figure 4.2 Demand on Contract Managers [Ref. 2 8 :p. 4]
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E. REQUIREMENTS OF AGENCY DIRECTIVES

Certain skills and knowledge requirements are also a factor of the

types of goods and services that Coast Guard buys. In general, one can

state with some validity, that the Coast Guard's requirements are very

similar to the Navy's; ships, planes, shore facilities and the attendant

spores and support services. Coast Guard procurement supervisors and

other agency contracting activity supervisors were asked how they

establish the training needs of their personnel; about 95% responded

that the basic requirements were provided for in an instruction or

directive. rn the Coast Guard that instruction is COMDT INST M4200.19A.

in DOD it is Department of Defense Directive (DODD) 5000.48, in the FAA

it is FAA Dir 5410.16 for example. In other words, practically speaking

the minimum training and education requirements are embodied in these

various directives.

DODD 5000.48 is a very recent instruction in DOD (15 DEC 86) and its

use/implementation is meeting a lot of questions and/or resistance from

many sectors. None of the supervisors and many of the policy personnel

interviewed is quite sure how this instruction is to be used. Primarily

because of the positive education requirement and increased mandatory

training courses required. This instruction is a direct output from the

Acquisition Enhancement Program Report I (ACE-I). The impact of this

instruction is discussed in the next chapter. DODD 5000.48 and some

-qcommended :nanges ire 3resented .n Aoaenaix J.

A comparison of several of the Federal agency requirements is offered

In Table 4.2. It is important to compare these requirements, because

"the selected and approved courses provide the basic skills and

information needed for employees' current positions and preparation for
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advancement in the career field" [Ref 50], and because the Coast Guard

attempts to utilize many of the same training resources as these other

agencies.

It is not surprising that the Coast Guard requirements are

essentially the same as many of the other Federal agency requirements

TABLE 4.2

SUMMARY OF EXPERIENCE, EDUCATION, AND TRAINING REQUIREMENTS

Agency/Instruction Criteria

Category Level Experience(1) Education Training

USCG I 1 YR None 80 HRS(2)
M4200.19A II 2 YRS None 300 HRS

III 3 YRS None 160 HRS

DOD I None BA/BS(3) 5 CSES
5000.48 II 2 YRS BA/BS 2-5 CSES(4)

III 4 YRS BA/BS 2-3 CSES

DOD I 3 YRS None 3 CSES "
1430.10-M-1 11 5 YRS None 2-3 CSES(4)

II 10 YRS None 2 CSES

DOD I None BA/BS 1 CSE (5)
ACE-II II 2 YRS BA/BS 1 CSE

III 4 YRS BA/BS None

FAA I 1 YR None 120 HRS
3410.16 II 3 YRS None 200 HRS

III 5 YRS None 200 HRS

DOT I 1YR None 80 HRS le
Proposed II 3 YRS None 160 HRS

III 5 YRS None 200 HRS

(2 eased on entr/ Lnto ser,.es at lowest 'evel.
'2) Dependent upon specialty
(3) Not enforceable yet.
(4) DOD mandates required courses v. hours, CG and FAA

mandate hours but then specify only certain courses that

will satisfy those hours.
(5) ACE-II recommends only one 6-8 week course for the entry

and intermediate levels and none for advanced. This

author does not agree with that recommendation.
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(particularly DOD). Within each service, the individual contracting P

. activity requirements will vary depending on the primary types of goods

and services each activity buys (construction vs. spares buying for

example). These instructions merely represent the starting point or base

for the formal training and education effort. It should be recognized

that many of them derive from a common source.

F. COMPETENCIES AND TAS< ANALYSIS

The most recent initiatives in procurement training concern the

development of "competency-based" instruction. Competency is defined as:

Those observable, measurable behaviors which demonstrate the ability to
perform in a manner that enables one to accomplish a job related task
to a pre-defined level. [Ref. 31]

The Federal Acquisition Institute (FAI) has recently issued the
le

"Contract Manager's Training Blueprints" which are based on certain

compentency/task criteria for each job function. These blueprints

include conditions, standards, and criterion tests for task performance

and underlying knowledge and skills required. The Acquisition Career

Enhancement II study (ACE-II) reports that:

Competency-based instruction is effective and efficient. It strives to
impart the specific skills and knowledge needed for individuals to do
their jobs professionally and immediately upon completion of training.
[Ref. 21:p.34]

The tasks to be taught in a competency-based model curriculum are

proposed for each acquisition job function.

The FAI has been working on the Training Blueprints for over seven

(7) years. Over 20,000 Federal employees were surveyed to collect data

on the tasks performed by personnel in contract management and related

fields. Twenty-four Federal agencies were involved with a 62.5% return

57



rate (14,082 surveys). This return rate was considered quite good

relative to the success rates experienced by other organizations. Among

the respondents were: 8,134 Contract and Procurement Specialists, 1,578

Purchasing Agents, and 1,043 Industrial Specialists. In addition.

questions were completed by 134 Engineers (GS-801), 147 Industrial

Property Managers (GS-1103), 44 Quality Assurance Specialists (GS-1900)

and 1,409 Uniformed (Military) Personnel.

The FAI then worked with OPM to select and refine tasks for training.

Small groups of subject matter experts from different agencies reviewed

data from the occupational analysis and rated tasks performed bV

different functional specializations on various scales (i.e., learning

difficulty and consequences of inadequate performance). The Federal

Acquisition Institute used the groups to:

1. Define each career path (i.e. specialization);
2. Rate the training priority of tasks performed by more than 40% of

the employees who comprise the career path;
3. Determine whether any task performed by less than 40% of the career

paths' present incumbents should nonetheless be covered in
training;

4. Update the task inventory to reflect changes in policy; and
5. Develop model "Curriculum Design Outlines" for the highest priority

pricing tasks.

An interagency Advisory Committee was established in early 1986 to

develop a complete set of blueprints for traininj in the competencies and

tasks identified in the curriculum design outlines. This included a

full-time working group of procurement and instructional design

specialists along with 16 "consultants" from the Air Rorce. Army. )LA.

Navy, Interior, Agriculture, HHS, VA, Energy, Treasury and NASA (no DOT).

Once all the training blueprints are approved by the Advisory

Committee, they will be organized into instructional modules. The
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overall description of each module will identify:

1. Competencies and tasks covered in the module,
2. The related blueprints.
3. Recommended duration, in classroom and job site hours, of the

module, and
4. Alternative methods of training delivery.

These initiatives have immediate significant impact on the focus of

Federal Government Procurement Training. The Assistant Secretary of

Defense (Acquisition and Logistics), Mr. Robert Costello, has tasked all

the training centers with developing competency based curricula. A copy

of this memorandum is enclosed as Appendix E. The March 1987 meeting of

the Defense Contracting and Acquisition Career Management Board (OC/ACMB)

reported that Army Logistics Management Center (ALMC) was re-evaluating

its entire curriculum with regard to competency based training. The

$V
Board reported that for many of the courses taught at ALMC the original

charter was no longer valid or was indeterminable. The ACE-II report

states that present courses generally are not organized to teach tasks,

but to provide overviews. The study group concluded that more

task-oriented training could significantly increase training

effectiveness, particularly at the entry and intermediate levels. The

competencies and training blueprints ore meant to help trainers

accomplish that goal.

There are 51 competencies and 158 tasks that Federal Contract

Specialists ought to master before or shortly after promotion to the full

oerformance LeveL. -he 'roining olueorints 3over only 'he :ore ;

The FAI is presently developing blueprints for specialized areas such as

construction, ADPE and major systems.

The significance to the Coast Guard training effort is immediate as

well. The training blueprints are written for all persons who design and

. .,,,.5 9
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deliver procurement training in any form. This includes staff

instructors at Federal procurement training facilities, college and %%N

university instructors of academic level procurement courses and

procurement training contractors. The blueprints also can be used

directly by first-line supervisors in planning on-the-job training. The

application to the Coast Guard procurement training effort will be

addressed in the chapter providing "A Plan of Action".

G. SUMMARY

How does all of this fit in with the previous discussion on academic

prerequisites and the body of knowledge? The NCMA has developed a matrix

which shows the relationship of the NCMA Body of Knowledge C the FAI

contract management competencies. Appendix F provides the contract

management competencies and tasks and the NCMA matrix for comparison.

The training blueprints are simply too voluminous to reproduce for this

thesis.

The significance of examining the "body of knowledge" is twofold:

(1) to permit comparability of requirements across agency and industry

boundaries and (2) as a standard to evaluate the training base against to

ensure that what is established as minimums is infact being addressed by %

the training resources. Having provided a discussion on the required

skills/knowledge/tasks/competencies the next chapter will take a look at

the 'esources available to satisfv those required skills and now various

organizations are employing them.
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V. SOURCES AND USES OF TRAINING

A. INTRODUCTION

This chapter has two major objectives: (1) to present the various

types of resources that exist to satisfy the procurement training and

education requirements, and (2) to investigate how the various

Government, industry and professional organizations use the identified

training sources for career development.

There are six generally accepted classifications of training and

b
education methodologies which are utilized in pursuit of the improvement

of procurement knowledge and skills. These include:

1. Government Agency Training
2. Training provided by Educational Institutions
3. Commercially Available Training
4. Training provided by Professional Organizations

5. On-the-Job Training
6. Self-Development Training

A description of each of the methodologies will now be addressed; it

should be noted that this is a general classification scheme and that an

individual specific training resourne may potentially be in more than one

category.

B. GOVERNMENT AGENCY TRAINING

1. Resident "School-House" Training

3overnment Agency Training .s primarily thougnt Dt 0s 'ne

resioent-scnooi nouse type of instruction presented by such places as tne

Defense Systems Management College (DSMC), the Army Logistics Management

Center (ALMC) or the Air Force Institute of Technology (AFIT). There are

actually twelve Federal Government Schools providing instruction in the
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area of procurement. Of these twelve schools, nine are run by an agency

or service of the Department of Defense, one by the General Services

Administration, one by the Department of Agriculture and one by the

Federal Aviation Administration. Each of these schools has a broader

mission involving the teaching of courses other than procurement.

Many of these Federal procurement training institutions are well

operated and present courses at a level equal to those conducted at many

colleges ana universities. Mr. Michael Miller of the Federal Acquisition 06

Institute FAI) noted that the strength of this resource is an

"understanding of the student and the functions they are oerforming".

[Ref. 32] This author would temper that appraisal somewhat by noting

that, although we can say the FAR is the FAR and therefore Government

procurement should be somewhat standard, three factors influence the

applicability or maximum usefulness of this training for Coast Guard

procurement personnel.

a. Quota Availability

The first is the consistent availability of quotas for Coast

Guard personnel. In general, the only way that an agency or service

receives a quota to a training opportunity sponsored by another

Government agency is on a space available basis. As anyone who has flown

"space-A" can tell you.. .it may be cheaper but it sure can be tough to

plan around. In particular, the ACE-II report describes the magnitude of

the training oackilog confronting JOD is "formidable". The ACE-:: Studv

examined indeptn the shortage of training availabilities in DOD and

concluded that:

%'

Mandatory training requirements, applicable through 1986, measured -

against training accomplished reflect a current training backlog which
would require approximately 668,000 student man-days to overcome. This
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backlog increases to approximately 2,000,000 student man-days when :ne
more stringent training requirements recommended by the ACE-: .wnicn
ODD 5000.48 implements) study become effective in 1987.
[Ref. 21:p. 19]

Table 1 to Appendix G reveals that the current capacity of

the DOD training base is insufficient and out of balance with proposed

requirements. Nine courses would be unable to keep up with the annual

requirement. Twenty courses have insufficient capacity when the backloa

figures are factored in. Table 2 to Appendix G shows that the disoaritv

between requirement and capacity will not cure itself over time.

Fourteen courses would be unable to satisfy the backlog in three years or

less. Of these fourteen, the immediate training requirement exceeds

current capacity by more than 200% in all but one course. ACE-II then

presented the DOD training picture with the backlog spread over 2-5

years. Table 3 to Appendix G shows that training loads become a little

more manageable when the backlog is distributed over several years. A

three year time period was selected by ACE-II for planning purposes.

This choice was to generate more realistic and attainable training loads.

For eleven training base courses, training capacity already exceeds the

required capacity when a three-year time interval is used. Several

options were forwarded by ACE-II to achieve balance:

1. Grant waivers where appropriate.
2. Redistribute the training base to courses which show an excess

capacity.
3. Identify existing courses outside the training base

that may be equivalent.
. Zncrease current caoacity oy increasing class size.

5. Relv on eixisting corresoondence mode to satisfV
required capacity.

6. Offer additional classes per year.
7. Develop additional correspondence modes where prudent.
8. Develop exportable training courses.
9. Use additional contract courses to augment the training

base.

63 S

% -

'

U , ...... .... .... . . ... .4.. .. ,... . ....... . .... V , . , 5....



Table 4 to Appendix G provides an initial forecast on which

options are recommended to achieve balance for each training base course.

The message however is clear; DOD courses are presently hard to get

quotas to and its going to get even tougher. A letter from the Dean of

the School of Acquisition Management at ALMC to the Coast Guard (attached

as Appendix H) confirms this with the following comments:

DOD activities have priority.. .MDACC (Basic) and MDACC (Advanced) are
in great demand...The ALMC FY 1988 schedule has been established and
ALMC resources are fully committed to supporting DOD activities... ALMC
is unable to directly support your request for onsite courses ....
[Ref. 33]

Similar quota availability problems exist at AFIT and tne

other resident procurement training schools.

b. Applicability of Language

Second, eacn scnool has a sponsoring agency or service (none

of which is the Coast Guard) and the sponsors tend to be somewhat

parochial in nature. Therefore, the emphasis or bias in the program of

instruction tends to be towards the needs of the host agency and along

the lines of that particular agency's FAR supplement. One instructor

informed this author that his direction often is based on whatever the

DOD Inspector General (IG) determines as "hot" at the moment. The

likelyhood of this emphasis matching up with the Coast Guard's needs is

hit-or-miss. Organizational bias is also evident in the language a

course is couched in. Naturally the "host" agency will teach the

.nstruction jiong the Lines of their jgencv FAR supolement.

c. Level of Magnitude

Third, a concern exists that with some courses, particularly

the DOD ones, is that the level or magnitude of procurement dollars the

courses address are on a much larger level than that which the Coast

64

6. . ."



Guard contracts manager normally encounters. This point was made in

several interviews with Coast Guard procurement supervisors and at the

DOT Procurement conference. The most often cited examples are the DOD

Cost and Price analysis course and the Cost Accounting Workshop--althougn

in general they are considered very good courses, many felt that the

focus is not accurate for the Coast Guard or some of the other DOT Mode's

smaller procurements (e.g. time spent on learning curve could be better

used).

d. Course Curriculum

Some of the general (i.e., non-Coast Guard soecific)

difficulties witn tnese scnools are the original curriculum composition, ,

currency of material and certainty of scheduled course offerings. Most

current procurement training courses were adopted, i.e., selected from

already developed instructional outlines. Few of the courses were

planned to achieve a set of learning objectives based on a survey of

knowledge and skills needed to fulfill procurement position requirements.

In many instances courses were selected from general "Instruction

Outlines" and arbitrarily assigned to a service school on a functional

alignment basis. The ACE-II report addressed this very issue of course
'5

content in the mandatory acquisition courses. As noted in the previous

chapter, there is a movement towards "competency-based" instruction in

the Federal procurement world (led by DOD in general and ALMC and FAI in

oar :ru]r" The :CE - ;zuv -oor>a -ot nanv :;r'zmn -

programs increase generai Anowieage in a career tieia, Out do no,

necessarily transfer skills for improved performance of specific tasks

The ACE-II study group conducted an evaluation of the DOD training base

(and therefore the GSA, FAA and Agriculture schools were not exoried i -
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view of the recently completed acquisition job functions (discussed in

the previous chapter). One hundred eighty four acquisition courses .

taught throughout DOD (including some taught by private contractors for

DOD) were reviewed to determine appropriate competency/task content. A

model was developed to compare existing courses. It was based on an

operational definition of competency from literature and instructional

systems design/Oevelopment philosophies. Course elements sucn as

behavioral objectives and performance measures were compared to elements

which would be expected in an "ideal course". The results of the sl;udy

group indicate that ail of the acquisition courses reviewed fell snort of

the "ideal" for competency based training.

The mismatch of performance measures to the intended learning

outcomes was the most apoarent flaw in the design and conduct of the

courses which did not score well. ALMC has taken the lead on this and is

presently reviewing its entire curriculum to revise it into a

competency-based format. Included in this review is an examination of

the original charter for each course. The Defense Contracting

Acquisition Career Management Board (DC/ACMB) reported that for many

courses the schools could not identify why they were teaching a

particular course. Table 5.1 shows the summary ratings.

An interesting result of the course reviews was the revelation of

much duplication amongst or between required courses. An example of

.nn-cesorv ,ua. .-aton )fr ourse -ontent -eveaied 04 the gCE-Y: *rouo

was a comparison of tne 1102 contracting competencies and tasks contained

in two existing mandntory courses that all entry level contracting

personnel are required to attend (by DOD instruction). It was determined

that approximately 40% of the tasks taught were contained in both
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mandatory courses. The immediate :molicotion is that tne .

training time (i.e the time away from the job) is not maximizea

TABLE 51

EVALUATION OF SCHOOLS FOR COMPETENCY BASED rRAINING AOE LAl,

Average Score* School Number of Courses

3AS:C

65.43 Lowerv 9

64.20 AF:T

43.83 ALMC

42.90 AMETA 4

40.70 Sroos

30.86 ASN

INTERMEDIATE

59.47 AF!T

48.13 ALMC

46.90 AME-A

34.50 -awery

ADVANCED

43.20 ASN 1

42.00 DSMC

40.70 AMETA

30.90 ALMC

*100 is the maximum Score. [Ref. 21 p 52]

e. Course Currency

The currency of course material is anot~er pr,'Dr: -•

Government Agency Training Schools. Many procurement co",%4 ',

constant updating simply because this is such 0 dyaf'

bureaucracy inherent in each of the institutionl'.

Iiis -3auirement - otv rr ,2

reviewed in the process of this research contained o,,

(one GSA course was still using pre-CICA information) "-

Procurement courses at ALMC reported that "the bureo,,. ,
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updating our courss t,) the extent tnot we or* at least nre

Althloughl tle auth'or MaS nlot attempted to quorntih/

Ocen tn. Oj~geS 31*njer In 1rio C..r-eMCV jSSue OU r-e v 0 S .'I

Indicate that GSA P'ai or is mak~ing a concerted effort to ip~l

AU. lb--. - --

. - -
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from 15 to 1 years to approximately 5 to 1 The main reason cited was

the loss of retired military who hove dropped out due to the Dual

Compensation Act. and who now work for the private contractors that offer

.4

JcquIsition training A recent example of thlis roolem is evident : tne .4
,%

Cost Accounting Standards Wor~snop taught at ALMC Of the first siX

classes scheduled between October 1986 and March 1987, three were

.Ince,..d !us ,O . KC or J luiiied instuctor A number :)f "rese

Porasnops were presented jting u Gi-10d wno nod a pricing oocKgrounc

that was reassigned on a full-time basis from the MDACC(Odv) faculty

.1

so)u .'sif PO 
T
, .'• 3f?**C'* 16f we-

-1 _.u t .*,J . 'n OX:5 0.43 wl 'I n -- e )eef ierlsot1

.*4

r' , :rmat . Resources course At the Marcn i 987 re etngln rf te -

Jelfonse (,OnTrarflnq/aCqujSjjjor Career ;Managemnt Board (DC/ACfqB) it was

'0pforer that "01nollng a suitable person to fill this position woa s

.4

llffi iiut' [95I AtMW is r ec aon a ndn t Moat 0 privaots

'*),.,OfA', O oiv . he progru f instruction for thi1 cokjr~e

0.~.r 1), 4,, lj'Tj F~j 1 tru yet but once gotten tner"e 1 "

O " J,, e.' J ,

#--

#6 1wf.
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personnel, who cannot effectively grasp the material, are assigned. Not

only do we lose out on the synergistic effect of many procurement

careerists intermingling, but often the level of instruction is adjusted

downward and the course does not satisfy the neeas of those rightfull'/

attending. All scnools report that a more concertea adherence to student

prerequisite screening is being emphasized (to the point of sending

people lome) A secona proolem thnat occurs from a lack of control over

;.uss zomposition does not arise rrom experience level out rather, from

the composition of occupational backgrounds attending a particular

,our3e Mr Rooert dosi.ensKI. Director of the Cost Accounting Standoras

worsnop course ut ALMC expicanea tnis factor as foilows: %

it can oe nit or miss on the composition of each class, however if a
.iass Is 31, DCAA juditors. then that ,:lass will oe slantea towards
ne.- expert.3e/neeas inc lot ipplicoole to a GS-1102 Contracting
.4:e,- 4no needs .t zs Tandatory training. LRer. 5]

Its a rarity indeed when Coast Guard personnel make up the

bulk of the class at DOD sponsored offerings...

A brief review of the Government Agency Schools reveals that

when we can get our people to the DOD schools the resultant training is

generally favorable (the same cannot be said for GSA; no feedback was

received on the FAA and Agriculture schools), although not without some

attendant problems

Two extensions of the Government Agency 4choolhouse Training

are (1) the Satellite Education Network and (2) Exoortable "overnmen.

2 Satellite Educational Network

The Satellite Education Network (SEN) program has been

operational In one form or another, since January 7, 1985. The SEN is

%.
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conducted for ALMC under the auspices of the Army Material Command (AMC'

The system uses two electronic modes to present instruction: (1) the

electronic conference board and live television via satellite. The

classroom day is six hours in length with three iours of eiec7 -o-n1 P

conference board instruction and three hours of live television Pp

p

instruction. All instructional hours are interactive with two-way voice

communications oetween ALMC and the participating sites. A faci':ta<cr"

is at each of the sites to assist in the instruction as necessary. Ail

of the classes taught via the SEN are parallel to the same courses taught

in the resident (at ALMC) and onsite or exoortea noces wenti ,:r,.

sites are now online, with a total of 71 piannea in FY88.

A reported strengtn of tne SEN is the cost avoidance or oer':.,"

and travei attained oy locating tne -eceive sites in oreas 1t'i ,

population of contracting personnel. The locations do not present o

particular advantage to Coast Guard personnel in relation to the

geographical distribution of Coast Guard procurement personnel.

ALMC reports that examination results (between the SEN trained

students and the resident and onsite students) show no significant

difference in the achievement of the student. When this "fact" was.

voiced at the March 1987 DC/ACMB, the Defense Logistics Agency (DLA)

representative had some very strong words concerning the proportec

effectiveness of the SEN. The DLA representative reported that he ho(I

:)er-.onaiv li nter,/ Lwea -. entv ',our aer-;on:; 4tO 01 ] 1:.,] 2

,moue couraes und not one person was positive ooout the trJi:

Comments ranged from: "major challenge was staying awake", "course wn'%

horrible". to "felt cheated" and "worst methodology" Apparently for

many of these students it was their first Government training and it ho.,
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soured tnem on further troining opportunities via this mode the

response from ALMC personnel (after some fast top-dancing) wa that tney

realize some cnanges are needed, particularly In the application of the

SEN to "hignlvy-nteractive' zourses ,ucn as MOACC .clv) 'he MOA'., -

no& oeen taken off the air due to poor feedbacK. ALMC is developing tle

use of a personal computer with the course and restricting the live

television 'o no mtore than tnree nours per tay tj qnnonce

eceptidenesa if training .ia JEN

The quality of facilitators was another problem addressed. it is

sufficient 'or tnis eoor, neri 'o late hat I.erf Ir.§ i rjr u •,

tni3 node )LA is -onisder'Ing )u i ng out 1? tney loven t j.,e,. q"
a.j

the Air -orce djoes ilot Jse tne A#N at ,J. he ';oost Guaril .:L" ..
'I

,0'1in *.k M noue s . i ed ")u* fo ' )1 rJr 5iOs t. ']c(J , .r

As a 4tue note. the SEN is planned to be tne only mooe ,r,"'V

which ALFMC will offer the Defense Small Purchases Course (DSPC) .,

5 Government Sponsored Emportoble/Onsite Trainlng

The other extension of Government Agency training 1s '.-

exportable or onsite mode This type of training Involves Taklq ',..

various Institutionally sponsoed courSeS on the rood wIt I ' '

Government Instructors Or through the use Of private c,,'!' '

inStruCtOrs When private fiontFractor% ure .sed Tre COure is %V I.

Host Federal Agency s SChool Syiilat'j% (Ind the IrSt,ucturo r Ylj 'Y "*

good potont iol f,)r (ousit G. -ird is" Mi ther T hr ouJcj )r r '"og"

Guard sponsored cOur-se o r t mr (jr % sp oc o]vom I h I3 .of, 10

offerilngs Thge tise of this Fft)(Jot 1 fjoJl Ifig I- pop,,, I ' e, 4..

Le
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reasons, among them: cost. convenience, and the fill rate on tnl.

resident course offerings Two examples of tne use of exportubl .0

training can oe found in the Navy and at ALMC

The Niavy nas recently JsSIgneoa the troinn'q #unctti,)n t r) %"V.

Acquisition Management Training Office (NAMTO) at NSC Norfolk wltn NAV'SUA-

as the "program manoger" The particulars of their operation will be

jddresse , ri 6 iecf.a par t t "'us :naoter Orl Aqer' -',)r' uru " .

imp I menr tt Io n

A second example of exportable school house training Investij ite"

S Ir a~ t A 0 1" pr t ()d U L' 1 UT 0

~on Iff 3c Tof I'J o's t Fk-T Ional sero110e5 r oe lI F an f idf r19 1 1.1 0

I ndef I "I te quant Ity Vc '11ver y or der AL04C IS the one ofrl inly ~~~

octi Tv i n fld t he -o(t ru 0 I a M40 C ear I fig tlhUuSO The m"'

5 ** per (fo , Irrr. )r, t , ttt or t ravelI per d IemP r I f) oI flu,~ so--NJt' .- 2.

'i' 1"' t~ld ' he firm fined Pr Ice ther e I S op of' t~ r'. 44

p I i 1 low~% -~) nI'., 0 t ho"r T l(J5@ Iv s Per M ' th P) t nC tt "0

2JJh' or t I MOO5 Ski DOC) (I.''s 3'- a I' "1110 1

1' IP 1 , IF' C A(~ R%
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Representative (COTR) Is designated by ALMC. all interface with the

Contractor Is via ALMC.

The COTR is given a brief by ALMC and a package to ensure

alignment with ALMC s objectives for the course ALMC designates i *esl.

control officer at the host, the contractor does not administer the test.

There are 300 questions in ALMC's test bank and the contractor is not

informed or wnat 50-75 questions will make up each test Examination

feedback is provided to the contractor.

In summation of the Government agency training methodology: the

moae wilx 'ne Irqarest ootential for Coast ruard use 'nd qf4-ct ; eness -

tn. exportoole or onsite training followed by the resident training and

the SEN as o meoure of lost resort

ED' .ATIONAL INSTITUTIONS

Training provided by Educational Institutions is likewise a mixed

,%

bag The colleges and universities are the best source for satisfying

educational requirements in general (I e , broad based business skills .I

and other formal academic programs), after all that Is their business

Currently there are over i00 institutions offering procurement programs

and courses throughout the Nation Most educational institutions

schedule night school or employ other methods to tailor academic

instruction to working people Colleges and universities represent more

inst',jcttot (A0i| ) program they are getting on the bandwagon in the

procurement training movement as well

The FAI has ueen actively pursuing the Involvement of colleges and

inlverSltIes In Federal Government procurement training and the
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establishment of acquisition programs in continuing education programs in

associate, baccalaureate and graduate degree programs. FAI in

cooperation with an Interagency Academic Program Committee (IAPC) has

established an academic program review to ensure that orocurement

education programs and courses meet the DOD and civilian agency entry

level workforce mandatory training requirements which relate to career

and grade advancement. The objectives are to: (1) review and evaluate

academic programs and courses; (2) recommend approved courses for

Government agency use; (3) establish a cooperative relatioqship between

Oroviders and users of education: (4) communicate new -ocurement ;Ai/

and knowledge requirements to providers; and (5) expand opportunities =or

the Federal entry level work force to meet mandatory agency 'rcingng

requirements through equivalent academic courses.

The FAI has published a Directory of Academic Procurement and Related

Programs and Courses (July 1986). Several institutions have approved

programs or courses that may serve as equivalents for Government training

requirements. The advantages of this resource are that the student is

not lost to the workplace for training and there are no perdiem/travel

costs. Some drawbacks include quality control over the instruction and a

lack of a thorough understanding by those in the academic institution of

the functions performed by contracting personnel. Many colleges and

universities are teaching courses that have similar titles to those

"-quireo )v -;or :NST 44200 '9A. )ut :Mev irg lot eOiy *e'cr T'

Federal procurement, they are teaching basically contracting from the

private sector viewpoint without addressing the FAR, TAR, etc.

Another concern that is difficult to quantify, is that some persons

interviewed revealed an attitude against satisfying training needs in

f.75
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this fashion because it is not command sponsored and/or recognized and

therefore why work an 8 to 10 hour day then go t( class for a couple of

hours when the Government (if "they" really wont/require the training)

will send you to one of the Government schools.

The Navy is addressing these concerns with a pilot program in

Norfolk, VA. The Naval Supply Center (NSC) at Norfolk has arranged with

a community college to run government procurement courses using Navy

materials and the NAMTO exportoole instructors (mentione earlier) or%

procurement officers from the NSC as adjunct faculty. The fi st course

nod room -or 25 and 78 signed up. they therefore aaed two mor

sessions. The cost is approximately $125/person and runs two nours twice '

a week for fifteen weeKs. The American Council on Education ias

accreaitea the Navy group so tnat courses receive college credit and 3re

transferable. The Director of Training for Procurement Personnel at the

Naval Supply Command (NAVSUP), reported that:

There ore quite a few carrots out there for the folks and most people
have done the work by day, school at night routine at one point in
their careers, this program is showing great promise. We plan to
expand this program once a cadre of instructors is developed
[Ref. 34)

Many of our Coast Guard people do not seem to be aware of these

programs based on the numerous survey comments which indicated that

personnel would like to know if the colleges and universities otfer

acceptable procurement programs.

D. COMMERCIALLf AVAILABLE TRAINING

"The rapid growth of and frequent changes found in the procurement

process have created a fertile field for commercial institutiors

specializing in procurement training." [Ref 35:p. v-8] There Is no
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shortage of private contractors willing to provide instruction on

virtually anything imaginable. These institutions range from permanent

facilities to instructors hired to teach specific subjects on a

course-Oy-course basis LIke any other commercial oroduct. :tere is

wide range of quality available. Many of the commercially available

courses cover subjects that are in high demand and can thereby be used to

fill voids in the Government Agency training. The advantages to this

t-aining are:

- often the quality of instruction is very good,
-ne 'ourses ir :ondensed :omoarati.e '0 sijeni, -Lnj1

- they re held in numerous locations ,r'und tie oour, r, 'i .-

.)COtLd)ns n !. n *t, Joast har : immanos

- they are held to published schedules (I e. facilitates olanninq)

t-ev fac:itate sending indlasIdils 'Js i grouc eqauirement

for individual student training A second drowback is a lack of quaoit4

control/service orientation Although the Instruction may be quite good

the effectiveness is diminished somewhat when not targeted to the Coast

Guard procurement manager There is also no control over the composito-"

of class The difference between colmlercially available training or'

Government agency training provided by private contractors is gettin i

smaller each day Many agencies are taking commercially ovailoale

training and adopting it for their specific agency

A:NNc, DOfV'nFn iv v '.:. SNA[ 'N.''N,

represent on excellent source for the latest in procireMent - . ,

Most of these organizations conduct seminars lectures and workhoo O ,v ,

hold monthly organized meetings In addition many of these OrqOnizC1.',',

~%
%* 7 7
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work Closely with eStaolished colleges and ufiver-ities and/or employ

comoination of methods In their educational goals and efforts to p~romote

certification. The associations view certification programs and the

training, education and experience requirements In particular as a or

strategy in acquiring professional status.

The certification requirements of the professional associations vary

out ,ii -equi-e it .east a 4ritten eximination ana most ncve soecl',

euucation. training and experience requirpments M'~ost of n

associations have somne flexibility In their training and educatio'

-equiremerts J. low, 1 q same aegree a r r-oae otl 3t '-Xce, -

fuuco3tian an i .'mitea DoSiS A ffljor oyproauct a" :e

examinat ions i s tne j I sc ip , ne 'equ Irea or on indi v 1 ua~ 1"I i

[Ref 16 p 25.] This process promotes a scholor-1~y approoc, !o

and sets the stage for continuing educotion and persona!'eea

importance of certification as a resource was n~oted I" e , -

Ajon' with th'e 'equj,,emen'ts Oro c iict eac" IS0CI

recertification requ Iremnent s on. aMmp 1e t"10 AP

-0 or-~ t 1 ,I ,1 , 1 V 0 L S OP~ P'C(-'!tf1Oj we" '"Lt.5 A.

at Least SI p01 nt S jr edUC at' a" J r't* I n t ..a' .

The S Ign If -_,ance Pl ese JS I a -; is -

tle l-i(4 to C)e 'OCOqF1IzeJ JS t"0e arnle 1--l

SiqnI'ica~ft Okl'a a~ 111 tJQ 1 .

'C'. po I na t I cle Oetwoe" 0*''"e'i' *.'**
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"any orocurement skills are only develooed by the performance of work.

The content and conduct of OJT is dictated by the needs of the workplace.

The big advantage of OJT is that due to its direct relevance to the

work environment. *rainees ire highly motivated to learn. There are also

cost advantages to OJT in that required funds outlay is usually zero.

Because resources are always "constrained" and training dollars lead the

ist when cuts are made. OJT is a crucial ingredient in the development

or an effective procurement career management program.

The major disadvantage of OJT is that it is generally very

jns'r.jctred and inconsistent 17rom ictivitv to activity. OJT is often

administered on the squeaky wheel basis which is of course a completely

,eactive mode Too often the OJT is directed solely at the newly arrived

3na 01 en-r'i level indiviaual rather tnan being used as a too!' or

promotion enhancement for persons who have been on the job for a

significant amount of time. OJT can be a very slow process, that is S

largely dependent on a single person at each activity who has the

Knowledge. time, and ability to transfer that knowledge to others. Some

agencies or Individual activities have developed lesson plans, tests, and

other accompanying instructional materials to enhance their OJT programs.

An observation that the author has witnessed during several tours

aboard ships is a gradual demise in the service of the "mentor", i.e.,

the role the supervisor or mid-level manager played by taking someone

I : . ' a -,now ng -.Tem :.e rooes. The 3uccess )f .JT _r"

procurement is similarly affected. A few of the contracting activities

examined have designated or hand-picked coaches to be trained as OJT

instructors, however it is the exception rather than the rule. The

ACE-II report recognized that OJT is the most critical type of training,

SO..-
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as well as the most neglected, and has recommended an actti

examination/development of procurement OJT within DOD. The Army is

conducting an extensive study of procurement OJT at Fort Benning and Fort

Gordon.

G. SELF DEVELOPMENT TRAINING

Self development training is the title applied to such mediums as

preprogrammed audio and/or video taped instructions, films, texts,

articles, correspondence courses, manuals and computerized instruction.

This mode of training oresents a real mixed bag in terms of availabiitv

results, state-of-the-art, etc. All of the mediums mentioned require

highly motivated individuals to successfully complete the training

objectives. Participants set their own pace with the method, which can

be both good and bad. Good in the sense that the trainee can tailor the

pace of the instruction to his needs; bad in that there is often no sense

of urgency or even encouragement to fully complete a program. These

factors must be thoroughly examined when relying on self-development

training as an integral part of a career development program.

Correspondence courses in particular have a poor completion track record.

One example of this is that in FY86, for 3,894 enrollments in the Defense

Small Purchases Course (in the correspondence mode) there were 1,228

cancellations or a 71% completion record. Likewise in FY87 (through

Aarcn 1987) :he 'ofoletion "ate is sligntly lower it 34%.

1. Audio-visual Aids

The use of audio-visual learning aids is gaining much popularity

as a training medium. The Army has promoted the use of videotape through

the concept of a "Learning Resource Center" (LRC). The director for
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procurement training at tne Army Mteria _offflona Mr gerry wjCo jt fj1

*almost every Army installation now nos a LRC" a typical lnbtrjctior *, S

wOuld Include o *M ix 0t oualo-viSual tapes and lesson books. for example

telive tOaes invoiiing fortV ours of tOpe Lkef 51' roe ArmV

promoting tnis concept because as Mr Wolf states "tne versatility and

moss media approach is required because you cannot satisfy the

requirement tnrougn resident troining". L[er. 5j Tne LRC program is not

*timea" (i.e. no automatic aisenroliment) and tnerefore is often suoject

to stretch-out. For comparative purposes statistics on the DSPC for the

some periods via the correspondence mode above, are presented via tne .RC

mode:

Enrollments Cancellations Graduates

FY86 150 17 55

FY87 (tnru March 87) 53 22 46

One will immediately notice that the numbers don't seem to add

up. Because there is no formal completion time for a LRC course an

individual is not automatically disenrolled (as they can be in the

correspondence mode) and therefore for many the status is "pending" (a

slightly less than 50% overall completion rate).

A distribution of grades by mode is presented for information

purposes:

AOCI CORRESPONDENCE LRC

A A 485% A = 7

3 70%L 3 38% 3 38%%

C =10% C *16% C =15%

D= 2% D= 1% D 0%

If grades are a measure of training effectiveness, there is not

too much difference except in the AOCI mode in the split between A and B.
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A 91Or valid measure would ne o ewamine and :omooro "ow 4" 1nod 1]. l

perform on the ob after camoletion of training via a oarticular "ode

The professioral associations utilize individual workbook and

.ideo :ossette juj'e i olt *n heir *ranjn9 nd 4OucotIon orogrims -)r

example, the NCIA's active procurement program library has nineteen

workbooks developed for some of the modules in their body of knowledge as

well as several videotapes to supplement the workbooks The drawbacks %

are that they are available only to members ($25/yr) and tend to be very

general in nature. The NCMA is actively developing and updating modules

of instruction for their Library If all the organizations investigatec

however, the Veterans Administration (VA) is probably the one group that

is getting the most out of self-development training. 'he VA Ases

teleconferencing, self instruction booklets combined with video tape andP

computer based instruction (CBI).

2. Computer Based Instruction

CBI is a frequently talked about mode however little quantifiable

data exists on the use or effectiveness of this approach. At the recent

DOT Procurement Conference very few people had any knowledge of the

concept and even less on its use in procurement training. The VA is the

only organization that the researcher found that is actively developing

CBI as a procurement training mode. Mr. Ken Lawrence, an Education

Specialist at the VA, reported that he is actively developing CBI modules

for their orocurement 4orkforce. The Lnitiai r-eactions ire iuite

favorable. Several advantages exist to CBI, including cost, convince, a

self paced mode, immediate feedback provisions and very importantly--it

gets procurement people onto ADP equipment in a non-threatening
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atmosphere The headway the VA has mace in this area has immedvite

application to the Coast Guard procurement training effort.

H. SUMMARY OF TRAINING METHODOLOGIES

In summary, there are many dtfferent types of resources available for

Federal procurement training and education. It is important to note that

the overwhelming majority of these methods are not "competency-based" as

yet. The impact of this on the effectiveness of training accomplished is

only now being understood and evaluated. Figure 5.1 is a representation

of the sources of acauisition education/training, all of which need to be

considered in the development of a procurement master training and

education plan. The second half of this chapter will examine some of the

ways that various Government agencies out these resources to work for

them.

I. THE USES OF TRAINING RESOURCES

In the process of this research, fourteen agencies or services and

industry (not including the Coast Guard) were examined to evaluate

training and education resources and their uses. Within these fourteen

groups numerous individual activities were investigated, documentation

reviewed and interviews conducted of policy personnel and implementing

personnel (supervisors and journeymen). The following organizations were

reviewed or consulted: Department of Defense, including the Air :orce

Army, Navy and DLA; National Aeronautics and Space Administration;

Nuclear Regulatory Commission; Department of Energy; Department of

Interior; Department of Commerce; Department of Treasury; Federal

Aviation Administration; the Veterans Administration; the Environmental
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University Formal On-The-Job
Academic Programs Training
(BA, MBA/MPA)

University Extension Company In-House
Programs (Certificate Training Classes
or Professional
Designation)

Contract Manager

Education Systems

Government Agency,/ Self-Education
Offered Courses "(Books, Texts)

Pre-Programmed
Instruction
(Video, CBI)

Professional Instructional
Organizations Private Concerns
(NCMA, NAPM) (Sterling Inst,
Seminars, Workshops Procurement
Lectures Associates)

Figure 5.1 Sources of Acquisition Training & Education [Ref 28 :p. 8]
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Protection Agency and Private Industry Table 5 2 is a listing of the

number of Q$-1102s by agency

TABLE 5.2

GS-112s BY AGENCY*

Air Force 6.249 NASA 744
Army 5.837 HUD 64

Other Defense 4,d58 Energy 486
Navy 4,095 Transportation"- 529
Agriculture 594 Treasury 177
Veterans Administration 446 Justice 212
GSA 1,137 Education 48

Interior 599 EPA :39
HHS 575 Labor 81

Commerce 126 State 33

Small Business 125 All Other 332

* FY 1986 data from FAI
T rotal includes apx 275 Coast Guard GS-1102s

J. DOD PROCUREMENT TRAINING ,

Analysis of the DOD procurement training effort Is made for several

reasons including similarities of mission areas (to the Coast Guard),

corresponding similarities of goods and services required and simply

because that is where the bulk of Federal procurement resources (people,

dollars and research) are. The following is a presentation of the DOD

procurement training and education effort.

In DOD, the Assistant Secretary of Defense for Procurement has

overall responsibility for the procurement training and education et'or>

This responsibility is delegated to each of the services (the Marines

fall under the Navy in this regard) which fragment it even more based on

essentially three levels of contracting and acquisition that require
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procurement training ano *aucation on a continuous oasis '"ie tirep

A& levels or areas within the services ore: (1) instalatio-level, (2,

central-level and (3) systems-level acquisition. Installation-level or

oase-evel ;ontracting is ocal in nature. it is the cquisi_:te! ),

material or services by an installation for consumption at the base or

Its satellite activities.

Central-level ;ontracting is the Consolidatea procurement ;oveinq"

tne ilKe requirements of several ordering agencies. rhis wouil.

correspond to the inventory control points in the Coast Guard such as

BrooKiyn. Baltimore, Elizaoetn City. etc. it is the process or ocquiring

naterial to meet the combinea service-wile requirements.

Systems-ievel contracting Is the acquisition of major systems such os

jircraft and snips. The major systems acquisition organizations for the

Coast Guard and Navy are located in Washington DC. The Air Force Systems

Command centralized but Is outside of Washington DC, the Army Systems

Commands are distributed across the country. The division of procurement

training responsibility on the contracting "level" basis just described

is somewhat unique to the Armed Forces v. the civilian agencies in the

Federal Government.

The Acquisition Enhancement Program I (ACE-I) report describes the

current DOD procurement training arrangement as follows:

Training and education.. .of the acquisition workforce... is provided

by five service schools, a contractor and the Defense Svstems
Management Coll, qe ('DSMC. ucn ;ervice -as -een ,esignotea is :n
executive igent "or the ievelopment ina onuct )f oecLfic 20D-,:ommon

acquisition courses by the Defense Management Education and Training
(DMET) Board. Service schools, other than the executive agent's
schools, may conduct courses with DMET Board approval. Mandatory
courses conducted by these schools are their presentations of the
executive agent's courses. [Ref. 36:p. v-5]
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Training courses for 000 acquisition personnel are selected and

approved by the Defense Contracting and Acquisition Career Management

Board (DC/ACMB), a group representing each of the major DOD components.

The DC/ACMB -eviews mandatory acquisition course POI's (program of

instruction) and approves all equivalencies. The DOD procurement

training program is a very bureaucratic (no surprise) assortment of

efforts characterizea by a lot of "politics and rice bowls". As such it

is very difficult to define and/or describe the individual service

procurement training programs without getting too for off the track of

this thesis: therefore the salient points to each service's use of the

procurement training resources will be presented without too much of a

nuts and bolts analysis.

To begin, the three-levels of contracting effort mentioned earlier

tend to define the procurement training administration within each of the

services; even though the mandatory courses for a GS-1102 major systems

buyer and a GS-1102 spares buyer are the same (although practically

speaking, many of the necessary competencies are not). In the Air Force

the procurement training for the Air Force Systems Command (AFSC) is

administered by a different group than the program for the Air Force

Logistics Command (AFLC). A similar division of administrative

responsibility is noted in the Army and Navy as well; the Navy for

example administers the procurement training for the NSC's (Naval supply

2enters) 3ut of NAVSUP 4nile the 3vstems Commands idminister their Dwn

procurement training program.

1. Air Force

The Air Force procurement training effort has essentially evolved

to where the Air Force Systems Command personnel use the AFIT as their

7A,
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primary source of procurement training and the ATC at Lowery AFB teaches

S the installation-level contracting courses. In between the two, the AFLC

uses both resources somewhat, however their main formal procurement

training resource is through the use of onsite Government Agency

training. The AFLC arranges a lot of their training through the Navy

Office of Business and Financial Management (previously ONAS) on their

Basic Ordering Agreement (BOA) with Business Management Research

Associates (BMRA, a private contractor). They have also arranged for

25-30 classes in the onsite mode for the MDACC (adv) through ALMC.

The AFLC has used BMRA for approximately five years and according

to a procurement training official at AFLC Headquarters:

We don't get bad critiques, they know the business. The BMRA faculty

is all retired contracting types, they are excellent
instructors...better than the service scnools. [Ref. 37]

The primary courses AFLC receives from BMRA are MDACC (basic),

Cost and Pricing Analysis, Contract Negotiations Workshop and Government

Contract Law. A significant ingredient to the viability of this approach

is that the Air Force has been able to obtain special defense dollars for

the training of the civilians in procurement. The goal at ALC is to have

85% of the procurement workforce at any time with all of the required

procurement training for their level. There is doubt that the 85% goal

will be attainable between turnover and a concern for the longterm

funding. Consistent with the special funds is an organizational emphasis

or requirement that when training opportunitles are provided, ttev shall

be used. Dr. Jim Edgar, the Director of the Air Force Acquisition Career

Management System (ACMS) stated that mandatory use of training

opportunities is given as much emphasis as making the quotas available to

begin with.
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Although not frequent, we have admonished commands for not pursuing
training opportunities and disciplined individuals (civilians) for
resistance to attend or full participation in the training
opportunities made availaole to them. [Ref. 38]

Another key element to the Air Force procurement training program

(and to all of the service's programs) is their intern program. The

intern programs will be addressed in a subsequent chapter with a

presentation of the overall procurement career management systems. AOCI

and correspondence courses are a drop in the bucket for the Air Force's

1102 training effort (and in all of the DOD services). The Air Force

does not use the ALMC Satellite Education Network nor do they use GSA. A

senior Level Air ;orce official reoorted that:

GSA courses don't do it, they charge big dollars and they don't
deliver. They meet GSA needs. We don't fund any of them anymore.
Some of them sound neat but don't produce, the titles are misleading,
they tend to cut and paste.

As reported earlier, this view is not uncommon.

2. Army

The Army procurement training effort is perhaps the most varied

of the services. The Army's first choice for training is ALMC and then

AMETA. Secondly is the emphasis on the SEN, with 71 sites planned by the

end of FY88. ALMC has ambitious goals for the SEN to become a major, if

not the primary mode of delivery for formal procurement training. The

use of onsite training has been sporadic and less consistently applied

than in the Air Force and Navy, however efforts have been increased in

this area (though ,he delivery o MOACC 'adv) as noted earlier). The

Army promotes the LRC mode more so than any of the other services,

however this, like AOCI and the correspondence modes, represents (at this

time) only a very small portion of the procurement training program.
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OJT programs in 31" of the services varv,:ng widely :crn

%., summarized as inconsistentlv aoolled between and within each ser',: e

The Army is engaged in a program involving a strong reliance on a

structured OJT program it sour of :its tnstallations. Thiv orogram

ongoing at this time and no results are available. This is an area that

is worth watching. The rule of thumb right now is for 75% of the

acquisition and contracting workforce to be "fuliv" trained at any

time--even though DOD direction is for 85% to have all the required

courses. The Army (as well as the other services) does not have a good

handle yet on how well tnev ore able to achieve this "igure: tne irimcr',

reason being the lack of an effective acquisition personnel management

information system.

3. Navv

The Navy formal procurement training effort is different yet from 5.

.- 4

the Army and Air Force. The basic thrust to the Navy formal procurement

training program is to bring the instruction to the people. The Navy

does not "run" a procurement training facility (the Naval Postgraduate

School not withstanding, which offers a limited number of fellowship

programs and a graduate degree in Acquisition and Contract Management) '

such as the Army or Air Force. The Navy conducts separate construction

oriented procurement training for NAVFAC (Civil Engineering Corps)

personnel at Port Hueneme, CA. However the bulk of the Navy's formal

procurgment %raining Ls ;onducted via i ;ontractor ISMRA) or -hrougn .ne

Navy Acquisition Management Training Office (NAMTO) based at NSC Norfolk,

VA.
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Mr. Mike Miller of FAI stated at the March '987 OCIACM8 e' ;.

that "the Navy. by offering their own instruction to their own oeoole ir,

getting more dollars for it and getting better trained oeople"

[Ref. 32] The 3irector of procurement training at NAVSUP Tr e

stated that the "Navy is doing exactly what ACE-! Is

recommending... getting more people trained". [Ref. 34] The results of

this researcher's efforts to determine wnv the Navy nas gone off on its

own is wnere a lot of the "rice bowls and politics" enligntenment was

revealed. Quite simply the Navy was having no success coordinating and

satisfying their procurement training requirements with or tnrouq tne

Army and Air Force. Combine this with "making the front page of the New

York Times and Washington Post" a couole of times and the drtve to

professionalize was on. Approximately a year and a half ago the NCvV

conducted a survey to analyze their training needs, some 16,000

deficiencies were noted that clearly could not be met by ALMC, AFIT and

the other schools. The NAMTO at Norfolk was then designated as the

Navy's training facility.

The Navy still uses ALMC and AFIT however NAMTO and BMRA are the

two current major sources. The Navy has been using BMRA for several

years with the same success noted by the Air Force. NAMTO was formed in

port because even BMRA could not handle all of the Navy's training

requirement. NAMTO has a staff of 38 procurement analyst instructors who

'ravei across tne country. NAMTO also is deveiooing =oooerative orograms

with colleges and universities so that contracting personnel may obtain

certificates and college degrees on their off hours by taking the I
mandatory courses in acquisition and procurement. These programs are

taught by instructors who have had federal contracting experience and
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training and move oeen certified Dv NAMTO The Nov, .ovoates wnct t1

% Army and Air Force can give them. and then they loy out by qeographical

location where their courses will be

%r Gordon CoDas Supervisor of orocurement at NSC Ooa. r"

reported that NSC Oakland is encouraging NAVSUP to use them as a west

coast training site. Mr. Copas felt that NSC Oakland is typical of the

Navy approach to training. within the San Francisco - OaKion Bay Area

there are aimost a dozen or so contracting activities kfrom all agencies)

with GS-1102's to train. The NSC has a network of training coordinators

within the Bay Area and anytime a course is being offered, they put out C

letter to the other agencies informing them of the opportunity. This

resource has definite application to the MLC being established in

Alameda. A copy Of tniS training network (along with numerous other

reference materials) has been forwarded to G-FPM. A key point Mr. Copas

N emphasized was that the training program cannot solely be the list of

mandatory courses.

DODD 5000.48 or whatever the current directive is, is just a starting
point. You must have an active internal program that meets the needs
of the specific activity. Mission and skill level are constantly
reinforcing certain points. [Ref. 39]

The basic DOD program is supplemented by their own program. The%

mechanisms for doing this include the designation of a training

coordinator at each command, the use of a "Quality Circle" group - which

identifies to management what the people on the floor see as their

-raining ieeds. tne -ontrict -qvIew )oari C28., no "hie :on'!- c

management reviews (CMRs). Mr. Copas noted that one of the best sources

for finding out where your training needs are is the CR8. The CRB allows

the manager to discover systemic problems and conduct trend analysis. it
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allows review of a cross section of contracts and not just management by A

exception. The use of the CMR for training was noted with positive

experience by Mr. Copas. The CMR can learn where the "soft" spots are

and conduct maintenance training accordingly. They know the fjnction

the players, it is timely and very positive. This concept is no

different than what the Coast Guard does when we have a good District

Inspector.

K. OTHER AGENCIES

Some of the practices applied by the DOD services appear "D

direct applicability to the Coast Guard's procurement training e,-

The remainder of this chapter will focus on the non-DOD agencies

the various procurement training and education resources Jne .,

to keep in mind when evaluating these programs is that in

absolute numbers of GS-1102's to train, the civilian ugencies 17.. .

more manageable task than the individual services within DO'

1. Department of Energy, NASA and FAA

The Logistics Management Institute (LMI) s!.,'

acquisition management in the Coast Guard cop,' .,

several times and in several ways to the De orm-- .

Federal Aviation Administrotion (FA A - " " 4
Space Administration (NASA) To "

"JASA , r1)i "r-rns. :

tne Coast Guara tn"e

Are Wash ngto- 0 . '.

HOve technoloqg- ,
Are reSvor r.. , -

A,* Sma........
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- Have strong, decentralized field organizations: however,
functional oversight for acquisition matters is centralized in their
headquarters acquisition organizations.

- In the case of DOE and FAA: have oversight and policy
responsibilities as well as operational responsibilities,

- Are civilian agencies (and, in the case of the FAA, one of
the Coast Guard's sister organizations in DOT).

For these reasons the formal procurement training programs of

each of these organizations was examined. It is interesting to note that

for three such "similar" acquisition organizations the range of

procurement training programs run the full spectrum of possibilities.

a. Department of Energy (DOE)

DOE's mission is to manage the energy functions in the

Federal Government in meeting and solving our Nation's energy problems.

Most of DOE's contracts fall into one of the following categories: atomic

energy defense activities, energy conservation, energy suoply research

and development, fossil energy research and development, and energy

production and distribution. DOE has one of the best procurement

training programs in the Federal Government. This is not only the

researcher's opinion, based on the comparisons of many programs, this is

also an opinion voiced by many in Federal Government procurement outside

of DOE. DOE contracts out their entire formal procurement training

effort to one contractor; Atlantic Management Center Incorporated (AMCI).

The things that make DOE's program so successful is the quality control

they exercise over the program and the degree of top level support their

procurement tr~ining program receives (e,., consistent funding).

The DOE developed their training program from the ground up.

DOE has fourteen core courses in individual skills training. These

courses were developed because they (DOE) felt that the DOD courses were

not customized to their needs.
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- Basic Procurement (10 days)
- Contract Administration I (5 days)

- Cost/Price Analysis (5 days)
- Negotiation I (5 days)
- Contract Administration II (5 days)
- Contract Law I (5 days)
- Contract Planning (5 days)
- Cost Contracting (5 days)
- Construction/Architect and Engineering Services (5 days)
- Cost/Price Analysis II (5 days)
- Negotiation II (5 days)
- Federal Financial Assistance Administration I (5 days)
- Property Management, Real Estate (5 days)
- ADP. Telecommunications, and Utilities

DOE has ten major offices around the country, plus their

headquarters where the training is delivered. The DOE program is one of

the few procurement training programs that hasn't just taken 0OD courses

and adopted them for their use. The Director of Procurement Training for

DOE, Mr. Paul Mink described the development of their program as rather

unique with regard to their very heavy management of the Contractor

delivered training. DOE started by pulling together a group of people

from each of the major field offices, headquarters and the technical area

that has oversight of the activity.

This inclusion of technical people right from the start

appears to be one of the unique features in DOE's development of their

procurement training. They began by asking; "what training do you need

for your people?" and then put a name to it; there are numerous courses

which have similar names. The group then developed a rough structure and

competed the contract for development and delivery. The competition

included an outline of the training programs and the Contractor comes

back with a draft training program.

The advisory group reviews the material, the contractor

revises and then puts on a prototype delivery of the course at an actual
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site where the training is needed. At the training are the primary

instructor, secondary instructor, the Contractor's Business Manager and

DOE training and technical representatives that can assess the quality

and accuracy of the content. Each day after class a formal meeting is

held where they go over the program and make any necessary changes. The

contractor incorporates the changes in the prototype and comes back with

camera ready copy of all textbooks and other materials for delivery at

all the other installations. When ever the contractor makes changes to

their instructors they must first have approval from DOE.

The instructors have all taught at AFIT and other DOD

schools. It appears that the quality assurance that ALMC is doing with

the contractor delivered MDACC (adv) is a page out of the DOE's program

book. Each course has a final exam and the contractor is given feedback

on each delivery. This program has been in operation since late in FY85.

Ir The contract with AMCI is for 5 years. In FY87 DOE is conducting 90 one

week programs with approximately twenty people per course.

As stated before, the key to this training is top level

commitment, which translates into dollars. Mr Mink reported that

management at all levels has been very supportive and enthusiastic about

the training; they are spending close to $750,000 this year on training.

An interesting point made by Mr. Mink was that he figures his break-even

point on the trodeoff between sending a contractor to deliver training

vs. sending procurement personnel to resident training is oniv eignt

people! This is attributable largely to their ability to obtain a

multi-year contract because of their firm funding commitment. That makes

this type of program very attractive simply because the logistics and

coordination efforts required are not on a grandiose scale. A few of the
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programs are conducted centrally in an east-west configuration as well.

There are no facility maintenance costs, minimal (if any) travel costs

and most Importantly there is good control and standardization of the

training. Equally important is that you don't need a monstrous group to

run this kind of activity, DOE has been managing 80 deliveries/year for

the last few years with two professionals and one clerical person. All

materials are public domain and DOE does have room at times for personnel

from other agencies to attend.

b. National Aeronautics and Space Administration (NASA)

At the other end of the spectrum is the NASA. NASA conducts

research in various aspects of aeronautics and space technology,

including development of space transportation systems. Major NASA

acquisitions are made by the various NASA field installations. The

procurement training coordinator at NASA headquarters, Ms. Meredith

Sanders, described their program as "a little bit of everything. We have

ten different centers where we do our procurement, each is very

decentralized, as is the procurement training and career development at

each center". NASA tries to piggy back on DOD courses whenever possible

however they report that it has become much more difficult in recent

years to do so (because of the preference DOD gives to their own people).

Recently, what NASA has been doing with relative success is

when the Navy puts a course on the road (the increased Navy use of BMRA

and NAMTO), they (NASA) can usually 31t one to two persons. Ms. 3onaers

stated that the only reason this works is because each procurement center

has a procurement training coordinator who makes the local contacts.

Again, the importance of a person with local contacts appears %

significant. They get a DOD quality course and often don't get charged

7-
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for It. NASA also sends individuals to the commercially offered courses

fairly often. It was reported by several personnel that you can often

get the course a little cheaper than the price on the brochure and if

they get enough people then a center will contract out for the course.

Generally when they do contract out for courses a small

dollar contract is written for each offering each time and each time they

and up with a different contractor. Ms. Sanders stated that the reason

NASA doesn't have an indefinite requirements contract is because the

training funds are so uncertain that there is no way she can tell a

contractor that they (NASA) will put on a certain course. a certain

number of times a year. It is not a question of the demand not being

there. At NASA headquarters they have had some success with a small

business set aside for development of their executive refresher course

(equivalent to DOD's), however with funding restrictions they've only run

It three times.

A factor affecting the consistency of the NASA approach to

procurement training Is that each of their centers is extremely

Independent. The procurement officer works for the center manager vs.

the administrator for procurement. The "relationship" with the Center

Director determines much of the success of the procurement training

efforts, for that person controls the dollars. The Goddard Space Flight

Center has the most active procurement training program based on what was

described as "a fantastic relationship between the Center Director ana

the Procurement Training Coordinator... they get way more money than the

rest of us (other centers)". In general however, the NASA approach is

abit of hit and miss; they do not achieve economies of scale department
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wide and the consistency of achievement of the procurement training rests

in the hands of the individual center directors.

c. Federal Aviation Administration (FAA)

The Department of Transportation (DOT) includes such diverse

entities (or "modes" as they are called in the Department) as the USCG,

FAA, Federal Highway Administration (FHWA), the Federal Railroad

Administration (FRA) and the Urban Mass Transportation Administration

(UMTA). The FAA and Coast Guard are the two major procurement activities

in the DOT. The FAA procurement training effort is different yet from

the DOE and NASA. The FAA published a series of required courses

(9/25/85) which cover the spectrum from DOD courses to other civilian

agency courses and commercial contractor courses. The FAA Academy holds

a limited number of procurement courses, however since the mission of

this institution is not primarily procurement, it does not account for a

large part of the FAA's training effort. The FAA uses ALMC, AFIT,

LOWERY, GSA and a contractor--Management Concepts Inc. (MCI) to meet

their training needs. Almost all of the training is resident, however in

FY88 the FAA is substantially revising the manner in which they will

pursue formal procurement training.

Just after the FAA published their procurament career

management program in late 1985, Gramm-Rudman come along and stopped them

dead in their tracks. In FY88 all of the FAA's training requirements are

planned to be contracted 3ut. Their approach will be to contract out or

the "canned" Government procurement courses rather than build from the

ground up as DOE has done. There is not hard data on the cost of their

program as yet, however there is good knowledge of their efforts in

G-FPM. The most significant factor is that they are planning on a three
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year contract (One year, two option years) because they too have gotten a

firm funding commitment for such an effort.

2. Department of Commerce, Treasury and EPA

The next group of organizations that were investigated were

chosen because the size of their GS-1102 contracting workforce is

slightly smaller than that of the Coast Guard.

The Commerce Department (approximately 126 1102's), the Treasury

Department (approximately 177 1102's), and the Environmental Protection

Agency (EPA, approximately 159 1102's) were examined. Again a lot of

diversity was evident; both Treasury and the EPA have very strong,

ongoing procurement training programs, while the Commerce Department's

program is more hit and miss.

a. Environmental Protection Agency (EPA)

Both Treasury and EPA have centralized planning of the N

procurement training requirements. The EPA uses a contractor exclusively

for the delivery of 5-6 courses given at various times and places

throughout the year. The Director of the EPA program, Mary Wentz, was

very positive about the success they feel they've had with MCI, the

contractor that they've had providing their procurement training. The

Coast Guard has some experience with this effort, having satisfied some

of our procurement training needs under EPA's contract with MCI. The

Coast Guard response to this training has been mixed - primarily because

the training is tailored to the EPA's needs. The EPA issues a data call

annually to determine their procurement training needs. All their

training is then funded and provided centrally based on the inputs from

their field offices.
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b. Treasury Department

Treasury.on the other hand, has centralized planning of their

procurement training but are decentralized in their implementation. This

effort is fairly new, less than a y3ar old, and therefore no data is

available on the program as yet. Treasury has issued a career

development manual and uses a steering committee that meets three to four

times a year to assess the training effort and provide direction for

their centers. The Treasury Department took a slightly different tack in

that they developed virtually all of their paperwork first and now are

going about actually arranging the arranging training. The Treasury

Department procurement career management instruction was recommended, by

persons outside of the Treasury Department, to the author as a very good

example of one to emulate.

c. Department of Commerce

In the Commerce Department, a procurement career management

program was developed but never approved. Mr. Jim Arm, who developed

the program, identified funding and lack of strong top management

commitment (same thing?) as the obstacles to implementing a standardized

program in the Commerce Department. Procurement training is now

determined solely at the option of the individual supervisors. The

sources of procurement training within the Commerce Department vary with

most personnel attending GSA courses. Some DOD, private sector sponsored

courses and even the Department of Agriculture Graduate School have oeen

used as well. Mr. Arm describes Commerce as "sort of a hybrid of

centralization" with centers in Seattle, WA.; Boulder, Co.; Kansas City,

MO.; and Norfolk. VA. They also use ALMC correspondence courses because
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of funding limitations. The lack of a procurement training program at

Commerce is a source of frustration to those performing the acquisition

function.

3. Department of Interior, NRC and VA

a. Nuclear Regulatory Commission (NRC)

The NRC was investigated simply because a research lead

developed which the author pursued. The organization of the NRC is more

centralized, than say that of NASA. However, their formal procurement

training approach is quite similar to the mixed bag that NASA employs.

The distinguishing factor about the NRC is that it was the only

organization that consistently sponsored an in-house requirements type

course. This is a customized course, taught by a commercial contractor

(also MCI) that is given anywhere from six to twelve times a year for

twenty five or more people. NRC has a three year contract with MCI to

teach this course.

It is a standardized approach to the procurement training

process that begins a step earlier by addressing the people who generate

the need for goods and services. Other personnel interviewed outside the

NRC expressed a need for training of this concept. Mr. Copas at NSC

Oakland reported that they periodically conduct a requirements course

with their major *customers" (i.e., the organizations they buy for, not

from, in this use of the term). They provide such a course using some of

the contracting people at the NSC but it is not as structured as the

NRC's program. Nonetheless they recognize a valid need for this type of

training. Several supervisors interviewed indicated that when this type

of course is given by a third party (i.e. not the contracting office) it

is somehow more believable to the requirements folks and therefore

achieves better results.
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b. Department of Interior (DOI)

The DOI program was another one that the researcher simply

stumbled Into. DOI is responsible for about a half billion acres of

federal lands as well as development and preservation of natural

resources. Procurement activities are decentralized within the

Department's various bureaus. Some discussions with Colonel Armstrong,

Chief--Division of Acquisition and Grants, revealed that DOI and the

Coast Guard have many more organizational similarities than one might

have first imagined. DOI has its headquarters In Washington, D.C.;

however its procurement activities are decentralized within the

department's various bureaus. DOI has been wrestling with many of the

same procurement issues as the Coast Guard has but at a pace slightly

ahead of the Coast Guard. DOI only recently (1 July 1986) established a

procurement career board and developed a consolidated master training

plan.

Their previous training strategy had been to hire away from

DOD. They are now involved with contracting out for their own training

needs, there is no experience or data yet to comment on the success of

their efforts. This provides us (the Coast Guard) with an excellent

research opportunity to gather data, experiences, etc. in the process of

evaluating our own possible courses of action.

c. Veterans Administration (VA)

Another agency that provides similar research opportunities

is the VA. The VA is doing some very exciting things with their

procurement career training program. In particular, the VA has done a

lot internally with regard to an active assessment of their training

needs based on an analysis of the workforce and the results of various
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audit reports. Mr. Ken Lawrence, an Education Specialist at the VA,

stated that after doing an extensive analysis of their needs, they

decided that the DOD and other agency programs out there Just wouldn't

satisfy those needs. As mentioned earlier, the VA is doing quite a bit

with self-paced instruction involving workbooks and video as well as CBI.

Some immediate potential application to the Coast Guard procurement

training effort is that Mr. Lawrence states that the CBI software he has

developed is not machine specific and he is more than willing to share

it. Self-paced instruction is not the only area where the VA is making

strides, like DOE, the VA has developed a set of core courses for their

procurement training program. At the present time, only courses for

their entry level personnel hove been developed. The ground work (i.e.

the base research) has been completed however the necessary funds for a

complete development of courses for the intermediate and advanced levels

is not yet available. There are four core courses which make up the

entry level required training. ".

(1) Fundamentals of Acquisition

This course is described as an "acquisition process part

1", covering presolicitation up to award. In this course and the next

one, the personnel are taught the specifics required in VA contract

administration.

(2) Contract Administration

This course covers award to closeout. Much of this

course concerns the proper documentation required in contract files and

techniques for contractor performance monitoring.

(3) Cost and Price Analysis

This course involves a technique not discovered in any

.NF other agency training. Chapters on price analysis are sent to the
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individuals attending each course well before the course convening date.

The student completes the chapters and mails them to the VA central ," A

procurement coordinator. An analysis of the results is done, then

depending on the responses, the amount of price analysis conducted when

the class convenes is tailored to the class. This often leaves more time

to place the emphasis on the more difficult concepts of cost analysis.

The course is built around an actual large VA buy. Mr. Lawrence noted

that one week is really too little time, but for now that is how they are

approaching it. They have also developed a supplemental CBI to the class

case study which involves a constructive change order, this permits the

employee an opportunity to continue to practice once he has completed the

course and returned to his activity. They can also share the knowledge

more readily upon return to their unit.

(4) Competitive Negotiation

This course is described as one week of intensive effort

involving a lot of mock negotiations (again centering on actual VA

procurements). A videotape supplementing the course has been developed,

which contains nothing but negotiation techniques.

All of these courses are one week long, the average cost

to put one on is about $12,000. Each course has informal evening

sessions (pizza and beer) where attendance is not mandatory. So far, Mr.

Lawrence states that no one has not gone and out of thousands of

evaluations, he Mas had onlV one comolaint (the Pizza was cola). 3eore

eacn course (not just the cost and price analysis course) an evaluation

of attendees is conducted. This involves profiling the people attending

ahead of time. Through this procedure, not only is the course VA

tailored, but it is tailored to those attending as well. The mechanism
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that permits this profiling is a scheme of anonymous code numbers which

indicate who has had what training and where those people are. This

system is managed by the civilian personnel training office (via the

education specialist). As the program is demonstrating its usefulness

(i.e. a demonstrable return on investment) the funding is beginning to

increase as well. The training budget is $225,000 in FY 1987 and

approximately $270,000 in FY 1988 (this does not include travel and

perdiem funds--seperate pot--although because the training is brought to

each site, travel and perdiem are minimized) for a workforce of about 400

GS-1102's.

4. Private Industry Training

The Packard Commission stated that "We believe it is possible to

make major improvements in Defense acquisition by emulating the model of

the most successful industrial companies". [Ref. 13:p. 52) Although

PL this conclusion was not focused on procurement training, the author has

attempted to apply the basic theory anyway. Therefore, to gain a

perspective on what some of private industry does, regarding training of

their contracting personnel, interviews were conducted with

representatives from some of the larger Federal (Defense) Contractors.

Officials from Hewlett-Packard, Bell Helicopter, General Electric and

Lockheed were interviewed concerning the efforts they expend in

professionalization of their Contracts personnel.

In general, private industry hires people who already nave the

skills and/or service background. Even through private contractors do

not have the same required procurement courses as those of us in Federal

procurement, this does not mean that they do not conduct any training.

Certain maintenance and baseline training is required. For example, each
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of the companies was scheduling or had conducted a 2-3 day seminar on the

new 000 profit policy for all contract administrators and program 4

managers. This was done In-house by some or via a commercial contractor

such as Federal Publications Incorporated. Most of the companies report

that they don't send people away for much longer than a week to

participate In training. At General Electric for example, they have a

required one week contract administration skills course that all contract

administrators must attend. This is done through a private contractor.

GE also requires a one week in-house workshop on negotiation skills,

regardless if personnel have had this training elsewhere. Many industry

courses are conducted with Intensity; typically the one week course

starts on a Sunday evening and then runs 8-8 Monday through Friday.

This has some pluses and minuses, some feel there may be too much

information to digest at one time while others feel it Is an excellent

maximization of the time away from the job. Two dominant themes were

evident: (1) "the way we hire is a major input" and (2) a proposition

developed by Peters and Waterman in In Search of Excellence: that

"excellent companies are far above the norm In the amount of time they

spend on training activities", was confirmed. (Ref. 40:p. 264]

L. SUIVMARY

The use of resources to satisfy an individual agency's training needs

is as broad as the imagination of the people running the programs. The

variety of training methods coupled with the inevitable resource

constraints presents a challenging task to the procurement career A

manager. The dominant theme throughout is top level support. Second is
%4
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that the more successful uses of the available resources are those that

are tailored to the specific agency to achieve the maximum return on

investment. The next chapter presents a discussion of career management

programs as a systems concept.
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VI. PROCUREMENT CAREER MANAGEMENT AS A SYSTEM

A. INTRODUCTION

Although the primary focus of this thesis is the training and

education of the procurement workforce, a plan of action cannot

reasonably b6 for-warded without comment on the other facets of a total

career management system. In Chapter I the statement was made that

procurement training and education are only parts of a complete

procurement career management system. This chapter is a brief

presentation and analysis of the other elements comprising the total

career management system. In the process of investigating the

procurement training skills, competencies, resources and organizational

uses of those resources; various aspects of agency procurement career

management systems were encountered.

Because training is not on end all to itself a revisitation of the

framework in which procurement career development (training and

education) resides is necessary. Just as procurement itself is not

conducted in a vacuum, neither can any efforts to improve acquisition

training be treated singularly. This chapter addresses such elements as

the overall career management program, personnel intake programs,

contracting officer selection and appointment, performance appraisal and

rewards, career development and procurement research.

B. CAREER MANAGEMENT AS A SYSTEM

The procurement career management program is a systems approach to

the administration/leadership of the procurement workforce with a goal of
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improving agency mission accomplishment through the acquisition function.

The term procurement career management program, is used to characterize

the whole process of improving agency acquisition through

professionalization of the workforce. Any career program must first and

foremost meet the needs of the agency in accomplishing its mission. it

will do us no good in the Coast Guard if we establish a wonderful

training program and don't fund it, or track it, or provide career paths

for personnel to use their training and a grade structure to support

retention, etc. The next section presents some of the approaches to

procurement career management employed in the various agencies.

1. Department of Defense

Within DOD, each of the services has a well defined acquisition

career program for its officers. These include the Army's Materiel

Acquisition Management (MAM) program, the Navy's Material Professional

(MP) program and detailed career planning regulations for Air Force

officers. The Navy Acquisition Contracting Officer (NACO) program is a

very comprehensive program that is sort of an intern program for military

officers. This program is spoken of very highly by many throughout the

services.

The military services have recently designed new civilian

procurement career management programs or redesigned existing ones. "The

Air Force Acquisition Civilian Career Enhancement Program is intended to

attract, develop, and retain a qualified, well-training, professionai

work force." [Ref. 17:p. 111] The program elements include training and

development, career-broadening programs, career planning assistance,

recruiting, and management information systems.
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The Navy's career program for civilian contracting personnel uses

rototional assignments provided through an intern program as well as

fellowships for graduate study in contracting.

The Army has instituted a new program called the Logistics and

Acquisition Management Program. This program's goal is to improve the

logistics and acquisition workforce by developing career civilians the

same way as officers. Some of the steps are:

- planning their development from the intern level to the Senior
Executive Service,

- providing a managerial training curriculum,
- developing managers with a multidisciplinary understanding, and
- providing a blend of assignments and schooling.

2. Civilian Agencies

The civilian agencies are just beginning to come on line with

procurement career management programs of their own. There is no

separation of civilian-military in the procurement workforce to deal

with. The DOE has one of the older, more complete procurement career

development programs. It addresses all of the elements identified above.

DOI, as mentioned previously, has recently developed a career program

which addresses grade structure, training, an intern program,

recruitment, a warrants program and an acquisition personnel MIS.

3. Career Management Instructions

The FAI's "Guidelines for Developing Procurement Career Programs"

states that "publishing an agency supplement (i.e., enabling instruction)

is the first step... in establishing or Lmproving your agency's career

development program". [Ref. 4:p. 5] The procurement career management

program instructions for seven agencies (including two proposed drafts)

were examined and discussed with individuals in their organizations. The

author takes some exception to the statement by FAI noted above, and that
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is simply because the enabling instruction should not be the first step

but merely the formal implementation of the through groundwork required

to implement a viable career management system. The reason this

exception is taken derives from the examinations and discussions of the

various career management system instructions.

The Instructions run the gamut from complete documents to mere

paperwork in support of E.O. 12352. The system enabling directive is the

mechanism through which the procurement career management system is

formally established and very importantly; institutionalized. This

requires a tailoring of the program through specific assignment of

responsibilities, a determination of the nature and scope of the program

and provisions for documentation and feedback. A major input to this

process must come from those being managed, i.e., the workforce. In the

course of this research, it was apparent that several agencies merely

adopted programs from others.

Recognizing that there is no need to reinvent the wheel, the

career management programs will vary from agency to agency depending on

that agency's unique needs and organization structure/management. A

common ingredient in the successful tailoring of a procurement career

management program is this front loaded workforce analysis, which is

subsequently reflected in a useable enabling instruction. The DOE, DOI,

EPA and Treasury all have good examples of career management system

directives tailored to their 4orkforce. 7hese nstructions estosn

functional and personnel responsibilities down to the supervisor and

worker levels. Some agency instructions reviewed are too vague to

establish accountability and in the process of discussing these

directives it became evident that these instructions were simply adopted
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wholesale or mere cut and paste efforts from other agencies. Again there

is nothing wrong with this from a duplication of effort point of view,

however there must also be active field input to tailor the program and

establish a sense of ownership with the procurement workforce.

4. Implementing Mechanisms

As much as a good instruction is necessary to establish a career

management program. even more crucial are the mechanisms used to

implement and monitor the program. The hub of any such mechanisms is

generally two fold: (1) a full time procurement career manager/training

coordinator and (2) an acquisition career management board. At least two

agencies that were examined had very nice programs on paper but in

reality they were simply paper tigers. Neither of these two

organizations had career boards or a strong focus to their career

management efforts (despite what the enabling instruction said).

a. Procurement Career Manager/Training Coordinator

Each agency with a successful procurement career program had

at least one full time procurement career manager/training coordinator.

This is a civilian at usually the GS 13/14 level. The primary

qualification (or characteristic) seems to be a dynamic "mover and

shaker". It is not an absolute requirement that he (or she) be a

procurement type (the NAVSUP and DOE procurement managers are not used

contracting types). Each of the successful procurement career managers

cautioned against the "need" for a huge bureaucracy to run :Me

procurement career program--it just isn't needed.. .but at least one full

time individual is! The procurement career managers establish networks

inter and intra-agency, for the accomplishment of training goals.

Equally important, they establish liaisons with contractors, resident
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training heads, and other sources for training resources. This is very

important to know what kind of training you are setting your personnpl up

to receive. An example was presented by the procurement curriculum

manager at ALMC (CRD Pingle) on the applicability of the MDACC(adv)

course. This course is one required for intermediate level personnel.

The interesting point made by CDR Pingle is that the MDACC (adv) is of a:

generalized nature and covers a broad range of complex areas
foundational to svstems acquisition, to help broaden the
professionalism and sharpen the skills of students for performing at

the senior executive level. This Is a career development course but it
will not necessarily enhancing the specific job an employee is doing.
For example--DLA doesn't do major systems acquisition, therefore MDACC
(adv) is not really for them--even though it is required. It is an
academic exercise allowing a GS-7 to attend this course. [Ref. 51

The point is that if the Training Coordinator and even more

importantly, the supervisor, are not aware of the orientation of a

particular course, they may be expecting the employee to get something

alot different out of a course than he is really being taught. Career

development training and job performance improvement training may not

always be synonymous. and just sending an employee to a "required" school

may not achieve the desired results.

b. Acquisition Career Management Board

The Acquisition Career Management Board (ACMB) is what makes

the procurement career management system instruction more than just

another piece of paper. DOE and DOI have been cited as having very good

procurement training programs and procurement career management

nstructions; it LS 1O surpr4.se that tev ]Lso have oct:ve ACMB's. -he

general composition of the ACMB in both DOE and DOI is similar in one V

distinct area: substantial and substantive field participation. In DOE

the composition of the ACMB is the agency procurement executive, the
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training coordinator(s) and the heads of the field contracting

activities. The board met quarterly when the career program was getting '

off the ground and now meets every six to eight months. The new board

chairman, Mr. Steve Logan, reported that as the acquisition career

program has progressed, the frequency of required meetings has tended to

decline, to a point where they serve a sort of maintenance function for

the program.

In DOI the chairmanship of the career board is rotated among

the heads of the bureau contracting activities. Again, all of the

bureaus are represented on the board as well. The agendas each of these

boards reported dealing with consist of identifying workforce problems

peculiar to the career field as a whole and functional specialties in

particular. Workforce analysis such as education levels, amounts ana

type of training, turnover etc., are addressed. Workforce objectives and P

improvement plans are also on the agendas.

The March 1987 DOD meeting of the DC/ACMB addressed itself

almost solely with a review of the curriculum of procurement courses

offered by ALMC. What becomes readily apparent though, after listening

to this meeting, was the excellent forum such a provision is for

cross-pollination of ideas. It was immediately apparent how the

establishment and utilization of a career board makes it possible for key

procurement mangers from the various, and often autonomous, services or

igency comoonents to come togetner routinely for the common good of 'he I
acquisition process in general and the career field in particular as a

whole. The management structure or infrastructure within which career

boards operate are much alike from one agency to the next. However, the

specifics of the system and what constitutes the system (warrant
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programs, intern programs, mandatory training, etc.) must be structured

and designed in response to individual agency needs to be effective.

c. Acquisition Personnel Management Information Systems

A MIS is needed which will: (1) report all positions.. .considered to
make up the procurement workforce, (2) identify all personnel filling
these positions and their vital data as to education, training and
experience, (3) indicate which career ladders are applicable to them,
and (4) serve as a basis for management decisions affecting personnel
actions, budgets, programs, etc. [Ref. 25:p. 31]

Our study revealed that existing personnel management information
systems are inadequate and are unoole to provide current information
(vital statistics on positions and personnel) on the procurement
workforce. Data from existing sources was found to be incomplete,
inaccurate, and not current. It was impossible to accumulate
sufficient information from the Federal Agencies to study or analyze
the characteristics of the overall procurement workiorce.-.t ts
imperative that a... procurement personnel management information system
be developed. [Ref. 41:p. 47]

There currently is no method capable o.' identifying and tracking the
size, composition, or state of training of the acquisition workforce in
a timely fashion. Absent such a capability, one cannot effectively or
efficiently conduct planning, programming, or budgeting actions related
to that workforce. [Ref. 21:p. 5]

The above quotes are from the August 13, 1970 Report to

Congress on the Action Required to Improve DOD Career Program for

Procurement Personnel, the December 1972 Report on the Commission on

Government Procurement and the December 1986 Acquisition Enhancement

Program Report II, respectively. Although referring either in general or

specific to DOD, these comments could equally be applied to the Coast

Guard and many other Federal agencies. It is significant to note that

along with the continuing "call to orofessionalize" there has been a need

for on acquisition personnel MIS that os lot seen ?lled.

Within the Federal government there is a plethora of separate

sources for personnel data, however they are not uniform as to content,

do not use compatible equipment, do not have a common collection base,
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and most importantly: are rarely used for management analyses. Lack of

an acquisition personnel MIS directly affects the ability to determine

how large is the training task, what the distribution of required courses

is both by subject and geographical location, etc. The subject of an

acquisition personnel MIS has come under renewed fire in DOD. The Air

Force Civilian Personnel Management Center initiated a project called

C3PPER PURE, which was designed to update the Personnel Data

System-Civilian (PDS-C) training records. In interviews with Dr. James

Edgar of the Air force Civilian Personnel Management Center and with Mr.

Michael Dove of the Defense Manpower Data Center, a draft of the

instruction (April 87) "Reporting Functional and Training-related Data on

Department of Defense Civilian Acquisition Personnel", was reviewed. Dr.

Edgar stated that the development of an acquisition personnel MIS is one

of the six key recommendations from ACE-II that new Deputy Assistant

Secretary of Defense (AS&L) Costello has ordered action on.

00
The Army is still 2-3 years away from an acquisition

'4

personnel MIS, and until then, they cannot really get a good handle on

their procurement workforce's needs. One of the problems with the DOD

MIS efforts is the sheer size and diversity of inputs. This problem is

not inherent in the smaller civilian agencies. Certainly any

improvements to the acquisition career management system should include

an acquisition personnel MIS. As we have seen in the previous chapter, a

significant .ev to the Guccess of the /A'S training program -s the Jse of

an MIS to determine training needs and tailor the training to fit their

needs. These MIS's do not require huge software/hardware requirements.

The DOI is developing their acquisition personnel MIS on a personal

computer using dbase3. Some of the initiatives behind their development
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of an MIS were that once the training program was under way, they had no

handle on turnover, experience, individual development, etc. Much of the

success of the VA training program is based on their acquisition

personnel MIS. This is how they are able to proacttvelv assign auotas

and tailor their courses to the individuals attending, as well as

facilitating consistent follow-up on the adequacy of training received.

C. RECRUITMENT AND INTERN PROGRAMS

The intake of personnel into the procurement career field is another

element of the overall procurement career management system. This

element is concerned primarily with recruitment and intern programs.

This study did not pursue these facets however a few comments are

offered.

1. Recruitment Programs

Recruitment applies to any method through which personnel are

brought into the acquisition career field. The ability to attract and

retain highly qualified personnel is a basic element of any career

management system. There are five basic methods used in recruiting

personnel into the acquisition career field:

(I) Entry level examination.
(2) Direct recruiting from college campuses.
(3) Cooperative education programs.
(4) Upward mobility programs.
(5) Merit promotion.

The recruiting metnoas or procurement oersonnel wnere

specifically addressed in this study. The primary feedback on the

importance of recruiting to many of the agencies is that it is vital to

work very closely with the Personnel Department to ensure they are aware

of your needs and desires. The use of quality ranking factors such as
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college level course completion and professional certification were

addressed in this. context.

2. Intern Programs

Intern programs are one of the proven sources for developing highly
qualified procurement personnel. However, most agencies have not given
such programs sufficient priority; many agencies have no program atall. [Ref. 35:p. vii-3]

DODD 5000.48 requires that: each component shall hnve a procurement
intern program that is centrally managed and controlled to provide a
source of highly qualified candidates for high level oositions.

(Ref. 30]

Intern programs can be used with any type of recruitment method.

The Air Force Logistics Command has had outstanding success with their

intern program. In an interview, General Richard Smith, Commander AFLC, %

stated that at his command they have an 80% retention rate after 5 years

and that the Air Force in general is experiencing a 90% retention rate

(service wide) from their intern program. This provides an outstanding

continuity and quality control over what is characteristically a highly

mobile workforce. The LMI study cited the lack of an internship program

in the Coast Guard as being a staff resources weakness.

Intern programs are expensive and take a lot of manpower to

administer. A basic acquisition career management system must be in

effect to fully maximize any benefits to be derived from an intern

program. Several years ago NASA tried to start an intern program and

found it prohibitively expensive. A contributing factor was the lack of

o sound igency-wlde, centrally coordinated orocurement career mancoement

program. The DOI is using their intern program as a method for focusing

development of procurement careerists on several specialties that were

deemed lacking such as contracting for ADPE. They not only, "grow their

own", but they further focus their development on some of the particular
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special needs of the department. Lack of an intern program does not

S invalidate other improvements to the acquisition career management system

(like the lack of some of the other elements would), it simply enhances

the effectiveness of all the other elements that comprise a career

management system. The VA has a very viable procurement training and

education program without benefit of an intern program.

D. CONTRACTING OFFICER SELECTION AND APPOINTMENT SYSTEM

The next element of the procurement career management system to be

addressed is the contracting officer selection and appointment system.

Every Federal procurement agency examined has some sort of warrants
r

program. The Coast Guard warrants program, established in 1986, provides

adequate guidance for selection, appointment and termination of

appointment of contracting officers. The response from the field (Coast

Guard) has been virtually all positive, indicating that "the warrants

program is a step in the right direction". It was noted that some felt

that the requirements of the warrants program were laid on the field,

without providing adequate resources (i.e. dollars and/or quotas) to

pursue them. An up-to-date listing of warranted contracting officers was

not readily available because the system is kept manually in G-FPM. This

further dramatizes the need for an acquisition personnel management

information system (MIS).

E. PERFORMANCE APPRAISAL AND REWARDS

The use of Individual Development Plans (IDP) is widespread through

Federal government procurement organizations and presents a ready input

to an acquisition personnel MIS. Like the procurement career management
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system instructions from which they derive, the use and viability of

IDP's varies widely. IDP's are required in DOD, although they are - O

stressed only for interns. In both DOE and DOI the IDP is used actively.

NASA has a very nice looking IDP that is used only sporadically. The

basic use of an IDP is as both a record and a plan for the supervisor and

employee to define the training, education and experience needs of the

employee. These needs are developed to accommodate the employee's

developmental needs as well as the objectives of management. IDP's are

used for forecasting and reconciling the goals of the individual and

organization over a specified period (say 1-3 years), and identification

of the skills and knowledge required to improve performance in the

employees present position and to project those needed for future

assignments.

The key to the success of an IDP is what happens after it is filled

out. In several organizations where the procurement career management

system directive required IDP's; both supervisors and employees either

totally neglected it or considered it merely a paperwork drill. Several

personnel at the DOT Procurement Conference, from the modes (modes is a

term used in the Department for an administration such as FAA, FHWA,

etc.) that require IDPs had no idea what one was or what one looked like.

If used properly, the IDP and MIS can combine to become the mechanism for

the consolidation, preparation and presentation of a training budget for

the occupation 0s a whole. IDPs and an MIS will nelp reconcile

differences in grade structure and position descriptions within an agency

and external to the agency relative to other Federal agencies.
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F. CLASSIFICATION AND POSITION MANAGEMENT

The Task Group 6 report identifies classification and position

management as an area often overlooked by Government procurement

managers. Procurement managers are the ones who develop position

descriptions (PD's) based on the duties and functions actually performed.

Recruitment and vacancy announcement are based on criteria contained in

qualification standards whicn support the classification standards. Two

areas of concern that I will address under this heading are grade

structure and critical job elements.

1. Grade Structure

The LMI study identified a low grade structure and lack of

promotional opportunities as the most important reasons for a high

turnover rate. Grade structure and career progression go hand-in-hana.

"If you hire someone as a GS-5 out of college, clearly you've got to be

V• "able to promise him something down the road." [Ref. 37]

The requirement for an adequate grade structure and career

progression opportunities was repeatedly emphasized in the course of

interviews with personnel at all levels of procurement in the Federal

government. A high level official in the Air Force put it a little more

poignantly:

If you can't offer a GS-12 in three years than you're not offering a
track that can keep that person. If your grade structure runs out of
steam at GS-11, you have to compete for supervisor at (GS-12, then
you're actually promoting from amongst the people no one else wanted.

The VA is having a significant problem Ln this area. Althougn

they have an excellent procurement training program, lack of a supporting

grade structure is killing them. They are loosing alot of people to DOD.

Mr. Lawrence reported that top management now realizes that lack of
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consistency between grade structure and a good training program can

actually be as detrimental as no program at all, simply put--they just

cannot afford to fund a revolving door that trains people for employment

at other agencies.

2. Critical Job Element

The second element for discussion under classification is that of

"critical job elements". Although every agency investigated said that

they did not have a "major" problem with supervisors not wanting/allowing

training, it was still evident as a "concern". Dr. Stone from NAVSUP,

described the role that the director of each contracting shop plays as

the "fatal flaw" in making sure that once all the information and

resources are mode available to each command, that the people do infact

get the training they need. What the Navy is trying to do is get it into

the merit pay objectives or evaluation of the supervisor that their

workforce must be trained. According to Dr. Stone : "the carrot works

well but the stick sometimes works better". [Ref. 34] The author voiced

this option during the training breakout session at the DOT Procurement

Conference and it was fairly well received.

G. PROCUREMENT RESEARCH

At first glance this subject appears somewhat abstract. However, the

objective is not to necessarily conduct the research oneself, but rather

to at least identify sources for completed research, list alternatives

for improving the use of current data and to target areas for conducting

further research. There are always pilot projects being sponsored in

Federal government procurement. The Navy uses these to great advantages,

not only to be at the forefront of what is going on, but also as another
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means of attracting funds. The head of Naval Supply Center Puget Sound, 4

CDR Dick Anastasi, suggested a judicious approach to volunteering for

certain projects as a way to attract additional funding. Procurement

research then is merely a fancy title applied to communication.

Through the process of this thesis, the author uncovered or was

exposed to an incredible amount of completed and ongoing initiatives that

have either immediate or potential future application to Coast Guard

procurement. It has already been demonstrated that a lot of other
.4

agencies are experiencing or have experienced similar problems as the

Coast Guard. Every single procurement executive was more than willing to N.

share their experiences (both positive and negative) with the author, to

develop a better procurement program for the Coast Guard.

H. SUMARY

The above elements of a procurement career management system are not

all inclusive, however they represent the main ingredients and the

approaches of some of the Federal agencies. This data sets the framework

for any discussion or procurement personnel career enhancement. The next

chapter begins the process of looking at the Coast Guard specifically

with an evaluation of the contracting workforce.
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VII. THE COAST GUARD ACQUISITION WORKFORCE '.

A. INTRODUCTION

Perhaps the most crucial step in the development of a procurement

master training plan or recommendations to enhance the procurement career

management system, is to target the audience. Yet. too often in the

agencies investigated, the procurement career management program and

master training plan were simply adopted (from other agencies) without

any attempt to define the population that is to both porticioate and

benefit from these programs. The business judgements. qualifications.

ethics and motivations of Federal Government acquisition personnel are

major topics of debate for the press. Congress. and top levels of the

Executive branch and military hierarchy. This chapter is an attempt to

determine the opinions and perceptions of those who must translate

procedures and policy into contract actions for the United States Coast - -

Guard. Along with the effort to learn from the workers themselves about

concerns such as training, resource use, etc., and attempt will be made

to provide a comparative analysis between the DOD contracting workforce

and the Coast Guard's contracting workforce.

A recent survey authorized by the Packard Commission has provided

much of the data on the DOD contracting workforce to be used for the

comoarative analysis. Mr. Louts J. Erste, who prepared the survey for

'rie '3ackard Commission, vas consuited to issure eonsistencv Ln 3urev

techniques and application of results. It is this researcher's opinion

that the comparisons made are done with a reasonable assurance of

validity. An objective of the research that was not completed was a
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comparison of the Coast Guard workforce with other Federal Government

(including DOD) and Industry procurement personnel. This comparison was

to be made using the results of a survey sponsored by the NCMA in

January/February 1987. Certain questions were in fact, exactly the same

on each of the surveys, however the results of the NCMA survey are not

yet available. This may be an area of further interest and research once

the NCMA survey results are available. :

B. SURVEY USAGE

Since the primary data gathering technique used for this section was

the survey issued as part of this research, the key points concerning the

survey usage are repeated for reader refamiliarization. One hundred and

thirty (130) mailed questionnaires consisting of 81 questions. The data

has been supported by telephonic and personal interviews, along with

workforce observation. The survey was mailed to all of the Coast Guard

procurement offices with contracting responsibility, based on data

provided from G-FPM. As noted in the introductory chapter, no surveys

were mailed to the District Offices and no input was received from the

yet to be commissioned MLCs. As of 01 June 1987, a 68.5% return rate was

achieved. This rate is considered quite good for research of this

nature. By comparison the Packard Commission achieved a 62% overall

return rate (which is also very good). This survey focuses on one

segment 3f he procurement worxforce--hne ;S-"i02 :er-,es and 1z>r'

equivalent. This is the group most directly responsible for ensuring

that fairly and reasonably priced goods and services are obtained in a

timely and efficient manner.
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The respondents to this survey are involved with all types of

procurements: from supply and services contracts to construction f ']

contracting and systems acquisition. Twenty-two percent of those

responding work most frequently with contracts between $25,000 and

$100',000; while 47% deal most frequently with contracts over $100,000.

Forty-three percent of the respondents ore warranted contracting

officers, with 42% of those possessing unlimited warrants. It is felt,

by the researcher, that a representative sample of the Coast Guard

contracting workforce has been reached.

The following summary highlights the key findings of the survey. The

first section presents workforce reaction to education and training

concerns. The second section addresses workforce opinion on the

acquisition environment. Organizational issues such as regulations and -.

guidance, resource adequacy, and motivation and rewards are addressed.
- S.

The final section presents the acquisition workforce demographics. " -

C. EDUCATION AND TRAINING

It comes as no surprise that 100 percent of those surveyed agree that

formal procurement training is necessary to perform efficiently.

Eighty-eight percent of the Coast Guard contracting personnel believe

that their jobs should have a "professional" civil service

classification. In comparison, three quarters of the contracting

ioeciaiists in OOD *:eel this way. As we liscussed in Chapter-, :11 nd

IV, changing the job classification to "professional" requires a proven

body of knowledge, manifested by education and experience.
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1. Education

A clear majority (62 percent) agree that on entry level criteria

of business-related college courses should be established for contracting

series personnel. The differences of opinion between civilians and

military is very much in agreement with the Packard Commission results.

Fifty-nine percent of the Coast Guard civilians agree with the need for

college business courses, in DOD this figure is 56%. Likewise, 71% of

the Coast Guard military agree that some college business courses are

needed and in DOD 74% of their military concur. The Packard Commission

has recommended a minimum of 24 credit hours of college-level business

courses for Federal government contract specialists. Program, business

and logistics managers in DOD support both of these requirements for

contracting personnel. Even though the need for some business education

is seen by a majority of the contracting workforce, 44% of the Coast

Guard workforce strongly disagreed with the requirement for a college

degree. The Packard Commission results were described as "mixed" in this

area.

Differences of opinion between civilian men and women are

notable; 36% of the males say degrees are necessary, but only 19% of the

females agree. These results are lower than the Packard Commission

results but the general trend is the some. The Packard Commission also

reported that similar proportions agree that contract specialists need

jusiness-reiated colleqe leqrees (Fiqure 7.1).

2. Training

Forty-six percent of the Coast Guard procurement workforce

indicated that they have not taken all of the required courses for their

present position (an additional 6% were unsure). Once hired, the
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majority (73%) of contracting personnel believe they receive sufficient

formal procurement training to perform efficiently, only 16% strongly

disagreed. Approximately half of the respondents feel that the

on-the-job training they receive is sufficient (21% neutral, and 29%

disagreeing), while 42% feel strongly that the frequency of formal

classroom training at their contracting activity is inadequate. Slightly

over one-fourth (29%) indicate they feel their career development is

suffering due to inadequate procurement training. Figure 7.2 summarizes

this data along with a comparison to DOD.

The workforce is split on how training courses should be

conducted with about one-third recommending training in conjunction with

other Coast Guard commands. The primary reasons cited where

applicability (i.e. better focus on the Coast Guard) and scheduling.

About one-fourth recommended courses through DOD while another fourth

proposed commercially prepared courses as the way to go. Each citing

quality of Instruction as the reason. The most frequently desired formal

procurement training courses are: Contract Pricing, Competitive Proposals

Contracting, Negotiations, and Working With The FAR. The most frequent

type of training received is MDACC(basic) or some other form of Basic

Contract Administration Course. Sixty-two percent of the respondents had

taken a course in Cost and Price Analysis and 47% have had training in

Negotiations.

3. Reasons :or Not Participating n - ranina

No less than three separate questions address time as a factor in

training accomplishment. Over 50% of the Coast Guard contracting

personnel say that lack of time is the primary reason for not doing

training, even though 51% agreed they had adequate time to attend
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training courses (similar to DOD where sixty percent claim insufficient

Pf , time to attend training courses). Forty-six percent responded that they

personally have the time necessary to support a comprehensive training

program. Other reasons cited were: that travel and perdiem funds are

insufficient (31%). that personnel say they are not informed about

training opportunities (27%) or that there are not enough quotas for the

training tney need (39%). One-fifth say tnat lack of supervisory %

approvai prevents them from getting te training they need. For

comparative purposes the Packard Commission results are presented in

Figure 7.3.

D. THE ACQUISITION ENVIRONMENT

The next section will address the acquisition environment, including

organizational issues, regulations and guidance, and motivation and

rewards.

1. Organizational Concerns

Forty-five percent of the respondents indicate that they found

out about training and education opportunities from their supervisor or

training officer. Thirty seven percent identified the supervisor is

responsible for accomplishing training, while one-fourth said that each

individual is responsible for training accomplishment. An almost

opposite distribution is revealed concerning currency with changes to

.iws jna -eguiltions 4 ;av %hev -,+3o ip o ate ruch 'ne r wri

efforts, 23% indicate their supervisor keeps them up to date).

A majority (57%) say their office has a procurement training plan

(7% are unsure), however of those that have a plan (i.e. of that 57%),

40% of them report that it is not kept current and updated as necessary.
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The questionnaire revealed that in a clear majority of

procurement offices jobs are not rotated periodically to broaden a

contract specialists experience. Job rotation for cross-training is not

always possible due to the size of each office and/or the method by which

the work is divided within the office. Over two-thirds indicate that

there is no overlap of job functions with personnel in a different job

classification (i.e. GS-1105's are not doing contracting; 15% weren't

sure). Over half reported that there is a distinction within the GS-1102

series, of jobs done by someone of a higher or lower level (level I,II,or

III). When people are gone for more than a week. almost two-thirds if

the time their work is given to another office worker or the supervisor

does it (depends primarily on the "urgency").

2. Regulations and Guidance

A clear majority of Coast Guard contracting personnel (85% CG,

86% DOD) feel in general that the performance goals of their job are

clear to them. The survey examines some key sources of guidance for

contracting personnel on how to accomplish acquisition job goals.

a. Laws, Regulations and Policy

When discussing whether they receive adequate guidance to be

their most productive, Coast Guard personnel are not nearly as critical

of the laws, regulations and policies that guide them as their

counterparts in DOD. Whereas in DOD 40% say the regulations are

Lnconsistent with sound ousiness practices. only 22% )f te Coas. uarti

procurement workforce feel the same. A similar disparity was reflected

over the opinions on whether the laws, regulations, and policies written

to guide Government procurement personnel are positive contributions to

obtaining fairly and reasonably priced goods and services. A little over

* • 135

e e.. e- e,%



half (58%) of the Coast Guard contracting personnel agree that the laws

and regulations are positive contributions, while in DOD, a significant p .

majority (78%) feel that the rules, regulations, etc., cause needless

confusion and inefficiency. A clear majority of Coast Guard personnel

(76%) say that in general, under the guidelines given to them, they feel

they are able to obtain fairly and reasonably priced goods and services

of satisfactory quality.

A similar percentage responded that they are usually able to

find acceptable answers to procurement questions in a contracting

regulation or SOP (Standard Operating Procedure). Interesting however.

is that 57% responded that they must frequently choose an "expedient"

'

course of action rather than take the time to search for the "best"

solution to a procurement request. About one-fifth say they sometimes do

things because "that's the way we always have" when they cannot find a

specific answer to their procurement question.

b. A Deskguide as a Reference

A common form of guidance used at many procurement activities

(throughout the Federal government) is the use of a deskguide to

facilitate procurement actions. About half (49%) of the Coast Guard

respondents say they have a local handbook or deskguide to assist them.

However, of these, 41% indicated that it was not up to date. A

significant majority (86%) of those without a deskguide felt that one

mouid 3e iseful ind wortn oeveiooing. wo-tnrirs 1lso naicoted -hcit

there is a well maintained purchasing library at their contracting

activity.

7.1'
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c. The Supervisor as a Reference

Probably the most significant source of guidance is the

supervisor. Contracting personnel generally view their supervisors as

credible sources for information and guidance (in both DOD and the CG).

A significant portion (38% in the CG, 41% in DOD) question whether

supervisors have sufficient time to provide the appropriate levels of

supervision. Less than one-fifth believe the guidance received from

their supervisor conflicts with the rules and regulations (this figure is

somewhat higher in DOD according to the Packard Commission; 29%).

Figure 7.4 is a presents a summary of the direction and

guidance findings.

3. Resource Adequacy

In general, Coast Guard contracting personnel are equally split

over their satisfaction with the level of support they receive.

Fifty-five percent feel that the space and equipment they have is

adequate to perform efficiently. A slightly lesser amount agree that the

computer resources (50%) and clerical support (48%) available are

adequate to perform efficiently. There is good correlation between the

adequacy of computer support and the percentage of people who use a

computer to help carryout the procurement function (49%). Figure 7.5 is

a comparison of these concerns with the DOD workforce.

4. Motivation and Rewards

7he contracting personnel were asked to rank the work rewards

they most value. Due to the number of military respondents who completed

these questions (some only answered inpart or not at all, coupled with

their just not being a large military contracting population to draw

from) the statistical validity of the responses (i.e. n < 30) may be
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challenged. Nonetheless, the results are felt to present some general

valid trends, the reader is advised accordingly. The responses from the

civilian population are believed to be statistically valid. Figures 7.6

and 7.7 present the military and civilian responses in the same format as

the Packard Commission results. Promotions, pay increases and the

ability to work independently were the work rewards most valued.

Approximately one-third say that promotion opportunities were most

influential in their decision to take their present job. Another 27%

indicated that the challenge of the job was their primary reason for

accepting their present job.

Also important are good working conditions (for civilians) and

the opportunity for "choice" job assignments (for the military). Over

one-third do not agree however, that there is a direct link between

organizational rewards and activities that are important to the

acquisition process. This point may also be reflected by the responses

to questions concerning the primary organizational goals of the

purchasing office. Even though it was not offered as a choice on the

survey, almost half of the respondents wrote in that their primary

organizational goal was to the classical definition of purchasing: to

obtain the right goods at the right time for the right price of the right

quality and in the right quantities (i.e. good service). However,

one-fourth strongly disagree that the goals and objectives of their

office are reflected in the criteria they are evaluated on. :or-y-eignt

percent say that the goals of their purchasing office are not reflected

in writing in a policy statement.
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E. DEMOGRAPHICS OF THE WORKFORCE

Turning now to some demographics on the Coast Guard contracting

workforce. Forty-seven percent (of those who filled out the survey) say

that they are more qualified than their industry counterparts, while %

another 40% are neutral on the subject. Forty-five percent feel that a

certification examination should be required for contracting series

personnel. A large majority (80%) report they are not certified with a

professional organization (NCMA, NAPM, ...). The survey indicates that .4

the majority of Coast Guard contracting personnel are civilians (78%),

with slightly more females (54%) than males. In comparison, the

civilian/military mix in DOD is 85/15, with an equal number of men an

women. The Coast Guard civilian/military ratio is expected to be

sligntly closer to that of DOD when the MLCs are figured in. This is

based on information received from G-FPM that about 85-90% of the MLC

contracting workforce will be civilian. Because civilians make up the

overwhelming majority of the Coast Guard contracting workforce, many of

the civilian responses pertaining to demographics are presented

separately.

Approximately 47% of the personnel responding have six years or less

experience in procurement, as compared to 40% in DOD with five years or

less (Figures 7.8 and 7.9). The survey shows that only 39% of the Coast

Guard's civilian contract specialists have college degrees, with slightly

:over *:ree quarters of :hose .n business. 3Y jaV Df 7ontrast. _n 0D

about 54% of the civilian contract specialists have college degrees, but

only 28% of those are in business. Forty percent of the Coast Guard

respondents indicate having "some college" (1-3 years). Figures 7.10 and

7.11 present these results graphically.
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A distribution by rank and grade Shows that the largest number of

civilians are in the GS 9-12 range and the largest number of military are s ".'

in the 03/04 range. Almost half the workforce (48%) is between 30 and 40

years of age (24% 30-35: 24% 35-40), Figure 7.12. The median qe is

lower than that in DOD. A clear majority indicated that the bulk of

their procurement experience is with the Coast Guard (Figure 7.13).

Twenty-two percent of the Coast Guard respondents nave been at cneir

present job less than one year (Figures 7.14 and 7.15). Nineteen percent

of the civilian GS-1102s responding have been at their jobs less than one

year. comoared to a 9.8% Government wide turnover rate (based on FY !986

FAI data). Two-thirds say they are satisfied (or very satisfied) with

their jobs.

F. SUMMARY

This survey provides powerful support for many of the key evaluations

and recommendations to be made in the next two chapters. It is not too

surprising that there are many similarities between the Coast Guard and

DOD GS-1102 workforces, given the characteristically high mobility this

series (GS-1102) has on a Federal Government level. The next chapter

takes the data and analysis presented in this chapter and applies it to

the Coast Guard's Procurement Career Management Program.
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VIII. PROCUREMENT CAREER MANAGEMENT IN THE COAST GUARD:
DISCUSSION OF RESULTS

A. iNTRODUCTION

In the June 1986 follow-up to the LMI and CG In-Hse Acquisition

studies, the GAO reported that:

Where as the Coast Guard has made progress in reorganizing its

acquisition function, little progress has been made in... addressing the
training aeficiencies cited in the two studies. LRef 42:p. 2j

Where does the Coast Guard stand another year later? What are the

real training needs? The purpose of tnis chapter is to present zn

analysis of the Coast Guard's procurement career management program using

the survey data, interviews and observation.

This final step, to oe taken before the development of a specific

plan of action, consists of a discussion of the data presented to date

S along with an integration of data on specific training wants and needs

developed from several different surveys (including the one authored in

this study); and an examination of: Acquisition Management Reviews

(AMRs), DOT Inspector General (IG) Reports; GAO Audits, Coast Guard

Procurement System Certifications; and interviews with Coast Guard & DOT

procurement personnel at all levels.

In general, the GAO evaluation in June 1986 of the Coast Guard

Procurement Career Development Program remains valid. The Coast Guard

procurement training effort is still being conauctea :n in "pd Ioc"

oasis. The areas to be discussed are the Coast Guard: (1) Procurement

Career Management System, (2) the Contracting Officer Selection and

Appointment System, (3) Performance Appraisal and Rewards, (4)

Recruitment and Intern Programs, (5) Classification and Position
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Management, (6) Procurement Research and (7) Procurement Career

development--the training and education effort. .""

B. THE COAST GUARD PROCUREMENT CAREER MANAGEMENT SYSTEM -

The Coast Guard has no. procurement career management program for

either its civilian or military personnel. Within DOT, the Coast Guard

is unique among the modes for having the mix of civilian/military

workforce.

1. Military Career Management

From the military side of the house, the survey -evealed ,

significant amount of dissatisfaction among military contracting officers

for a few key reasons. The primary concern is whether the Coast Guard is

going to establish a legitimate career path for officers in acquisition.

This was one of the recommendations of the LMI study but the Coast Guard

response is that the Coast Guards' small size prohibits devoting a career

specialty to the procurement field.

Traditionally military officers have attempted to develop and

maintain competence in several distinct fields while shifting

intermittently among them. For most, their early years are spent in

purely military functions. This pattern is changing somewhat as officers

are now being involved in the procurement field earlier in their careers.

The role the military officer must play in the Coast Guard is not argued

nere so mucn '2s tne point maae that increased consideration f :heI

increasing specialization required in the contracting field significantly

affects the ability to drift in and out of contracting billets every

several years. It is a dynamic area that requires at least a cursory

involvement in the "off years" and dedicated training upon reentry.
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Additional concerns have been voiced by military officers who

* serve as program managers concerning inadequate resource suoport and

policy guidance, this may be an area for further research--it was not -

explored in this thesis.

2. Civilian Career Management

The procurement career management for the civilian workforce

reveals a marginally different story. Although there is no civilian

procurement career management program for Coast Guard personnel, there

are some efforts in DOT in this direction. The DOT is developing a

department wide Career Management Program plan. The draft of this pLon

was pieced together in late of 1986 by the DOT Administrative Management

Council Members, an ad hoc group representing each of the modes. The

plan is a step forward for the Department however there are several

problems/concerns that warrant comment.

The first concern is that the plan has not had substantive and

substantial field input. Even through drafts of the plan were circulated

to each of the Administrative Management Council members, very few people

at the DOT procurement conference were aware of its development.

The second major concern is that although this plan will

represent an acceptable starting point for a Coast Guard procurement

career management program, it will not alleviate the need to develop J

implementing direction and to tailor it to our service (i.e., we can't
.=.

just acceot ;-t lit 'ace value).

3. Procurement Career Management System Mechanisms

a. Instruction

In Chapter VI, it was demonstrated that the instructions that

implement a career management program must be tailored to each agency, an
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enabling directive that is too generic becomes unenforceable. COMDT INST

M4200.19A (CGAP) which establishes the Warrants Program, is a steo

towards a career program directive. It establishes required training and

acceptable courses to satisfy that training. The Procurement Career

Management Instruction would incorporate the Warrants Program along with

instructions on the duties of the procurement training coordinator, the

career Ooard, the use of IDPs, etc. At this time the Coast Guard does

not have a directive this encompassing. The reason cited is that since

DOT is putting one together we will wait on them, the researcher would

gree with this strategy--as long as the Department is making

demonstrated progress on the program.

b. Procurement Career Manager/Training Coordinator.

There is no procurement career manager with Coast Guard wide

responsibilities. This function, when it is being carried out, is done

essentially by each individual contracting supervisor.
J%

The administration of the Coast Guard wide procurement

training program is a collateral duty of the 0-3 in G-FPM. This officer

has a myriad of other duties (including acting assistant branch chief at

this time) which detract from his ability to devote the necessary

attention to Coast Guard wide procurement training efforts. Many of the

improvements in procurement training the Coast Guard has made within the

past year, against numerous organizational hurdles, are the direct result

of the -enac.',,v of this Lnividual and the suoport of nis trancn -,1er

Reports from the field indicate that within the past year or so, FPM

seems to be more responsive to their training needs. Nonetheless, the

overall prosecution of procurement training remains on a

"catch-as-catch-can" basis. When it "appears" to FPM that a significant
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need exists for a certain type of training then FPM will react ana

- attempt to arrange a means to satisfy it.

The Office of Acquisition has an 0-3 assigned as the Training

Officer for Headquarters Office of Acquisition, as his primary ]o. A

training plan for the Office of Acquisition has been "in the works" since

just after the office was formed. Although progress has been slow, the

plan is sound, with the exception that a lot of time nas been spent on

creating a database for training sources that is not really necessary.

The establishment of a full time position for the Office of Acquisition

seems to be a bit of suboptimization in view of the fact that the Coast

Guard wide responsibility is only a collateral duty (which drastically

needs full time attention) and the general training alan is applicable

Coast Guard wide. Consider additionally that G-FPM often arranges the

procurement training for G-ACS.

c. Procurement Career Management Board

The Coast Guard has no procurement career management board.

The DOT Administrative Management Council is functioning as a Department

wide quasi-Career Board. It is clear however from the experiences of the

other agencies that a viable procurement career board is a necessity to a

good program. That board must have representative impact from throughout

'4 the service. There is no programmed or institutionalized provision for

systematic feedback on such concerns as applicability and quality of

-training or oroolems oeculiar :o the contracting fIeld n generai. 7he

review of the agenda's of the other agencies' functioning career boards

supports the requirement for a coordinating group of some sort.

IN
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d. Acquisition Personnel Management Information System

Even if the Coast Guard had a procurement career board, there

is no way to provide that body with the information they would need to

implement decisions and follow up actions. The Coast Guard is not alone

as deficient in not having a useable acquisition personnel MIS. The need

for an acquisition personnel MIS has been demonstrated throughout this

researcn and really driven home wnen this author was unable to readily

obtain information on the names and locations of contracting personnel to

send surveys to and when the actual number of Coast Guard GS-1102s could

not be provided with confidence.

Any workforce analysis, including short term and long term

goals for changing the workforce will require an MIS. The survey results

indicate a wide range of comments and opinion on the applicability of

training that Coast Guard people have completed. Yet, there is no

mechanism for monitoring training success, analyzing past trends and

forecasting future needs. A good example of the need for an MIS is with

the series of procurement courses that FPM has been managing. There is

no real hard data or mechanism to provide that data on who needs what

type of training, etc. It is Just "known" that a need exists for certain

types of training, however "gut-feelings" are tough to schedule, tougher

to budget and almost impossible to support (in the face of budget cuts).

?ERFORMANCE APPRAISAL AND REWARDS

In Chapter VI the use of Individual Development Plans was discussed

as a means of complying with the Civil Service Reform Act of 1978. A

valuable use of the IDP is as an input to the determination of training

needs as well as a road map of career development for the acquisition
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professional. The Coast Guard does not use IDPs. Interviews with

procurement supervisors, particularly in the Coast Guard, support a need

for IDPs. The survey data also support this need as a mechanism or

"contract" if you will, between the supervisor and emoloyee about tneir

training needs, job assignments and general career development. As noted

in the previous chapter, about one-fourth of the workforce expressed

dissatisfaction over supervisor--employee assessment of training needs.

The proper use of an IDP can facilitate tne requirea communication; it is

of course only an assist mechanism and not a substitute for just plain

good management practice. 1OPs can be used to substantiate the training

needs, rather cnan relying on "guesstimates".

D. CLASSIFICATION AND POSITION MANAGEMENT

Chapter VI also noted that classification and position management is

an area often overlooked by Government procurement managers. Both the

LMI and Coast Guard in-process studies identified inferior grade

structure as a problem for Coast Guard procurement positions. The

significance of this as a problem is reflected in the survey data as

well. With seventy-five percent of the workforce at their jobs less than

six years and yet seventy-eight percent indicating the Coast Guard as the

bulk of their procurement experience the conclusion reached is that the

Coast Guard is where people "cut their teeth" in acquisition prior to

noving to another agency. An innual zurnover -ate over :wice ::at

experienced Government wide would also support this conclusion. The

survey data compare favorably with a twenty-five percent turnover rate

estimated by G-FPM on RCP-881 87.

Further indications that inferior grade structure may be a problem is

the analysis of the survey data reflecting the workforce opinion on the
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importance of selected organizational and motivational rewards. Pay

increases and pay and benefits were ranked consistently as imoortant by % A

the workforce. With the advent of the FAR, Federal Contracting people

are readily marketable anywhere in the Federal establishment. it used to

be that years of experience at GSA (for instance) meant nothing to the

Coast Guard (or vice versa), now the experiences are more

intercnangeable. So if the grass is a lot greener on the other side ....

Support for this concern through interviews confirms that it is a

service wide problem. Fully 90 % of the Coast Guard procurement

suoervisors interviewed indicated that inferior grade structure most

affected their turnover rate. Two Coast Guard Contracting Chiefs of

Procurement, on opposite coasts, had very similar comments concerning the

adequacy of procurement position grade structures.

The big reason for our turnover is the Coast Guard's grade level

structure is lower than the others, especially when one can walk across
the street with less responsibility as a GS-12 and work for the Navy.

A similar comment by the other supervisor reiterates this concern:

You're preaching to the choir on grade structure and training to go
elsewhere. Inferior grade means we are hiring people who are not

qualified. Grade structure must be our first priority.

The next element of the Coast Guard procurement career management

system to be addressed is the contracting officer selection and

appointment system. The relatively new Warrants Program fits the bill

quite well. It lists acceptable courses however there is no overall game

olan or accomplisnment. o-rDM's monitoring -s the type of uali, y

control measure that is needed.
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E. COAST GUARD RECRUITMENT AND INTERN PROGRAMS

1. Coast Guard Procurement Intern Program

Prior to selecting and appointing contracting officers they have

to be recruited. Recruitment and intern programs have been addressed as

the pipelines for supplying agencies with qualified personnel. Although

the LMI study recommended the Coast Guard establish an intern program,

DOT had indicated that they are considering implementing a program

department wide and have asked the Coast Guard not to establish its own

program. Given the experiences of some of the other agencies, such as

NASA in establisning an intern orogram. it would be wise to let the

Department take the lead on this one.

2. Coast Guard Procurement Recruiting Program

Because of the nigh turnover the Coast Guard is experiencing,

recruitment takes on an added importance simply because we are hiring so

* often. The survey data reflecting the educational levels of our

contacting personnel suggest that we can do a better job of recruiting

people. The percentage of Coast Guard civilian contracting personnel

without college degrees is well over half the workforce and ;en percent

higher than DOD. While a degree is not yet a requirement and debate

continues as to whether it really is necessary, the general movement

within the Federal Government is towards requiring or a least favoring

college degrees.

ThIs .s :3n area wnere :lie Coast Guara can oecome Proactive ino

anticipate the eventual requirement of a college degree for contacting

personnel (even if it is 3-5 years away) and recruit accordingly. The

survey data, AMR, DOT IG and GAO reviews all support a need for Coast

Guard personnel to exercise better business judgment. It is the author's
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opinion that the development of good business Judgment is facilitated by

a secondary level education, either degree or at a minimum some college P'/*so -4,

courses (ideally one would develop "good business judgment" through the

process of working in industry--this is what the Air Force Training With

Industry Program is about). The survey indicates the Coast Guard

workforce supports the need for some college level training.

F. PROCUREMENT RESEARCH

The area of procurement research, as an element of a complete career

management program, will be addressed prior to jumping into the

discussion on career development through education and training. The

status of procurement research as a consistent activity in the Coast

Guard is marginal. Again, this may appear to be so abstract as to be

only "ideally" viable under a "perfect" organization. This is not the

case however, procurement research involves (among other things) staying

on top of current initiatives, reports, etc. in the procurement world.

This researcher was surprised to learn that only two Coast Guard persons

interviewed in connection with this study were aware of GAO report

86-161BR "Coast Guard Acquisitions--Status of Reform Actions". The

information in a report like this is important and valuable for all Coast

Guard contracting people to know.

Procurement research involves the identification and dissemination of

materiai like this. 7t has oeen demonstratea that many agencies ire

willing and have information to share that can be of extreme benefit to

the Coast Guard. In general, there is no active input of thesis topics

or research papers for Coast Guard Acquisition and Contract Management

majors, this is a significant resource that is not being utilized.
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G. PROCUREMENT TRAINING AND EDUCATION

The status of the Coast Guard procurement training and education

effort is the next subject. The above cited GAO report states that:

"...the Coast Guard is approving courses on an as-needed basis and is not

currently working from an overall training plan" [Ref. 42:p. 28]. One

year after this report, the situation remains unchanged. The lack of an

overall plan for training accomplishment is essentially at the heart of

the complaints about the Warrants Program discussed earlier.

One could say the Coast Guard procurement training program is

conducted on the "availability" theory--if there is availability of the

individual, availability of the quota, and availability of the funding

coexisting at once. If one of the preceding availabilities happens to be

absent, then the training is not accomplished. This is not to say what

the cause is, be it scarce resources, supervisor interference, etc. In

any case, there is no mechanism to be proactive in this area to forecast

training needs and therefore pursue them in an orderly fashion. One

certainly cannot fault G-FPM for operating in this manner; between a lack

of resources (manpower, dollars and time) and the continual parade of

organizational "improvements" (the MLCs being the latest and a

Headquarters reorganization just around the corner), the fact that they

have been able to do as much as they have is notable.

H. REASONS CITED FOR NOT TRAINING

An examination of the reasons for not accomplishing procurement

training on a consistent basis is warranted prior to the discussion of

the effects of an inadequate program. Almost half the procurement

workforce has not had the training required for their present position.
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The GAO report on the Status of Reform Actions states that "because

of budget constraints.. .the Coast Guard is not working from an overall %

training plan" [Ref. 42:p. 24]. The LMI study cites several

explanations;

...including the limits on time and funds available for training and

the lack of opportunity for supervisors to plan and develop individual

training and career development programs for their contract

specialists. [Ref. 1:p. 2-19]

Another source states offers the following excuse:

Some agencies have established excellent programs for training

procurement personnel--even those agencies with successful programs,

however, have not taken full advantage of them because training funds

often fall short of the need and supervisors have not been held

sufficiently accountable for employee development. As a result manv

procurement specialists have not been given needed training. [Ref. 81] .

Interviews and survey data indicate all of these reasons (time,

funds, supervisor, quota, ... ) have been applied to the lack of a

consistent Coast Guard procurement training effort, with lack of time and

funds leading the list.

Additional reasons cited are:

- Training is too generic--it seldom addresses the

particular problems of the activity.
- Training seldom addresses emerging specialty Issues.

- Training materials are usually unsuitable reference

materials.
- Training materials outdated, difficult to use.
- Training quotas are not received soon enough in advance to properly

schedule attendance.

The following comments are taken from several of the most recent

Procurement System Certifications completed October 1986*

The orocurement oranizaton'3 structure makes -hn ,eveoomen

capable workforce difficult because the absence of a contract

specialist, to attend formal training, creates an extreme hardship on

those left to administer that specialist's workload. [Ref. 43]

Recent personnel turnover has indicated an exercise in futility in

providing formal training to contract personnel since the hardship

endured by the department while personnel are absent for training is
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compounded when the fully trained person is then able to successfully

compete for higher graded vacancies elsewhere in the Government.

[Ref. 44]

Opportunities for continued training for the procurement staff should

be made available. To accomplish this we need to know who is
responsible for providing training funds; is this G-EAE's
responsibility, G-FPM's or ... ? Assuming this issue is clarified, we
need to know timely information on what classes we may be considered
for. I do not know if we have been considered in the past when
available class spaces have been allotted. [Ref. 45]

Although severe fiscal restraints are indeed an issue this is not the
proi

primary reason for the lack of a good procurement training program. The

piryreason for the failure of any procurement training program

investigated is the lack of active too level advocacy and supoort, this

support must come from the Head of the Agency him/herself. In the case

of the Coast Guard, that advocacy needs to come from the Commandant and

Chief of Acquisition. Every single successful agency procurement career
'.

management program cited top level support as the number one ingredient

to their success. Mr. Lawrence of the VA made the point by his

statement: "at the VA it has been enormously difficult to create Jobs,

yet in the face of all the cutbacks we got the permanent full-time GS-13

training officer". [Ref. 46] Another example of a good program cited

earlier in this report is the DOE. The Director of the DOE procurement

training program credits their success to an active advocacy by the

agency's head. This is confirmed in GAO report GGD-86-98BR "Training

Budgets--Agency Budget Reductions in Response to the Balanced Budget Act"

.n 4nicm,

rhe DOE reported that no cuts would be made in its $1.37 million
headquarters training budget because of the direct relationship between
planned training activities and its mission. [Ref. 47:p. 10]
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One member of the ACE-II Study interviewed put it another way:

Without the personal support of a flag (admiral) it just won't happen
(training). If you've got a new star (admiral) all the better. .t as
to be a seed he wants to see sprout during his 5-6 years as a flag. A
guy like Admiral Joe Sansone in the Naval Supply Corp--an 0-6 just
doesn't have enough horsepower.

Appendix J contains a FY 89 Position Paper which is representative of

the problems encountered in funding and scheduling training without

consistent, firm commitment to this training by the Coast Guard.

Lack of funds, quotas and supervisor approval have all been indicated

as reasons for not training. However these arguments have all been heard

before. Appendix K is a list of "training problems aerceived", that was

compiled in DOT and distributed at the DOT Procurement Conference. There

are no surprises on the list.

However, consider that at least twice in 1987 to date, even when

training opportunities were announced well in advance, received and

assigned... G-ACS did not utilize them. In each instance there were

numerous individuals identified as needing the training (as many as forty

for fifteen slots). In one case there were four cancellations on the

Friday before the Monday that the class was due to start, so that the

quotas could not even be reassigned. The author is not so naive to think

that occasionally operational commitments preclude attendance, however

the these incidents point more towards the fact that the training is not

assigned a high priority. Several years ago the Coast Guard perceived a

problem with the qualifications of its military personnel mannnQ 1fle

ships, planes and stations. The Commandant at the time, Admiral Jack

Hayes, said that "training is our number one priority" and with an active

advocacy the Coast Guard operational training base was improved and units

were attaching the high importance to training that it deserves.
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I. SUMARY

To summarize the Coast Guard procurement career management program

and procurement training and education effort: it is not established as a

high priority, it is too subject to the whims of individual suoervisors.

no consistent mechanism exists to document and present workforce needs

and desires to management and G-FPM's resources are spread thin wherein

the responsibility for procurement training Coast Guard wide is a

collateral duty.

Once a military officer completes a successful co,,tracting tour, he

becomes rather readily marketable because of his education, functional

training and experience. Without a career path such as the other

services have, the military contacting officer may become increasingly

involved in the "revolving door" syndrome.

There is a mixed review on the applicability and effectiveness of

training received, however lack of follow-up to training completion

prevents any improvements. The Warrants Program is well received--the

task now is to go out an provide the required training in an effective,

efficient and organized manner. The Department of Transportation is seen

as becoming more active in procurement career management, this interest

is necessary if any Coast Guard specific efforts are to be supported

outside the service. The next chapter will combine the data and

interpretations from this chapter and Chapter VII, to identify the Coast

Guard's "real" procurement 7raining needs.
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IX. RIORITIIGTHE COAST GUARD'S PROCUREMENT TRAINING NEEDS

A. INTRODUCTION .

So far many of the factors attributable to a poor procurement career

management program have been addressed on a general organizational level.

An important link between procurement training, career development, and

efficient performance has been validated by the questionnaire. But it

isn't enough for this researcher to say from the academic perspective

that we simply need more procurement training. A valid analysis would

not be complete without an identification of the "real" training needs,

or out another way: what factors indicate a need for procurement

training?, what problems are we experiencing that can be directly

attributable to a lack of adequate procurement training?

B. FACTORS INDICATING THE NEED FOR PROCUREMENT TRAINING

Indications of performance effectiveness con be obtained by analyzing 9"

the survey responses of the Coast Guard contracting personnel's

perceptions in four areas:

(1) direction and guidance,

(2) education and training,
(5) motivation and rewards, and
(4) resource adequacy.

The lack of any one of these factors in the work environment does not in

itself, preclude adequate performance. It can however, significantly

Jecrease optimum per',ormance. :t 3nould oe :Iear :hat management ocus

on factors that are not meeting the workforce needs will maximize any

efforts to improve the Coast Guard acquisition function.
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1. Direction and Guidance

To be fully effective, anyone, not just contracting personnel,

needs to understand the basic goals of their work and how to accomplish

those goals. Analysis of the research indicates somewhat mixed results

but a general conclusion can be drawn that Coast Guard contracting people

are aware of the basic goals of their work. The significant difference

of opinion between the DOD procurement workforce and the Coast Guard

procurement workforce concerning the "positive role that rules,

regulations and policies play" is not readily explained. Perhaps the

explanation is simply that the Coast Guard is not as bureaucratic as DOD.

Another possible explanation is that Coast Guard personnel have a

"checklist attitude" to contracting, although given the other

similarities to the DOD workforce there is no further support for this

conjecture. The areas which hold specific concerns for Coast Guard

investigation are in the development of a servicewide deskguide and an

evaluation of the time supervisors have to "supervise".

2. Motivation and Rewards

From analysis of the survey results it appears that the Coast

Guard is able to offer challenging and interesting jobs but the

perception is that the pay is not commensurate with the level of

responsibility and the expected opportunities for advancement are not

realized. In general, one can say that the personnel in the Coast Guard

orocurement workforce are 3Otxsfied with their lobs, iowever -

significant that over one-fourth say they are dissatisfied (10% more than

the annual turnover rate).
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3. Resource Adequacy

Coast Guard contracting personnel are middle of the road on their

opinion as to the adequacy of resource support. Several written comments

highlight a need to move into the computer age. It is known that

Headquarters is in the midst of a procurement specific ADPE buy, the

details of which are not known to the researcher at this time. Only

about half of the contracting workforce use a computer, so there is

certainly room for improvement.

4. Training and Education

As the primary emphasis of this thesis several asoects of this

issue have been addressed. Concerns over such items as adequacy of the

training received, the educational requirements of the job and the

educational background of Coast Guard contracting personnel have all been

investigated. The analysis shows that the Coast Guard procurement

workforce is relatively Inexperienced. The survey and interview data

tend to support the conclusion reached by the LMI study that: "the

combination of high turnover and lack of a solid training program are

large influences on high PALT (Procurement Administrative Lead Time) and

low productivity." [Ref. 1:p. 2-25] This research also tends to support %.
,%

another conclusion reached by LMI that "inadequate opportunities for

formal training are one of the main reasons for heavy turnover".

[Ref. 1:p. 2-24] It is difficult to say that lack of formal procurement

trining .s i "rain -eason" for neavy turnover. nowever with twentv-nine

percent indicating they feel their career development is being hindered

by lack of adequate training, it certainly can be identified as a

contributing factor.
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C. IDENTIFYING SPECIFIC TRAINING NEEDS

The answer to the identification of the specific procurement training

needs is targeted with a double-barrel approach. The first method used

to identify training priorities, needs, wants, etc. is through the

survey/interview approach where the questions are put directly to the

workforce: "what training do you want?". The second approach is an

examination of the documented problems in AMRs, IG reports and GAO audits

for trends that indicate problems that can be corrected or minimized

through better training. Coupled with this approach is the question:

"wnat problems do you see caused by a lack of training?". In other

words, we are searching for a cause and effect relationship and not just

simple correlation.

1. Surveying tne Workforce

Along with the interviews of procurement personnel (journeymen,

supervisors and policy folks), and the survey issued as part of this

research; the results of two extensive surveys of the Federal

Government's contracting and procurement specialists (GS-1102s and

military equivalent) was utilized. Because a good correlation between

the DOD procurement workforce and the Coast Guard procurement workforce

has been established in the previous chapter, a valid application of the 1
data from the following two surveys should be feasible. In 1979, the FAI

surveyed 48% of the Government's contract and procurement specialists

lot ;ust DOD) o .dentify 3nd prioritize the 0asic ana intermneaozte

tasks that oil personnel who specialize in the solicitation and award of

contracts ought to be trained in. A second survey conducted in 1986 for

the ACE-II Study used 392 entry level and 499 intermediate level

respondents from the DOD. As supervisors in the field are the real

"customers" for well trained members of the acquisition workforce, their
p% %
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views on training and education should weigh heavily in the design of a

model curriculum. -.

a. FAI Survey

The following tasks are identified from the 1979 FAI survey

as requiring a high degreq of training emphasis in any training program

(formal and OJT combined). The tasks are identified on two levels: basic

and intermediate. Basic is described as the tasks commonly performed at

the GS 5-9 level under conditions that normally prevail at those grade

levels. Intermediate tasks are those commonly performed at the GS 11-12

level under the conditions that normally prevail at those grade levels.

The tasks were graded as low, moderate and high in importance; only the

tasks that were graded high are presented:

(1) TasKs For Basic Training.

- Analyze price proposals; determine reasonableness and fairness of
proposed prices.

- Compare price quotations submitted.

- Compare prior quotations and contract prices with

current quotations for the some or similar end items.

- Develop negotiation objectives, strategy, tactics, and document in
the prenegotiation memoranda.

- Conduct negotiation sessions with offerers in the competitive range.

- Analyze proposed elements of cost to develop prenegotiation position

on the overall price proposed (given past contracts for same item or
with same firm; other contracts for comparable items; the technical

evaluation memorandum; data on overhead rates from DCAA; data on

labor rates from DCAS offices or copies of labor agreement; DOL
indices; etc.).

- Determine method of orocurement. inciuOina simoiiz.ea ourcnasing

metnods.

- Determine competitive range.

- Determine and develop special provisions to be included in

solicitations (subtask of preparing IFB and RFP).
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- Determine whether the procurement should be from the sole or single
source.

_ Determine allowability of mistakes in bids.

- Determine responsibility of proposed contractor.

(2) Tasks For Intermediate Training.

- Conduct negotiation sessions with offerers in the competitive range.

- Develop prenegotiation positions (ranges) on major elements of costs.

- Determine need for, request, and review preaward audit reports.

- Determine the competitive range.

- Review sole or single source recommendations and justifications of

the requiring activity.

- Review proposal evaluation criteria.

- Determine whether the procurement should be from the sole or single
source.

- Develop negotiation objectives, strategy, and tactics; document in
port in the prenegotiation memoranda.

- Conduct/participate in fact-finding sessions with representatives of
proposed offerers.

- Determine and develop special provisions to be included in
solicitations.

Determine allowability of mistakes in bids.

- Analyze price proposals; determine fairness and reasonableness of

prices.
- Compare price quotations submitted.
- Compare prior quotations and contract prices with current

quotations for the same or similar end items.
- Compare with rough yardsticks such as dollar per pound.
- Compare with prices from published lists issued on a competitive

basis, published market orices of commodities, and similar
indicia.

- Comcare witM Government orice estimates 3uomitted ov sMe
requiring activity with purchase request.

-Develop requirements with representatives of the requiring
activities, maintain, and update Advanced Procurement Plans.
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b. Data from the ACE-II Survey

The ACE-II study conducted a training enphasis survey which %

was completed in 1986. This survey was more detailed and divided the

choices into 177 separate tasks which were rated on a scale from one to

nine. Again a distinction was made between basic and intermediate level

priorities. The following are the tasks assigned definite high emphasis

for any training program:

(1) Basic Level Task Priorities.

- Use of small purchase procedures.

- General knowledge of the procurement: (mission, system, process.

oraonization, management, statutory/regulatory).

- Complete and issue RFQs, IFBs. and RFPs.

- Determine the lowest total ortce bid and whether the lowest orice .s

fair and reasonable.

- Determine responsiveness of lowest bidders.

- Analyze price proposals.

- Develop negotiation objectives, strategy and tactics; document in the

prenegotiation memoranda.

- Determine and document method of procurement.

- Analyze proposed elements of cost to develop prenegotiation position

(ranges on major elements of cost).

- Identify suspected mistakes.

- Prepare and review contracts.

- Select and justify type of contract.

- Determine jilowaoility if late oidS Dr proposals.

- Request verification of offers, calling attention to suspected

mistakes.

- Conduct negotiation sessions in sole source procurements.

- Determine whether other than full and open competition is justified.
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- Determine that purchase requests from the requiring activities are

sufficient for the procurement.

- Process mistakes in offers.

- Determine allowability of mistakes in offers.

- Conduct negotiation sessions with offerers in competitive range.

- Establish competitive range.

- Prepare post-negotiation memoranda (including a determination of the

fairness ana reasonableness of the proposed price).

- Determine and document responsibility of proposed contractors "

(including Certificate of Competency).

- Prepare or issue amendments to solicitations.

- Prepare Justifications for other than full and open comoetitzon .nere

required.

- Negotiate and issue changes or modifications to contracts.

- Synopsize proposed procurements.

- Request best and final offers.

- Conduct/participate in fact-finding sessions with representatives of

proposed offerers.

- Determine the necessity and obtain certificates of current cost and

pricing data.

- Dispose of late bids.

- Determine need for, request, and review audit reports; resolve

questions on audits with auditors.

- Document reasons for not synopsizing proposed procurements.

- Request and evaluate preaward surveys.

- Review technical requirements, statements of work. or soecificitizns
submittedOov he requirtng activitv.

(2) Intermediate Level Task Priorities.

- Develop negotiation objectives, strategy, and tactics; document in

the prenegotiation memoranda.

- Analyze proposed elements of cost to develop prenegotiation

positions(ranges on major elements of cost).
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- Analyze price proposals.

- Conduct negotiations in sole source procurements.

- Conduct negotiations sessions with offerers in the competitive range.

- Establish competitive range.

- Prepare post-negotiation memoranda (including a determination of the

fairness and reasonableness of the proposed price).

- Conduct/participate in fact-finding sessions with representatives of

proposed offerers.

- Conduct negotiation sessions for post-award agreements.

- Conduct prenegotiation meetings with Government personnel.

- Determine need for, request, and review audit reports; resolve

questions on audit with auditors.

- Evaluate protests and prepare administrative reports (findings and

recommendations) on protests before or after award.

- Determine need to terminate contracts for default.

- Make or recommend the source selection decision or reject all offers.

- Definitize letter contracts or unpriced orders.

- Identify and pursue all available remedies in warranty, guarantee, or

latent defect cases.

- Negotiate and execute contractual document settlements of partial and

complete contract terminations for convience.

- Issue or distribute default termination notices and take measures to

protect the Gcvernment's interests and mitigate damages.

- Negotiate settlement of contract terminations for, default.

- Analyze claims and recommend settlement positions; prepare findings

of facts.

- ,;sue ;ontracting Dr=icer U nai oeclslons unaer lisoutes clause Dr

ontract5.

- Negotiate claim settlements with contractors.

- Identify defective pricing cases.

- Demand and negotiate refunds for defective pricing.

- Prepare, assemble dispute or claims files for the General Counsel.
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c. Coast Guard Survey Results

The Coast Guard survey data and interviews with Coast Guard

and DOT personnel reveal similar tendencies though somewhat less specific

and not divided into the basic and intermediate levels. The following

are the most often identified training areas (they are not all of the

areas identified, only the most frequent):

- Claims resolution, analyzing delay and disruption costs.

- Cost and price analysis.

- Definitizing contract changes.

- Managing contractor failure to perform.

- Contract pricing.

- Competitive proposals contracting.

*". - Negotiation skills, tecnniques, strategy.

- Working with the FAR.

I K- Debriefing unsuccessful contractors.

d. Summary of Surveyed Training Priorities

In summation of the tasks/topics identified through survey

and interviews as the most desired or requiring the most emphasis, there

are a few observations to be made:

(1) Dominant Areas. The dominant areas identified can be

grouped under several broad headings including:

- Analysis of price and price related Factors.

- Cost anaiysis.

- Negotiations; strategy, tactics, positions ....

- Certain aspects of contract law--particularly relating to bids,

claims, protests and failure to perform.

- Managing contract changes.
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(2) Price vs. Value. It is obvious that in Government

contracting justifying our buying procedures is as important as how well

we buy (obtaining a fair and reasonable price).

(5) Consistency. The Coast Guard contracting oersonne

identification of training priorities are substantially in line with

those identified by the Federal Government procurement workforce in

general, and DOD procurement workforce in particular.

2. Training Needs Identified from AMRs, IG and Audit Reports

The second approach (and possibly the more telling) to the

determination of the true training needs (or at least a prioritization of

procurement training needs), is through the analysis of inspections and

discrepancy reports, along with interviews with those who conduct those

inspections. The following is a presentation of recurring AMR, IG ana

GAO discrepancies that may be attributable to inadequate procurement 'U

'U

training. The previous head of the the AMR Team, Mr. Dave Beck, reported t
4W

that there exists no indepth staffing and career development analysis

during the AMR. They subjectively correlate training and deficiencies,

there is no comparison to required training and the supervisor is not

evaluated on training accomplishment. It has been noted on a few AMRs a 0

matrix has been presented identifying billets and training

completed/deficiencies; however this is not a consistent practice. The

areas presented next will of course not be as specific as the survey

results cited above are:

- Lack of meaningful negotiations.

- Inadequate contractor monitoring; late delivery with no follow-up; no
attempt at consideration.

- Late payments.
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- Poor definitization of contract changes or modifications.

- Poor contract closeout procedures.

- Contract modifications lack proper documentation.

- Weighted guidelines method of profit determination not followed: no
profit objectives established.

- Specification writing; specifications incomplete or written to
restrict competition.

- Lack of interagency coordination; use of DCAA, OPL, etc.

- Improper solicitation procedures; inadequate disclosure time in CBD,
engaging In less than FOC.

- Inadequate determinations of contractor responsiveness and
responsibility.

- No professional staff trained in cost and price analysis; no team

available with expertise required by RAR 15,810 (pricing).

- Lack of required clauses in contracts, warranties.

Prenegotiation memoranda incomplete.

- Documentation of contract actions consistently a problem.

- Personnel assigned to negotiate contracts not trained in
negotiations.

- Acquisition planning procedures inadequate, type of contract,
required solicitation and threshold reviews not followed.

- Training and career development not given a lot of attention. %

A similar grouping of required priorities (compared to the survey

data above) results from the analysis of discrepancies. The most notable

difference is the significant problems with Coast Guard contract

administration including inadequate notiftcation requirements, imorocer

3olicitation Drocedures, Lack of required clauses and odor :onurczc

documentation.
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It is reiterated that these are not isolated problems, but those

identified as occurring most frequently. A very positive note was that p. %

in all instances ethics procedures have been identified as excellent.

3. Private Industry Training Priorities

The industry perception of necessary skills is even more broad,

however instructive to present. "Of the numerous skills inherent in

managerial functions, the government procurement manager must primarily

be an expert communicator." [Ref. 16:p. 7] Industry representatives

favor training in oral and written communications, negotiations, specific

company oriented contract administration and general managerial ability.

As noted earlier, the way that industry hires is a major input, however

certain periodic training needs are recognized (e.g. negotiations a, d

company specific contract administration) and conducted.

D. SUMMARY "

In Chapter IV the discussion on the skills and knowledge required of

procurement personnel began with the FAR and requirements for Contracting

Officer appointment and moved into a presentation of the competencies and

task analysis recently completed by FAI. The above analysis of training

needs takes those skills identified in Chapter IV a step further by

placing them in a real time mode, that is to say that there is a genuine

need to know the tasks and certain of those tasks are more critical (or

not learned as easily) than others. Training deficiencies exist qot Dniv

due to lack of training,but also to the inadequacy of training received.

The next chapter presents some conclusions and recommendations for

enhancing the Coast Guard procurement career management system.
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X. CONCLUSIONS AND RECOMMENDATIONS: A PLAN OF ACTION

A. INTRODUCTION

This project began in response to the GAO Report "Coast Guari

Acquisitions--Status of Reform Actions" which has been referenced

numerous times throughout the study. Specifically, the GAO report

focused on training and career development through tncreased training:

however as we have seen, this is but one element to the larger concept of

a Procurement Career Management System. This report does not advocate

career management as an end in itself. Rather it is believed that there e

is a direct and compelling relationship between the quality of

procurement personnel and the quality of the business management

decisions they make as representatives of the U.S. Coast Guard. The

results of survey data, interviews and numerous AMR, IG and GAO reports

reflect the problems of an evolving professional contracting community

within the Coast Guard.

This thesis has been an attempt to walk the reader through the

process of procurement career management, not just in the Coast Guard,

but in any well run organization. The discussion began with why we

should be concerned, then what it is that we are required to know, who is

required to know it and who is responsible for ensuring they know it, and

finally how is that knowledge to be gained? in some Government agencies v

the procurement workforce is viewed--and more .moortantiy--r-reatea 11ke 'a

corporate resource. In other organizations they are merely the

functional means through which a task is accomplished and are

consistently placed at the end of the line for corporate resources.

'. 81 8 U
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Unfortunately in the Coast Guard they are in the latter category. The

following conclusions reflect the status of the Coast Guard Procurement

Career System and the role the elements of a career program play in

professionalizing the workforce.

B. CONCLUSIONS

1. No Procurement Career Management Program

The Coast Guard does not have a viable Procurement Career

Management Program to anticipate and/or respond to organizational

concerns. To be successful, we must train our personnel and then we must

capitalize on that experience and training by retaining those personnel

in whom we have invested the resources to train. Therefore, procurement

career management must be viewed from a systems approach - not piecemeal

by focusing only on training (without addressing grade structure,

recruitment, etc.).

2. Negative Impact On Mission Accomplishment

The lack of an effective Procurement Career Management Program

for Coast Guard Contracting personnel has a negative impact on Coast

Guard mission accomplishment. Numerous examples of restrictions on

mission readiness due to inadequate logistics support, longer procurement

lead times, higher life cycle costs, etc., have been noted in the

research. The views of supervisors and employees along with the numerous

reoorts reviewed proviae more than adequate suoport for "his conclusion.

3. Influence From Organizational Changes

Numerous changes in both the form and function of Coast Guard

Acquisition have had significant influence on Headquarters directed

training improvements. The establishment of the MLCs is just the latest
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in a string of changes; these changes draw attention and drain resources

away from the ability to provide procurement career management the focus

it requires.

4. Warrants Program--Progress

Despite the problems noted, progress has been made. The Warrants

Program is a big step in the right direction. However these efforts are

piecemeal without an overall system to plan, coordinate and evaluate the

status and effects of each element in the procurement career management

system.

5. Procurement Career Management Saves Money

Good procurement career management programs save resources!

Operating under a poor program we can waste just as much. Conclusive

evidence supports this conclusion from many agencies, including: DOE,

DOI, VA and Navy. It is a well established fact that better trained

( people perform better and better performance saves resources. Additional

resources are saved through a lowering of the turnover rate and the

attendant administrative costs associated with personnel management.

6. Top Level Support

Truly active top level support for a procurement career

management program does not yet exist. The procurement training

coordinator duties servicewide for the Coast Guard are the collateral

duty of a junior officer in FPM. Procurement training consistently takes

0 OacK seat to ooeratlons. An examole of this attituce ;s manirest

through the lack of use of quotas when made available and the lack of

dedicated funding for procurement training. A recent example of this is

the cutbacks in funding proposed for several small purchase courses to be

conducted in FY88. Even though there is a demonstrated need for this

183
~]



training, it has been well received by the field, and a contractor has

used successfully to implement. the training has been considered for

cancellation.

7. Minimal Costs

The cost of implementing an effective and comprehensive

procurement career management system is minuscule compared to the dollar

value of transaction's Coast Guard personnel process and the potential

benefits to be gained. There is adequate cost data available from Coast

Guard and other Agency experiences to identify upfront what a good

program would cost. The ability to recognize economies of scale is

directly attributable to the consistency of funding commitment and lack

of a mechanism to establish a servicewide requirement.

8. Inferior Grade Structure

Inferior grade structure continues to be a problem. This point

was made by several field supervisors as well as employees. The survey

data on turnover, importance of various organizational/motivational

rewards and procurement experience support this conclusion as well.

9. Inexperienced Coast Guard Workforce

The Coast Guard Procurement workforce is relatively

inexperienced. Statistics on turnover, years of procurement experience,

education levels, the age of the workforce and the diversity of

procurement experience indicate that the Coast Guard is where entry level

peoole come to 'cut their teeth" in orocurement aefore moving on to

agencies with better pay/promotions. It takes time to recruit

experienced personnel and fill vacancies. Moreover, significant time is

required to train and indoctrinate newly hired personnel before they con

function efficiently. The net result is that either inexperienced
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personnel are given work they are not yet ready to handle or a small

cadre of experienced personnel continue to handle the bulk of the

procurement workload (and are therefore never released for training).

10. An Acquisit±on Personnel MIS is Crucial

the Coast Guard is organizationally not set up to succeed in

their procurement training efforts. G-FPM lacks the information they

need to proactively manage the acquisition workforce. The lack of an

acquisition personnel MIS is a key factor in this regard. This is %

evident in the administration of the Warrants Program, the determination

of training needs, budgeting ana scheduling of procurement training.

There is no mechanism inplace to identify, communicate and

document procurement workforce concerns to top management. The need for

an acquisition personnel MIS has been thoroughly demonstrated. Other %

efforts that assist in the identification of workforce concerns are the

"Quality Circle Groups" in use in the Navy and the Contract Review Boards

(none of which are used with organizational consistency in the Coast

Guard).

11. Inadequate Training

The training that is received is not optimum for Coast Guard

procurement personnel. Very few courses are tailored to Coast Guard

personnel. Most training is not task/competency oriented and therefore

even when people receive training in a certain area, it may not really

Lmprove their joo performance (rather it may simpiy Lncrease their

general procurement knowledge). The Cost and Price Analysis,

Negotiations and Contract Administration training fall under these

categories. As a manager, I would not prefer to forgo the production of

a person for a course that is not totally suitable for the needs of my

7~o.
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employee and myself. There is a lack of consistency in the way the Coast

Guard satisfies the some training needs which further inhibits service

wide competency. The survey results and AMR reports support this

conclusion, consideration must be given to effectiveness of the mode of

training accomplishment as much as to subject itself. The use of the SEN

or correspondence modes to satisfy training requirements support this

conclusion.

12. Maintenance Training

Maintenance training is required at least once a year. The

continual parade of new laws, regulations, and GAO/Court/BCA decisions

ensure that Federal contracting will not remain static for long. The

constant turnover of management and technical personnel, the workload

associated with the expanding or contracting of the budget, changes in

the scope or direction of effort, all require constant attention to

personnel programs, to training and cross-training efforts, and to the

maintenance of a high degree of teamwork. Certain problems/topics

require continual addressing. Particularly Negotiation techniques and

Price and Cost Analysis. It has been noted the emphasis placed in this

area by industry. Similarly it has been shown that historically these

areas are a concern; however, lack of training is not the only reason.

Suitability and frequency are factors as well. Courses may have similar

titles and be vastly different. For instance, the DOD course on cost

accounting standards does not appear oriented to the predominant

situations that Coast Guard contracting personnel encounter.

13. UOD Training Base

DOD procurement resources are difficult to obtain and it can be

expected to get worse. DODD 5000.48 more than triples the DOD training
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backlog. Other factors include qualified instructor problems, course

cancellations for revision and updating and that simply the Coast Guard

does not have equal priority with DOD for their courses. The ability to

plan and schedule training well in advance is necessary to identify those

attending and to tailor the instruction.

14. EO 12352

The Coast Guard is not in compliance with Executive Order 12352

wnich requires the establishment of career management programs "covering

the full range of personnel management functions, that will result in a

highly qualified, well managed professional procurement workforce".

15. Motivators To Train

The Federal procurement training effort is a real mixed bag of

motivators, resources and practices. For some, such as DOD, appearing on

the cover of the NY Times and Washington Post has been the prime

motivation. For others, it is the fear of showing up there that has
given their programs the needed push. In DOT one can say that this is

truly one of the dominant forces behind their oversight of the modes.

Mr. Robert Collins, the DOT Competition Advocate, stated in response to

the low dollar DOT imposed threshold review levels, that the reason (for

them is the) "perception of the Department in tne media is a major

influence, (there is) nothing in the paper yet and I want to keep it that

way". [Ref. 48] From an academic point of view it is unfortunate that.

we are managing the process backwards by imposing restrictive levels of

review on the output and not exercising the same effort on the inputs

(people and training).

The "rice bowls and politics" perspectives have been noted more

than once, one can only hope that it won't take a similar "impetus" to
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give the Coast Guard procurement career management program the priority

it deserves (and requires).

16. Window Of Opportunity

There is a window of opportunity, both within the Federal

Government and DOT to improve the acquisition process, particularly

through the development of procurement career management programs.

Senator Jeff Bingaman (0-NM) intends to reintroduce legislation to

improve the quality of the acquisition, scientific and technological

federal workforce. There are other indications however that some

Congressmen feel it is time to put procurement reforms on the back

burner--so the "window" may not be open too long.

Within DOT, Mr. John Seymour, Assistant Secretary of

Administration, stated at the DOT Procurement Conference "The bias is to

get things done--not prevent them". Within the Coast Guard; "Acquisition

has been the only growth game in town". [Ref. 49] The opportunity is as

ripe as it will get for us to institutionalize a procurement career

management system our way (v. someone else doing it for us--through a

directive from on high).

17. Use Of AMRs

Many of the AMR and IG discrepancies can be eliminated through

career management and better training. The previous head of the AMR team

described the conduct of Coast Guard contract administration as being

done on a "firefignter bosis". The AMR results are not systematcalilv

used to reevaluate the training and education base. A valuable source of

feedback is not being utilized.
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18. Similarities With DOD

The Coast Guard contracting workforce has many similar concerns

as the DOD contracting workforce in terms of the importance of selected

organizational rewards and motivators. This conclusion is supported by

interview and survey data and it provides a quantifiable basis for the

selected application of personnel research and findings in DOD to

procurement personnel management in the Coast Guard.

19. Accountability For Training

There is no accountability for training accomplishment or lack

thereof, in the Coast Guard. The Warrants Program provides an indirect

control measure for those contracting officers to be awarded warrants.

This is merely a checklist approach to see that all the required courses

have been taken before award of a warrant. The AMR team does not

specifically address training requirements and viability of training

methods. Additionally the status of workforce training is not a critical

Job element in supervisor evaluations.

Supervisors are the "keystone" or "weak link" in any training

effort--depending on your point of view. There is a definite need for

supervisors to be involved in the establishment of individual training

needs for their personnel and ensuring that they get the required

training. There are many excellent contracting supervisors in the Coast

Guard that the author interviewed, all with good insights into the

training problems. We need -o .vstematically tao -his resource 7o

enhance any centrally directed efforts.

20. Central Focus Required

A central focus for servicewide procurement career management and

training is an absolute necessity. The organizations that have full time
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training coordinators have good or at least better programs. The

agencies with part time training coordinators also have a part time

training effort. The procurement training effort will simply not work

without at least one person for Whom that is their only job. The Coast

Guard is suboptimizing their servicewide procurement training

organization by assigning servicewide responsibility to an individual on

a part time basis while devoting a full time position to the development

of a training plan solely for the Office of Acquisition.

21. Training Shows Concern

Training is an motivator. It shows employees that the emoloyer

is concerned enough to invest the time and money in that individual to

make them a better performer. The lack of training is a demotivator.

This is not solely an absolute luck of training, but poor training or

inconsistent application of training or selection for training is equally

a poor motivator. The Coast Guard has some significant personnel

concerns with the realignment, the survey data indicate that a fourth of

the Contracting workforce are dissatisfied with their jobs even without

consideration of those affected by the realignment.

22. Field Input

Regular substantive and substantial field input is necessary to

ensure a viable procurement training program. The ability to schedule

training well in advance and the applicability of the training received

qave oeen ;Mown to je /itallv Lmoortant :o tne success if nv trainina

efforts. These factors cannot be evaluated without field input.

Training should not be scheduled in the fourth quarter or around the

Christmas holidays for example. More efforts should be made to bring as

much of the training as possible to the contracting activities.
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23. Deskquide

The development and maintenance of a Coast Guard wide. procurement

deskguide should be a function of G-FPM. In the Army the Army Materiel

Command maintains their servicewide deskguide with reasohably good

success. The development and use of a deskguide is something many people

favor and would enhance the consistency of procedures servicewide.

24. Requirements Training

Training for people who generate the requirements is necessary.

The procurement process does not start with the Contracting officer, it

begins with the determination of need and the subsequent transformation

of that need into a purchase request by the requiring activity. The data

has shown a need to improve specification writing, requirements

definition and a better understanding of the procedural "wickets"

(procurement personnel must jump through) on the part of technical and

program personnel. Historically the relationship between requirements

people and procurement people has been adversarial. A course, not to

"cry the contracting blues" to requirements people, but to show them ways

to facilitate the procurement process and promote an understanding of the

contracting arena, would go a long ways towards eliminating some of this

"adversarial relationship".

25. Analysis Required

A major indepth analysis is not required at this time to develop

the -equired training program. The data from this study, the c 4

competencies and task analysis, the DOE, DOI, and VA workforce analysis'

lay sufficient groundwork - the key now is to relate this data (via

policy, supervisor and employee input) to the Coast Guard environment.
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The Coast Guard is poised for the development of a procurement career

management program--whether it is pursued is an entirely different story.

26. Procurement Research

There is no consistent mechanism for procurement research,

particularly procurement training research, in the Coast Guard. There is

an incredible wealth of knowledge, experiences and Ideas out there in

Federal Government procurement training and career management with

tremendous immediate and future potential application to the Coast Guard.

The experiences and developments at DOE, DOI and VA are cases in support

of this conclusion. Every single procurement executive or training

coordinator interviewed was more than willing to share ideas and provide

insights on procurement career management. The Coast Guard needs to take

advantage of these resources for several reasons; not the least of which

are they provide a more rapid path to our own training Improvements and

there is no need (or resources available) to reinvent the wheel. As one

agency procurement executive said to the author "all in the name of

better productivity"...and he meant it!

27. Comments On The ACE-II Study

The ACE-II study has identified some critical problems that need

to be addressed in the Federal procurement training base (and in DOD in

particular). Nonetheless, some of their recommendations have missed the

boat, particularly the recommendation for one six to eight week mandatory

acquisition course (each) eor Level i and level 1U contracting personnel.

Additionally they hove recommended no mandatory training for level III

(supervisors) personnel. The author does not agree with this approach

for several reasons. There are not many supervisors who would be able,

let alone voluntarily allow, one of their contracting officers to be gone

!g2 - . .
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for two months at one time! For one thing, the entry level person has no

framework within which to place eight weeks of training; there is no

substitute for some on the job experience to establish a frame of

reference to facilitate the concepts taught in class.

It is absolutely wishful thinking to go from some thirty-four courses

In the Federal procurement training base down to a few. My best guess is

that it will shake out much of the redundancy in the procurement training

base and therefore shave some weeks off the required training time.

There also is not a whole lot of logic to the elimination of advanced

training for level III personnel. The whole purpose of executive

seminars is to bring supervisors in line with changes to the FAR, TAR,

OAR, etc. The ACE-II study has developed some very useful information.

particularly with regard to competencies and the need for a Defense

University of Acquisition Management (DUAM) to serve as a coordinator for

6f, the DOD procurement training base (a university without walls).

C. RECOMVIMENDATIONS: A PLAN OF ACTION

The Coast Guard Acquisition Workforce mingles civilian and military

expertise in numerous disciplines for the management and staffing of a $i

billion per year procurement effort. Each year millions are spent more

or less efficiently, based on the competence and experience of these

personnel. Yet compared to other agencies, this workforce is

andertrained and inexperienced. Acquisition training for contract:rlg

personnel lacks the necessary direction, planning, coordination and

accountability to make the training base efficient and effective. Real

and perceived problems continue to mount--training backlogs, inadequate

resources, unnecessary duplication, courses with no or limited competency
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and skill development, and training technologies and capabilities that

ore not fully utilized. Whatever changes we have made, or will make, to

the acquisition process, it is vitally important to recognize that "the

real issue is the people issue". [Ref. 50] Management has been called

the "art of getting things done through people". [Ref. 51:p. 3] However

utilized, any education and training programs must be orderly, continuous

and progressive. They must also fit into the large concept of a

procurement career management system.

These recommendations are offered as a package deal. This is not to

say that everything must (or could) happen all at once, simply that there

is a synergistic effect to many of the recommendations proposed.

The Coast Guard has indicated that its small size does not permit it

to pursue certain actions. In an article titled: "The Marines: New

Masters of the Acquisition Process?", General Kelly, Commandant of the

Marines, cites their small size as an advantage. This author would

extend that some argument to the Coast Guard.

We have the advantage of not being wrapped up in a huge bureaucracy

like the individual DOD services. One of the points really driven home

by this research is that you don't need a big (or even small) bureaucracy

to manage the procurement career development effort. The following

recommendations are identified as what we do need however, to enhance the

professionalism of the Coast Guard's procurement workforce and thereby

improve the abilitV of the Coast Guard to accomplish Ier missions.

1. Top Level Advocacy

Obtain top level support through vocal advocacy and a consistent

commitment of resources to a Procurement Career Management Plan. Unless

top management is willing and able to dedicate a specific and reasonable
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level of resources (time, dollars, people), any career management

program, Including the education and training plan, will be little more

than a facade. The experiences and sLccesses of the Air Force, DOE. DOI

and VA should be taken to heart, and special protected funding pursued to

support a procurement program. The FAA has shown this can be done within

the Department by securing a commitment to obligate for a three year

contract for procurement training. Top level support is not manifest

solely through funding, it is also manifest through the prioritization of

training accomplishment, career development actions, etc. A demonstrated

interest is as vital as the funds.

2. Provide A Central Focus

Establish a GS-13 full time Procurement Career Manager/Training

and Education Coordinator. Consistent with this action disestablish the

0-3 training billet in G-ACS to assist in freeing up resources for the

establishment of the Coast Guard wide procurement career manager. In the

interim--move the 0-3 from G-ACS to G-FPM an apply the office plans Coast

Guard wide. Virtually every commission or study group recommended, in

one form or another, enhanced central policy direction. The Coast Guard

reorganization study concluded that some functions such as personnel

management, training and education are better centralized than

regionalized. It seems clear that trying to manage a major career

program without a focal point for complete responsibility is unlikely to

be successful. The indiviaual selected must first be a manager (v. Ised

procurement type). This position should be located in G-FPM and will

provide the focal point within the Coast Guard for all procurement career

management efforts. Specific responsibilities shall include:

- Proactively plan, budget, obtain and schedule courses and quotas
as appropriate.
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- Publish regular information pertaining to career patterns,
opportunities, and other aspects of the program administration.

- Function as a central quality control over training completed ana
follow-up on all training and education completed (regardless of
the form).

- Liaison with contractors, resident school house training
coordinators, other agency procurement career managers and FAI.
Develop a network for staying abreast of the latest initiatives
in procurement career management and the potential application to
the Coast Guard (an institutional requirement for procurement
research).

- Manage and maintain the acquisition personnel MIS, IDPs and
Warrants Program. (MIS and IDPs separate recommendation to
follow.)

- Represent the Coast Guard on task groups and other mechanisms
established to develop or evaluate procurement career management
programs.

- Assure Coast Guard compliance with EO 12352 and other governing
laws, regulations, orders, etc., that pertain to procurement

career management.

- Continuously survey or monitor the procurement workforce to
identify trends in new training needs, areas of shifting
emphasis, etc.

- Prosecute an active procurement training maintenance program
(another separate recommendations) through the use of AMR Team,
videotape, CBI, etc.

- Evaluate and report on program accomplishments and
effectiveness.

- Assure orientation of managers, supervisors, and employees with
the goals of the procurement career management program.

- Serve as the Secretary to the Procurement Career Board (another
recommendation to follow).

- Function as a member of the AMR Team to specifically address
procurement career management needs and accomplishment at the
units inspected.

5. Establish A Procurement Career Management Board

Establish a procurement career management board; the composition

and duties of this Board should be as follows.

196

- -,, "m~J( * ~ 'f %~5 f ~/ '.' ~ . ~..*%.*. .*. **- *~X'-* * -



- Composition: The Board should contain an appropriate mix of policy,

supervisor, and employee input and participation. A recommended staffing~is:

- Chairman: Branch Chief G-FPM

Secretary: Procurement Career Manager
Members: Chief Contract Support Division G-ACS

Chief of Procurement from: Coast Guard Yard, Inventory

Control Points, FD&CC's RTC and TRACEN and selected

Program Managers.

This Board would effectively institutionalize the "annual"

Contracting Officer'f Conference. The Board should meet no less than

once each year and more often as necessary, particularly in the initial

stages of development of the procurement career management program.

(Note: included DOT Board Representative and Procurement Executive &

Personnel.)

The duties of the Career Board will oe divided into
initial startup tasks and ongoing requirements.

- Startup duties:

- Develop and forward for approval a procurement career
management system enabling instruction.

- Develop and forward for approval the Board's charter (what do
you see as your responsibilities).

- Develop the structure, content and input into the use of IDPs.
- Provide recommendations for an effective and useable

acquisition personnel MIS.
- In general, the Board members can be charged with

responsibility for discrete "building blocks" needed to create

or maintain a procurement career program.

',

- Ongoing duties: "

- Review career paths and advise of training/education
requirements consistent with those paths and the needs of the

service.

- Review the contents of procurement courses for adequacy,

accuracy, and completeness. ,.

- Review the DOT intern program (a recommendation to follow). "
- Review grade structures, oosition Jescriptlons and -ecruit.fll

requirements and work closely with the personnel department to
resolve any needs.

Make recommendations concerning the overall management and

administration of the career program (particularly identifying
areas of developing or shifting emphasis and the use of
maintenance training to satisfy them).
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The following recommendations are in part suoparts to the three

major recommendations above. They represent specific concerns that must

also be addressed.

4. Develop An Acquisition Personnel MIS

Develop an acquisition personnel MIS run by and for management of

acquisition personnel. The need for such an MIS has been clearly

demonstrated along with the fact that it need not be a big and fancy

operation; 001 runs theirs on a desktop computer. It nas admittedly

grown from about ten data elements to fifty-five (55) as more people

recognize the usefulness, however it remains manageable by the

procurement career manager. There are enough "canned" (off the shelf)

software programs available, along with good experiences in other

agencies co readily establish the framework of sucn a MIS. The key will

be not to try and wrap our arms around too much data, yet to provide

enough to manage by. The primary concerns being analysis of turnover; S

training budgets, scheduling and followup. At a minimum the MIS should

include [Ref. 35:p. 24]:

- Series and grade
- Functional experience descriptions
- Supervisory and non-supervisory
- Service computation date

- Education
- Training
- Professional Organizations

- Unit
- Number of years in career field and service computation date

- Current academic interest
- Career odjectives
- Retirement eligibility

There must be a mechanism to automatically and immediately notify

the career manager when contacting personnel are hired, fired or
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otherwise change jobs. Whether this can be tied into existing systems

(such as pay) or already exists is not koown to the researcher.

It becomes rather obvious how the IDP can be a valuable input to

an MIS. A possible approach is to use a technique employed in the

Seventeenth Coast Guard District to administer the Short Range AtoN (SRA)

program. The program is run on a personal computer and floppy disks are

mailed back and forth to facilitate updates.

5. Individual Development Plan

Implement the use of Individual Development Plans (IDPs).

Whatever else is done with the IOP, it must first and foremost serve as

the roadmap for the supervisor and employee--not a data processing form.

This must be balanced with the recognition that what happens to the TOP

after it is completed is crucial to the viability of such a mechanism.

By using the IDPs as an input to budget for and schedule training there

is a credibility that is lent to the use of the form beyond simply the

documentation of what has otherwise been described as simply good

management practice.

6. Intern Proqram

Promote the development of a DOT wide intern program. The

management of a Coast Guard wide intern program is neither necessary nor

feasible at this time. Intern programs are proven sources of good hires

and a good program will only serve to enhance whatever other procurement

career management efforts are taken. The intern program snould De

patterned after those now inplace in the Air Force and Navy.

7. DOT Mandate Requirements

Along with encouraging DOT to institute a Department wide

program, the Coast Guard should also request that DOT mandate general
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procurement training requirements. This recommendation is made because

It Is meosier" for the Coast Guard to obtain needed funding based on a .

Department mandated requirement than for an internally generated one

(politics of course). This recommendation is simply to mandate the
I.

general requirements and to leave implementation up to the individual

modes (administrations).

8. Reclassify The GS-1102 Series

Support the requirement for reclassification of the GS-1102

series as "professional" v. "administrative". This administrative

designation prohibits the establishment of any business education

requirement for contract specialists. This is not to say that a college

degree is an absolute necessity. However, a requirement for business

related college courses can then be established similar to that now

required for the accounting personnel series.

9. Utilize FAI

Bring in FAI to explain what they can do. Publish a list of

colleges and universities, along with points of contact, where Coast

Guard contracting personnel are located. The IAPC can be used for this

recommendation. A

10. Followup On Training That Is Conducted

Evaluation of procurement training should not be an afterthought. A

When a student is identified for a class, along with proactively managing

the course content, we should pursue active follow-up with both the

employee and his supervisor. It will take some time to show improvement,

therefore the MIS will identify when (say 60 days) a package should be

sent to the supervisor and employee to assess the adequacy of the

training.

.9. ..
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11. Reconsider Military Acquisition Career Path

Reconsideration of the career path issue for military officers in

acquisition is warranted. The Navy NACO program is an outstanding "PQS"

type approach to their military officer career procurement career path.

"It is obvious that a procurement officer cannot take over the role of a

pilot without extensive pilot training, but it is often assumed that a

pilot having a small amount of procurement training, and in some cases no

training, can take over the role of a procurement officer."

[Ref. 25:p. 47)

12. Recognize Individual Training Accomalishments

Recognize completion of off duty procurement related education

and training and participation in professional organizations through

merit pay objectives and as quality enhancement factors in job

placements. It is not reasonable at this time to require certification

with professional organizations, however participation should be

recognized.

13., Recruitment And The Personnel Office

Work closely with the Personnel Office to prioritize recruitment

of people with college level education and or professional certification.

If and when the qualifications of the Federal procurement workfore hit

the limelight again the positive education requirement is likely to make

it through. The Air Force attributes a lot of the success of their

intern program to the fact that 90% of the trainees are college

graduates. A recruitment program must support a retention program.

14. Training Accomplishment As A Critical Job Element

Establish employee career development and training accomplishment

as a critical job element in the evaluation of supervisors. Supervisors

j.5"
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play a vital role in any career development efforts, there is too little

consistency of attention paid to the identification and satisfaction of

employee training needs. The need for setting uniformly high standards

of performance and measuring resultant performance against those

standards is imperative. The AMR is an existing device that can be

readily adapted to monitor training accomplishment.

15. Maintenance Training Program

Develop a maintenance procurement training program that at a

minimum includes annual refresher requirements In Coast Guard contract

administration, cost and price analysis and negotiation concerns. This

should be an annual requirement utilizing the AMR Team, videotape and/or

CBI. Consistent with this recommendation is an exploration and

exploitation of video and CBI as mediums for training accomplishment.

Lets take a tip from our own recurring deficiencies and industry emphasis

and address the price and cost analysis and negotiation issues.

16. Overall Plan For Training Accomplishment Coast Guard Wide

Develop an organized methodology for satisfying procurement

training requirements through a specific arrangement of courses both

Coast Guard sponsored and with other agencies. The proposed method would

be to develop from the ground up courses that meet Coast Guard needs.

This involves taking a page from the DOE and VA program books and

starting with entry level course development. Much of the ground work

has been laid, particularly at VA.

It appears that scheduling and applicability of training are

critical to the success of the training effort. At present we have

minimal control over both (along with quality control over the courses).

202



A core curriculum of four entry level courses, along the lines of

the VA is recommended. These courses would be one week in duration (to

facilitate attendance). A basic curriculum would be:

(1) Coast Guard Contract Administration
(2) Cost and*Price Analysis
(3) Negotiation

(4) Coast Guard Contract Low

On the intermediate and advanced levels it is recommended. 'or

now at least, that the training be provided in conjunction with other

agencies. This is recommended for several reasons:

(1) The immediate demand is not as large or recurring for the higher
the level courses.

(2) There are significant benefits to be realized through
the interaction with careerists from other agencies (which is not
as applicable at the entry level--no framework of reference).

(5) With a full time career manager/training coordinator, slots in
other agency courses can be arranged on a more

predictable and formalized basis. The Coast Guard can also set up
reciprocal agreements with other agencies for training.

D. THOUGHTS ON IMPLEMENTATION

It is not enough however, to simply make recommendations without

forwarding some plan for implementing those recommendations. This next

section will concern itself with some thoughts on the need for change in

the Coast Guard acquisition workforce and how to achieve that change.

As noted earlier, we have the advantage of a manageable size

workforce and the authority to manage it. At a time in the Coast Guard

wnen many civilians have lost Jobs or relocatea 'and the cotent:al -s 'or

many more to loose their jobs through the upcoming Headquarters

reorganization), the proper management of change takes on additional

significance. The turnover rates and experience figures determined by
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the workforce analysis do not include the effect of the realignment.

This effect can quite reasonably be expected to increase the training

requirement significantly (over one-third of the procurement workforce

has been affected) and dramatizes the necessity of a procurement career

management system as a means of continuity or at a minimum as a mechanism

for assessing the effects of these changes.

1. Realignment Concerns

In the course of this research, several important points were

revealed in conjunction with the MLC establishment that the author feels

are worth noting.

Some of the lessons forwarded in the LMI study do not seem to

have retained their importance in the organization of the MLCs.

Specifically the procurement function does not have "comparative equality

with organizational counterparts". It is instead back as an element

under the Finance Division and partially dispersed under various

technical divisions. This further fragments the direction and

accountability of the procurement workforce.

It is obvious that both the MLCs ore located in high cost

areas--what may not be so obvious is the added importance an adequate

grade structure and career path will be to recruiting and retaining high

quality personnel. Two additional factors which will emphasize the grade

structure requirement have been revealed in discussions with personnel

prom other agencies in New York. NY and Oakland. CA. :n New /ork. ne

availability of GS-1102s within a "reasonable" commute from Governors

Island has been described as "limited", it may therefore take a little

more just to attract the numbers of people required. In the San

Francisco/Oakland Boy Area the opposite is true--there is an abundance of
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GS-1102s. The ability to attract and retain the high quality people we

* desire will be highly dependent on our ability to compete with the

numerous other Federal agencies in the area. The importance of an

adequate grade structure is vital to minimizing the turnover problem

(particularly the Head contracting jobs).

The MLCs are coming on line at a hectic time of the year (4th

quarter), if improvements are seen they will be short lived once the MLCs

are out of the limelight. This is because without a corresponding

Improvement to the career management effort, the some problems with

turnover, training, etc., will remain. This is not to say that

improvements cannot be gained by simply by reorganizing, however they

tend to be short lived as people return to their traditional patterns of

behavior (e.g. training is secondary, making the same mistakes).

Any change is disruptive, however the Coast Guards' "reputation"

~as a caring employer has been tarnished by this major reorganization and

there has been a lot of animosity in the Districts as the shut reductions

have been ordered. The development of a procurement career management

program offers an excellent opportunity to reaffirm that concern we have

for our employees. Therefore these changes needs to be managed very

carefully, a career program cannot be something that is thrust upon

employees.

2. The Process of Change

To facilitOte these concerns, the implementation of the

aforementioned recommendations is proposed using Levin's three-step

sequential model. This model involves "unfreezing" the present behavior

pattern, "changing" or developing a new behavior pattern, and then

"refreezing" or reinforcing desired behavior.

2
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Unfreezing involves making the need for change so obvious that

the Individual, group or organization can readily see and accept it.

This report is hopefully a start in that direction; by Identifying the

costs that an inadequate procurement career management program fosters

(turnover, inefficient and improper buying). The DOT Procurement

conference was another step In the process of "unfreezing"; in the

training breakout session there was absolutely no disagreement that

improvements in procurement training need to be made. The previous Navy

Competition Advocate, Adm (Ret) Stuart Platt has said:

Part of our strategy is to increase training. We've really got to
reach our flag officer, our executives, our people in buying
activities, our people who work on the drafting boards, and the people
who work for our contractors. [Ref. 52:p. 7]

Lest one think that this process is purely an academic management

consideration, the following experience is offered:

The development of the current DOD program for procurement personnel .,

was prompted by the Secretary of Defense in 1965. This action marked
an energetic approach to provide the procurement function with
qualified personnel. Due to resistance from some of the services,
however, the program was not fully implemented, nor was constant
pressure exacted from the top to ensure that the program was carried
out. [Ref. 25:p. 1]

The resistance from the services mentioned above was in large

part because there was little involvement by "non-policy" personnel in
.4,

developing a career program. The unfreezing is needed as much, if not

more in non-procurement supervisors as well as in those procurement

supervisors who always succumb to putting operations over training.

There are many Coast Guard procurement supervisors ready and eager to go

to work on a comprehensive career management program; but not if it is

without top management support and therefore viewed as an exercise in

futility.
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Changing requires a change agent to foster new values, attitudes

and behavior through the processes of identification and internalization.

This role is played by the career manager/training coordinator and the

career board. This is why it is very important that whomever is selected

for the career manager position be first and foremost a "manager". The

internalization will come once supervisors see a lower turnover rate and

better performing employees.

Finally, in refreezing we lock the new behavior in place by means

of supporting and reinforcing mechanisms. The use of the AMR team, IDPs

and an MIS, and instituting training accomplishment as a critical job

element for supervisors are efforts in refreezing. Two of the biggest

actions in this area remain an active top level advocacy and a viable

career board.

One can see that again, the comon thread through the whole

.O L. process is top management support. The absolute need for this cannot be

overstressed.

E. COST/BENEFIT CONCERNS

This section of this thesis addresses the general costs and benefits

to a procurement career management system like that recommended herein.

The cost/benefit analysis is where the rubber meets the road for most

dezision makers and no report would be complete without at least a

general assessment of the costs and benefits involved. What gooo is a

procurement career program if we can't afford it?, what is the return on

investment?, how long is the payback period?, what are the opportunity

)P

costs of those resources?, etc. Decision makers must consider all these

questions and more when rationalizing the extent of a procurement
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training effort. The solution is not just to throw more money at the

problem--the solution is to take the actions that will result in improved

Coast Guard mission accomplishment. The intent of this section is to

present some of the costs and benefits actually experienced by others.

1. Costs

In general, the costs attributable to a poor procurement career

management program nave been addressed throughout this thesis--turnover,

high PALT, improper and inefficient buying, etc. Additional cost that

are indirectly attributable to a poor procurement function are increased

congressional inquiries, lower DOT dollar threshold review levels and

increased oversight. The most significant cost is the diminished mission

performance or mission readiness associated with poor buying practices.

For example, the Coast Guard has been criticized for poor mission

readiness for poor buying practices in connection with the Falcon jet

engines. Quantifying these costs is beyond the scope of this research.

This analysis will examine some of the costs associated with the lock of

a consistent, centrally provided training program.

By arranging training on an "as needed" basis (translation: ad

hoc) the Coast Guard is not getting the training at the lowest cost

available. The average tuition cost for a contractor provided, one

shot--five day course is about $15,000. Through the use of multi-year

contracts this cost has been decreased to around $10,000 per delivery on

a three year contract or a one-third savings. On a five year zontract.

one agency was able to get the cost per delivery down to about $5000!

Obviously the effects of a long term commitment of funds are dramatic.

Additionally, in each of these cases the courses have been tailored by

the contractor for the respective agency and can be scheduled well in
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advance. The costs to tailor courses range anywhere from approximately

S $2000 (per course) to modify an existing course to $10,000 to design a

course from the ground up.

The cost of a full time procurement training coordinator would be

dependent on the grade established for that position (recommend at least

a 13), however those costs can be partially offset by the

disestablishment of the fuli--time Office of Acquisition training officer

billet (those duties can be absorbed by the new position).

The costs for videotapes, floppy disks, printed training

materials, etc., can be reasonably forecast once a specific program is

settled on. Agency estimates range from $5,000 to $7,000 per year.

A comparison of the overall procurement training costs from some

of the best Federal Government procurement programs is an area for

further investigation. Some agencies reported spending around

$270,000/year for their procurement training (to train approximately 400

1102s), while other agencies are spending closer to $750K/year (to

training 650 1102s); however a baseline has not been established to

determine all that has been included in each of these budgets. That

information is more readily available once a continuing liaison is

established with the training coordinators from the other agencies. The

key point Is that a multi-year commitment and full time training

coordinator permit these agencies to get a lot more for the dollar. The

Coast Guard is getting a lot less training (quantity and Qualitv) ,ina

spending almost as much ($191K in FY87 to date).

2. Benefits

There ore a myriad of benefits that accrue to a viable

procurement career management program; many of which have already been
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presented in this thesis (lower turnover, lower PALT, etc.). As with the

discussion on costs, this analysis will concern Itself primarily with the %

benefits that con be expected from a better procurement training program

(although it must again be emphasized that all the elements of a

procurement career management system must be considered). RCP-881

describes the benefits expected:

Coast Guard procurement personnel will perform their Jobs more

efficiently and effectively resulting in less lead--time in the

procurement cycle due to Improper paperwork, excessive procurement

protests, and less time spent researching material they should already

know. The Coast Guard procurement program will be In conformance with

Executive Order 12352 (Federal Procurement Reform). [Ref. 53]

For FY88 $191,591 was budgeted for turnover alone (at an

estimated 25% annual turnover rate). If the annual turnover rate were

brought down to the Federal government average, over $115,000 (in funds

required to train due to turnover) could be expected to be saved.

Higher efficiency, lower prices paid for goods and services, A" I

decreased oversight attention and increased responsiveness are all

benefits that have been determined to result from a good procurement

training and education program. Again, it Is difficult to quantify many

of these benefits, however the research has uncovered several actual

examples that will lend great credibility to their existence. Consider

the following examples of actual improvements that have been attributed

directly to better procurement career management programs--specifically

good procurement training programs.

a. Losses Due to Mistakes

One congressional report indicated that as much as twenty

percent of an agency's procurement budget is lost to unnecessary
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mistakes. This alone could amount to $250 million dollars in the Coast

Guard!

b. Better Buying

In DOE lost fall a survey was taken of the procurement

training program. Only one question was asked: "Can you identify a

specific instance where something actually learned in the classroom by a

student resulted in a cost saving?" Numerous examples were cited,

however one case that was identified in particular was where an aspect of

the particular competition was changed on a procurement and $6 million

dollars were saved! "That just paid for our program for years!"

(Ref. 54].

c. Increased Throughput

At the VA, where similar improvements to the procurement

training program are in effect, upwards of a twenty percent increase in

contracting officer throughput has been directly attributable the the

training effort. This of course translates directly into better support

for the field as well. "You can make money--we already have made money"

(Ref. 46].

d. Decreased Congressional "Interest"

The Congressional Liaison Officer for the Navy reported to

the author an equally dramatic example of how he has seen procurement

training pay off. Apparently in the Navy a few years ago, the Naval

Facilities Command (NAVFAC) had an attitude that "we're different" ana

they weren't training their procurement people. Soon NAVFAC Headquarters

began making the contracting decisions because the people in the field

couldn't. When decisions where made it was the engineers and not the

contracting personnel. Then approximately two to three years ago NAVFAC
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embarked on a dedicated procurement training program. The number of

congressional inquiries has dropped from one a day to about one every two

or three weeks (you'll never get rid of them all). "This is directly

attributable to sending our people to MDACC (basic) and (adv), Contract

Low, Cost and Price Analysis, etc." [Ref. 55].

e. Improved Standing on Government Reports

Another demonstration of the benefits of a procurement

training program was shown to the author at a Government agency where

they have gone from about twenty-sixth on the GSA quarterly report of

projects on schedule and within cost, to about third or fourth (the

higher the better). This result has been attributed directly to their

training program, "we know we're working smarter" [Ref. 56].

f. Coast Guard Experience

Even in the Coast Guard we have evidence that quantifiable

benefits are to be had from a dedicated training effort. RCP-881 reports

that:
N'

An Acquisition Management Review (AMR) of a Coast Guard procurement

office conducted in Oct 84 reported: (1) all procurement personnel
were insufficiently trained in areas such as cost and price analysis,
negotiation techniques, etc., (2) improperly processed procurements,
(3) substandard management practices, and (4) many critical

discrepancies with the Federal Acquisition Regulations (FAR). As a
result of the review, two level III contracting officers' warrants were "p

revoked. Three trained G-FCP procurement personnel were required to be
temporarily assigned to the unit to conduct procurement actions while
the units' personnel were properly trained. A second AMR was conducted
at the same office after their personnel received training. This time
there were far less discrepancies with the FAR found. An AMR was also
conducted at a unit whose personnel nad * higher level of !raining.
The following was found: (1) procurements were processed correctly 3nd

in a timely manner, (2) only minor discrepancies with the FAR were A

found. [Ref. 53]

Unfortunately, now that that activity is somewhat out of the

limelight, they are not receiving the same priority of resources as when
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the "problem" existed; even though the head of the contracting activity

acknowledges there are still significant turnover problems, grade

structure Inadequacies, etc.

F. AREAS FOR FURTHER RESEARCH

The following items are noted for further investigation.

1. Investigate Other Agencies

Investigate and monitor the efforts of other agencies

particularly DOE, DOI and VA. Specific items to be pursued would include

the specialized Warrants Program in DOI and the CBI program at the VA.

2. Structure OJT

Monitor the US Army OJT studies mentioned earlier, for possible

application to the Coast Guard training effort. OJT is a type of

training that is too often done strictly on a trial--and--error basis.

As we have seen, this can be a very expensive way to train in the

procurement world.

3. Compare Coast Guard Survey Data With NCMA Survey Data

A comparison of the Coast Guard survey data with the NCMA survey

data (that is not yet available) would be worth following up on. Any

attempts to correlate the Coast Guard procurement workforce with the

Federal Government procurement workforce are worthwhile.

4. Analyze Why People Leave

An analysis of why oeople leave Coast Guard procurement wouid Je

instructive for our retention efforts. This would be an excellent thesis

topic for a Coast Guard NPS student.

en.
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5. Utilize Postgraduate School Students

Utilize NPS and other Coast Guard postgraduate students to do

research for the Coast Guard. This is a tremendous opportunity that is

simply being wasted.

6. Analyze The Purchasing Clerk Workforce

Much attention has been paid to the GS-1102 workforce throughout

much of the Federal Government procurement field. Little attention has

been paid to the GS-1105 (Purchasing Clerk) Series--this series is

responsible for 97.2% of the purchasing actions in the Federal Government

(which accounts for approximately 8.2% of the total dollars). Through

the course of this research, there was significant dissatisfaction

expressed over the adequacy of the Storekeeper School ciricuulum.

7. Buying vs. Non--buying Commands

Concern has also been expressed regarding the qualifications of

those commands which have limited buying authority, but are not

considered a contracting or purchasing office. Specifically, units with

an officer who is assigned the procurement duties as a collateral duty

(e.g. and Executive Officer on a Buoy Tender) and yet is not regularly

considered for procurement training, need further attention. The use of

the Small Purchases course arranged by G-FPM was an effort in this

direction.

G. SUMARY

As mentioned earlier, the time is now to seize the opportunity and

improve procurement career management in the Coast Guard the way we want

to. Not only have Congress and DOT opened the door, but the need has

heightened even more with the reorganization changes the Coast Guard has,
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is, and will be going through. The need will continue to get

greater... the opportunity will not--unless we begin to get the front page

encouragement everyone so dreads. To that I can only say "It wasn't

raining when Noah built the arc". Successful implementation will require

dedicated resources, without which we continue to give only lip service

and the results will inevitably mirror those in the Comptroller's report

to Congress in 1970.

Dr. Stone put it this way: "the minaset is changing, particularly

when we improve the quality and applicability of training so that it is a

positive experience". This same theme was reiterated bV General Smith:

"We must estaolish the mindset that procurement is a service organization

and not merely in existence to comply". The Commandant of the Coast

Guard has stated in nis 1987 "State of the Coast Guard" that "readiness

is something we'll emphasize"--training is a key element of readiness.

The future capability of this work force is being endangered by lack of
management attention. People are the most critical part of any
procurement process. We have good people throughout all levels of
procurement organizations today, but nowhere is it more apparent that
concerted management attention is needed than in the area of organizing
and planning for the procurement work force of the future.

[Ref. 4:p. 7] 

Without addressing procurement career management as a system we will

continue to engage in "pedicide" (the art of shooting oneself in the

foot). The costs are minimal compared to the wide range of benefits.

The mission doesn't go away, we as managers must therefore be more

=reatve in our joproacn io achieving :nat mission.

"When you reacn for the stars, you may not quite get one, but you

won't come up with a handful of mud either" [Ref. 57].
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APPENDIX A.

Appendix A contains the survey issued to the Coast Guard Contracting

Workforce as port of this research. The forced distribution responses

are presented in a histogram format using the commercial

software--"Microstat". The question that the data pertains to is

indicated after the variable number. For example, the responses from

question 35 are found under the results "Variable: 31 Q35".

Also included in this Appendix are the written responses to those

questions that required a written response. This data is presented ;n no

particular order and has not been edited except where the researcher felt

a response may hove targeted an individual (in which case the resoonse

would not be included at all) for identification.

The survey instrument went through several editions before its final

form. The survey was constructed using a commmercial

software--"Organizational Universal Survey System" (OUSS). The survey

was pretested at a small Coast Guard Contracting office, wherein final

minor changes (primarily dealing with clarification of instructions) were

made.

Some respondents did not answer every question, this will account for

some responses being indicated as outside specified class limits on the

graphical presentation of data.

Additional information concerning the conauct of this sur'Jev or Lne

results is avaialable from the researcher.
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US Deparment
of Transporta ion

United StAeCoWs t G u ar

L. C. VOSE
SMC 2771 NPS
MONTEREY. CA
93943

Dear Coast Guard Acquisition Profestional,

Enclosed is a questionnaire which is part of a comprehensive
effort to develop a training and education plan for Coast Guard
Acquisition Personnel.

This survey focuses on the career development of Contract Series
Personnel (GS-i02 & Military Contracting Officers).

A separate survey will address the needs of the Purchasing Series
(GS-Ui05 & comparable military) and Procurement Clerk/Assistant
Series (GS-Ui06 & comparable military)

Won't you please take a few minutes now to help? This short
• survey takes only about 15 minutes to complete.

Your answers are completely anonymous. Please DO NOT sign your
name. The results of this survey will be published in summary
f orm only.

Please return this questionnaire as soon as possible in the
enclosed envelope.

We need your frank answers to ensure the accuracy of this study,
you cannot be identified from any of the questions. We need to
know what you think are the key ingredients (needs, sources,
organizational issues...) to a viable procurement training plan.

Thank you for your cooperation. Questions concerning this
survey may be addressed to Mr. Lawrence VOSE (408) 384-5689.

L. C. VOSE
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COAST GUARD CONTRACT SERIES (GS - 1102) TRAINING SURVEY

Below are 81 questions. Please fill in the blanks or circle the
response on the scale for each item.

Response Scale: 1 - Strongly Agree
2 - Mildly Agree
3 - Neutral

4 - Mildly Disagree
5 - Strongly-Disagree

WE'LL START WITH A FEW QUESTIONS ON PROCUREMENT TRAINING...

To what extent do you agree that.....

1. Formal procurement training is necessary for 1 2 3 4 5
Contract Series personnel (GS-1102)to perform

ef ficiently.

2. The formal procurement training I have received 1 2 3 4 5
in the Coast Guard is sufficient to allow me to
perform efficiently.

3. The Contracting Series (GS-1102) Civil Service 1 2 3 4 5
Classification should be designated "professional"

4. The purchasing office I work in has a procurement 1 2 3 4 5
training plan? 40

5. If your office has a procurement training plan 1 2 3 4 5
is it kept current and updated as necessary?

6. I feel that my career development is suffering 1 2 3 4 5
due to inadequate procurement training?

7. The on-the-job training I receive is sufficient 1 2 3 4 5
to allow me to perform efficiently.

8. An entry-level criterion of business-related 1 2 3 4 5
college courses should be established for
contracting series personnel (GS-1102).

4 ~a V -adeq ua tte t Ir)e-,,- at ten d a r' ! 11 .: u r s es.

10. The travel & per diem funds are sufficient to 1 2 3 4 5
support necessary training.

11. I am well informed about training opportunities. 1 2 3 4 5

12. There are not enough quotas for the training 1 2 3 4 5
I need.
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13. Lack of supervisor approval prevents me from 1 2 3 4 5
getting the training I need.

14. A college degree should be a requirement for 1 2 3 4 5
the Contracting Series (GS-1102).

15. The frequency of formal classroom training 1 2 3 4 5
conducted at my activity is adequate.

16. I have completed all of the required courses for . - C 4 5
my present position.

17. 1 personally have the time necessary to 1 2 3 4 5
support a comprehensive training program.

18. A certification exam should be required for I2 C1 4 f_
Contracting Series personnel (3S-1102).

19. My purchasing offic:e regularly sends peo:,ple to 1 2 3 4 5
training opportunities.

20. What is the primary reason for not doing training? 1 2 3 4 5

1 - Is it due to lack of funding for training?
2 - Is it due to lack of time for training?

3 - Is it because the training is not relevant to the CG?
4 - Is it due to a lack of awareness of the training

opportunities available?
5 - Other (Please explain):

21. What level of experience do most of your training 1 2 3 4 5

opportunities presume?

1 - Basic/entry level
2 - Intermediate
3 - Advanced
4 - Unknown
5 - Not applicable

22. Who, is responsible for k,:-:,orip ishing pr -_:urere t 2 2 4 =
traiing i at jour :ffi-e-

1 - Your supervisor
2 - Each individual is responsible on his/her own.
3 - A designated training officer
4 -No one is specifically assigned.
5 - Other (please explain)
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23. How do you find out about training & education I 2 3 4 5
opportunities?

1 - My supervisor or Training Officer
2 - From friends or other office workers
3 - From trade publications
4 - I rarely find out about training except by chan,-e.
5 - Other (please explain):

24. In what area would you most like to receive formal training?
(circle only one).

1 FEDERAL CONTRACTING BASICS 5 WORKING WITH THE FAR
2 CONTRACT PRICING 6 CONSTRUCTICN CONTPACTING
3 SPARE PARTS PROCUREMENT 7 INCENTIVE CONTRACTING
4 MANAGING CONTRACT CHANGES 8 ADP CONTRACTING

9 COMPETITIVE PROPOSALS CONTRACTING
I0 COMMER'CIAL PRODUCTS .ONT.AC .NG
11 OTHER:

25. How should training courses be conducted and why? (cir,-le
only :ne)

1 LOCALLY PREPARED AND ADMINISTERED
2 THROUGH OTHER FEDERAL AGENCIES
3 IN CONJUNCTION WITH OTHER COAST GUARD COMMANDS
4 COMMERCIALLY PREPARED AND ADMINISTERED 9
5 NOT AT ALL.
6 OTHER:(please explain):

WHY?:

26. How do you keep up with changes to laws and regulations?
(circle only one)

1 THROUGH MY OWN EFFORTS
2 MY SUPERVISOR KEEPS US UP TO DATE
3 THROUGH AN INFORMAL OFFICE NETWORK
4 GENERALLY I FIND OUT WHEN I DO SOMETHING INCORRECT
5 OTHER (please explain):

27. 2. ase di s,&ate :below by rrar(::-.ng an X" ne> t m, -
';-m,-utrerri~flt ,:ur~e -,T n~str~ct, ~On ":L,-,t tav' taken. . ,.

have taken other please identify them in the "other" block).

Defense Small Purchases
Defense Contract Administration
Management of Defense Acquisition Contracts (Basic)
Defense Cost and Price Analysis
Advanced Contract Administration
Defense Contract Negotiation Workshop
Other (s): ...._-.
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28. Are there any performance problems that you can identify
that are a direct result of inadequate procurement training?

29. What is the most effective procurement training you have had
and why?

30. What is the least effective procurement training you have
had and why?

TURNING NOW TO THE ACQUISITION ENVIRONMENT .......

31. How is work distributed in your office? 1 2 3 4 5

1 BY COMMODITY
2 BY A GROUPING OF CUSTOMERS (I.E. DESIGNATED UNITS).
3 BY LEVEL OF DIFFICULTY
4 BY DOLLAR AMOUNT.
5 OTHER (please explain):

32. Jobs are rotated periodically within my purchas- 1 2 3 4 5
ing office to broaden contract specialist's
experience.

33. There is an overlapping of the tasks I am 1 2 3 4 5
required to perform with those of someone else
in a different classification (for example:
GS 1105's do the same job as GS 1102's?).

34. There a distinction between the jobs I do and 1 2 3 4 5
those done by someone of a higher or lower level?
(same series but different level).

35. Our organization has instituted a "career bridging" 1 2 3 4 5
program :errmitting progression frc, o the !3S-1:;5
tc the- 3!S-, . 12 series.

36. When you go on leave, are sick or otherwise gone 1 2 3 4 5
for not more than a week, what is done with your
work?

1 NOTHING, IT SITS UNTIL MY RETURN
2 MY SUPERVISOR GIVES IT TO ANOTHER OFFICE WORKER3 1 ARRANGE WITH ANOTHER OFFICE WORKER TO DO IT.

4 MY SUPERVISOR DOES IT

5 OTHER (please explain):
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37. Using the same scale above, what if you are 1 2 3 4 5
gone for two weeks?

38. Again using the same scale, what if you are gone 1 2 3 4 5
for three weeks?

39. The contracting regulations and policies I work 1 2 3 4 5
under allow me to exercise sound business judgerent.

40. The laws, regulations, and policies written to 1 2 3 4 5
guide Government procurement personnel are
positive contributions to obtaining fairly and
reasonably priced products and services?

41. 1 spend most cif mrly time carrying out weli 1 2 2 4 5
defined tasks rather than "making decisions".

42. I can usually find an acceptable answer to my 1 2 3 4 5
procurement questions -n a contracting
regulation cr SOP.

43. I frequently must choose an "expedient" course 1 2 3 4 5
of action rather than take the tirre to search for
the "best" solution to a procurement request.

44. In general, I feel that I am able, under the 1 2 3 4 5
guidelines given to me, to obtain fair and
reasonably priced goods and services of
satisfactory quality.

45. If I cannot find a specific answer to my 1 2 3 4 5
procurement question I do things because "that's
the way we always have".

46. I use a computer to help me carry out my 1 2 3 4 5
procurement functions.

47. There is a well maintained purchasing library at 1 2 3 4 5

my office.

48. My office subscribes to professional journals. 1 2 3 4 5

49. My office has a local handbc, o or deskguide to 1 2 24 5
ass:. St .n he Pur,: ias ! g .unct : ,:n.

50. If you have a deskguide, is it up to date? 1 2 3 4 5

51. A deskguide be helpful and worth developing. 1 2 3 4 5

52. There is a direct link between organizational 1 2 3 4 5
rewards and activities that are important to the
acquisition process.

53. I am more qualified than my industry counterparts. 1 2 3 4 5 "
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54. The performance goals of my job are clear to re. : 2 2 4 5

, 55. My supervisor is a credible source for information 1 2 2 4 5

and guidance.

56. My supervisor has sufficient time to provide the 1 2 3 4 5
appropriate levels of supervision.

57. The guidance received from my supervisor conflicts 1 2 3 4 5
with that received from the rules and regulations.

58. Please rank order the importance of the selected
organizational rewards (frorm, highest to lowest)

Iq

Promotions
_..Pay Increases

Ability to Work Independently
Good Working Conditions
Training Opportunities
-ormal Rec ogn it i on
Cash Awards
Verbal Recognition
"Choi,:e" Job Assignments

59. Please rank order the importance of the selected
motivating factors (from highest to lowest)

Pay and Benefits
Challenge of the Job
Service to My Country
Getting the "Best" for the U.S.

_ Interaction With Interesting People
Training Opportunities
Good Relations With Coworkers
Prestige

i Opportunity to be Creative

60. The space and equipment provided are adequate 1 2 3 4 5
for me to do my job efficiently.

61. The computer resources available are adequate 1 2 3 4 5
for me to do my job efficiently.

SZ . -h e Ural sup_-rt available -s -Adeqtae 2 2 --

fc, r r t : do,", ' ry b, - f i I
"

63. What is the primary organizational goal of your 1 2 3 4 5
purchasing office?

1 TO REDUCE PALT
2 TO INCREASE THE % OF CONTRACTS COMPETED
3 TO INCREASE THE TOTAL NUMBER OF CONTRACTS PROCESSED
4 ACHIEVEMENT OF SOCIOECONOMIC GOALS

5 OTHER: (please explain)
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64. The goals of my purchasing office are reflected 1 2 3 4 5
in writing in a policy statement.

65. Are the goals and objectives of your office 2 3 4 5
reflected in the criteria you are evaluated on?

FINALLY, WE WOULD LIKE TO KNOW A FEW FACTS ABOUT YOUR BACKGROUND
FOR STATISTICAL PURPOSES (FOR EXAMPLE - TO MAKE COMPARISONS
WITH YOUR COUNTERPARTS IN THE DEPARTMENT OF DEFENSE). AGAIN,
THIS SURVEY IS CONFIDENTIAL AND' COMPLETELY ANONYMOUS; IF FOR
ANY REASON YOU DO NOT DESIRE TO ANSWER A QUESTION, FRLEASE 3k :'
IT AND KEEP GOING.

66. What is the highest level of education you completed?
(circle one)

1 HIGH SCHOOL 3 SOME COLLEGE (l-3 YRS)
2 VOCATIONALSTc 4 SCHOOL 4 COLLEGE GRADUATE

5 SOME POST-GRADUA7E OR PROFESSIONAL COURSEWOR.K
6 POST-GRADUATE OR PROFESSIONAL DEGREE

67. What was your major field/area of study for your hignest
level of education? (ANSWER EVEN IF YOU DID NOT RECEIVE THE
DEGREE OR COMPLETE THE PROGRAM) (circle one)

1 BUSINESS 4 ENGINEERING
2 LAW 5 PUBLIC ADMINISTRATION
3 LIBERAL ARTS 6 OTHER:

68. Please indicate whether you have been designated as one or
more of the following: (circle one)

1 CERTIFIED PROFESSIONAL CONTRACTS MANAGER
2 CERTIFIED ASSOCIATE CONTRACTS MANAGER
3 CERTIFIED PURCHASING MANAGER
4 OTHER:

5 NOT CERTIFIED

69. Which of the following best describes the type of pro,:ure-
rferits jith whi- h you are . v:, ved " ' ir e only =n,e '

1 SUPPLY "ON 7A l 1 2 SEESEA'.H %ND E'',:2flM E T
3 SERVICES 4 SYSTEMS ACQUISITIONS
5 CONSTRUCTION 6 OTHER:

70. With what size procurements do you work with most frequently?

1 UNDER $1,000 2 $1,000 - $10,000
3 $10,000 - $25,000 4 $25,000 - $100,000
5 $100,000 - $1 MILLION 6 $1 MILLION - $25 MILLION

.
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71. Are you a warranted Contracting Officer? (if yes, please
circle the level of your warrant) (circle one).

1 NO, I AM NOT WARRANTED
2 YES, I AM WARRANTED UP TO $10,000
3 YES, I AM WARRANTED UP TO $25,0'0
4 YES, I AM WARRANTED UP TO $100,000
5 YES, I HAVE AN UNLIMITED WARRANT.

72. How long have you been at your present job?

1 LESS THAN ONE YEAR 2 1 - 3 YEARS
3 4 - 6 YEARS 4 7 - 10 YEARS
5 11 -15 YEARS 6 16 YEARS AND OVER

73. What is your present age?

57 AND UNDER 2Z - 30o JEAPS CLD
3 30 - 35 YEARS OLD 4 35 - 40 YEARS OLD
5 40 - 45 YEARS OLD 6 45 - 50 YEARS OLD
7 50 - 55 YEARS OLD 8 OVER 55 YEARS OLD

74. What is your sex?

1 FEMALE 2 MALE

75. What is your job classification?

1 GS - 1102 2 GS - 1105
3 GS - 1106 4 OTHER: '_

76. What is your grade or pay level?

1 GS 5/7 2 01/02
3 GS 9/12 4 03/04
5 GS 13/15 6 05 AND ABOVE

77. What is your job description?2

1 CONTRACT SPECIALIST 2 CONTRACT NEGOTIATOR
3 CONTPACT ADMIN1ST'ATCPj1 i PROCUREMENT ANL YST -

,-:'c,. 1 ?E NAL, 'ST

78. How many years of procurement experience do you have?

1 LESS THAN ONE YEAR 2 1 - 3 YEARS
3 4 - 6 YEARS 4 7 - 10 YEARS
5 11 - 15 YEARS 6 16 YEARS AND OVER
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79. With what organization/sector is the bulk of your pr,:,curement
experience? (circle only one)

1 MOST OF MY EXPERIENCE IS WITH THE COAST GUARD
2 MOST OF MY EXPERIENCE IS WITH ANOTHER FEDERAL AGENCY
3 MOST OF MY EXPERIENCE IS WITH THE COMMERCIAL SECTOR
4 OTHER (please explain):

80. What was most influential in your decision to take your
present job?

1 THE LOCATION 2 MY FRIENDS
3 THE PROMOTI3N OPPORTUNITIES 4 THE PAY

5 I ENJOY WORKING FOR THE COAST GUARD
6 OTHER (please explain):

21. ,xwhat t&nt are yo:u satisfied with your present jo T

1 VERY SATISFIED 2 SATISFIED
3 NEUTRAL 4 DISSATISFIED

5 VERY DISSATISFIED

WHY?:

THANK YOU FOR YOUR TIME IN ANSWERING THIS SURVEY. WE ARE de.

INTERESTED IN ANY COMMENTS YOU WOULD LIKE TO MAKE ABOUT THE
TRAINING AND EDUCATION FOR COAST GUARD ACQUISITION PERSONNEL,
ALL RESPONSES ARE CONFIDENTIAL.
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 1. 01

.... CUMULATIVE...
===== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 80 95.24 80 95.24
2.00 4 4.76 84 100.00
3.00 0 .00 84 100.00
4.00 0 .00 84 100.00
5.00 0 .00 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE =-=== -FREQUENCY .............................
1.00 80
2.00 4 =
3.00 0
4.00 0
5.00 0

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 2. Q2

.... CUMULATIVE...
-==== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 25 30.86 25 30.86
2.00 34 41.98 59 72.84
3.00 9 11.11 68 83.95
4.00 5 6.17 73 90.12
5.00 8 9.88 81 100.00

TOTAL 81 100.00

8 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 25
2.00 34
3.00 9 j==.....
4.00 5
5.00 8
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- FREQUENCY DISTRIBUTIONS ------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA

NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 3. 03

.... CUMULATIVE...
===-= VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 62 77.50 62 77.50
2.00 8 10.00 70 87.50
3.00 9 11.25 79 98.75
4.00 0 .00 79 98.75
5.00 1 1.5 80 100.;0o

TOTAL 60 100.00

9 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE . . REQUENCY .............................

1.00 62
2.04) J3"
3.00
4.00 0
5.00 :%

_A. ,2

---------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 4. Q4

.... CUMULATIVE...
VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT
1.00 39 46.99 39 46.99
2.00 9 10.84 48 57.83
3.00 6 7.23 54 65.06
4.00 a 9.64 62 74.70
5.00 21 25.30 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPEC:FIED !LASS -:MITS

VALUE FREQUENCY .............................
1.00 39 = ========
2.00 9

3.00 6

4.00 8

5.00 21 : .. .. .. . . .
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- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 5. Q5

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 29 36.71 29 36.71

2.00 7 8.86 36 45.57

3.00 10 12.66 46 58.23
4.00 9 11.39 55 69.62
5.00 24 30.38 79 100.00

TOTAL 79 100.00

10 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE ===== FREQUENCY .............................

1.00 29 = .
2.00 7 I=====-
3.00 10

4.00 9 =

5.00 24 :====== -=-= -------------..

-------------------- FREQUENCY DISTRIBUTIONS-----------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 6. Q6

.... CUMULATIVE...
=-=== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 9 10.71 9 10.71
2.00 15 17.86 24 28.57
3.00 9 10.71 33 39.29
4.00 7 8.33 40 47.62

5.00 44 52.38 84 100.00
TOTAL 84 100.00

5 CASES WERE OUTSIDE 9PECIFIED CLASS LIrMITS

-==== VALUE FREQUENCY .............................
1.00 9 ==. ..

2.00 15 -
3.00 9 =-. ..

4.00 7
5.00 44
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-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 7. Q7

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT
1.00 16 19.28 16 19.28
2.00 26 31.33 42 50.60
3.00 17 20.48 59 71.08
4.00 11 13.25 70 84.34
5.00 13 15.66 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY..............................

1.00 :6 ; =- .....- =====
2.00 26 :--------....-=-..=------
3.00 17 ------------------- .
4.00 11

5.00 13 - ==========- ===

- FREQUENCY DISTRIBUTIONS "-------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 8. Q8

.... CUMULATIVE...
===== VALUE ..... FREQUENCY PERCENT FREQUENCY PERCENT

1.00 33 39.76 33 39.76
2.00 18 21.69 51 61.45
3.00 9 10.84 60 72.29
4.00 11 13.25 71 85.54
5.00 12 14.46 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

-VALUE FREQUENCY ................................................

1.00 33

2.O0 18
3.00 9 j

4.00 11 -

5.00 12
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--------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASESs 50 NUMBER OF VARIABLES: 75

VARIABLE: 8. Q4

Q8. Female

.... CUMULATIVE...
=m VALUE --- mm FREQUENCY PERCENT FREQUENCY PERCENT

1.00 Is 36.36 16 36.362.00 8 18.18 24 54.55
3.00 7 15.91 31 70.45

4.00 4 9.09 35 79.55
5.00 9 20.45 44 100.00

TOTAL 44 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

= VALUE ==wn= FREQUENCY .............................
1.00 16 :
2.00 8 =
3.00 7 :
4.00 4 =====
5.00 9 1 -=====

--------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 39 NUMBER OF VARIABLES: 75

VARIABLE: 8. Q8

8Q. Male

.... CUMULATIVE...
= VALUE ==inm FREQUENCY PERCENT FREQUENCY PERCENT

1.00 17 43.59 17 43.59
2.00 10 25.64 27 69.23
3.00 2 5.13 29 74.36
4.00 7 17.95 36 92.31
5.00 3 7.69 39 100.00

TOTAL 39 100.00

=====- VALUE ==== FREQUENCY .............................
I.0o 17
2.00 10 = ==
3.00 2 1===
4.00 7
5.00 3 I===
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FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 72 NUMBER OF VARIABLES: 75

VARIABLE: 8. G8

Q8. Civilian

.... CUMULAT t VE...
m VALUE mmmmm FREQUENCY PERCENT FREUENCY PERCENT

1.00 25 37.88 25 37.88
2.0 14 21.21 39 59.09
3.00 8 12.12 47 71.21
4.00 8 12.12 55 83.33
5.00 11 16.67 66 100.00

TOTAL 66 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

--- VALUE ---- a FREQUENCY .............................
1. 00 25
2.00 14 ' in--------

3. 00 8 
4.00 

5. 00 11

------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 75

VARIABLE: 8. 08

08. Military

.... CUMATIVE...
-- a-- VALUE a--- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 e 47.06 a 47.06
2.00 4 23.53 12 70.59
3.00 1 5.88 13 76.47
4.00 3 17.65 16 94.12
5.00 1 5.88 17 100.00

TOTAL 17 100.00

VALUE --== ,'PEQUENCY .............................
1.0 0 8 1
2.00 4 -
3.00 1 ;
4.00 3 1 "''"=''''
5.00 1 am--
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-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 47 NUMBER OF VARIABLES: 75

VARIABLE: 8. 08

98. Civilian - Female

.... CUMULATIVE...
rn-n- VALUE ==mum FREQUENCY PERCENT FREQUENCY PERCENT

1.00 15 36.59 15 36.59
2.00 8 19.51 23 56.10
3.00 7 17.07 30 73.17
4.00 3 7.32 33 80.49
5.00 8 19.51 41 100.00

TOTAL 41 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

:inin VALUE -ainm FREQUENCY .............................

1.00 15
2.00 8 :1 =: = === : :
3.00 7
4.00 3 ===
5.00 e :=:::=:=::::--=

-FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 25 NUMBER OF VARIABLES: 75

VARIABLE: 8. 99

:8. Civilian - Male

.... CUMULATIVE...
un--- VALUE -=mu- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 10 40.00 10 40.00
2.00 6 24.00 16 64.00
3.00 1 4.00 17 68.00
4.00 5 20.00 22 88.00
5.00 3 12.00 25 100.00

TOTAL 25 100.00

===-= VALUE = FREQUENCY .............................
1.00 10 :: : : : : : : : : : : : : :
2 .00 10 2 ==r===-m========rn===
2.*00 62
3.00 1 :m-
4.00 5
5.00 3 I- ==
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------- -FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 9. Q9

.... CUMULATIVE...
-m= VALUE = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 27 32.14 27 32.14
2.00 16 19.05 43 51.19
3.00 15 17.86 58 69.05
4.00 12 14.29 70 83.33
5.00 14 16.67 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

===== VALUE = FREQUENCY .............................
1.00 27

2.00 16 =

3.00 15
4.00 12
5.00 14

- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 10. QIO

.... CUMULATIVE...
===== VALUE u==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 27 32.53 27 32.53
2.00 15 18.07 42 50.60
3.00 15 18.07 57 68.67
4.00 6 7.23 63 75.90
5.00 20 24.10 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

=== VALUE ==== FREQUENCY .............................
1.00 27I-----------------------------------
2.00 L5 =..

3.00 15 .
4.00 6 j======
5.00 20 :===.. = . .= =
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-- - FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: i1. G11

.... CUMULATIVE...
=-r-r VALUE ==a= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 27 32.53 27 32.53
2.00 19 22.89 46 55.42
3.00 11 13.25 57 68.67
4.00 16 19.28 73 87.95
5.00 10 12.05 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

==== VALUE ==== FREQUENCY ............................. A

1.00 27
2. 00 19
3.00 11
4.00 16
5.00 10

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 12. 012

.... CUMULATIVE...
a-- VALUE = == FREQUENCY PERCENT FREQUENCY PERCENT

1.00 24 29.27 24 29.27
2.00 9 10.98 33 40.24
3.00 19 23.17 52 63.41
4.00 11 13.41 63 76.83
5.00 19 23.17 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

-=-== VALUE ===== FREQUENCY .............................
1.00 24 =
2.00 9 = =

3.00 19 r=-------- = ==--=-=
4.00 11
5.00 19
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- FREQUENCY DISTRIBUTIONS - -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 13. Q13 I
.... CUMULATIVE...

== VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT
1.00 12 14.29 12 14.29
2.00 5 5.95 17 20.24
3.00 8 9.52 25 29.76
4.00 8 9.52 33 39.29
5.00 51 60.71 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE = FREQUENCY .............................
1.00 12 ' --

2.00 5 ==
3.00 .
4.00 8 ====
5.00 51 ================== == ===

-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 14. Q14

.... CUMULATIVE...
= VALUE = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 11 13.10 11 13.10
2.00 10 11.90 21 25.00
3.00 15 17.86 36 42.86
4.00 11 13.10 47 55.95
5.00 37 44.05 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

== = VALUE == FREQUENCY .............................
1.00 11 ===
2.00 10 :====m==
3.00 15
4.00 11
5.00 37 ==============
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------------------ FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 50 NUMBER OF VARIABLES: 75

VARIABLE: 14. 014

014. Female

.... CUMULATIVE...
wnmm VALUE am-m FREQUENCY PERCENT FREQUENCY PERCENT

1.00 6 13.33 6 13.33
2.00 2 4.44 8 17.78
3.00 10 22.22 18 40.00
4.00 4 8.9 22 48.9
5.00 23 51.11 45 100.00

TOTAL 45 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

i-=n VALUE =mm== FREQUENCY .............................
1.00 6 I======
2.00 2 .=
3.00 10 I=======
4.00 4 ;=====
5.00 23 1

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 39 NUMBER OF VARIABLES: 75

VARIABLE: 14. 014

014. Male

.... CUMULATIVE...
VALUE ---- i FREQUENCY PERCENT FREQUENCY PERCENT
1.00 5 12.82 5 12.82
2.00 8 20.51 13 33.33
3.00 5 12.82 18 46.15
4.00 7 17.95 25 64.10
5.00 14 35.90 39 100.00

TOTAL 39 100.00

m VALUE === FREQUENCY .............................
1.00 5 :n==n- m=
2.00 8
3.00 5 :-...=-===
4.00 7
5.00 14 w=
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- ----------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 72 NUMBER OF VARIABLES: 75

VARIABLE: 14. Q14

Q14. Civilian

.... CUMULATIVE...
um-um VALUE mammm FREQUENCY PERCENT FREQUENCY PERCENT

1.00 9 13.43 9 13.43
2.00 8 11.94 17 25.37
3.00 10 14.93 27 40.30
4.00 9 13.43 36 53.73
5.00 31 46.27 67 100.00

TOTAL 67 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE ==== FREQUENCY .............................
1.00 9 :======
2.00 8 I=-=-===

3.00 10 I----=====-
4.00 9 =-=====-w
5.00 31 :

-------------------- FREQUENCY DISTRIBUTIONS -------------------- .'..

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 75

VARIABLE: 14. Q14

Q14. Military

.... CUMULATIVE...
inmmm VALUE me=r FREQUENCY PERCENT FREQUENCY PERCENT

1.00 2 11.76 2 11.76
2.00 2 11.76 4 23.53
3.00 5 29.41 9 52.94
4.00 2 11.76 11 64.71
5.00 6 35.29 17 100.00

TOTAL 17 100.00

---- = VALUE ===-- FREQUENCY .............................
1.00 2 1- --
2.00 2 - ==
3.00 5
4.00 2 =
5.00 6 : ::
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-------------------- FREQUENCY DISTRIBUTIONS--------------------

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 47 NUMBER OF VARIABLES: 75

VARIABLE: 14. 014

Q14. Civilian - Female

... CUMULATIVE...
-- r-r VALUE a-n- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 6 14.29 6 14.29
2.00 2 4.76 8 19.05
3.00 10 23.81 18 42.86
4.00 3 7.14 21 50.00
5.00 21 50.00 42 100.00

TOTAL 42 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

-rn-r VALUE === FREQUENCY .............................
1. 0 6 :
2.00 2 ==

3.00 10
4.00 3 10-
5.00 21 I mrnrnrnrnininrnininminin

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 25 NUMBER OF VARIABLES: 7i

VARIABLE: 14. 014

014. Civilian - Male

.... CUMULATIVE...

=== VALUE === FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3 12.00 3 12.00
2.00 6 24.00 9 36.00
3.00 0 .00 9 36.00
4.00 6 24.00 15 60.00
5.00 10 40.00 25 100.00

TOTAL 25 100.00

===== VALUE == FREQUENCY .............................
1.00 3 1 ....
2.00 6 I===r 00.3 .

3.00 O
4.00 6 I==== --== -=

5.00 10 1========
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- FREQUENCY DISTRIBUTIONS - - -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA

NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 15. 015

.... CUMULATIVE...
=mm= VALUE am=== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 10 12.05 10 12.05
2.00 11 13.25 21 25.30
3.00 18 21.69 39 46.99

4.00 9 10.84 48 57.83
5.00 35 42.17 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

~=== VALUE = FREQUENCY .............................

1.00 10 j========

2.00 I1 ======

3.00 18 ===== -

4.00 9 := -===

5.00 35

--------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 16. Q16

.... CUMULATIVE...

= VALUE nmmo= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 32 38.10 32 38.10
2.00 9 10.71 41 48.81
3.00 5 5.95 46 54.76
4.00 8 9.52 54 64.29

5.00 30 35.71 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

== VALUE -==== FREQUENCY ..............................

1.00 32
2.00 9
3.00 5 :===

4.00 8 

5.00 30 :-::--:::----:-:-:--:-::::-:--
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------ FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THES'IS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 17. 017

.... CUMULATIVE...
VALUE === FREQUENCY PERCENT FREQUENCY PERCENT
1.00 23 27.71 23 27.71
2.00 15 18.07 38 45.78
3.00 9 10.84 47 56.63
4.00 17 20.48 64 77.11
5.00 19 22.89 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 23
2.00 15 .
3.00 9

4.00 17 ========-----
5.00 19

®------FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 18. 018

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT
1.00 23 27.71 23 27.71
2.00 14 16.87 37 44.58
3.00 14 16.87 51 61.45
4.00 10 12.05 61 73.49
5.00 22 26.51 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

--== VALUE ==== FREQUENCY .............................
1.00 23 :
2.00 14 :==

3.00 14 -
4.00 10

5.00 22 : -........---------
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------- FREQUENCY DISTRIBUTIONS -------------------- .

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 19. Q19

.... CUMULATIVE...
--- mm VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 42 50.60 42 50.60
2.00 24 28.92 66 79.52
3.00 4 4.82 70 84.34
4.00 7 8.43 77 92.77
5.00 6 7.23 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 42 =
2.00 24 ===-===- ==
3.00 4 ==
4.00 7 '
5.00 6 ==

--- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 20. Q20

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT
1.00 13 15.66 13 15.66
2.00 34 40.96 47 56.63
3.00 2 2.41 49 59.04
4.00 14 16.87 63 75.90
5.00 20 24.10 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 13 ON.....
2.00 34 = = =
3.00 2
4.00 14 =
5.00 20 ====
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---------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 21. Q21

.... CUMULATIVE...
rn-n- VALUE ==mm FREQUENCY PERCENT FREQUENCY PERCENT

1.00 20 23.26 20 23.26
2.00 43 50.00 63 73.26
3.00 15 17.44 78 90.70
4.00 5 5.81 83 96.51
5.00 3 3.49 86 100.00

TOTAL 86 100.00

3 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

==-== VALUE ==== FREQUENCY .............................

1.00 20 =
2.00 43
3.00 15
4.00 5
5.00 3

FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 22. 022

.... CUMULATIVE...
..... VALUE --... FREQUENCY PERCENT FREQUENCY PERCENT

1.00 26 29.55 26 29.55
2.00 19 21.59 45 51.14
3.00 26 29.55 71 80.68
4.00 13 14.77 84 95.45
5.00 4 4.55 88 100.00

TOTAL 88 100.00

I CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

-=== VALUE = FREQUENCY .............................
1.00 26:
2.00 19 : ..
3.00 26 : ---
4.00 13 :==== = = =
5.00 4 :=...
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- FREQUENCY DISTRIBUTIONS --

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 23. Q23

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 40 44.94 40 44.94
2.00 6 6.74 46 51.69
3.00 22 24.72 68 76.40
4.00 11 12.36 79 88.76
5.o0 10 11.24 89 100.00

TOTAL 89 100.0

VALUE ..... FREQUENCY .............................
1.00 40 ===== = =
"2 . (_j() 6 ': . .. '

1. 0 1 .- - - -

5. 0 I ' .

----------------------FREQUENCY DISTRIBUTIONS---------------------

-4EADEP OA7A OR: B:7HESIS LABEL: SURVEY DATA
NUMBEP OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 24. Q24

.... CUMULATIVE...
VALUE FREQUENCY PERCENT FREQUENCY PERCENT
1.00 5 5.81 5 5.81
2.00 13 15.12 18 20.93

3.00 8 9.30 26 30.23
4.00 7 8.14 33 38.37
5.00 10 11.63 43 50.00
6.00 8 9.30 51 59.30
7.00 2 2.33 53 61.63
8.00 3 3.49 56 65.12
9.00 14 16.28 70 81.40

10.00 0 .00 70 81.40
11.00 16 18.60 86 100.00

TOTAL 86 100.00

3 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

= ALUE ==R== ' EQUENCY .............................

.;. ('}0 1 3 ---=== -=-------- ---- =-----= -----

3.00 8 =======
4.00 7
5.00 10 =

6.00 8 = =
7.00 2 =
8.00 3 =====
9.00 14 ====-------------=====

10.00 0
11.00 16---------------------------------.7

.. . . .



-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 25. Q25

.... CUMULATIVE...
-==== VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 7 8.54 7 8.54
2.00 18 21.95 25 30.49
3.00 23 28.05 48 58.54
4.00 19 23.17 67 81.71
5.00 1 1.22 68 82.93
6.00 14 17.07 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE === FREQUENCY .............................
1.00 7 =
2.00 18 =

3.00 23
4.00 19 :== == =

5.00 1 ;=
6.00 14 = ====== ....

--- --------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 26. Q26

.... CUMULATIVE...
== VALUE m=== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 33 40.24 33 40.24
2.00 18 21.95 51 62.20
3.00 17 20.73 68 82.93
4.00 4 4.88 72 87.80
5.00 10 12.20 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED '--LASS LIMITS

• = VALUE = FREQUENCY .............................

1.00 33

2.00 18 =
3.00 17 =
4.00 4
5.00 10 =
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--- FREQUENCY DISTRIBUTIONS --------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 27. 031

.... CUMULATIVE...

mum= VALUE = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 6 6.74 6 6.74

2.00 16 17.98 22 24.72
3.00 24 26.97 46 51.69
4.00 13 14.61 53 66.29
5.00 30 33.71 89 100.00

TOTAL 89 100.00

VALUE =- REQUENCY . ............................
2.0 6

2 .0 0 1 6 = ==

3.00 24
4.00 13 =
5.0 30 :::::::::: -------------- :-----

-------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 28. 032

.... CUMULATIVE...
=:== VALUE ==-== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 18 21.95 18 21.95
2.00 6 7.32 24 29.27
3.00 10 12.20 34 41.46
4.00 4 4.88 38 46.34
5.00 44 53.66 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

=== VALUE = FREQUENCY .............................
1.00 18 -

2.00 6 . om
3.00 10 =
4.00 4 =
5.00 44 :
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-- - FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 29. 033

.... CUMULATIVE...
VALUE =-=== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 6 7.50 6 7.50
2.00 a 10.00 14 17.50
3.00 12 15.00 26 32.50
4.00 6 7.50 32 40.00
5.00 48 60.00 80 100.00

TOTAL 80 100.00

.9 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

===== VALUE FREQUENCY .............................
I.00 6 ===
2. 0 8 ====

3.00 1: ----

4.00 6
5.00 48

--------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 30. Q34

.... CUMULATIVE...
VALUE -==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 29 34.94 29 34.94
2.00 13 15.66 42 50.60
3.00 8 9.64 50 60.24
4.00 14 16.87 64 77.11
5.00 19 22.89 83 100.00

TOTAL 83 tOf.o0

.ASES WEPE JUTSIDE SPECIFIED CLASS LIMITS

VALUE ===== FREQUENCY .............................

1.00 29 -==------------..

2.00 13
3.00 8 ========
4.00 14 I=== == =
5.00 19 1=-=== -= ----
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- FREQUENCY DISTRIBUTIONS --

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 31. 035

.... CUMULATIVE...
VALUE = FREQUENCY PERCENT FREQUENCY PERCENT
1.00 10 12.82 10 12.82
2.00 iI 14.10 21 26.92
3.00 13 16.67 34 43.59
4.00 4 5.13 38 48.72
5.00 40 51.28 78 100.00

TOTAL 78 100.00

11 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 10 =
2. 00 i :=::-:::

3.00) 13 =. ...

4.00 4 :=
5.00 40 :::::::: -: --::: -::: ---------

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 32. 036

.... CUMULATIVE...

~==== VALUE FREQUENCY PERCENT FREQUENCY PERCENT
1.00 35 41.18 35 41.18
2.00 18 21.18 53 62.35
3.00 10 11.76 63 74.12
4.00 6 7.06 69 81.18
5.00 16 18.82 85 100.00

TOTAL ;35 0u. uO

4; CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

~=== VALUE === FREQUENCY .............................
1.00 35 ::

2.00 18 l:= ===::=:

3.00 10 i=======

4.00 6 ====
5.00 16
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---------------- FREQUENCY DISTRIBUTIONS----------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 33. 037

.... CUMULATIVE...
==~VALUE == FREQUENCY PERCENT FREQUENCY PERCENT

1.00 26 29-5 5 26 29.55
2.00 24 27.27 50 56.82
3.00 13 14.77 63 71.59
4.00 8 9.09 71 80.68
5.00 17 19.32 88 100.00

TOTAL 68 100.00

1 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE == FREQUENCY................................
1 .00 26

3. 00 13 ==== -

4. 00 8 =~

5.00 17 ==~=

------------- FREQUENCY DISTRIBUTIONS----------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 34. 038

... CUMULATIVE...
s= VALUE m~= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 20 23.26 20 23.26
2.00 28 32.56 46 55.81
3.00 11 12.79 59 68.60
4.00) 10 11.63 69 80.23
5.00 17 19.77 86 10.00 ~

TOTAL S16 100.00

3 CASES WEPE OUTSIDE SPECIFIED C:LASS LIMITS

~=~VALUE=== FREQUENCY................................
1.00 20
2.00 268==------------------------'
3. 00 1 1
4.00 10 =====
5.00 17
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--- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 35. Q39

.... CUMULATIVE...
===== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 34 40.48 34 40.48
2. 00 24 28.57 58 69.o5
3.00 7 8.33 65 77.38
4.00 12 14.29 77 91.67
5.00 7 8.33 84 100.00

TOTAL 84 10.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

-....VALUE == FREQUENCY .............................

1.00 34 ====== =====-- ...... ===
2.00 24 ====== ---=== ------
3.00 7 I====
4.00 12 ======
5.00 7 =

-------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 36. Q40

.... CUMULATIVE...
===== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 22 26.19 22 26.19
2.00 27 32.14 49 58.33
3.00 13 15.48 62 73.81
4.00 15 17.86 77 91.67
5.00 7 8.33 84 100.00

TOTAL 84 100.00

5 1C:ASES WERE OUTSIDE SPECIFIED uLASS LIMITS

===== VALUE ====- FREQUENCY .............................
1.00 22
2.00 27 :===== ====== --------------
3.00 13
4.00 15
5.00 7 ======
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 37. Q41

.... CUMULATIVE...
m- VALUE 2222: FREQUENCY PERCENT FREQUENCY PERCENT

1.00 10 12.05 10 12.05
2. 13 15.66 23 27.71
3.00 10 12.05 33 39.76
4.00 19 22.89 52 62.65
5.00 31 37.35 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE == FREQUENCY .............................
1.00 10 = =
2.00 13
3.0o 10 = =
4.0) 19

5.00 31 ==2=======-

---------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 9 NUMBER OF VARIABLES: 75

VARIABLE: 38. Q42

.... CUMULATIVE...
= VALUE -::-= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 25 29.76 25 29.76
2.00 34 40.48 59 70,24
3.00 9 10.71 68 80.95
4.00 10 11.90 78 92.86
5.00 6 7.14 84 100.00

TOTAL 84 100.00

3 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE ==:== FREQUENCY .............................
1.00 25
2.00 34 =:uin2:inin:inin:::=:: ... ====
3.00 9 i=:22==

4.00 10
5.00 6 1::i22
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------------- FREQUENCY DISTRIBUTIONS -----------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 39. 043

...CUMULATIVE...
SVALUE ==m FREQUENCY PERCENT FREQUENCY PERCENT

1.00 183 21.69 1s 21.69
2.00 25 30.12 43 51.81
3.00 11 13.25 54 65.06
4.00 12 14.46 66 79.52
5.00 17 20.46 83 100.00

TOTAL 83 100.00

6 --ASES WERE OUTSIDE SPECIFIED CLASS LIMITS

=~=VALUE == FREQUENCY................................
1.00 18

2.o 0011

4. 00 12
5.00 17

------------ FREQUENCY DISTRIBUTIONS----------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 40. 044

.... CUMULATIVE...
=mm VALUE mnum~ FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3e 48.10 38 48.10
2.00 22 27.e5 60 75.95
3.00 12 15.19 72 91.14
4.00 7 8.86 79 100.00
5.00 0 .00 79 100.00

TOTAL 79 100.00

10 C--ASES WERE OUTSIDE SPECIFIED CLASS LIMITS

SVALUE FREQUENCY................................
1 .00 38
2. 00 22
3.00 12 :====

4.00 7 1-m
5.00 0

252



-- FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 41. 045

.... CUMULATIVE...
VALUE == FREQUENCY PERCENT FREQUENCY PERCENT

1.00 9 10.71 9 10.71
2.00 9.52 17 20.24
3.00 12 14.29 34.52
4.00 20 23.81 49 58.33
5.00 35 41.67 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE == FREQUENCY .............................
1.00 9

2.00 8

3.00 12
4.00 20 F
5.00 35 F = =-- ---

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 42. Q46

.... CUMULATIVE...
VALUE =F=== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 31 36.90 31 36.90
2.00 14 16.67 45 53.57
3.00 6 7.14 51 60.71
4.00 5 5.95 56 66.67
5.00 28 33.33 84 100.00

TOTAL 04 IO. 00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

=F=F= VALUE -=== FREQUENCY .............................

1.00 31 = == ===-==--=-=
2.00 14
3.00 6 :FF=
4.00 5 1FF=F

5.00 28
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 43. 047

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT
1.00 29 34.94 29 34.94
2.00 13 11.66 42 50.60
3.00 7 8.43 49 59.04
4.00 12 14.46 61 73.49
5.00 22 26.51 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 29
2.00 13 :========
3.00 7 ====
4.00 12
5.00 22

---- ------------ FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 44. 048

.... CUMULATIVE...
===== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 40 48.78 40 48.78
2.00 16 19.51 56 68.29
3.00 8 9.76 64 78.05
4.00 4 4.88 66 82.93
5.00 14 17.07 82 100.0

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE ===== FREQUENCY .............................
1.00 40 --=------=
2.00 16 I = =
3.00 8 j=====
4.00 4 I=
5.00 14 =
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-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 45. 049

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT
1. 00 31 38.27 31 38.27
2.00 9 11.11 40 49.38
3.00 7 8.64 47 58.02
4.00 7 8.64 54 66.67
5.00 27 33.33 81 100.00

TOTAL 81 100.00

8 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1 • 00 31 === =----------------2.00 9=

3.00 7

4.00 7 =
5.00 27 ========.... =

-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 46. Q50

.... CUMULATIVE...
===== VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 26 35.14 26 35.14
2.00 5 6.76 31 41.89
3.00 13 17.57 44 59.46
4.00 2 2.70 46 62.16
5.O0 28 37.84 74 10o. 0

TOTAL 74 loO. 00

15 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

===== VALUE ===== FREQUENCY .............................

1.00 26 I = ==
2.00 5 I===
3.00 13
4.00 2 ?==
5.00 28 = = -=
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-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 47. Q51

.... CUMULATIVE...
~==== VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

i.o0 55 70.51 55 70.51
2.00 12 15.38 67 85.90

009 11.54 76 37.44
4.00 0 .00 76 97.44
5.00 2 2.56 78 100.00

TOTAL 78 100.00

11 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

= = VALUE ===== FREQUENCY .............................
I. 0:0 55s . . .s. . =. . . . . . .
2.00 12 =====

3.00 9 ==
4.0oo 0
5.00 2 1-

-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 48. Q52

.... CUMULATIVE...
===== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 21 28.00 21 28.00
2.00 7 9.33 28 37.33
3.00 21 28.00 49 65.33
4.00 12 16.00 61 81.33
5.00 14 18.67 75 100.00

TOTAL 75 100.0o

'4 CASES WERE OUTSIDE SPECIFIED CLASS LMITS

===== VALUE ==== FREQUENCY .............................

1.00 21 == ==
2.00 7 1=======
3.00 21
4.00 12 == = -
5.0 14 = =
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-- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 49. Q53

.... CUMULATIVE...

VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT
I.0 19 22.62 19 22.62
2.00 20 23.81 393 46.43
3.00 34 40.48 73 86.90
4.00 5 5.95 78 92.86
5.00 6 7.14 84 100.00

TOTAL 64 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE ==== FREQUENCY .............................
1.00 19 :== === =
2.00 20 :=====. == ...

3.00 34 -- === ===
4. O0 5 ==:=
5.00 6

------------------------ FREQUENCY DISTRIBUTIONS----------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 50. 054

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 46 55.42 46 55.42
2.00 20 24.10 66 79.52
3.00 6 7.23 72 86.75
4.00 6 7.23 78 93.98
5.00 5 6.02 83 100.00

TOTAL 83 100.0

6 -ASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE ==== FREQUENCY .............................
1.00 46 ===== ====-- .........-- -- =
2.00 20
3.00 6 :===

4.00 6 :=I
5.00 5 :===
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---------- FREQUENCY DISTRIBUTIONS --------------------.

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA

NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 51. 055

.... CUMULATIVE...
==....VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 45 54.88 45 54.88
2.00 11 13.41 56 68.29

3.00 10 12.20 66 80.49
4.00 5 6.10 71 86.59
5.00 11 13.41 82 100. 00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENC .Y .............................

1 00 45

2.00 11 =

3 . 0 0 1 0 j = = . ...

4.00 5

5.00 11

---------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 52. 056

.... CUMULATIVE...
===== VALUE == = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 27 32.93 27 32.93
2.00 13 15.85 40 48.78
3.00 it 13.41 51 62.20
4.00 15 18.29 66 80.49
5.00 16 19.51 82 100.00

TOTAL 82 100.00

CASES wERE OUTSIDE 3PECIFIED CLASS LIMITS

VALUE ---- -- FREQUENCY .............................
1.00 27
2.00 13 1-----------
3.00 11

4.00 15
5.00 16
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-FREQUENCY DISTRIBUTIONS ----------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 53. Q57

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1 00 6 7.32 6 7.32
2.00 8 9.76 14 17.07
3.00 9 10.98 23 28.05
4.00 7 8.54 30 36.59
5.00 52 63.41 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

= = =VALUE FREQUENCY .............................
1.00 6
"2.00 8 

. 00 9

4. 00 7
5.00 52

--------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA

NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 54. Q60

.... CUMULATIVE...
==== VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 36 42.86 36 42.86
2.00 13 15.48 49 58.33
3.00 9 10.71 58 69.05
4.00 6 7.14 64 76.19
5.00 20 23.91 84 100.00)

TOTAL 34 to o(). o0

! CASES WERE OUTSIDE SPECIFIED -'LASS LIMITS

VALUE ..... FREQUENCY .............................

1.00 36 =
2.00 13 :=========
3.00 9 =====
4.00 6
5.00 20
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- FREQUENCY DISTRIBUTIONS 'b

HEADER DATA FOR: B:THESIS LABEL: SURVEY" DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 55. 061

.... CUMULATIVE...

===== VALUE == FREQUENCY PERCENT FREQUENCY PERCENT
1.00 28 33.33 28 33.33
2.00 14 16.67 42 50. o0
3.00 13 15.48 55 65.48
4.00 10 11.90 65 77.38
5.00 19 22.62 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

V. ALUE FREQUENCY .............................
1 .00 28
2.00 14
3.00 13 == ==- ==
4. 0() 10 = - =

5.00 19=

-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 56. Q62

CUMULATIVE...
==== VALUE ====- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 25 29.76 25 29.76
2.00 15 17.86 40 47.62
3.00 6 7.14 46 54.76
4.00 18 21.43 64 76.19
5.00 20 23.81 84 100.00

TOTAL 84 100.0o

5 .ASE3 4FPE JUTS:DE 3PEl::FED L,4sS r [T-9

VALUE ===== FREQUENCY .............................

1..oo 25 =- =
2.00 15
3.€o0 6 =m====

4.00 18 I

5.00 20 =
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------------ FREQUENCY DISTRIBUTIONS -----------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 57. 063

.... CUMULATIVE...
~==VALUE O===- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 10 11.90 10 11.90
2.O12 14.'29 2- 26. 19

3.00 19 22.62 41 48.81
4.00 9 10.71 5o0 932
5.00 34 40.48 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUJE FREQUENCY................................
1.00 10 ~ =

2.00 12 =-=

3.00 19
4.00) 'q
5.00 34

IV ----------------------- FREQUENCY DISTRIBUTIONS----------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES! 75

VARIABLE: 58. 064

... CUMULATIVE...

mmm-= VALUE ==u FREQUENCY PERCENT FREQUENCY PERCENT
1.00 19 23.17 19 23.17
2.00 6 7.32 25 30.49
3.00 18 21.95 43 52.44
4.00 3 3.66 46 56.10
5.00 36 43.90 832 100.00r

TOTAL 832 100.00)

.* ASES WEPE J3UTSIDE 'PECIFIED -,LASS LIMITS

-=-VALUE FREQUENCY................................
S. 00 19 :m = m = m m m

2.00 6 lm===

3.00 18
4.00 3 :m
5.00 36
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 59. 065

.... CUMULATIVE...
==== VALUE -==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 26 32.10 26 32.10
2.00 21 25.93 47 58.02
3. 00 11 13.58 58 71.60
4.00 3 3.70 61 75.31
5. 00 20 24.69 81 100.00

TOTAL 81 100.00

e CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE -=- == REQUENCY .............................i. k) 26 - -

2.O0 21 I =
3.0o' II ==

4. 00 3 ===
5. 00 20 =-----------

-- ------------ FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:CIV-MIL LABEL: SURVEY DATA
NUMBER OF CASES: 67 NUMBER OF VARIABLES: 75

VARIABLE: 61. Q67 e

Q67. Civilian

.... CUMULATIVE...
VALUE FREQUENCY PERCENT FREQUENCY PERCENT
1.00 49 74.24 49 74.24
2.00 1 1.52 50 75.76 5
3.00 9 13.64 59 89.39
4.00 1 1.52 6o 90.91
5. 00 1 1.52 61 92.42

6.S 7.=B : .S6
TOTAL 66 100.-)

I CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................

1.0() 49 =2. O0 I

3.00 19
4. 00 1
5.00 t
6.00 5 :==
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. . . .. .-. RF~F EQUENiC:Y DI STR IUT IONS .. . ... .. . .. . .

HEADE, DAA FOR: 13: LABEL: SURVEY DtrA
NUMBER 5F I-ASES: 027. 2 .....

YAP-IABLE: 1. 066

..... LtNL.LA 7 '.E . .

~ ?~;zN .. ~ Riy :%:j'
• .: .. .'',M _ E ... "::: : ; F F4: E {_l U L}: '.: E!. {g ENT f '': ' I ... : j .-€ :]F'zEN .

1.COC1 15.85 1,3 15. 35
2.0 ) I0'') 1315.85
3. CA- 29 35.3742 5.2"

. ] 9. 76 7 21 .71

TOTAL a2 t 00. oo)

I GASES WERE OUTSIDE SPECI..IED CLASS LIMITS

" - l ",. .1! -:= =- = ," ' U r t " j.. . . . . . . . ..... ... ... ..... .
I... " J .- '4-= =:'= = = .:

.. . -:, -'-

FREDUENCY DISTRIBUTIONS

HEADER DATA FOP: P:'THESISA LABEL: LURVEY DATA
NIMBEF' OF C:ASES: 83 NUMBE' OF VARIABLES: ,

VAR 1ABt.E: 2. Q67

....~ ~~ t IM .. VFI.. .

ALIE IRFE.PQU F"N:Y P E RC: EN, T FT].~
I .C0 50 72.4.7:. 466 46

1.45 ., .
J 35.

4.00 t i. 45 -

5. . 4 1.45 .. 4
r'. 00 8 1 t . 5'9 619 I (: i. QQ.

TOJTAL 69 1 U)0. :)

- A L - - F ' EC JE:I'J Y . ..... .... ....... ... ..... ....

lpp

2. *,.-5'63

4 . ,',.
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.- RElUENCY 0C3 I P ONS---------------------

HEADEF.. DATA FOP: B:THESISA "ABEL: SURVEY DATA__j.
r:i;I.. , .OF :ASES: NIUIBER OP" ',. IABLES: 6

')A? T.BLE: 1 - E66

.... CUMULATIVE...
VALUE ....... FREQUENCY PERCENT FREQUENCY PERCENT

1.00 13 20.1 13 20.31

3.0() 24 37.50 37

4.0 - ." -. 91 7'). 69
5.00 L 12..jo 59 :i.. ,
6. )0 5 7.81 64 100.0

TOTAL 64- to0.00

ALLIE Fr E ._EN .. . ............................

)5

,. ,'. . .-- = -.-- .=== -

.. . .. ... .. FREQUENCY D ,ST.IB IINS .....-. .. . ..

HEADER DATA FOR: B:FNESISA LABEL: SURVEY DATA
NUMBER OF CASES: 13 NUMBER OF VARIABLES: 6

'AP IABLE: 1. -06

Mi Lt tar ',

CUMULAT I VE...
VALIJE =-'== FPEOIJFNC'. PECVC:NT FREQIJENCY FO:C N T

0. 00 0 . 00
2.0'20 o . 00 0 .0o0

27.78 5.
,4.0 2Q 16.C7 8, 44.44

CM IF . C. 74..41

.0() P 55. 56 t .3 1 0 ':.

VALUE.: .i J : r. ............................

5 J) C)
3.0O0 5 ',= -.. .. .. .,.
4.00(' 3 ., - . . ' --

264 .t .
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 50 NUMBER OF VARIABLES: 75

VARIABLE: 60. 066

066. Female

.... CUMULATIVE...
~==== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 10 22.73 10 22.73
2.00 0 .00 10 22.73
3.00 20 45.45 30 68.18
4.00 7 15.91 37 84.09
5.00 5 11.36 42 95.45
6.00 2 4.55 44 100.00

TOTAL 44 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

===== VALUE === FREQUENCY .............................

1.00 10

2.00 0
3.00 20 I
4.00 7 lm = m- = = = = = =

5.00 5 mi
=

m
= = = =

6.00 2 %-

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 39 NUMBER OF VARIABLES: 75

VARIABLE: 60. Q66

066. Male

.... CUMULATIVE...
Oman= VALUE in=-= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 5 12.82 5 12.82
2.00 o .00 5 12.82

.00 8 20.51 2 233.33
4.00) -3 20.51 11 -3.35
5.00 3 7.69 24 61.54
6.00 15 38.46 39 100.00

TOTAL 39 100.00

-=-- VALUE nmm-w FREQUENCY .............................
1.00 5 mmam-mmmnm
2.00 0
3.00 8 I-.
4.00 8 l==f====mw=wft=
5.00 3 Imu--
6.00 15 ......... m........ .........
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:CIV-MIL LABEL: female
NUMBER OF CASES: 39 NUMBER OF VARIABLES: 75

VARIABLE: 60. Q66

066. Civilian - Female

.... CUMULATIVE...
==a VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 8 21.05 8 21.05
2.00 0 .00 a 21.05
3.00 17 44.74 25 65.79
4.00 7 18.42 32 84.21
5.00 5 13.16 37 97.37
6.00 1 2.63 38 100.00

TOTAL 38 100.00

I CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE -== FREQUENCY .............................

1.00 8 l:= ===m=

2.00 0 :
3.00 17
4.00 7 !:::-=====

5.00 5 1inmmlll

6.00 1 1-

----------- FREQUENCY DISTRIBUTZONS --------------------

HEADER DATA FOR: BsCIV-MIL LABEL: female
NUMBER OF CASES: 25 NUMBER OF VARIABLES: 75

VARIABLE: 60. 066

066. Civilian - Male

.... CUMULATIVE...
VALUE mmmmm FREQUENCY PERCENT FREQUENCY PERCENT

1.00 5 20.00 5 20.00
2.00 0 .00 5 20.00
3.00 7 28.00 12 48.00
4.00 6 24.00 18 72.00
5.00 3 12.00 21 84.00
6.00 4 16. 0 25 ("0. 0

TOTAL 25 100.00

m VALUE am=== FREQUENCY .............................
1.00 5 .
2.00 01
3.00 7 -
4.00 6 I Uinininin=W::n:in:::::
5.00 3 =
6.00 4 1 mmin=unm:mu===
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-- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 61. 067

.... CUMULATIVE...
m- VALUE ==u-m FREQUENCY PERCENT FREQUENCY PERCENT

1.00 63 76.e3 63 76.83
2.00 1 1.22 64 78.05
3.00 9 10.98 73 89.02
4.00 1 1.22 74 90.24
5.00 1 1.22 75 91.46
6.00 7 8.54 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 63 =
2.00 1
3.00 9 ====
4.00 1I
5.00 1
6.00 7 :===

-------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 62. 068

.... CUMULATIVE...
VALUE == FREQUENCY PERCENT FREQUENCY PERCENT
1.00 6 7.14 6 7.14
2.00 2 2.38 6 9.52
3.00 4 4.76 12 14.29
4.00 5 5.95 17 20.24
5.00 67 79.76 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1.00 6 1==
2.00 2 1
3.00 4 1=
4.00 5 ?==

5.00 67 1===--.....==== . =
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-- FEOE-Y U----------- DSTRIBUTIONS.

HEADER DATA FOR: B:THESISA LABEL: SURVEY DATA - ,

NUMBER OF CASES: 65 NUMBER OF VARIABLES: 6 4%

VARIABLE: '2. 067

!- I ,i i 1 -An

.... CUMULATIVE...
VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1. 0 35 6P. 63 35 68.63

3.o0 7 13.73 e43 84.31
64 .

5.O0 1 1.96 45 88.2,1
6.00 6 11.76 51 100. 00

TOTAL 51 100.00

&.I.'& ES3 .EP .]JDE SFE'. :::D '1 3 3." L.

VALUE FREQUEIN;..' . .............................

----------------------- FR-'EQUENCY DISTRIBUTIONS --- *.

HEADER DAIA FOR: B:THESISA LABEL: SURVEY DATA %1k

NUMBER OF CASES: 1 NUMBER OF VARIABLES: 6

VARIABLE: 2. 067

Military

SMULAT IVE...
VALUE FREQUENJI:Y PERCENT FREOUENGY PEP;'ENT

1.00 15 e3.33 15 a8.3

o° 5

.00 0 0 s 33

FRE UENCY D ..TRIBUT . ....................
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FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 63. 069

.... CUMULATIVE...
=~ VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 36 42.35 36 42.35
2.00 3 3.53 39 45.88
3.00 7 8.24 46 54.12
4.00 4 4.71 50 58.82
5.00 16 18.82 66 77.65
6.00 19 22.35 85 100.00

TOTAL 85 100.00

4 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

~==== VALUE ===== RREQUENCY .............................
1.00 36 :=============== ====
2. 00 3
3.00 7 ====
4.00 4
5. 00 16

6.00 19 1======== =- ====-

------------ FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 64. 070

.... CUMULATIVE...
== VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 1 1.20 .1 1.20
2.00 6 7.23 7 8.43
3.00 7 8.43 14 16.87
4.00 22 26.51 36 43.37
5.00 27 32.53 63 75.90
6.00 20 24.10 83 100.00

TOTAL 83 100.00

-S CASES WEPE OUTSIDE SPECIFIED i-:LASS LIMITS

== == VALUE == FREQUENCY .............................
1.00 1 :=
2.00 6 J====
3.00 7 :--==m=
4.00 22 =
5.00 27
6.00 20 =
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---------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 65. Q71

.... CUMULATIVE...
==--- VALUE === FREQUENCY PERCENT FREQUENCY PERCENT

1.00 47 57.32 47 57.32
2.00 1 1.22 48 58.54
3.00 6 7.32 54 65.85
4.00 6 7.32 60 73.17
5.00 22 26.83 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................
1 .00 47 1 : ::: ::: ::: :--- ::- .. .- =
2.00 1

3.00 6 1=
4.00 6 =

5.00 2=

-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 66. Q72

.... CUMULATIVE...
==== VALUE =-= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 17 20.48 17 20.48
2.00 40 48.19 57 68.67
3.00 14 16.87 71 85.54
4;00 6 7.23 77 92.77
5.00 5 6.02 82 98.80
6.00 1 1.20 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED 'LASS LIMITS

VALUE ===== FREQUENCY .............................

1.00 17 =
2.00 40 :==================-.........--
3.00 14 ;=========
4.00 6 1====
5.00 5
6.00 1
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-REI UENF:'( 0 F 1EL'1 If N1

W HEADEF' DATA FOR: B:THEI3SA LABEL: URVEY DATA
' .i " NMEE' R _.A-E$: ..3. NLIMBER .OF VARIABLES: 6

,-'A AELF: .77.

.. .C'JMLJLP'i" 'iE. .

VALUE FREQUENC: f PERCENT FEOIJENC ,I:'EiCE[N f
1.00 1 G 21.95 18 21.95
2.00 40 48.18 58 70. 73
3. () 12 14.E3 70 95.37

.(.)o 5 6. 10 83, 90. 78
- 1.229a1 t'-

TOTAL 1' ,;.

1 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

--- ": ' L ![I ':== F=:EtTIL:NF : . ............................

........................- FREQUF.NCY DISTRIBUTIONS . .......

HFADER DATA FOR: B:THESISA LABEL: SURVE'Y DATA
INUMBER OF CASES: 83 NUMBER OF: VARIABLES: 6

VARIABLE: 4. Q73

.... .LIMULAT IVE...
',==ALUE ...... FREQLENCY PERCENT FREQUENCY PERCENT
1.0:) 0 . O) ) . 0

00 17 12.2 73 12.20

21.0 25= . 6 I,4 S 58.5S-117 7 1
5.00 12. 14 630 73. 17

6.0) 12. 0 7,') 85.37
7.04 76 700 9,. 12
7:4 4!7. : t 'I I

if,)

-.€>,2 '= =- =-:- ---. =--=- - ---. - " -

-. "4 i,-' ........- - = = - -- ,-- -
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HLAD)Ef>' DOA. FUR: LU.:-THES ISA ' LABEL: SURVEY CA-Trl
NUMBER OF CASES: raj NUMSER FFJPA-E3

VAPIABLE: 3. r.7'2.-4

... 'UMLILAT IlYE..
VALUE FR-EQUENCi:Y, PERICENT FR:EQUENC Y PERCENT

1.20 18. 75 12 18.75

--- 1. uQ~ -4 4 3C

1 1. 56 64 ~ Q
TOTAL .34l 1(10).o

--------~~~~~ ..-.--.FEDjn:yF3RI:~............ ............--

HEAD)ER I-A A F2FP': P.: EFT LBt:2'~ F '~

"p j'i~. TI fA 5: L 8 E- 2SA'T ~'IAl£:P

),AL ,j 7 F N.



FREQUENCY DISTRIE UTIONS

HEADER D.A rA FOR: D:THESISA LABEL: SURVEY DATA
NUMBER OF CASES: 65 NUMBER;- VAR1,3LES: 6

VAR'IABLE: 4. 073

.... CUMULAT IVE...

VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 0 .00 0 .00

N.00 8 12.50 8 12.50

4.00 1.4 21.88 34 53. 13
5.00 11 17. 19 45 70.31
0.0 Qt,8 I 2. 5( 53 32-31

.3 8 12.50 61 95.31

3.00 3 4.69 64 100.00
TOTAL 64 100. 0

ou-;_!. E FriE: :DAE3 S I I-roA i

VALUE FREQUENC.Y .............................

I. 00

FREQENC DITIBTOS ---------------7.008 -----

8.00o 3 ...
------------------------- FREQUENCY DISTRIBUTIONS-------------

HEADER DA'A FOP: B: THESISA LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 6

VARIABLE: 4. 073

Military

.... CUrULATIVE...
VALUE FREQUENCY PERCENT FREQUENC:Y PERCENT

100 0 .00 0 .00

.0 2 1 .1 I2 11.11
-; 5 27.78 7 38.8,-

4. OC) 7 38.89 14 77.78
5.OO 1 5.5E 15 83.33

6.00 1 t.11 17 34.44
7. (0 0 . 00 17 94.44

VALtI - F REOUENC. ..............................

-. ,'.+ ' ..-- - - = :

5 . 7 :.-..... ....

*7. .:.,) 0
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-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 67. 073

.... CUMULATIVE...
VALUE m=- FREQUENCY PERCENT FREQUENCY PERCENT
1.00 0 .00 0 .00
2.00 9 10.98 9 10.98
3.00 20 24.39 29 35.37
4.00 20 24.39 49 59.76
5.00 12 14.63 61 74.29
6.00 9 10.98 70 85.37
7.00 8 9.76 78 95.12
8.00 4 4.88 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

===== VALUE == FREQUENCY..............................

1.00 0
2.00 9
3.00 20 = ===
4.00 20 ====================
5.00 12 1===============
6.00 9 === =
7.00 8 1 ..
8.00 4 ==== 0

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 68. Q74

.... CUMULATIVE...
VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 43 52.44 43 52.44
2.00 38 46.34 81 98.78
3.00 0 .00 81 98.78

32 *O0.0
.00 ' .0) 82 100.

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE = FREQUENCY .............................
1.00 43 I
2.00 38 I==== .... j
3.00 0 1
4.00 1
5.00 0
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-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 69. 075

.... CUMULATIVE...
= VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 56 67.47 56 67.47
2.00 3 3.61 59 71.08
3.00 0 .00 59 71.08
4.00 24 26.92 83 100.00
5.00 0 .00 83 100.00

TOTAL 83 100.00

6 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

= s = VALUE = FREQUENCY ..............................
1.00 56 =: : : :: : : : ::-- - - - - -

2.00 3
3.00 0
4.00 24 == =

5.00 0:

-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 70. 076

.... CUMULATIVE...
a=== VALUE ==-=- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 9 11.84 9 11.84
2.00 3 3.95 12 15.79
3.00 32 42.11 44 57.89
4.00 8 10.53 52 68.42
5.00 18 23.68 70 92.11
6.00 5 6.58 75 98.68

.. 00 1 1.32 76 100.0
TOTAL 76 1 (). C)

13 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

-==- VALUE =-=== FREQUENCY .............................

1.00 9 ========

2.00 3 low
3.00 32 : m = = = =
4.00 a Iwa====

5.00 18
6.00 5 :==am
7.00 1 1

275



FREQUENC-Y OISTRIDUTIONS --------------- -------

HEADEP DATA FOR': B:-:IV-MIL LABEL: SURVEY DATA
NUMBER OF CASES: 39 NUMBER OF VARIABLES: 75

VARIABLE: 71. 077

. ..... UMLJLATI VE...
'ALUE = RPEQUEN1Y FE iCENT FREQUENC, kL-:-'I:EN "

1. vo_) 40 61 ...- =49 61 , -.25
2.00 3 3.75 52 65. 00
3.00 11 13.75 63 78.75
4.o0 14 17.50 77 96.25
5. 00 1 1.25 78 '47. 0
t&. ou 0 3t 1 o). )

TOTAL 8-) 100.0f

9 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

== = '.'ALJ.E F..........'E UEC . .............................

3. C,(.11i V ====-. -

-4, CW() IA t <-=:=.- .-

-- --------- FREQUENCY DISTR IBUTIONS---------------------

HEADER DATA FOR: B:CIV-MIL LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 72. 078

.... CUMULATIVE...
VALUE ===== FREQUENC:Y PERC:ENT FREQUENCY PERCENT
1.0o 3 3.70 3 3.70
2.00 11 13.58 14 17.28
:-. (f 23 28.40 37 45.68
4.00 23 28.40 60 74.07
5.00 14 17.20 74 91.36
6.00 7 8.64 81 100. 00

TOTAL 81 100.00

3 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

.. .. = ,' I.!.F -- .= -. '- EO _J NC :" .. ... . . .... .... ....... .......

3.(-.0- 23 I = = = == = = = == = = = = =

4.-00 23
5.0: 14 I=== .=-.=-. =-:= =
J. 00 7
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-------.-------------- FREQUENC-:Y DISTRIBUT[ONS .

HEADER DATA FOR: B:THESISA LABEL: SURVEY DATA
NUMBER OF CASES: 62 NUMBER OF ':1ABLES: -

VAP I i- R LE : 5. (,.7,T,- '

.... C:UML.AT I VE... S.
VALUE *.. FREQUEN::Y PERIi:ENT FREQUENCY PERCENT

1.00 8 9.76 8 9.76
2.00 8 9.76 16 19.51

3.0 -  26.83 38 46.34
4.0(' 23 28. 5 (5 l 74. 139 '

5.0( 13 15. 85 74 00. 24

TOTAL 82 100. 00

I CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

...-- ;,. E --- =-=- F-F'EQIjL-Nu( .. . . . . . . . . . . . . . 4t

. 8 ....... ....... . . . .

3. 00 :2 ;====---

- ----------- FREQUEN:Y DISTRIBUTIONS ----------------------

HEADER DATA FUR: B:THESISA LABEL: SURVEY DATA
NUMP2.R OF CASES: 83 NUMBER OF VARIABLES: 6

VAPIABLE: 6. Q79

.... CUMULATIVE...'
VALUE FREQUENCY PERCENT FREQUENC:Y PERCENT

1.00 63 76.83 63 76.83
2.00 18 21.95 81 98.78
3.00 1 1.22 82 100.00
4. 00 0 00 82 1 cm0). o)
5.00 0 . 082 100. 00
6. O0 0 .0o' 82 1 o00. oo

TOTAL 82 100.00

I CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

2.0(1)t C'- ......... .......

m. )C3.0'
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- FREQUENCY DISTRIBUTIONS ----

HEADER DATA FOR: B:THESISA LABEL: SURVEY DATA
NUMBER OF CASES: 65 NUMBER OF VARIABLES: 6

AIBLE: 53 .t78

Ci vi Ii an

.... CUMULATIVE...
VALUE ====- FREQUENCY PERCENT FREQUENCY PERCENT
*. r:3 6 9.38 6 9.38

6 3 a "
3. C0 14 21.88 26 40.63
S' ) . ' :31,7 72.44
5.00 11 17. 19 58 90.63
6.00 6 9.38 64 100.00

TOTAL 64 100.00

VALUE -.---... FREQUENC.. ..Y .............................

t. CA-) .-

6.00 6

... . . FREQUENCY D ISTR IBUT IONS ----------------

HEADER DATA FOR: B:THESISA LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 6

VARIABLE: 5. 078

Ml 1 itary

... UMULAT I VF ...

VALUE FRLU-NrY PERCENT FREQUENC:Y PERCENT

i20 11I.1 ii 11.12

3.0 4.44 12 66.67

4..0 1.•1 14 77.72
5.00 11.11 16.09
6.0( 2 11. Ii 13 t00.00

%1

'V',LJE : ': : F;:i u~~t .............................

S.""

. r%
.8.([1 -------=:- .-

V.tt 2 -- =
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-- FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA
NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 73. Q79

.... CUMULATIVE...
= VALUE -=== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 64 78.05 64 78.05
2.00 14 17.07 78 95.12

3.00 1 1.22 79 96.34

4.00 3 3.66 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

VALUE FREQUENCY .............................

1.00 64 =

2.00 14 ====

3.00 1
4.00 3 =

------------ FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA

NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLE: 74. 080

.... CUMULATIVE...
= VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 15 17.86 15 17.86
2.00 0 .00 15 17.86
3.00 29 34.52 44 52.38
4.00 3 3.57 47 55.95

5.00 14 16.67 61 72.62
6.00 23 27.38 84 100.00

TOTAL 84 100.00

5 CASES WERE OUTSIDE SPECIFIED sLASS LIMITS

% VALUE =m=== FREQUENCY .............................

1.00 15 immummm=mmmm

2.00 0 1
3.00 29 I
4.00 3 =--
5.00 14
6.00 23 .

9279



FREQUENC, DISTRIBUTIONS -

HFADEF: DATA FOR: B; rHESISA LABEL: SUPVEY DATA

NUMBEP OF CASES: 65 NUMBER 10' YARiABLES: 6

,AI' '. MLL. : ,. Wi73

)iAP" [ZAr'

.... CUMULATIVE...
VALUE... FREQUENCY PERCENT FREQUENCY P.ERCENT

i. 0 .-7 3. . .. -7 -:. ,

. .U I L 25. ':*.: 339:L.. 1

3.06 1 1.56, 6.1 i., "

4. C1() 6 . 64 100.,
TOTAL 64 100.00

I CASES WERE OUTSIDE SP'ECIFIED CLASS LIMITS

SF PE lEN-' I . .................................
41.- - -7

-------------------- FREQUENCY DISTRIBUTIONS----------------------

HEArDEF DATA FOR: B:THESISA LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 6

VARIABLE: 6. 079

Mi1 itary

.... CUMULATIVE...
VALIJE FR--" REQUEN::'Y PERI::ENT FREOUENCY PFRCENT
I. 0o 6 83a. Fs9 6 E8. 3-1
.2. :( 2 11. 11 f8l ).

,!. c: 0) . (9'0 S '' .<. 00
'1 00U.00''

TOTAL 1a I00 A

'F-' FR.E(JENY. .............................
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---------------------FREQUENCY DISTRIBUTIONS---------------------
HEADER DATA FOR: B:THESIS LABEL: SURVEY DATA

NUMBER OF CASES: 89 NUMBER OF VARIABLES: 75

VARIABLEi 75. Q81

.... CUMULATIVE...
===-- VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 27 32.93 27 32.93
2.00 27 32.93 54 65.85
3.00 10 12.20 64 78.05
4.00 11 13.41 75 91.46
5.00 7 8.54 82 100.00

TOTAL 82 100.00

7 CASES WERE OUTSIDE SPECIFIED CLASS LIMITS

= VALUE === FREQUENCY .............................

1.00 27 =
2.00 27

3.00 10 T

4.00 11 it
5.00 7 1======

iri

p
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-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:RANKING1 LABEL: SURVEY DATA

NUMBER OF CASES: 78 NUMBER OF VARIABLES: 9

VARIABLE: 1. 058-1

Civilian - Promotions

.... CUMULATIVE...

. VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 21 35.00 21 35.00
2.0o0 3 15. 0 30 50.00
3.00 5 8.33 35 58.33

4.00 6 10.00 41 68.33
5.00 8 13.33 49 81.67

6.O0 2 3.33 51 85.O0
7.0 3 5. 00 54 90.0
6.00 4 6.67 5a 96.G7
9. 20 3.33 60 100.00

TOTAL 60 100.00

VALUE FREQUENCY .............................

1.00 21 I== == = =- = = = =- - - - -

2.00 9 ==............

3.00 5 1==
4.00 6
5.00 8== = . -

6.00 2 1==
7.00 3 == '
8.00 4

9.00 2 1=
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FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:RANKING1 LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 1. Q58-1

Military - Promotions

.... CUMULATIVE... 4'
= VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.o0 7 38.a9 7 38.9)
2.00 3 16.67 10 55.56
3.00 0 .00 10 55.56
4.00 2 11.11 12 66.67
5.00 1 5.56 13 72.2

6.00 - 11.11 15 83.33
7.0O0 0 .00 15 93.33
a. t0 3 16.67 13 i00'.oo

9.00 0 .00 16 100. 00
TOTAL 18 100.00

VALUE = === FREQUENCY .............................
1. 0 7 ========== ,
2.00 3===
3.00 0

*5" .. 4.00 2 = ==== .

5.00 1 ===

6.00 2 = . ...
7.00 0 1
@.0O0 3 ,
9.0O0 0 ,
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:RANKING1 LABEL: SURVEY DATA
NUMBER OF CASES: 60 NUMBER OF VARIABLES: 9

VARIABLE: 2. Q58-2

Civilian - Pay Increases

.... CUMULATIVE...
= = VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 9 15.00 9 15.00
2.00 13 21.67 22 36.67
3.00 9 15.00 31 51.67
4.00 5 8.33 36 60.00
5.O0 8 13.33 44 73.33
6. (W 7 11.67 51 35.00
7.00 4 6.67 55 91.67
8.00 3 5,00 58 -36.67
9.00 2 3.33 60 100. 00

TOTAL 60 100.OO

VALUE FREQUENCY .............................

1.00 9 = = == =

2.00 13 ===--
3.00 9

4.00 5

5.00 8
6.00 7 :======-
7.00 4 :=======
8.00 3
9.00 2 -
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------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 2. Q58-2

Military - Pay Increases

.... CUMULATIVE...
-= VALUE = = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3 16.67 3 16.67

2.00 4 22.22 7 38.89
3.00 1 5.56 8 44.44

4.00 2 11.11 10 55.56
5.0 11.11 12 66.67

6.o0 ) .00 12 66.67
7.00 11.11 14 77.78

8.00) 2 11.11 16 88.89
9.00 2 11.11 18 100.00

TOTAL 18 100.00

VALUE ==== FREQUENCY .............................

1.00 3 =

2.00 4 === == ==== ==
3.00 1 ======
4.00 2 =

5.00 2 =
6.00 0
7.00 2== ==
8.00 2==== =
9.00 2 m=mmm-=====
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- FREQUENCY DISTRIBUTIONS -

HEADEP DA7A FOP: B:PANKIN 1 LABEL: SUPVEY DATA
NUMBEP OF 'K-ASES: 6'.) NUMBER OF VARIABLES: 9

VARIABLE: 3. 058-3

Civilian - Ability To Work Independently

.... CUMULATIVE...
- ALJE === FREQUENCY PERCENT FREQUENCY PERCENT
1.00 11 18.33 11 18.33
2.00 11 18.33 22 36.67
3.00 6 10.00 28 46.67
4.0 7 11.67 35 58.33
5. ,- 3 5.00 38 63. 33

7 11.67 45 75. C0
7. -J 5 .33 50-)  83.33
8. (0 5 8.33 55 91.67
9. 5 8.33 60 100. ()0

TOTAL 60 100.00

VALUE = FREQUENCY .............................
1.00 11 = = ::= := =:: =: == =

2. 00 11

3.00 6
4.00 7 ==---=---- ==
5.0 3 =

6.00 7===----========
7.0 5 =======
8.00 5
9.05 ====
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, ----------- FREQUENCY DISTRIBUTIONS ----------

HEADER DATA FOR: 8: RANKING! LABELs SURVEY DATA

NUMPBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 3. 058-3

Military - Ability To Work Indep~nd*ntly

...CUMULATIVE...

in-VALUE mu~ FREQUENCY PERCENT FREQUENCY PERCENT
1. 00 4 22.22 4 '22 22
2.00) 1 5.56 5 27.78
3.00 5 27.78 10 55.56
4.00 2 11.11 12 66.67

5.00 5 27.78 17 94.44

6.00) 0 .00 17 34.44

7.00 0 .00 17 94.44

a. 00 1 5.56 is 100. (K

9.00 0 .00 18 100.00
TOTAL i8 100.00

==am VALUE FREQUENCY...............................
1.00 4: mniiiiunn

2.00 1 Ima-

3. 00 51 miiiimnmnniiifn-

4.*00 2 Im mmmmmim
5.*00 566.00 0
7.00 0
8.00 1 I=====
9.00 0 1
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- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA
NUMBER OF CASES: 60 NUMBER OF VARIABLES: 9

VARIABLE: 4. Q58-4

Civilian - Good Working Conditions

.... CUMULATIVE...
==== VALUE = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 7 11.67 7 11.67
2.00 8 13.33 15 25.00
3.00 5 8.33 20 33.33
4.00 8 13.33 28 46.67
5.00 5 8.33 33 55.O00
6.00 6 10.00 39 65.00

7.00 10 16.67 49 81.67
8.00 5 8.33 54 90.00
9.00 6 10.O0 60 100. 00

TOTAL 60 100.00

-- =- VALUE = FREQUENCY .............................
I. 00 7 1===================
2. 00 8 =

3.00 5 1u=m========= in

4. 00 8 ===== ===

5.00 5 .
6.00 .6 ========== =
7.00 10 == =

8.00 5 =

9.0 0 6 1===m===w=======
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--------------- FREQUENCY DISTRIBUTIONS ------ ---

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA

NUMBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 4. Q58-4

Military - Good Working Conditions

.... CUMULATIVE...
SVALUE *= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 1 5.56 1 5.56
2.00 3 16.67 4 22.22
3.00 1 5.56 5 27.78
4.00 6 33.33 11 61.11
5.00 3 16.67 14 77.78
6.00 2 11.11 16. 88. 31
7.00t 1 5.56 17 44
6.00 0 .00 17 94.44
9.00 1 5.56 18 100.00

TOTAL 18 100.00

==-VALUE FREQUENCY...............................
1.00 1 Iin
2.00 3
3.00 11--
4OL 400 6 1 ~ nm~

5.00 2 :mm m~m
7.00 1
6.00 0:
9.00 1 --
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--------------- FREQUENCY DISTRIBUTIONS-----------------------

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA

NUMBER OF CASES: 60 NUMBER OF VARIABLES: 9

VARIABLE: 5. G58-5

Civilian - Training Opportunities

.... CUMULATIVE...
=mmnn VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 1 1.67 1 1.67
2.00 4 6.67 5 8.33
3.00 10 16.67 15 25.00
4.0:) 7 11.67 22 36.67
5.00 11 18.1-3 33 55.ol0
6.0') 8 13.33 41 68.33
7.00 6 10.00 47 78.33
8.00 7 11.67 54 90.00
9.00 6 10.00 60 100.00

TOTAL 60 100.00

m=VALUE FREQUENCY...............................
1.00 1 ,==
2.*00 4 I- -
3.00 10
4.00 7 1 umammmmminmW0

5.00 1

7.00 6 im-mamm=m==
8.00 7
9.00 6 1m i m
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- FREQUENCY DISTRIBUTIONS5 -

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 5. Q58-5

Military - Training Opportunities

• CUMULAIVE...

= VALUE FREQUENCY PERCENT FREQUENCY PERCENT
1.00 0 .00 0 .00
2.00 0 .00 0 .00
3.00 2 11.11 2 11.11 U

4.00 4 22.22 6 33.33
5.00 3 16.67 9 50. 00
6.00 4 2" 13
7. 00 11.11 Is 83.3"
8.00 2 11.11 17 94.44
9.00 1 5.56 18 100.00

TOTAL 18 100.O0

VALUE FREQUENCY .............................
1.00 0
2.00 0 1
3.00 2 g===========urnu
4.00 4 =
5.00 3
6.00 4 1= = ==
7.0O0 2 =======
8.0O0 2 ===== ==
9.00 1 ;=======

*1
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- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA
NUMBER OF CASES: 60 NUMBER OF VARIABLES: 9

VARIABLE: 6. 058-6

Civilian - Formal Recognition

.... CUMULATI' VE...
===an VALUE =a== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 2 3.33 2 3.33
2.00 3 5.00 5 9.33
3.00 7 11.67 12 20.00
4.00 8 13.33 20 33.33
5.00 10 16.67 30 50.0o
6.00 13 21.67 43 71.67
7.00 4 6.67 47 78.33
3.00 5 8.33 52 86.67
9.00 8 13.33 60 100.0

TOTAL 60 100.00

=m==n VALUE =a== FREQUENCY .............................

1.00 2 in==-
2.00 3 I======
3. 00 7 =====-=in ===u ==adin- r
4.00 a -==-=-==---------r r
5.00 10 1 inininininmrnmi =====
6.00 13 mrninininininrninrni ========= z
7.00 4 :mm'=====
8.00 5
9.00 8 ==========-======
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- FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA
NUMBER OF CASESt 18 NUMBER OF VARIABLES: 9

""

VARIABLE: 6. Q58-6

Military - Formal Recognition

.... CUMULATIVE...
== VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3 16.67 3 16.67
2.00 0 .00 3 16.67
3.00 2 11.11 5 27.78
4.00 2 11.11 7 38.89
5.00 0 .00 7 38.89
6.00 2 11.11 9 50.00
7.00 2 11.11 11 61.11

8.00 4 22.22 15 83.33
9.00 3 16.67 18 100.00

TOTAL 18 1O)0.00

VALUE FREQUENCY .............................
1.0 0 3 =
2.00 0 1
3.00 2 1 =

4.00 2=
5.00 0
6.0O0 2 1-====-=
7.0O0 2 I=-=====

8.00 4 === == ======. .= ===
9.0O0 3 ===========
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- FREQUENCY DISTRIBUTIONS- --------------------

HEADER DATA FOR: B:RANKING1 LABEL: SURVEY DATA
NUMBER OF CASES: 60 NUMBER OF VARIABLES: 9

VARIABLE: 7. Q58-7

Civilian - Cash Awards

.... CUMULATIVE...
===== VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 2 3.33 2 3.33
2.00 2 3.33 4 6.67
3.00 8 13.33 12 20.00
4.00 7 11.67 19 31.67
5.00 4 6.67 23 38.33
6.Oo 6 10.00 29 48.33

7.00 10 16.67 39 65.00
8.0 12 20.00 51 85.00
9.00 9 15.00 60 100.00

TOTAL 60 100.00

U-,-, VALUE FREQUENCY ..............................
1.00 2 ==m

2.00 2 ===
3.00 8 ========== ===
4.00 71 nnnnnnnnmi

5. 00 4 =
6.00 6 = = ===
7.00 10 =======::== == = = == =
8.00 12 ========================----- '
9.00 9 1===========
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- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKING1 LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 7. 058-7

Military - Cash Awards

.... CUMULATIVE...
m=m=m VALUE mu== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 0 .00 0 .00

2.00 0 .00 0 .00
3.00 2 11.11 2 11.11
4.00 0 .00 2 11.11
5.00 1 5.56 3 16.67
6.00 2 11.11 5 27.78
7.00 6 33.33 ii 61.11
8.0(0 3 16.67 14 77.78
9.00 4 22.22 18 iOU. 00

TOTAL 18 100.00

===== VALUE = === FREQUENCY ............................. IN

1.00 0!
2.00 0 1
3.00 2 !==m-==
4.00 0 I
5.00 1 I== t

6.00 2. I=
7.00 6

8.00 3 1 - -m = == =
9.00 4 =
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--------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA

NUMBER OF CASES: 60 NUMBER OF VARIABLES: 9

VARIABLE: 6. 058-8

Civilian - Verbal Recognition

.... CUMULATIVE...
-==== VALUE m==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 2 3.33 2 3.33

2.00 5 8.33 7 11.67
3.00 6 10.00 13 21.67
4.04) 6 10.00 1 3 21.67
5.0O 10 16.67 29 48.33
6.00 6 10.O0 35 58.33
7. 00 8 13.33 43 71.67
8.00 11 18.33 54 90.00
9 .00 6 10. 00 60 100. 00

TOTAL 60 100.00

==== VALUE == FREQUENCY .............................
1.00 2 =
2.00 5 == == = == = - -.

3.00 6 ===========

4.00 6 =
5. 00 10 =

6. 00 6
7.00 8

8. 00 11 =====================
9. 00 6 =
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------------------ FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 8. Q58-8

Military - Verbal Recognition

.... CUMULATIVE... A.

VALUE =FREQUENCY PERCENT FREQUENCY PERCENT
1.00 0 .00 0 .00
2.00 3 16.67 3 16.67
3.00 1 5.56 4 22.22
4.00 0 .00 4 22.22
5.00 2 11.11 6 33.3
6.00 5 27.78 11 6I.1
7.00 3 16.67 14 77.78 tu
8.00 2 11.11 16 88.89
9.00 2 11.11 18 100.00

TOTAL 18 100.00

1%

= VALUE == FREQUENCY..............................
1.00 0

- 2.00 3 ==== = =
3.00 1 =-=

4.00 0 
5.00 2
6.00 5 ==================---=======--
7.00 3 =---=--=
8.00 2
9.00 2

%-

-
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F--------------------FREQUENCY DISTRIBUTIONS -'
'A

HEADER DATA FOR: B:RANKING1 LABEL: SURVEY DATA
NUMBER OF CASES: 60 NUMBER OF VARIABLES: 9

VARIABLE: 9. 058-9

Civilian- "Choi.ce" Job Assignments

.... CUML -ATIVE...
VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 5 8.33 5 8.33
5 8.33 10 16.67

3.00 4 6.67 14 -33

4.O0 6 10.00 20 33. 33,
5.00 1 1.67 21 35.00
6.00 5 8.33 26 43.33
7.00 10 16.67 36 60.00
8.0o 8 13.33 44 73.33
9.00 16 26.67 60 100.':),

TOTAL 60 100.00

= == VALUE = = FREQUENCY ......................................................
1.00 5

2.00 5 == ==
3.00 4 == ===
4.00 6 ===
5.00 1 =
6.00 5 ===
7.00 10 === ===
8.00 8

9.00 16 =========== ... . . = = -

..
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- FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:RANKINGI LABEL: SURVEY DATA
NUMBER OF CASES: 18 NUMBER OF VARIABLES: 9

VARIABLE: 9. Q58-9

Military - "Choic*" Job Assignments

.... CUMULAT IVE...
==== VALUE ===== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 0 .00 0 .00
2.00 4 22.22 4 22.22
3.06 4 22.22 8 44.44
4.00 0 .00 8 44.44
5.O0 1 5.56 9 50.00
6.00 1 5.56 10 55.56
7.00 2 11.11 12 66.67
8.00 1 5.56 13 72.22
9.00 5 27.78 18 100.00

TOTAL i8 100.00

VALUE FREQUENCY..............................
1.0O0 0

2.00 41..........
3.00 4
4.00 0
5.0O 1 =
6.00 1 =====
7.00 2 =
8.00 1 =
9.00 5

299
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--------------- FREQUENCY DISTRIBUTIONS - -- - ------

HEADER DATA FOR: B: RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 1. 059-1

Civilian - Pay And B~nefits

.... CUMUtLATIVE...
SVALUE ==w FREQUENCY PERCENT FREQUENCY PERCENT

1.00 23 37.70 23 37.70
2.00 a 13.11 31 50.82
3.00 10 16.39 41 67.21
4.00 3 4.92 44 72.13
5.00 3 4.92 47 77. 05
6.00 4 6.56 51 83.61
7.0o 5 8.20 56 91.80
8.00 1 1.64 57 93.44
9.00 4 6.56 61 100.00

TOTAL 61 100.00

mu= VALUE ummumm FREQUENCY................................
1 .00 23 1
2.00 a i=inni

3.00 10 rmniiiii

4.00 3 Iin==n
5.00 3 :-==f
6.00 4 in==
7.00 5 in
8.00 1
9.00 4 :=u---

300



------ ------ FREQUENCY DISTRIBUTIONS----------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASESS 17 NUMBER OF VARIABLES: 9

VARIABLE: 1. 059-1

Military - Pay And Benefits

.... CUMULATIVE...
mimVALUE =mnu= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3 17.65 3 17.65
2.00 0 .00 3 17.65
3.00 3 17.65 6 35.29
4.00 1 5.88 7 41.18
5.00 2 11.76 9 52.34
6.00 3 17.65 12 70.59
7.00 3 17.65 15 86.24
8.00 0 .00 15 88.24
9.00 2 1 1. 76 17 100.00

TOTAL 17 100.00

in---- VALUE =mum= FREQUENCY................................
1.*00 3
2.00 0 1
3.00 3 1======-
4.00 1 immmm

5.003
67.00 3

8.00 01
9.00 21 n n n =
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- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 2. Q59-2

Civilian - Challenge Of The Job

.... CUMULATIVE...
==z== VALUE = = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 16 26.23 16 26.23
2.00 13 21.31 29 47.54
3.00 9 14.75 38 62.30
4.00 7 11.48 45 73.77
5.00 7 11.48 52 85.25
6.00 1 1.64 53 86.89
7.00 1 1.64 54 88.52
8.00 3 4.92 57 93.44
9.00 4 6.56 61 100.00

TOTAL - 61 100.00

~=== VALUE --- == FREQUENCY .............................
1.00 16 :: : : : : : : : : = = =
2.00 13 == =
3.00 9 t= ==-
4.00 7 =
5.00 7 1-===========
6.00 1 1-
7.00 1 1=
8.00 3 1-==
9.00 4 1====
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-------------------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: BtRANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 9

VARIABLE: 2. 059-2

Military - Challenge Of The Job

.... CUMULATIVE...
==mum VALUE ==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 11 64.71 11 64.71
2.00 0 .00 11 64.71
3.00 4 23.53 15 88.24
4.00 0 .00 15 88.24
5.00 0 .00 15 88.24
6.00 1 5.88 16 94.12
7.00 1 5.88 17 100.0)
8.00 0 .00 17 100.00
9.00 0 .00 17 100.00

TOTAL 17 100.00

== VALUE === FREQUENCY .............................
1.00 11
2.00 0
3.00 4 !mn-====
4.00 0
5.00 0
6.00 1 ==
7.00 1 1-"
8.0 0
9.00 0

9.
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- FREQUENCY DISTRIBUTIONS - -

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 3. 059-3

Civilian - Service To My Country

.... CUMULATIVE...
=== VALUE a=== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 4 6.56 4 6.56
2.00 7 11.48 11 18.03
3.00 3 4.92 14 22.95
4.00 5 8.20 19 31.15
5.00 9 14.75 28 45.90
6.00 9 14.75 37 60.66
7.00 a 13.11 45 73.77
8.00 7 11.48 52 85.25
9.00 9 14.75 61 100.00

TOTAL 61 100.00

=== VALUE = FREQUENCY ..............................
1.00 4 1=u======'
2.00 7 ==mmi=mun=== =
3.00 3 -mum-
4.00 5 =nn=m=======mm
5.00 9 =

6.00 9
7.00 8 ===== = amm======== = m= =
8.00 7 = ==
9.00 9 : =======

'0
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------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 9

VARIABLE: 3. 059-3

Military - Servic* To My Country

.... CUMULATIVE ..

=== VALUE - FREQUENCY PERCENT FREQUENCY PERCENT

1.00 2 11.76 2 11.76
2.00 5 29.41 7 41.18
3.00 2 11.76 9 52.94
4.00 4 23.53 13 76.47
5.00 0 .00 13 76.47

6.00 1 5.88 14 82.35
7.00 2 11.76 16 34.12
8.00 1 5.88 17 100.00 %

9.00 0 .00 17 100.00
TOTAL 17 100.O0

===== VALUE FREQUENCY .............................

1. 00 2 :m = =m ==,

2.00 5 = =
3.00 2 -
4.00 4
5.0O0 0 .

6.00 1
7.0O0 2 =========.-
8.0O0 1 w=====

9.00 0

3,
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-- ---- --- ---- FREQUENCY DISRIBUTIONS -----------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 4. Q59-4

Civilian - Getting the "Best" for the U.S.

.... CUMULATIVE...
==- VALUE ==man FREQUENCY PERCENT FREQUENCY PERCENT

1.00 5 8.20 5 8.20
2.00 6 9.84 It 18.03
3.00 8 13.11 19 31.15
4.00 7 11.48 26 42.62
5.00 9 14.75 35 57.38
6. o0 13. 4o 63. 57
7. o0 7 111.48 47 77. C)5_
8. IC 16.39 57 93.44 %
9.00 4 6.56 61 100.00

TOTAL 61 100.00

VALUE = FREQUENCY .............................
1.00 5
2.00 6 =
3.00 a
4.00 7 == =
5.00 9 ===== ===== =--------
6.00 5

7.00 7
8.O0 10 =======

9.00 4

3,
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- FREQUENCY DISTRIBUTIONS- --------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 9

*VARIABLE: 4. Q59-4

Military - Getting the "Best" for the U.S.

.... CUMULATIVE...
= VALUE mw- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 1 5.88 1 5.88
2.00 2 11.76 3 17.65
3.00 2 11.76 5 29.41
4.00 4 23.53 9 52.94
5.00 5 29.41 14 82.35

6.00 1 5.88 15 88.24
7.00 1 5.88 16 94.12
8.00 1 5.88 17 100.00
9.00 0 .00 17 100.00

TOTAL 17 100.00

==m= VALUE = FREQUENCY .............................
1.00 1 I=====
2.00 2 1 mmm-==
4.00 42 =======~i=== =- -

3.00 2 In===~
4.00 4 ========

5.00 5 ==== ===
6.00 1 ===

7.00 ' 1--==
8.00 1 =in=
9.00 0

307

,I

-- - C -- .-- .- - - 9 . -
* - ~ 7 .' -



- FREQUENCY DISTRIBUTIONS --

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 5. 059-5

Civilian - Interaction With Interesting People

.... CUMULATIVE...
= VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 0 .00 0 .00
2.00 5 8.20 5 6.20
3. 00 14 22.95 19 31.15
4.00 10 16.39 29 47.54
5.00 8 13.11 37 60.66
6.0 7 11.48 44 72.13
7.00 10 16.39 54 88.52
8.00 4 6.56 58 95.08
9.00 3 4.92 61 100.00

TOTAL 61 100.00

===== VALUE FREQUENCY .............................
1.00 0 0
2.00 5 - -
3.00 14 ====================.
4.00 10 ======-
5.00 8 == == -=

6.00 7 ===

7.00 10 ............
8.00 4 ======
9.00 3 ======

.'

d.'
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---- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 9

VARIABLE: 5. 059-5

Military - Interaction With Interesting People

.... CUMULAT IVE...
VALUE F==== FPEQUENCY PERCENT FREQUENCY PERCENT

1.00 1 5.88 1 5.88
2.00 2 11.76 3 17.65
3.00 2 11.76 5 29.41
4.00 1 5.88 6 35.2S

11.76 8 47.06 
6.02 11.76 () 58.32
7.u0 3 17.65 13 76.47
8.00 2 11.76 15 88.24
9.00 2 1 1.76 17 1oC0.O0

TOTAL 17 100.00

VALUE ==== FREQUENCY ............................. %

1.00 1 ========

2.00 2 == = "
3.00 2 == ========
4. 00 1 =

5.00 2
6.00 2 ====== === .5.
7.00 3 = = = = = = = = ==,.

8.00 2
9.00 2 ====

1%
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 6. 059-6

Civilian - Training Opportunities

.... CUMULATIVE...
~==== VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3 4.92 3 4.92
O0 3 4.32 6 9.84 

3.00 6 9.84 12 1'9.87
4.00 10 16.39 22' - 36.o7
5.00 5 8.20 27 44.26

6.0) 9 14.75 36 59.02
7.00 11 18.03 47 77.05
6.00 11 18.03 58 95. 8
9.00 3 4.92 61 i00. 00

TOTAL 61 100.00

===== VALUE FREQUENCY ................................
1.00 3 1====-=
2.00 3 ==""==
3.00 6
4.00 10 =

5.00 5 =
6.00 9 ===
7.00 II = = = =

8.00 11-------------======--------------
9.00 3 1====-

a.'.
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8- - - - - FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 9

VARIABLE: 6. Q59-6

Military - Training Opportunities

.... CUMULATIVE...
VALUE ===== FREQUENCY PERCENT FPEOUENCY PERCENT

1.00 0 .00 0 .00
2.00 1 5.88 1 5.88
3.00 2 11.76 3 17.65
4.00 2 11.76 5 29.41
5.00 1 5.88 6 35.29
6.00 3 17.65 9 52.94
7.O0 0 .00 9 52.94
8.00 3 17.65 12 70.59
9.00 5 29.41 17 100.00

TOTAL 17 100.00

=== VALUE ===== FREQUENCY..............................
1.00 0

2.00 1 I.====
• . 3.00 2 1- - - -

4.00 2 !w======
5.00 1 ====
6.00 3 ===== =====
7.00 0
8.00 3 .
9.00 5 .====== .
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- FREQUENCY DISTRIBUTIONS -

HEADER DATA FOR: B:RANKING2 LABEL: .SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 7. Q59-7

Civilian- Good Relations With Coworkers
d.

.... CUMULATIVE...
===== VALUE FREQUENCY PERCENT FREQUENCY PERCENT

1. C0 4 6.56 4 6.56
2.00 8 13.11 12 19.67
3. )( 4 6.56 16 26.23 
4.O0 7 11.48 23 37.70 .4

5.00 6 9.84 29 47.54

6.O0 10 16.39 39 63.93
7.00 9 14.75 48 78.69
8.00 8 13.11 56 91.80
9.00 5 8. 20 61 100.00

TOTAL 61 100.00

VALUE FREQUENCY ................................
1.00 4 '

2.00 8

3.00 4 '4

4.00 7 ===== = =-
5.00 6 = = ====
6.00 10 ====. = =
7.00 9 ======= = = =

8.00 8

9.0 5

31,
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- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA

NUMBER OF CASES: 17 NUMBER OF VARIABLES: 9

VARIABLE: 7. Q59-7

Military - Good Relations With Coworkers

.... CUMULATIVE...
= VALUE m==- FREQUENCY PERCENT FREQUENCY PERCENT

1.00 0 .00 0 .00

2.00 3 17.65 3 17.65
3.00 1 5.88 4 3.53
4.0C) 2 11.76 6 35.29
5.00 3 17.65 52.94

6.00 2 11.76 11 64.71
7.00 2 11.76 13 76.47

8.00 2 11.76 15 88.24
9.0o 2 11.76 17 100.0o

TOTAL 17 100.O0

VALUE === FREQUENCY..............................
1.00 01
2.00 3 =
3. 00 1 =

4.00 2 ============
5.00 3 =

6. 00 2 =========w=======
7.00 2 1========= ..
8. 00 2 =

9.00 2 = = =

',.o

0

5..
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-------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 8. Q59-8

Civilian - Prestige

.... 'UMULATIVE...
===mu VALUE = FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3 4.92 3 4.92
2.00 3 4.92 6 9.84
3.00 3 4.92 9 14.75
4.o0) 4 6.56 13 21.31
5. O0 7 11.48 2. 9
6.0o 5 8.20 25 40. 8
7.00 4 6.56 29 47.54
8.00 9 14.75 38 62.30
9. 0 23 37.70 61 100. O)

TOTAL 61 100.00

===== VALUE =--== FREQUENCY .............................
1.00 3 1---
2.00 3
3.00 3 i=== 0
4.00 4 =
5.00 7 I--==

6.00 5
7.00 4 ;====
8.00 9
9.00 23 1 ========== =====
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-------- FREQUENCY DISTRIBUTIONS --------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 17 NUMBER OF VARIABLES: 9

VARIABLE: 8. 059-8

Military - Prestige

.... CUMULATIVE...
===-= VALUE -==== FREQUENCY PERCENT FREQUENCY PERCENT

1.00 1 5.88 1 5.88
2.00 1 5.88 2 11.76
3.00 0 .00 2 11.76
4.00 1 5.88 3 17.65
5.00 2 11.76 5 29.41
6.00 2 11.76 7 41.18
7.00 1 5.88 8 47.06
8.00 4 23.53 12 70.59
9.00 5 29.41 17 100.00

TOTAL 17 100.00

.....-- VALUE = . FREQUENCY .............................
1.00 1 =

2.00 1 ====
3.00 0 -

4.00 1 I=====
5.00 2 i=======
6.00 2 !- - --===
7.00 1 j===== .

8.00 4 ===================
9.00 5 1 =
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- FREQUENCY DISTRIBUTIONS

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 61 NUMBER OF VARIABLES: 9

VARIABLE: 9. 059-9

Civilian - Opportunity to be Creative

.... CUMULATIVE...
mnmm= VALUE =mum= FREQUENCY PERCENT FREQUENCY PERCENT

1.00 3 4.92 3 4.92
2.00 8 13.11 11 18.03
3.00 4 6.56 15 24.59
4.00 9 14.75 24 39.34
5.00 7 11.48 31 50.82
6.00 11 18.03 42 68.85
7.00 5 8.20 47 77.05
8.00 8 13.11 55 90.16
9.00 6 9.84 61 100.00

TOTAL 61 100.00

== = VALUE ==== FREQUENCY .............................

1. 00 3 = =='
2.00 8 . .. .
3.00 4 =
4.00 9:---------
5.00 7
6.00 11 ==
7.00 5 = =
8.00 8 =
9.00 6 ====== ===
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--------------------- FREQUENCY DISTRIBUTIONS---------------------

HEADER DATA FOR: B:RANKING2 LABEL: SURVEY DATA
NUMBER OF CASES: 17 NUMBER OF VARIABLES% 9

VARIABLE: 9. Q59-9

Military - Opportunity to b* Creative

.... CUMULATIVE...
VALUE -=m FREQUENCY PERCENT FREQUENCY PERCENT
1.00 1 5.88 1 5.88
2.00 3 17.65 4 23.53
3.00 1 5.86 5 29.41
4.00 2 11.76 7 41.18
5.002 11.76 9
6.00 2 11.76 it 64.71
7.00 4 23.53 15 88.24
8.00 1 5.8s 16 94.12
9.00 1 5.88 17 100.00

TOTAL 17 100.00

VALUE === FREQUENCY ....................................................
1.00 1 :====i
2.00 3 l
3.00 1 lllll m
4.00 2 l
5.00 2 1lmini ==.
6.00 2 =
7.00 4 1 l
8.00 1 jw==ll r

9.00 1 I=.... r

f.

3-
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Coast Guard Workforce Analysis Survey Comments ..

Below are listed the comments written in on survey questions that

requested a text response (v. forced distribution):

Question 20. What is the primary reason for not doing training? #5 - h

other:
h

"Hard to fit USCG folks Into DOD training slots."

"There never is enough time, so you try to take it regardless."

"CG personnel have difficulty getting slots in the advanced Management of

Defense Acquisition Contracts training classes."

"There is a need for CG to get an agreement with the DOD schools for 1102

training."

"Supervisor is hesitant to let people go."

"Poor scheduling of courses. Many courses are offered in August and

September (end of FY) when employees can't be spared."

"Cannot get advanced Management of Defense Defense Acquisition

Contracts." "*

"Management inertia."

"Cannot get quaranteed spaces in desired courses."

"Not enough DOD quotas."

"Too much work to do."

"Both 2 & 3 apply, not enough time and the need is for specialized
training (especially on ADP procurement).

"Never enough spaces for CG."

"Lack of funding, lack of sufficient billets."

"If training is not done, time is always a factor."

"Likes/disizkes of supervisor."

"Lack of time to train senior personnel, we do training of junior

personnel."

"Lack of a program."

"Is not considered a priority area by management."
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"The training required is offered by DOD. We are not part of DOD, DOD

employees are accepted first. Therefore very hard to attend DOD

training."

"Workload does not allow for adequate time to be away."

"Availability of DOD courses to USCG and turnover rate."

"Lack of concern from chief of procurement."

"Shortage of personnel."

"Denial of supervisor."

"Based on team attendance."

"Never have enough time but we juggle workloads because training is

priority."

Question 23. How do you find out about training and education
opportunities? #5 - other:

"Personnel office."

"Call CG HQ or the Navy to see what courses they are offering."

"Contact AFIT or ALMC directly."

"Headquarters G-FPM announcements."

"Calling CG HQ for training schedules."

"GSA circulars and communications from COMDT(G-FPM)."

"Mailings from the training source."

"Trade publications, DOD listings and sometimes USCG HQ initiatives."

Question 24. In what area would you most like to receive formal training?
#11 - other:

"Cost analysis in depth."

"Engineering basics for contracting personnei."

"Procurement Policy and Ship Repair."

"Cost - Price analysis."

"Contract Law and Competitive Contracting."
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"Specific FAR Policy issues."

"Financial management in contracting."

"Coast Guard Contract Admin."

"Contract Law."

"Legal issues of contracting."

"Source Selection Procedures."

"R & D."

"Advanced Contract Administration."

"Negotiations."

Question 25. How should training courses be conducted and why?
1 Locally prepared and administered
2 Through other Federal agencies
3 In conjunction with other Coast Guard commands
4 Commercially prepared and administered
5 Not at all
6 Other:

"Ideally #2, realistically #. Because #2 do a poor job of presentation
but are probably better informed."

"With other CG - interchange capability."

"With other CG - can specifically orient to CG needs."

"In conjunction with othe Coast Guard - eliminates subtle differenceF in

procurement methods used by other agencies."

"#3 - to key on procurement by type of item and CG peculiar usages."

"In conjunction with other Federal agencies; we can learn new ways of

accomplishing thru interaction with other agency's personnel."

"Through DOD - credibility."

"'LMC, AFIT and Navy courses are the oest ivailable."

"Commercial courses have better instructors - multi agency exposure."

"GSA has the tools to teach."

"Through other Federal agencies so we can get high quality DOD courses."

"Commercial courses are the best product."
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"

"In conjunction with other CG to gain application of Federal laws to CG
contracting."

"Commercially prepared and administered courses provide an opportunity to
see how industry views contracting with Government agencies."

"In conjunction with other CG because you can obtain useful relevant
information."

"DOD has best procurement training program."

"In conjunction with other CG Commands to ensure that we are all doing
things according to the same or similar procedures." %

"Commercial courses are best for their level of expertise and ,"
professionalism. If they are under contract and subject to evaluation
and want the repeat business, they will try harder."

"ALMC or AFIT are the toughest and best courses."

"Commercial courses from my experience have been the most comprehensive
and informative."

"DOD sponsored courses are excellent and provide a good basis 'or
understanding the Federal procurement process."

"With other Coast Guard to maximize resources; provide CG relevant
material; and ensure consistency within the CG."

"Inter-agency: with the advent of the FAR, training should be consistent e

in all agencies."

".
"In conjunction with other CG because of the classroom feedback from
other CG commands."

"Commercial courses are more professionally accepted." %

"Commercially conducted courses are of better quality."

"GSA or OPM can handle training for all agencies and do it locally in all %

Federal centers for local contracting professionals."

"Commercial courses seem to be more comprehensive and more professional."

"Combination of 2 & ' 1, Vqderai agencies tend 7o tailor their ourses
wnile commercial sources Stick to the suoject matter."

"#4 - contractor has greater incentive ($) and more time to do a good job
of training."

"DOD schools - they have the best procurement courses presently
available."
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"Commnercially prepared and administered has been proven effective."

0#4 - There are very good courses out there to be utilized. This is my
first choice, all other choices are also good and should be used as
deemed appropriate."

"Department of Defense have the best courses available."
"Send CG personnel to DOD courses because they are the best quality."

"Commercial courses are the most professional, tend to get better insight
on contractor's perspective."

"DOD seems to give a variety of courses, which is significant.'

"Commercial courses hove the best resources."

"Only a combination of 1 - 4 can meet all our training needs due to
variety of needs, intermittent demand and cost-effectiveness. FAT should
help certify more commercial courses."

"Through other Federal agencies - allows cross-section of experience."

"Locally prepared and administered allows a monetary savings and
convenience."

"#1 - tends to present training relevant to agency/customer

requirements."

"With other Coast Guard to have uniformity."

"Through other Federal agencies because the CG does not have the
resources."

"Locally prepared and administered - easier to attend, less expensive for
the Government."

"#2 - the Coast Guard is not large enough and advanced in the regulations
as larger agencies."

"DOD courses are more indepth study and discussions."

"With other Coast Guard, so everyone in the agency is using and applying
the same format."

'With other Coast Guara - to learn exactly now it is required ,3v 'he I'
to aerform my duties."

Question 26. How do you keep up with changes to laws and regulations?
#5 - other:

"CG instructions and notices and subscriptions to 'Government Contracts
Service' and 'Federal Publications'."
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"Federal Register FAC's."
4.

"Federal Register - FAR Changes - etc."

"Commercial Publications (e.g. the Government Contractor)."

"All of the above (I-4) plus GSA seminar each year."

"Read FAR/TAR changes and the Federal Register."

"CCH Publications."

"Subscribe to Commerce Clearing House (CCH) weekly updates."

"Own efforts and Federal Register. Gripe: The TAR is still in Federal

Register format, would like a loose leaf version that is updated by DOT."

Question 28. Are there any performance problems that you con identify I
that are a direct result of inadequate procurement training?

"Tentativeness in the cost and pricing areas. One two week course is not

enough."

"No, most problems are due to lack of experience."

"Greater need for supervisory review, slower production due to need to a,'

research regs."

"Many - none of which I care to divulge."

"Supervised employees in previous positions I have held, making errors in
interpreting regulations. Also keeping current on FAR/DOT/CG
instructions/orders/etc. How about putting it all in one volume?"

"Unfamiliarity with the FAR."

"Solicitations and contracts that we review have many flows in basic
package, i.e. missing clauses, improper use of provisions and clauses,
etc., etc."

"Government contract pricing and contract type are problem areas due to

inadequate knowledge of ins and outs of specification writing and the
attendant contract admin problems."

"Inadequate usage of Federal Supply System."

"Engineering/technical people need more procurement training. Generally
speaking the ability of CG Contracting Officers to negotiate successfully
is very low - I need negotiation training. I believe this is a direct
result of relatively low level of formal education."

"Limited warrants."
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"Must perform more detailed research to resolve situations."

"Since the CG doesn't have an adequate cost & pricing staff, the contract ,-.
specialist must do a fair amount of cost & price analysis and it is felt
more training is needed as far as what we should look for should we have
to review a contractor's accounting system, what we should look for in
cost breakdowns, etc."

,S

"The quality of work performed by undertrained personnel is clearly %
demonstrated."

nAs my responsibilities expand to more complex procurements I find I
really only have a grasp of the basics, and it is difficult to find
someone in the office that knows more than my limited knowledge in some
advanced areas."

"Negotiations and cost & price analysis are inadequate."

"Having people put in contract positions with no knowledge or training in
contracting."

"Contracting Officer's warrant limitations."

"Knowledge of regulations, current awareness in regulations, lock of
timeliness in taking contractual actions required."

"Contract administration is poor."

"Cost reimbursement contracts: not authorized to enter into, perhaps due
to formal lock of training. Cost/Price analysis: inability to properly
establish prenegotiation position and conduct subsequent negotiations."

"Some contract specialists can neither write nor spell correctly, and
have to obtain other files to use as models because they are not familiar
with the format."

"Lack of understanding of good cost & price analysis for negotiations."

"Termination of contracts could be handled much better if I was allowed
to take a course in contract termination."

"I have not had any training due to the fact that it is totally up to the
supervisors. If they feel it is a good class - they approve, if not they
disapprove. As it stands now, everything is disapproved."

"Proper interpretation of the FAR as it -er-.ains to my contracts."

"Negotiation procedures."

"Contracting by negotiation and sealed bids."
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Question 29. What is the most effective procurement training you have
,, had and why?

"The experience I brought with me from private industry. Government
employees are unrealistic!"

"Management of Defense Acquisition Contracts (basic); learned to use the
FAR effectively."

ONPS MS program in acquisition and procurement combined with financial
management. Gives through/complete perspectives and allows one to
quickly and expertly choose the proper response to a rapidly changing
environment."

"The Defense acquisition management courses - length of course allowed
time to fully digest information."

"DOD basic - covers all relevant material and well organized and
instructors well qualified."

"Cost and Pricing course - helps during negotiations."

"Cost and price analysis and negotiation workshop: good information,
required class participation and was immediately useful to me."

"Construction contracting - teacher very effective."

"Negotiations and Contract Low - very useful in present position."

"Contract Admin - basic."

"On-the-job and Defense acquisition management (advanced)." a'

"Law course at Wright-Patterson AFB; the Instructors were lawyers who
provided a logical and comprehensive understanding of the legal aspects

of contracting."

"Defense Contract Administration Courses (basic & advanced); excellent
instructors."

"Government Contract Low - CSC - instructor was excellent and atmosphere
was conductive to learning. Information was directly related to work."

"Cost and price analysis; one full week was allowed, subsequent to the

classroom theory, for a mock cost/price negotiation."

"DOD basic procurement - most comprehensive."

"Advanced Contract Admin; my production increased as a result of this

training."

"Defense Contract Low - challenging, interesting."
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"Management of Defense Acquisition Contracts (basic); most timely and
comprehensive course taken."

"Basic procurement course."

"Those subjects in which I need on the job."

"Interactive communication with other procurement activities to
experience a greater range of procurement methods and techniques, i.e.,

building on others' experiences."

"Management of Defense Acquisition Contracts (basic) - intensive, well

prepared, rigorous."

"Contract Administration gives a broad overview of contracting."

"A-E contracts workshop. Excellent teachers."

P=

"Advanced Contract Law it was a workshop format with oroblems anc
discussions. Also Federal Puolications Inc. courses oecause Vou nave z-op

authorities as speakers."

"Effective briefing techniques."

"on the job training." r

"Commercial enterprises - you hear both sides of procurement; Government

and private, also government workshops." ..

"OJT when you have an informed supervisor."

"Case study methods. Negotiating A/E contracts with those who actually

have done it was very effective."

"GSA school - although too much in a short period of time, some are very

effective."

"Management of Defense Acquisition Contracts (basic & advanced) -

familiarizes you with the FAR."

"Management of Defense Acquisition Contracts (basic), because we learn
why contracting must follow certain regulations, etc."

"Defense Contracts Basic - it was a comorehensive course that introduced
me to all aspects of zontrac:ing. it 4as also conaucted out 3f town.

away from office distractions."

"Defense Contract Acquisition course at ALMC - both basic and advanced - 9

they're the best."

"Management of Defense Acquisitions was most effective - instructor
quality excellent. On-the-job training, however, is the most valuable
training available."
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"All DOD sponsored courses."

"Basic course, the instructor was good and the material was relevant to
work."

"ALMC basic - very good course that covers all aspects of procurement."

"Contract Law at Wright-Patterson AFB (1979). Well prepared and
presented."

"DOD basic course plus experience."

"Cost and Price analysis - provided basic understanding of various
analytical methods and was applicable to contracting position."

"Working side by side with a senior contract specialist on a major
procurement."

"Defense procurement management, ALMC. It was intensive, detailed, well
organized."

"Classroom training with lots of classroom participation - learn a lot
from other people's experiences."

"OJT - have not had time to attend much training."

"On the job."

"Contract Law - now fully understand why the regs are written the way

they are."

"Management of Defense acquisition - a lot of information."

"Defense courses - better preparation and experience."

"On the job training with General Services Admin. We had training on
regular basis to go over problem areas - new findings - contractual
procedures."

"Management of Defense acquisition Contracts (basic & advanced) - touched
upon many areas of contracting functions such as preaward functions,
pricing, postaward functions."

"Art & technique of negotiation - MCI; it gave you the basics for
negotiations."

"DOD basic - the course was through."

"Management of Defense Acquisition (basic) - because the course covered
important elements of the procurement process."

"Basic - very informative & adequate timing for good understanding."
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"MDACC (basic) and MDACC (advanced); these courses covered all facets of

the acquisition process."

"Cost and Price analysis (MCI) - very good instructor, also asking many

questions from people who have obvious knowledge of the field."

"Construction contracting given by MCI - through knowledge of subject by

instructor. The instructor made the course very interesting."

"Basic - it gave on overall view of the contract administration process."

"Defense acquisition management - gave me a good understanding of what's

involved in IFB's/RFP's preparation and procedures."

"Basic procurement - 5 week ALMC; very detailed - intense classroom and

homework."

"Basic and Advanced procurement, cost/price analysis."

"Defense procurement management course (160 hrs); it provided all of the
basics required for accomplishing most procurement jobs."

Question 30. What is the least effective procurement training you have

had and why?

"From others in the office who learn by rote and, therefore, cannot apply
experience to a different situation."

"GSA cost & price analysis - too little time, too much of it spent on
price analysis."

"Management of Defense acquisition contracts (basic) because it followed
NPS training and was primarily concerned with preaward issues.. .of little
job applicability to admin."

"Couple of day courses by GSA and OPM."

"Contract Law - poorly organized."

"GSA and private contractor - poor quality."

"Contracting with small/minority business. Redundant, most information

was covered in MDACC (basic)."

"Basic procurement - teacher not knowledgeable."

"Management of Defense acquisition contracts (advanced) - course mostly
concerned with purchasing major defense systems - which had no relevance
to me or to any of the rest of the class."

"Federal procurement practices - Manhattan Community College; not
advanced enough."
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"Utilities seminar - not involved with my work at the time, so I lacked

interest and didn't use information, so did not retain much."

"GSA contract administration - poor instructor."

"Defense cost and price analysis - electronic blackboard and audio
conducted. No instructor was present in the classroom."

"In-house courses where subject matter not adequately covered."

"On-the-job training in situations that require chronic firefighting."

"Sealed bidding - 1 already knew the material from OJT."

"Construction contracting - teacher was unprepared and didn't know
subject matter."

"Most GSA training is ineffective except for the very basic training."

"Formal worKshops. Too much time spent on unrelated subjects."

"Correspondence method. Successful Contracting Officer training is the
result of doing it or participating in it. .. reading about it and learning
facts is generally of little use."

"Coast Guard seminars - not enough time."

"Cost and price analysis - do not feel it is through enough for a
contract specialist to perform cost and price analysis and thoroughly
evaluate proposals."

"None, every course you always gain some knowledge."

"Contracting with small/disadvantaged business. Too much time (3 days)
and too little information."

"Advanced cost and price course contractor given - sponsored by the EPA r

and a negotiation workshop done by GWU - they were terrible."

"GSA training seems to be 'hit of miss' depending on the quality of the
instructor; example: contracting for commercial services was a
miss.. .could have read the FAR instead."

"Research and development contracting - GSA. The instructor was not up
on the course subject. He orovided a general overview of the contracting
process. very little on R & D contracting."

"8(o) contracting. The course covered very basic issues already known
and had little relevancy to my current duties."

"Small and disadvantaged business contracting - lack of knowledge by the
instructor."

I

329

[XNAa - - - I .



"Advanced Contract Law. DOT (MCI) 1987, very poorly prepared."

"Claims management." - .

"Types of Government contracts - provided no value to on -the-job

decision process for determining type of contract."

"Local OJT with other staff helping."

"EPA/CG advanced contract management."

"Principles and applications of value engineering. It was taught and

organized nonprofessionally and was taught based on a presumption of

prior knowledge which was in fact lacking."

"Lectures with no classroom participation - lose interest In what is

being taught."

"Government course are fairly equal across the board."

"GSA small purchase course was not too specific."

"Any GSA procurement course - inadequate instructors."

"Individual training by supervisor - many times the supervisor is not up

to date on current in-office procedures or practices - better as group

training."

"None, all courses are beneficial."

"Cost and price analysis and negotiation workshop - not indepth for job
related factors."

"Cost analysis conducted by MCI at the Yard, was held for 1/2 day

sessions over a 2 week period."

"Being here has offered little or no training from management. Asking

questions for 15 months has worked best."

"Two different seminars given at George Washington University. Subject

matter presented at the top management level."

"Defense small purchase - it did not discuss the fundamentals of

purchasing."

"Defense Acquisition Management - EPA: did not directly apply :AW Coast

Guard regulations."

"Incentive contracting - Coast Guard really won't use this."

"Procurement Low - class was instructed poorly."
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"Cost accounting standards. My office will probably never get involved

in some of the dollar amounts to use the information acquired."

Question 81. To what extent are you satisfied with your present job?

"Very satisfied: Procurement makes or breaks the unit. If military -

the readiness/response time. If industrial - profit or loss... this is

where its at!"

"Satisfied: All in all, the training offered contracting personnel in

this command is exceptional."

"Very dissatisfied because of 12 hour days and inadequate support

staffing."

"Very satisfied: It is challenging, interesting - great staff."

"Very Satisfied: The people and work surrounding."

"Satisfied: I enjoy the location and work environment."

"Very satisfied: It is challenging and with handling contracts from

cradle to grave you get a wide variety of experience."

"Satisfied: I enjoy being involved in the procurement of a major

acquisition for the Coast Guard. Interesting, challenging work. My role

, is important and unusual for a junior Officer to have such

Iresponsibility."

"Satisfied: Need to do more contracting ($25K+); pay is extremely poor

for responsibilities given to a GS 7 - 11."

"Dissatisfied: Workload."

"Satisfied: Never dull, always changing."

"Very satisfied: Superior working conditions - excellent and talented

Coast Guard personnel to work with!"

"Satisfied: My knowledge is respected and my talents are used. The job

is challenging and people I work with ore good and competent."

"Very satisfied: Office personnel, supervisor & interesting projects."

"Very satisfied: I find the work interesting and challenging and 1 enjoy

working with the people in this office."

"Very satisfied: Greater opportunities than previous employment to have

an effect on agency procurement systems."

"Satisfied: Good organization, good people, good work environment."
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"Satisfied: Good professional staff (with some exceptions)."

"Very satisfied: The job is interesting, rewarding and challenging.."

"Dissatisfied: Pressure to circumvent the proper procurement
regulations."

"Satisfied: Am able to work independently and my decisions are seldom
questioned."

"Very satisfied: My job is challenging, there is promotion potential."

"Very satisfied: I have good co-workers and a very good supervisor."

"Very satisfied: Great supervisor who is very knowledgeable in
contracting - learning a lot from him, interesting work, great location."

"Dissatisfied: Supervisor is like a 'bull in a china closet' or 'haste
makes waste'."

"Dissatisfied: Poor - untrained and unsupportive management personnel."

"Satisfied: We get the best value we can for the dollar but in many
cases are frustrated by socioeconomic programs."

"Dissatisfied: There is no leadership - no supervisor with knowledge of
contracting."

"Dissatisfied: Inadequate resources/staffing/grade levels." -

"Dissatisfied: Location/lack of space/poor management/low morale/lack of
concern about low morale and contributing factors."

"Dissatisfied: Doing the some job as higher grade for less pay. Due to
workload unable to receive training."

"Dissatisfied: Lack of training, consistency, etc."

"Very dissatisfied: Command will not allow me to do all things by the

book."

"Very satisfied: Work challenging, like co-workers and supervisors, my
efforts are appreciated."

"Very dissatisfied: 7oo many collateral juties and no authority -o ¢"
on my Own."

Satisfied: Reduced number of non-competitive awards by pursuing
aggressive source solicitation procedures."

GENERAL COMMENTS SUBMITTED AT THE END OF THE SURVEY:
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"FPM should do less studying of problems and become active in

Ue'le establishing CG procurement policy even if it runs counter to DOT."

"It is very encouraging to see the Coast Guard taking (at last) a real

interest in training their acquisition people. I think a similar survey Ile
should be taken of program/technical personnel, without whom acquisition

folks cannot efficiently do their job. Proper training of COTRs, OA, -

etc., is in my experience, inadequate. This is most important on major
acquisitions. Before the Coast Guard commissions a new vessel the entire

crew is trained so they can properly handle the ship. The same approach

of comprehensive training should be given to the 'crew' that is going to
be responsible for administering the contract to buy that vessel (or
helicopter). 'On-the-job' acquisition training can be very expensive in
many ways.

Question: Is the Coast Guard ever going to decide if
contracting/acquisition should be a legitimate career path for Officers?
If not, I am left with the choice of using my experience outside the
Coast Guard if I wish to continue working in the field, or waiting for
the next time I might by fate be assigned to this 'ield ogain and nave to

be trained all over again."

"Formal training is excellent. However, I believe workshop seminars
should be established for contracting officers and contract soecialists
based on what kind of contracts they deal with (question 69). We need
more problem solving opportunities in addition to 'how to' training."

"The Coast Guard for surpasses the Navy in providing time and resources&. for training. Most acquisition personnel have not had an adequate ,.
educational background to perform effectively - I hope this is changing.
Further, why aren't many courses video taped to be shown on a regular V

basis at local commands. If the instructors where good, and the courses
(or just topics) relevant, tapes would be an inexpensive and valuable
tool to provide much of the training required."

"Training should be extended to program offices involved in acquisition
to the extent that they understand procurement matters are no longer just %
something to be blamed for causing program delays. Decision that affect
Coast Guard acquisitions often must be a compromise between 'ideal' and
'practical' considerations. Practical limitations are often built in
during the early acquisition planning stages and can be difficult or
impossible to change."

"More importance needs to be placed on training and education. The

Government needs to increase funding and encourage employees to attend
training ;ourses 0ot on na *.)f JutV nours.

"Headquarters should monitor individual contract professional and
prescribe training in accordance with their needs. All contract
professional should be quizzed regularly regarding their knowledge of the
regulations and procedures."

"Many items are procured on a regular basis by most every unit. Most of

these items could be identified and a set procurement source identified
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for them. There are also many items that do not live up to what is

needed, they should be identified and a list distributed to all units 'V
identifying their less than desirable status. Set procedures should be
identified for the procurement of ADP equipment. All ADP equipment

should be screened and only ordered by certain regional procurement

offices. At present time there are five manuals and instructions to try

to interpret to purchase AOP equipment. I and everyone else in
procurement can find a way to get around each one of them. The
regulations are useless as they are now applied."

"Nearly every major procurement in the Coast Guard in the lost ten years
has had major faults or difficulties. One of the principle reasons is
that the project managers did not understand the dynamics of the

procurement process. If the CG is to continue using Officers to do the

acquisitions they must insure that they have the necessary training and

'experience' before they are ordered into the job." Some of the classics
include: - Falcon Jet (engine problems)

- Aerospatiale Helos
- New class of cutters equipped with foreign made

engines which require foreign made parts."

"I do not feel we are kept abreast of training opportunities available to
CG personnel. We find out too late when spaces have already been filled.
We have to phone training personnel in HO ourselves - very seldom see
anything sent to the field regarding future training opportunities."

"I would like to see more colleges and universities offer either a
certificate or degree program in contracting so these courses would be
more locally available. The current contracting courses are commercially S
oriented and a lot of times the Government equivalent must be taken so in
essence, if you take a college course it doesn't provide the government
expertise."

"We need established training programs. We also need to get more
training opportunities (more slots) for AFIT and ALMC courses. These are

the best - no question. The local colleges also need to sponsor

contracting courses."

"More emphasis should be put on a continuation of education throughout

your career in procurement. It seems like once you are warranted,
training opportunities are not as available due to a variety of reasons
(e.g. not high priority, lack of funds)."

"The Coast Guard's 'Do more with less - can do' attitude, coupled with a
lack of respect for procurement personnel by program managers has vuined
many previously motivated and skilled procurement professionals. IIlI

take less pay anywhere else, if only I am appreciated."

"I would like to see unit comptrollers take some sort of procurement

orientation course. Most comptrollers for whom I have worked in the
Coast Guard know nothing about
procurement."
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"Need more training but closer to home."

"I'm still in the learning process in the field of formal contracting,
however I've had a few years of supply/small purchasing experience. I
desire more training but feel the Coast Guard falls somewhat short of
providing adequate training. I am now starting to see my command
sponsoring contract/purchasing schools which is great!"

"I would like to see the Coast Guard contract to make DOD courses
available to Coast Guard employees. This indepth training is truly
necessary."

"Coast Guard doesn't provide enough training for its personnel so we can
be competitive enough with DOD agency."

"Need more DOD courses, DOD courses rank higher than the commercial
courses offered."

"More training is needed to compete with other Federal agencies for
retention of qualified personnel as well as producing more and better
contracts for the Coast Guard. A long hard look should also be taken of
the screening process for upgrading clerk/typist into the procurement
field. Most have not got the training necessary to qualify them for the
intensity the contracting field requires."

"The Coast Guard personnel that I work with lack the knowledge and
versatility of individuals that move from agency to agency. As a result,
have much difficulty utilizing business Judgement in making routine
decisions. They look to the FAR for every answer."

"I wish that in the procurement office we had some sort of training
program. It's totally up to the supervisors. If they want to approve or
if they don't want to approve. There should be some kind of plan whereas
everyone can get training. The training here is based on management
concepts. If they cannot offer class, we do not take the class. We
really need more help with training."
"Cross train personnel between small purchases and purchases over 25K.
This would allow a greater degree of accuracy between contract
determination based on knowledge vice guesstimation."

"It seems that people in procurement are always overworked and as a
result sacrifice training to attempt keeping up with the work. Training
is essential in our field; with all the changing rules and regulations.
I have seen some management in the CG that feel that they can't afford to
send their personnel to training. I nave also seen others that will .end
their people to training and struggle through anyway they can becouse r
they feel its that important."A
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APPENDIX B.

Appendix B contains a copy of the telephone and personal interview

form used in the course of this research. The data from these Interviews

was not coded or compiled in other that note card form.

This form served as the basic guide for the researcher in the

interview process, particularly in the early stages of the research.

336.

%%

p.-

.%.

'4.

-'1

p
=

"V

I.-..-. . . .- ,. .', :, -,"',''. '".' " -'.,- " -'_V .. ,-. -, , . ,3 ., "°.". , ",.- .iV .'. '.-, . .,'.," -'.'" -" -'.-%-.'-,"".'--'-.'".; ,\ .'a,'4p'.



r COAST GUARD TRAINING AND EDUCATION STUDY: :NTEPVIEW QUESTIONS

PERSON INTERVIEWED: _ TITLE: __

COMMAND/UNIT: DATE.(S : _-

w^

A. TRAINING R.EQUIREMENTS AND IMPLEMENTATION CONSIDERATIONS: e

1. WHAT TRAINING DO WE NEED'? AT A MINIMUM LEVEL AND AT AN IDEAL
LEVEL

a

2. HOW ARE TRAINING RECUIREMENTS ESTA2L:SHED? . . TH -O AF
POSIT:cN l'VIA -;'_4' 0 AD AN :NDIVIDUAL. _

fro, 'a

3. HOW IS TRAINING IMPLEMENTED? WHO TRACKS- -T-HE-TPAININ3 - n -

REQUIRED AND THE TRAINING ACCOMPLISHED AND HOW?_ _

4. HOW DO YOU BUDGET FOR THE TRAINING YOU NEED/DO?_ _ _- .-

5'

,.

337

op. 

,

5%1



5. WHAT IS THE IDEAL AMOUNT OF TRAINING YOU WOULD LIKE TO HAV)E,
HOW IS THAT IDEAL AMOUNT/TYPE DETERMINED-____________

6. WHAT DO YOU IDENTIFY AS YOUR SINGLE MOST PRESSING TRAINING.
NIEED ' WHY-

7. HAVE DODD 5000.23 5000.48 CHANGED ANYTHING YOU ARE DOING
WITH RESPE:T TO TRA NING DO YOU HAVE !MPeME.T:NG PARERWORK7
DOES A LOCALLY PREPARED, WRITTEN TRAINING POLICY STATEMENT EXIST-
(WHAT DOES IT LOOK LIKE') ."

S. HOW DO YOU KEEP YOU ACQ PERSONNEL CURRENT? IN OTHER WODS
HOW IS TRAINING DONE FOR:

(A) CHANGES IN LAWS, STATUTES, REGULATIONS AND POLICY:
(B) MATERIAL IN GAO, CMR, IG AND AUDIT REPORTS:
(C CHANGES TO PROCEDURES AND TECHNIQUES (I.E. STATE OF THE

ART) 

a

9. ARE C:MR, GAO, AUDIT DISCREPANCIES TRANSLATED INTO SPECIFIC
OBJE;- T IVES 7__

'
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10. DO LOCALLY PREPARED FORMS EXIST TO ASSIST PERSONNEL IN THE
~m~* PERFOR.MANCE OF THEIR DUTIES? WHO UFPDATES THEM? EXAMPLES-:'___

11. OW D YO QUATIF THEBENFITSOF RAINNG*

1.HOW DONYO QUNIYTEBEEISO RAINING?_______ -70iS-7 N:A1,1'
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1t5. ARE TRENDS IN TRAINING MONITOR'ED ________________

!E.__WHAT__ SPECIFIC__________ OF_____________SHOULD_______ _______________________ S

'



20. IS TRAINING ORGANIZATIONALLY SUPPORTED -S TF:AININi AN
ORGANIZATIONAL GOAL (ON A LEVEL WITH PALT, % COMP's, .... -'

B. TRAINING ACCOMP!_!SHMENT

21. WHAT TRAINING ARE YOU ACTUALLY ACCOMPLISHING?

2." WHAT TRAINING DOES INDUSTRY DO?__

2. DO YOU USE VIDEO TAPES, (NCMA STUFF...)_" _

24. DO YOU SPONSOR, PROMOTE OR .EQUIRE CERTIFICATION PROGPAMS '
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25. DO-YOU -KNOW OF ANY VERY SUCCESSFUL TRAINING PROGRAMS (IN ANY
AREA) WHAT MAKES-THEM SUCCESSFUL?_

%I

6.DO CORRESPONDENCE COURSES WOP_________________

27. WHAT CURRENT TRAINING PROGRAMS APE URPENTLY AVAILABLE?:

28. HOW DO YOU GET QUOTAS TO-TRAINING COURSES?

Ig. HOW 00 YOU DECi:DE '4HC GOES 0 '4 NrNG €EF4NrC-
30OD/BAD. AVAILA BTL yP BAS ._
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CC). HOW IS TRAINING PARTICIPATION ENFORCED/ENCOURAGED?

31. ARE THERE TRAINING 'NEEDS FOR WHICH NO SOURCiE OF SUFPLY
EXISTS? WHAT NEW COURSE WOULD YOU LIKE TO SEE .7: WHAT FORM
SHOULD IT TAKE"'_

22. WHAT PERSONNEL ARE THESE TRAINING PROGRAMS PPIMARILY Altv!ED
AT?7:

----33.--WHAT LEVEL OF EXPERIENCE DO THESE TRAINING PROGRAMS PRESUME-

?:.

ARE -HESE PPOGRAMS IENEPAL OP :0 THEY ADDRESS SPECIFY.-"
AREA-F--TRA-[ I NG ? :

.%
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35. IS THIS TRAINING OFFERED AND/OR CONDUCTED?: _

36. IF THE ABOVE TRAINING IS NOT BEING OFFERED, WHY NOT71:
rLACK OF AWARENESS. TIME CONSTPAINTS. COST. LAK:* OF RELEVANCE':

37. IS THERE AN ACQUISTION LIBRARY MAINTAINED AT YOUR COMMAND-'

38. DOES THE OFFICE SUBSCRIBE TO ANY PROFESSIONAL JOURNALS,
MAGAZINES,...? HOW ARE THEY "USED"?

!0 DO !OU HAVE A DESK 3UIDE HAT ._,IO, -- HE A:.QU1 DN
-IJNC T ON '

344 t
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--. _40. WHERE DOES THE PROCUREMENT PAININI CIUN:TON ES IDE

41. WHO 1S 'ESPONSIBLE FOR 7TS T'AINING':

42.. WHY SO PROBLEMS PERSIST DESPITE AVAIrABLE TPArNINI:3>_ _

43. WHAT TRAINING IS NECESSARY FOR CAREER DEVELOPMENT?:_ _

44. WHAT ARE OTHER AGENI:rES DOING TO ADDRESS THE PROBLEMS
DISCUSSED ABOVE?:

45. WHAT LOCALLY DEVELOPED PROGRAMS ARE AVAIL TO MEET THESE
TRNG NEEDS*?:
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46. DO YOU HAVE THE TIME TO SUPPORT A COMPREHENSIVE TPAINING

47. WHAT EFP-PI7 WOULD THIS TrP-AtNINf; HAVE ON TrHE -HROJUG-HFP'J- AND
EFFICIENCY OF 'RFSONNEL ____________ ____

48. HOW 0O L4E ELEVATE 7HE STATUSO CF SMALL PUPCIHASIN13____

49. HOW DO YOU AWARD WARRANTS?----------

:.WHEPE APE DO' ON c!LE-1

51. DO OVERLAPS EXIST IN THE .1000 BEING DONE BY 1102'_/5/G6'?: DOES
THIS CAUSE C:ONUSION*-'- _______ __ ___

346



- % 52. HOW IS THE MORALE/ATTITUDE IN THE PUR:HASING DIVISION?

53. DO YOU F'ECPUIT'-'. HOW___-

C. CURRENT PROBLEMS:

54. HOW DO YOU ADDRESS THE PROBLEM OF TRAINING PEOPLE TO GO ELSE-
WHERE'?

55. WHAT PERFORMANCE WEAKNESSES ARE CONSISTENTLY C:ITED BY
AMP ' S?: "_

6-. 8A---- APE THE CAUSES OF THE WEAKNESSES THAT RECUR DURING
AMR ' '?:

__ _ _ -347
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57. WHAT SPECIFIC TRAINING SHORTCOMINGS ARE NOTED BY SUPER-
VISORS?:% -

€5

58. WHAT DO SUPERVISORS ATTRIBUTE TO THE CAUSE OF THESE SHORT-
COM I NGS:

59. WHAT ARE THE CURRENT TRAINING AND PERFORMANCE PROBLEMS AS
SEEN BY THE FIELD PERSONNEL THEMSELYES: ________ _

60. WHAT AR:E THE AREAS IN WHICH FIELD PERSONNEL FEEL TRAINING
IS INADEQUATE?:_______ __ _ _ _ _ _ _ _ _- -

61. DO PERSONNEL DESIRE TO CAREER SPIDGE*7 WHAT TRAINING IS
PECUIPED CnFP' AREEP 0EYELCPMENT- TS 1r O.PGANIZAT'CNALLY (E3UPOM-PTr
ED' s AN EVALUA71ON :-R:EFRLA --F 7HE :~~D

348
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INNg

62. IS CAPEER DEVELOPMENT SUFFERING AS A RESULT OF THESE

PERCEIVED. INADEQUACIES IN TPAINING?: __-_

60. WHAT ORGANIZATIONAL PPOBLEMS EXrST THAT HINDER THE PROCURE-
MENT FUNCTION?:

64. DO YOU HAVE ANY RECOMMENDATIONS FOP PEOPLE I SHOULD TALK TO;'

-Lie.

3494
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APPENDIX D.

".

"P

Appendix D contains a copy of Department of Defense Directive

5000.48 dated 15 December 1987. This directive establishes the minimum

training, education, and experience requirements for DOD procurement

personnel.

Also enclosed are some recommended changes to DODD 5000.48 by the !

Army Logistics Management Center (ALMC). It is interesting to note the
a%

positive education requirements as well as the additional training
a%

required by this instruction. .

'I
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Text

DOD DIRECTIVE 5000.48, "EXPERIENCE EDUCATION AND 5-
TRAINING REQUIREMENTS FOR PERSONNEL ASSIGNED TO ACQUISITION"

SUIJECT: Experience. Education, and Training Requirements for Personnel
Assigned to Acquisition: Contracting, Quality Assurance, and
Business aad Financial Management

References: (a) DoD Directive 5000.23, "Systems Acquisition Careers,"

(b) DOD l430.l0-M-l, "DoD-Uide Civilian Career Program for

Contracting and Acquisition Personnel." December 1982.
authorized by OoD Instruction 1430. 10, June 22. 1981 P

(c) DOD 1430.10-M-2. "DaO-Wide Civilian Career Program for Quality
and Reliability Assurance Personnel," March 1980, authorized C
by DoD Instruction 1430.10, June 22, 1981

(d) Office of Personnel Management Handbook X-118, "Qual.-
fication Standards for Positions Under the General Schedule,"
January 1975

(a) Federal Personnel Manual, Chapter 335, *Promotion and Internal
Placement" and Chapter'338, "Qualification Requirements
(General)." ay 16, 1979

A. PtRoSE .a

This Directive establishes experience, education, and training requirements %
for military and civilian personnel assigned to contracting, quality assurance,
and business and financial aanaagement positions in the Department of Defense,
and supports the concepts established in references (a) through (c).

S. APPLICABILITY AND SCOPE

1. This Directive applies to the Office of the Secretary of Defense (OSD)
and its field activities, the Military Departments (inciuding the:r .National
Guard and Reserve components), the Organization of the Joint Chiefs of Staff
(UJCS), the Unified and Specified Commands, and the Defense Agencies (hereafter
referred to collectively as "DoD Components"). . a.:

2. This Directive applies to positions identified in enclosures I through 7.
It includes military officer and enlisted positions in the categories specified,
as weil as civilian positions in their respective occupational codes in the

competitive and excepted service schedules A, 3, and C, and in the Senior
Executive Service.

C. POLICY

It is Dol policy to prepare and assign fully qualified individuals to
contracting, quality assurance, and business and financial management post-
tions. Final authority for the establishment of minmum educational standards
for civilians is contained in the current edition of reference (d). To the

extent the mandatory requirements herein differ from the Office of Personnel
Management (OPt) Handbook X-118 (reference (d)). they Will be treated as quality
ranking factors for identifying the best qualified from among the minimally "
qualified candidates consistent with the current edition of the Federal Personnel
Manual, Chapters 338 and 335 (reference (e)).

D. RESPONSIBILITIES

1. The Under Secretary of Defense (Acquisition) (USD(A)) may modify.
extend, or eliminate the experience and training requirements contained in
ioclosures I :.trougn 7, to consultation, wtc4 Ce ASSstant Secretary of
Detense (Force tanagemant and Personnel).

-, 2. The Assistant Secretary of Defense (Force Manatement and Personnel)
(ASD(IMP) shall provide staff advice and assistance in realizing the purpose
and policy contained in this Directive.

3. The Heeds of DoD Components shall integrate the experience and training
requirements shown in enclosures I through 7 or subsequently established. with

the ilitcary and civilian personnel assignment policies and procedures of their
respective organizations, consistent with DoD 1430.10-M-1, DoD 1430.1O-M-2,
OPI Handbook X-118, ad the Federal Personnel Manual (references (b) through
(e)). Each Component shall have a procurement intern program that is centrally
managed and controlled to provide a source of highly qualified candidates for

high level procurement positions. .

% A'
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RECOMMENDED CHANGES TO DOD DIRECTIVE 5000.48

CONTRACTING SERIES (GS-1102 & COMPARABLE MILITARY) '.5

LEVEL I: GS 5/7 OFFICER 01/03
ADD: DEFENSE SMALL PURCHASE (ADVANCED) (MANDATORY WITHIN

ONE YEAR OF RECEIPT OF SMALL PURCHASE WARRANT)

LEVEL II: GS 9/12 OFFICER 03/04
ADD: DEFENSE SMALL PURCHASE (ADVANCED) (MANDATORY WITHIN

ONE YEAR OF RECEIPT OF SMALL PURCHASE WARRANT)

MANAGEMENT OF DEFENSE ACQUISITION CONTRACTS (EXECUTIVE)
OR CONTRACT ADMINISTRATION (EXECUTIVE) (MANDATORY FOR
GS-12 WITHIN ONE YEAR. OF RECEIPT OF OTHER THAN SMALL ,.
PURCHASE WARRANT)

DELETE: CONTRACTING OFFICERS' COURSE (MANDATORY WITHIN ONE.
YEAR OF RECEIPT OF WARRANT)-

LEVEL li: OS-13/115 OFFICER 04 AND ABOVE -- . ,
ADD: MANAGEMENT OF DEFENSE ACQUISITION CONTRACTS (EXECUTIVE)

OR CONTRACT ADMINISTRATION (EXECUTIVE) (MANDATORY WITHIN
ONE YEAR OF RECEIPT OF WARRANT)

PURCHASING SERIES (GS 1105 AND COMPARABLE MILITARY)

LEVEL I: GS 4/6 E 1/7
ADD: DEFENSE SMALL PURCHASE (ADVANCED) (MANDATORY WITHIN

ONE YEAR OF RECEIPT OF WARRANT)

DELETE: DEFENSE CONTRACT ADMINISTRATION OR MANAGEMENT OF
DEFENSE ACQUISITION CONTRACTS (BASIC)

LEVEL II: GS 7/8 E 6/9
ADD: DEFENSE SMALL PURCHASE (ADVANCED) (MANDATORY WITHIN

ONE YEAR OF RECEIPT OF WARRANT)

Da7ETE: M!ANAGFMENT 'F MESE ACU L-:rON :NTRACTS ADVANCED; ""
OR ADVANCED CONTRA'= ADMIKNSTAT:CN

PROCUREMENT CLERK/ASSISTANT SERIES

LEVEL II: PROCUREMENT ASSISTANT GS 6/7 E 6/9
DELETE: DEFENSE CONTRACT ADMINISTRATION OR MANAGEMENT OF DEFENSE

ACQUISITION CONTRACTS (BASIC)
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OTHER RECOMMENDED CHANGES TO DOD DIRECTIVE 5000.48

IT IS FURTHER RECOMMENDED THAT DOD DIRECTIVE 5000.48 BE AMENDED TO INCORPORATE
BASIC INFORMATION CONCERNING THE COURSES UNDER THE PROPONENCY OF THE DC/ACM.B
AND THE SPONSORING SCHOOLS. AN EXAMPLE ENCLOSURE IS AS FOLLOWS:

U.S. ARMY LOGISTICS MANAGEMENT CENTER
TFT

.HE UJ.S. ARMV TOGTSTrCS MANAGE!MENT!r CENTER (ALMC), SCHOOL OF ACCUISITION
MANAGEMENT 5 LOCATED AT FORT LEE, VIRGINIA. ALMC cRCVIDES CCURSES LN 7HE|
RESIDENT, ONSITE, ACCREDITED OFF CAMPUS INSTRUCTION, CONTRACTOR, SATELLITE
EDUCATION NETWORK, LEARNING RESOURCE CENTER AND CORRESPONDENCE MODES OF
INSTRUCTION. ADMINISTRATIVE INFORMATION MAY BE OBTAINED FROM THE ALMC COURSE
CATALOG PUBLISHED ANNUALLY, BY TELEPHONE (AV 68 -4220, COMMaERCIAL (804)734-
4220), OR BY WRITING TO COMMANDANT, ALMC, ATTN: AMXVC-A-R, FORT LEE, VIRGINIA
23801-6041. ALMC IS THE SPONSORING SCHOOL FOR THE FOLLOWING DOD ACQUISITION
CONTRACTING COURSES:

MANAGEMENT OF DEFENSE ACQUISITION CONTRACTS COURSE (BASIC)
MANAGEMENT OF DEFENSE ACQUISITION CONTRACTS COURSE (ADVANCED)

..... . MANAGEMENT OF DEFENSE ACQUISITION CONTRACTS COURSE (EXECUTIVE)
DEFENSE SMALL PURCHASE COURSE (BASIC)
DEFENSE SMALL PURCHASE COURSE (ADVANCED)
COST ACCOUNTING STANDARDS WORKSHOP
DEFENSE CONTRACTING FOR INFORMATION RESOURCES COURSE
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APPENDIX E.

q'A ASSISTANT SECRETARY OF DEFENSE

WASINGTON. o.c. zo3,-8oo0

ACQUISITION ANO
LOGISTICS MR118Lo ,T~csMAR 1 1987

(P/CPA)

MEMORANDUM FOR SECRETARIES OF THE MILITARY DEPARTMENTS
DIRECTORS OF THE DEFENSE AGENCIES
COMMANDANT, DEFENSE SYSTEMS MANAGEMENT COLLEGE

SUBJECT: Acquisition Enhancement (ACE) Program

The ACE Program Study Report of December 1985 resulted in the
publicatici of two DoD Direct.ives, 5000.23 and 5000.48. The
follow-on study report on the procurement training base, ACE ii of
December 1986, has been distribuced to your staffs. The primary
thrust of the report is that we need a permanent infrastructure--a
Defense University of Acquisition Management--for the cohesive

%. direction required to further educate and train the acquisition
work force. The study's recommendations are far-reaching and will
have to be staffed. In the meantime, there are actions that can be
taken immediately to attack some of the problems.

To pursue some of the ACE II Report recommendations, I ask the
Commandant, DSMC, to serve as my action agent, with support of the
Services and DoD agencies, to accomplish the following tasks as
quickly as possible:

a. Establish a Curriculum Advisory Council as recommended by
the ACE II Report.

b. Task learning centers to develop competency based
curricula and courses as recommended by the ACE II Report and in
consultation with the responsible functional groups (e.g., Defense

on:zac:/'Acquisizon Career Manacement 2oa .

C. Initiate actions to increase student output of selected
courses.

d. Initiate actions to streamline mandatory training waiver
procedures.

e. Initiate actions to formalize per diem and travel funding
- as recommended by the ACE II Report.

f. Develop and promulgate course equivalency procedures and
standards.
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2

The Commandant, DSMC, is to complete these near-term

objectives expeditiously. I ask that each Service and the

Defense Logistics Agency identify to the Commandant, DSMC,
within 15 days the office that will serve as Its point of
contact for providing support and assistance to make these
actions become a reality.

Assistant Secretary of Defense

(Acquisition & Logistics)

% %"

.
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APPENDIX F.

Appendix F contains the Contract Management competencies and tasks

developed by the Federal Acquisition Institute.

Also included is a matrix showing the relationship of NCMA academic

prerequisites to the Contract Management competencies. These

competencies and tasks are developed further in the FAI's Training

Blueprints, but have not been reproduced here simply because they are too

voluminous.
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CONTRACT MANAGEMENT

Competencies Tasks
1 Ability to advise and assist requiring I Advise and assist requiring activites in developing and
activities in developing and maintaining maintaining program plans, budgets, and schedules to reflect
program plans, budgets, and schedules to procurement lead times, market conditions, and procurement
reflect procurenet lead times, market rategies.
conditions (e.g., vendor delivery terms).
and procurent strategies.

2 Ability to develop, maintain, and up- 2 Develop (with representatIves of the requiring activities),
date acquisition plans. maintain and update acquisition plans.

3 Ability to advise and assist Tluiring 3 Determine that purchase requests from the requiring
activities in formulating purhase requests activities are sf'4ient for the procurement.
to yield the best market response in terms
of competnon, quality. timeliness, price. 4 Review technical requirements, statements of work, or
and mission needs. specificanons submited by te requiring acnvity.

5 Resolve requests to purchase personal services; determine
the need for and request wage rates and determunations from
the Department of Labor.

4 Skill in advising and assisting requir- 6 Review technical evaluation criteria.
ing activities in formulating technical
evaluation criteria; skill in prepaning 7 Prepare source selection plans.
source selection plans.

5 Abilirytoverify that sufficient funds 8 Determine the timing and source of funds for the
are available prior to execution of a con- procurement. •
tract, contract modification, or supple- -

mental agreement or ordering against an
existing contract, etc

6 Ability to identify and establish 9 Screen mandatory sources of supply (e.g., QPLs, FSS,
sources of supplies or services and ADPIT Schedules, Handicapped and Prison Industriesf;
conduct market research. develop source lists (e.g.. solicitation mailing lists).

10 Conduct mar*et research.

7 Skill in detemining whether other 11 Determine whether other than full and open cometition is
than full and open competition is justi- ju .fied.
fled, given the nature of the requnment,
market conditions, and procedural 12 Prepare justifications for other than full and open
constrints. conpetoion, where required.

13 Process unsolicited proposals.

3 SkLl in appiving the procedures for 14 Determine whether he .rocurement wail be a smai%
small busnss and labor surplus set- business or iabor surplis set-ade.
asides (including class set-asides) and
skill in Procuring supplies and services I5 Determine ifofferors are qualified for set-asides.
through the 8(a) program.
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) CONTRACT MANAGEMENT

Competencies Tasks
16 Procure supplies or services through 8(a) procedures.

9 Ability to determine the most appro- 17 Determine and document the method of procurement.
pnate method of procurement, given the
nanue ofthe rel m and market 18 Analyze purchase vs. lease alternatives.
conditons (i.e. small purchase proce-
dures, scaled bidding, competitive -ego-
tiations, or two-step sealed bidding).

10 Ability to selec the most appropriate 19 Select and, where required, jusijy type of contract.
* type of contact or agreement. given the

nature of the requirement and market
.conditions.

11 Skill in determining the necessity for 20 Determine and jusAfy the necessnyjbr contraczor fmnancing
contractor financing provisions (e.g., arrangemnua (i.e., progress payment, advance payments,
progress payments, advance payments, loan guarantees, and long-lead funding).~etc.).

12 Skill in preparing solicitation 21 Establish opening/closing dats.
D documents.
3 22 Determine mandatory and optional provisions and contract

clauses to include or reference in the solicitation.
I-, X 23 Determine the need and develop special provisions and

contract clauses for the solicitation.

424 Complete and issue RFQs, IFBs, and RFPs.

13 Skill in publicizing proposed 25 Synopsize proposed procurements.
procurements.

26 Document reasons for not synopsizing proposed
procuremenu.

27 Document reasons for redcing the required solicitation

14 Skill in evaluating and responding to 28 Evaluate and respond to inquiries concerning solicitations.
pre-award inquiries concerning solicita-
tions, bids, and proposals.

15 Skill in determining the necessity for 29 Prepare and conduct conferences to clarfy solicitations
and conducting prebid/preproposal (prebid0preproposal conferences).
conferences.

16 Skill in amendirg solicitations, 30 Prepare or issue amendments to solicitanons.
extending the solicitation period, and
cincelling solicitations. 31 Determine and jusoify necessity of.ime extensions for

submission of bids or proposals.

o*.369
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CONTRACT MANAGEMENT

Competencies Tasks
32 Prepare cancellations of solicitations before or ater
opening; # necessary, prepare detmminations for cancellation.

17 Skill in evaluating bids, including 33 Receive and control bids.
such aspects as disposing of lae bids,
determining responsiveness, and deter- 34 Open and read bids.
wining the lowest total price bid.

35 Requexr time ezzensions from contractors of bid expiration
dams

36 Determine the allowability of late bids (and also proposals).

37 Dispose of late bids (and also proposaisi.

38 Prepare abstracrs of bids.

39 Determine the lowest total price bid and whether the lo~est
price ir fair and reasonable.

40 Determine responsiveness of lowest bidders.

18 Ability to identify ard resolve mis- 41 Identf suspected mistakes.
-; takes in offers.

42 Request verifcadon of offers, calling attention to suspected
mistakes.

43 Determine allowability of mistakes in offers.

44 Process mistaes in offers.

19 Skill in determining the responsibility 45 Request and evaluate preaward surveys.
of proposed offerors.

46 Review the list of debarred, suspended. and ineligible
contractors.

47 Determine and document responsibility of proposed
contractors (including Cefcates of Cometency).

20 Skill in evaluating proposals; ability 48 Open and recordproposals.
to identify and request assistance in
proposal evaluation from appropriate 49 Review proposals to identify terms and conditions
Government sources (e.g., technical, requiring discussion.
legal. or field ricing supo) and ana-
lvze tneir recomnmendaauons; aoiliry to 50 Provide guidance to tecnmcal evaiuaors for revtew of
ootamin other data necessary tor proposal tecmucat proposals.
evaluation.

51 Analyzc technical evaluation review or memoranda.

52 Determine the necessity for and obtain certficates of
current cost or pricing data.
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CONTRACT MANAGEMENT

Competencies Tasks
53 Determine needfor, request, and review audit reports;
resolve questions on audits with auditors.

21 Skill in analyzing mwkt conditions 54 Anayze price proposals.
and pmng data to develop and support
th Govm'mat s prtneodation position
on price.

22 Skill in analyzing proposed elements 55 Analyze proposed elements of cost to develop
of cost to develop cost and profit preneg- prenegotiaion positions (ranges) on major elements of cost.
onaion posinons.based on data from the
offer= i-house esumates. technical
evaluations, and audit repos.

23 Skill in factfi'ding with offerom 56 Conductparticipae infacfndng sessions with
representatives of proposed offerors.

24 Ability to establish the competitive .7 Establish the competitive range.
range.

25 Skillin developing negotiation stra- 58 Develop negotiation objectives, strategies, and tactics;
tegies and tactics. docwnent in prenegodation memoranda.

59 Conductprenegotiation meetings with Govermnent
personnel.

26 Skill at conducting negotiation confer- 6 Conduct negotiation sessions with offerors in competitive
ences with offeroes representatives. rawn.

61 Conduct negotiation sessions in sole source procurements.

62 Conduct negotiation sessionsforpostaward agreements.

61 Request best and fial offers.

27 Ability to develop and recommend 64 Make or recommend the final source selection decision or
selection for award. reject all offers.

63 Prepare price negotiation memoranda (including a
detennination of thefairness and reasonableness of theproposed price).

:8 Ability to prepare and definiize letter 66 Determine and document the necessity of a letter contac:.
contracts.

67 Prepare ler coewaca.

66 DqWtize leter contracts.
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CONTRACT MIANAGEMEfNT

Cornpetencies Tasks
29 Ability to apply procedures for 69 Prepae and review contracis.
awarding contracts and providing notice
of awards. 70 Obtain approvals for awarding of contract

71 Execute contract and notify successfd offeror(s).

72 Notif unsuccessful offerors.

73 Issue notices of awds of ontracts.

74 Synopsize award.

75 Document reasons for not synopsizing awards.

30 Ability to debrief unsuccessful 76 Debrief unsuccessfid offerors.
offerors.

31 Skill in developing the Goverrnent's 77 Evaluae protestsand prepare admnirativereports (find-
position on protests before or after ings and recommendations) on protests before or after award.
award.

78 Not*f GAO of intent to proceed with procurement or p
award in emergency situatons.

32 Ability to provide postaward orien- 79 Determine necessiryforp&an and conduct posiaward *>

tatins; to contractors. orientation conferences.

80 Provide continuing advice to contractors on terms and
conditions if the contract.

33Sklli dveopn cntac dmni- 81 Inorm contractors of the names, roles, responsibilities,

tration plans and instructing technical re- and imits of technical representatives.
presentatives; and functional specialists
(e.g.. quality assurance persnnel) on 82 Develop contract a iinistation plans and milestones;
their roles, authority, responsibilities, and advise technical representatives of their roles, responsibilities,
litnits, and limits.

83 Review and evaluate reports from represnatives of the
contracting officer.

84 Monitor and maintain control of ontracting officer
representatives.

85 Communicate with legal qujafly assurance~financial,
supply management, property management. the requiring
activity, and other support staff.

34 Skill in issuing orders against existing 85 Issue, negotiate, and definitize orders against basic
contracts/agreernents. ordering agreements.

87 Issue orders against contracts.
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CONTRACT MANAGEMENT

Competencies Tasks

35 Ski] in modifying contacts through 88 Review options and determine whether to exercise them;
adminisative modifications, change prepare determinations andfindings orjustifications for
orders, supplemental agreements, or exercise of options.
exercising options.

89 Coordinate with requiring activities on statement of work
or specifcations for changes or modifications.

90 Evaluate requestslproposals for changes in contracts or
subcontracts.

91 Negotiate and issues changes or modifications. to
contracts.

92 Issue adrnmstratve (no-cost) cnanges.

93 Prepare or process and execute novanon and change of
name agreements.

9f Analyze and negotiate contractors' value engineering
change and engineering change proposals.

I 36 Ability to detrmine whether the con- 95 Evaluate contractors'progress towards meeting delivery
ractor is progressing in accordance with and performance requirements. *

the contract schedule and complying with
other conwact clauses; knowledge of in- 9 Prepare contract status reports.
spection/acceptance procedures, require-
ments, and practices. 97 Review and obtain corrections to inspection and

acceptance reports. W.1

98 Identify breaches of contract (i.e.,failure to comply with
contract provisions).

37 Ability to determine whether delays 99 Determine whether delays are excusable and grant
are excusable and grant performance time performance time extensions for excusable delays.
extensions for excusable delays.

38 SIdll in determining and issuing stop 100 Determine nied, prepare, and issue stop or resume work
or resume work orders. orders.

39 Ability to apply techniques and instu- 101 Notify contractors of delinquencies or quality deficiencies.
ments for dealing with the contractor's
failure to perform (e.g., cure notices, 102 Determine and assess liquidated damages.
show cause notices, refusal to accept
deliveries, assessment of liquidated dam- 103 Negotiate considerations br delinquent aeliveries or items
ages. negotiation of considemaon for de- not meeting specifications.
linquent deliveries or items not meeting
specifications). 104 Determine need, prepare, and issue cure notices.

105 Evaluate adequacy of contractor's responses to cure
not.ces.
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CONTRACT MANAGEMENT

Competencies Tasks
106 Determine, prepare, and issue show cause notices. P

107 Identfy and pursue available remedies in warranty,
guarantee, or latent defect cases.

40 Skill in terninauing contracts for the 108 Determine need to terminate contracts for convenience.
convenience of the Govermuent or for
default. 109 Issue convenience termination notices and take measures

to protect the Government's interests.

110 Negotiate and etcute contractual documents for
settement of parnal and complete contract termrnanons for
conventence.

111 Negoiate. review, and approve no-cost cancellations of
CORO=t.

112 Determine need to terminate contracts for default.
C

113 Negotiate settlement of contract terminations for default.

114 law or distribute defaut termnnnan notices and take
measures to protect the Government's interests and mitigate *_ ,-.
damages (including recovery of reprocurement costs). '.

3. 41 Ability to manage payments to coon- 115 Review limitation of cost or funds clause.

u'acors (e.g.. requests for progrss pay-
ments. the processing of contractor in- 116 Evaluate or adjust contractfundr requirements.
voices, release of claims, assign ment of
payments, adjusting contact fUnd re- 117 Release excess funds under limitation of costs clauses.
quirements, the witholding and set-off of
payments). 118 Reviewlapprove contractors' invoices and vouchers for

payment.

119 Obtain corrections of improperly prepared invoices or
vouchers.

120 Monitor the processing of contractors' invoices and

vouchers to tupedite payment under the Prompt Payment Act. A

121 Direct the suspension or disapproval of unallowable costs.

122 Review/approve contractor's requests for assignment f
contract payments.

123 Review/approve or disapprove withholding of payments
and/or resainages.

124 Determine and issue demand letters for collection of
contractors' indebtedness.
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CONTRACT MANAGEMENT

Competencies Tasks
125 Review and approve or disapprove the contractors'
requwsforpayment under the progesspaymenz clause.

126 Deermine whether to suspend or reduce progress
payments or uinate an alrernae liquidation rate.

127 Review and approve or disapprove requet for cost
sharing or matching payments.

42 Ability to implement contact closeout 128 Perform contract closeouw.
procedures.

43 Knowledge of the prcedures for 129 Determine adequacy of contractor accounting systems and
reviewing and accepting the contactor's take measures to protect the Government's interests when
accounting and cost estimating systems; accounting systms are ditermined to be inadequate.
ability to momtor the conuacto's
fianciail CootioU. 130 Review and negotiate mnprovements in contractoresdman: SY ".

131 Monitor the contraciorr flnanciai condition to determinewhen ujeoqpa contract performance.

44 Ability to obtain and review cost 132 Obtain cost accounting standards disclosure information or
accounting standard disclosure satements.
statements, determne whthw r audits of
the statemens are necessary, and 133 Review cost accounting standards disclosure statements
negoiate cost impact adjustments.

134 Negotiate price (cost impact) adistmens and execute
sspplemenray agreements under cost accounting standards.

45 Ability to identify and resolve 135 Ient:y defective pricing cases.
defective pricing actions.

136 Demand and negotiate refunds for defective pricing.

46 Knowledge of the process for settling 137 Analyze claims and recommend settlenent positions;
claim and ability to determine the valdty prepare findings offacu.
of claims and establish the Government's
position on the amount of the equitable 138 Negotiate claim serrlement$ with contractors.
adjustment; knowledge of the disputes
process. 139 Issue contracting officer final decisions under disputes

clause of contracts.

140 Prepare and assemble, dispute or ciaims -lies rr ine

General Counsel.

141 Participate in claims, disputes, or protest board or court
proceedings.

142 Obtain contractors' release of claims.
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CONTRACT MANAGEMENT

Competencies Tasks

47 Ability to review and consent to 143 Review and approve subcontracting plans for inclusion in
proposed placements of subcontracts, the contract.
ability to review subon ting plans. 144 Evaluate and consent to proposed placements of

subcontracts.

48 Ability to review reqUests and deter- 145 Coordinoxe with other personnel on property control
mine the need for Government property, matters.special tolig, and special test equip.mena 146 Evaluate and approve requests for Government furnished

property.

147 Evaluate requests for/authorize conv-actor acquisinon or
fabrication of special tooling.

148 Determine if contracsors' use of Government property
conforms with conrracmal authorizations.

149 Determine rent or use feesfor Government property.

150 Assess contractor for losses or damages to Government
properly.

49 Ability to determine the requirement 151 Determine bonding requirements and include appropriate
or desirability of bonds; ability to secure provisions or clauses in the solicitation.
and administer bonds.

152 Review bond or bid guarantees for completeness and
adequacy; check "lUst of Acceptable Sureties."

153 Notify bonding agencies of contract status.

154 Negotiate with bonding companies prior to contract
terminatiom

155 Prepare and execute surety takeover agreements.

SO Skill in initiating adverse actions for 156 Refer evidence on performance failings to debarment
fraud and other civil or criminal offenses; officials.
ability to select evidence on performance
failings for referral to debarment officials. 157 Refer evidence offraud and other civil or criminal

offenses to the Inspector General and other responsible parties.

S1 General knowledge of the Procure- 158 General knowledge of the Procurement Mission. System.
ment Mission, System, Process, Organ- Process. Organization. Management, Statutory and Reguiatory
,zanon, Management, Statutory and Re- Foundation, Roies and Responsibilities, and Standaras of
gulatory Foundation, Roles and Respon- Conduct.
sibilities, and Standards of Conduct.
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A CONI KACT MANAGER'S GUIDE TO TRAINING BLUEPRINTS

The goal of procurement training is to staff Contract Specialist (GS- 1102) positions with
employees who are competent to perform the most commonly assigned and critical Contract
Management tasks. The Competencies and Training Blueprints are meant to help triners
accomplish that goal.

Pan I lists 51 Competencies and more than 150 tasks that Federal Contract specialists ought to
master before or shortly after promotion to the full performance level. Part 2 conveys the Training
Blueprints. The Blueprints are intended to help instructors write lesson plans and instructional
materials for mastering the Competencies and tasks.

Training Blueprints are not substitutes for textbooks. They are not classification guides and have
no relationship to the grade levels of trainees (some trainees will need instruction in a Competency
at the GS-5 level, while others may not need such instruction until the GS- I 1 level).

Limit

The Training Blueprints cover only the core skills. On an as-needed basis, some Contract
Spec~alists will need furtner instruction in such areas as small purchases, major systems,
consojcrion. and ADPE. We are presently developing Blueprints for such specialized areas.
However, tnose Blueprints wil serve as suppiements to, not substitutes for, the Training
Blueprints in Part 2.

For Whom the Blueprint, Toll,

Training Blueprints ai'e written for all persons who design and deliver procurement training in any 6r
form. This includes staff instructors at Federal procurement training facilities, college and
university instructors of academic-level procurement courses, and procurement training contractors.

The Blueprints also can be used directly by first-line supervisors in planning on-the-job training.
Many of the TPOs in the Blueprints can best be accomplished by a blend of on-the-job and
classroom training. For this purpose, we anticipate using the Blueprints to design on-the-job
training aids for first line supervisors.

Anatomy of a Bluerint

Training Blueprints can be likened to road maps. Each Training Blueprint covers a distinct and
exclusive part of the procurement process--as defined by its Competency and tasks. Each Blueprint
has a destinadon--the Terminal Perrormance Objective (TPO), which identifies the Action
that students should be able to perform at the end of training, the Conditions under which the
student can be expected to perform, and a Standard for assessing performance. Each blueprint
maps out a step by step path for progressing towards the TPO--Enabling Objectives (along with
secondary Standards for determining whether the student is ready to advance from one enabling

biective to the next). Each bluevrint lists the Skills and Knowlege required to reach the TPO
and ncludes a Criterion Test Design :or tesung wnetner une stucent tias -n tact accomoiisned
ie TPO.

We have dissected the Blueprint for Competency 25 (Figures 1-4). In the course of our dissection,
we have cut some of the wording of the actual Blueprint to more clearly and concisely reveal the
essential features of its innards. Please review Figures 1-4 before opening Part 2.

_9
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IL Development orTraining Blueprints for Selected Tasks (1986)

In the Fall of 1985, the Administator of General Services directed the FAI to perform a
Govemmenrwide Study of Procurement Training and produce a procurement curncuiumn for
delivery by the GSA Training Center.

To support this effort. an interagency Advisory Committee was established and met in early 1986
to approve a plan for developing the curriculum.

The plan called for the development of a complete set of blueprints for cawing the Competencies
and tasks identified in the Curriculum Desigm Outlines. To develop the blueprints, the FAI
assembled a full-time Working Group of procurement and instructional design specialists, along
with 16 "consultants" from the Air Force, Army, DLA, Navy, Interior, Agriculture, HHS, VA,
Energy. Treasury, and NASA.

The Working Group members performed the following steps to prepare the blueprints.

They researched and prrd a fle on each Competency, containing the related FAR
.ro vsions. uaiing matenril. job aids, manuals, and handbooks conmbuted
by various agenc.es.

* They individually prepared a set of blueprints, working one-on-one with
an instrucuonal design specialist from the FAI or the GSA Training Center.

* The full Working Group reviewed and scrubbed the draft blueprints, wit assistance
from the interagency cadre of consultants and insructional design specialists.

Copies of draft blueprints were circulated to the Advisory Committee of Procurement
Execuives for comment.

When all the training blueprints are approved by the Advisory Committee, they will be organized 0
t into instructional modules. The overall description of each instructional module will identify

(1) competencies and tasks covered in the module, (2) the related blueprints, (3) recommended
dzration, in classroom and job site hours, of the module, and (4) alternative methods of training
delivery.

In the course of preparing the blueprints, the Working Group also geatly refined the listing of
Comptencies and tasks. In part, these refinements were editorial or reflected changes in jargon.
However, many of the refinements resulted from the dramatic revolutions in the stautory and
regulatory foundation of the procurement system, as embodied in such laws as the Competition in
Contracting AcL Nonetheless,-it is possible to trace the origin of tasks on the final list to the 1979
task inventory.

.
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Enclosure 3

RELATIONSHIP OF NCMA ACADEMIC PREREQUISITES TO THE
CONTRACT MANAGEMENT COMPETENCIES

n lhe table below, the left-hand column lists academic prenaquisites (referred to as "Basic Tools and Funcdorus) fron% the Education
and Training Progam Struaret (EMP) approved as part of the professional Contract Management Body of Knowledge by the
Bard of Directors of te National Contract Management Association (NCMAA) at its meeting of Febry 13. 1985. The right
hand column lists the refierence: nembers of related Comnpetencies; and Training Blueprints Winm thie Federal Acquiisition Institute's
renadratof-&Iad hicc Ru Each Training BluepIn has a field Tor

'Acdemc Pereuives- du ch wold e used as the basis for completineg that fild

On pages 2-C the Competencies ame spelled out in the left-hand column and the corresponding NCMA academic prerequisites are
listed in the riglit-handl columnt.

NCMA ACADEMIC CONTRACT MANAGEMENT
PREREQUISITES COMPETENCIES AND TRAINING BLUEPRINTS

IECONONUCS COMPETENCIES: 1.3.6.7.9.,1021,22.25,26

* IMacroeconomic concepts RELATED BLUEPRINTS: 1,3.4,6.2.7.1,9.2, 10.21.22.25. 26
I Mico onornic concepts '
Ilndusual organization

* Labor economics )e

FACCOUNTiNG COMPETENCIES: 10.20.2Z.41,43,44,45

Cost accounting basics RELATED BLUEPRINTS: 10. 20.4.22.41.3,43, 44.45
Cost accounting standards

40 FINANCE COMPETECIES: 1.9.11.19.22,25,26.36,41,48.49

Elemens ofbusiness finance RELATED BLUEPRINTS: 1.9.2.11.,1922.25.26,36,41.6.48.1,49
Financia! report
Break-even analysis
Make or buy analysis

.MATERIALS AND OPERATIONS COMPETENCIES: 1,.34.,., 89,10.,13.16.,19, 20.22.,36,.37.
38,47.48

Elements of prouction%
rElements of industrial marketing
Elements of logistics RELATED BLUEPRINTS: 1, 3.1. 3.2. 3.3. 4.1,4.6.2.,7.1, 8.1, 9.1.
Elements of inventory management 9.2. 10, 13. 16, 19. 20.2, 20.3, 22. 36, 37, 38, 47.2. 48.1
Surplus and excess property
Materials; management

COMMIERCIL LAW COMPETENCIES: 1, 3.7, 10. 12. 17, 18, 1925,26,27.28.29,31.
32, 33, 34, 35, 36. 37, 39,40,41,42,46.48. 50

Elements of a contract
Tc-ms and conditions RELA77ED BLUEPRINTS: 1. 3.1. 7.1. 10.,12. 17.5. 18. 19. 25.126. 27.
Agency 28. 29, 31. 32, 33. 34, 35, 36, 37, 39. 40, 41.4, 42, 46, 48.2 50
Warranties
Unconscionability
Breaches and remedies
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Enclosure 3

CONTRACT MANAGEMENT
NCMA Academic• ",

Competen..eS Prerequisites
/

I Ability to advise and assist requiring 1 &2 Economics (especially microeconomic concepts and in-
activities in developing and maintaining dustrial organization), Finance (especially break-even analysis
program plans, budgets, and schedules to and make or buy analysis), Materials and Operations (especial-
reflect procurement lead times, market ly elements of production, elements bf industrial marketing,
conditions (e.g., vendor delivery terms), - elements of logistics, and materials management), and Corn-
and procurement strategies. mercial Law (especially elements of a contract and agency).

2 Ability to develop, maintain, and up-
P, date acquisition plans.

3 Ability to advise and assist requiring 3 Economics (especially industrial organization and labor eco-
activities in formulating purchase requests nomics for wage rate determinations), Materials and Operations
to yield the best market response in terms (especially elements of production, elements of industrial mar-
of competition, quality, timeliness, price, keting, inventory management, and materials management),
and mission needs. and Commercial Law (especially elements of a contract).

4 Skill in advising and assisting requir- 4 Materials and Operations (especially elements of produc-
ing activities in formulating technical tion).
evaluation criteria; skill in preparing
source selection plans.

5 Ability to verify that sufficient funds 5
are available prior to execution of a con-

3 tract, contract modification, or supple-
mental agreement or ordering against an
existing contract, etc.

6 Ability to identify and establish sources 6 Economics (especially microeconomic concepts and industri-
of supplies or services and conduct mar- al organization) and Materials and Operations (especially ele-
ket research. merts of production and elements of industrial marketing).

7 Skill in determining whether other than 7 Economics (especially microeconomic concepts and industri-
full and open competition is justified, giv- al organization) and Materials and Operations (especially ele-
en the nature of the requirement, marke" ments of industrial marketing). -.

conditions, and procedural constraints.

8 Skill in applying the procedures for 8
small business and labor surplus set-
asides (including class set-asides) and
skill in procuring supplies and services
through the 8(a) program.

9 Ability to determine the most appropri- 9 Economics (especially industrial organization). Materials and
ate method of procurement., given the na- Operations (especially elements of production and elements of
ure of the requirement and market condi- industrial marketing) and Finance (especially break even analy-

tions (i.e., small purchase procedures, sis, make or buy analysis, and elements of business finance--
sealed bidding, competitive negotiations, especially with respect to lease vs. buy decisionmaking).
or two-step sealed bidding).

3'
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CONTRACT MANAGEMENT
NCMA Academic

Competencies Prerequisites
10 Ability to select the most appropriate 10 Economics (especially macroeconomic concepts, microeco-
type of contract or agreement, given the nornic concepts, idusril organization, and labor economics;.
nature of the requirement and market con- Accounting (especially cost accounting basics), Materials ana
ditions. Opeations (especially elements of producuon), and Commer-

cial Law (especially breaches and remedies).

I I Skill in determining the necessity for 11 Finance (especially elements of business finance and
contractor financing provisions (e.g., financial reports).
progress payments, advance payments.
etc.).

12 Skill in preparing solicitation docu- 12 Commercial Law (especially elements of a contract and
ments. terms and conditions)

.3 Sk.,1:n puoliciz.ng proposed procure- 3 Matenais and Openuions tespecially elements of njusma!
S ments. .arxeting).

14 Skill in evaluating and responding to
pre-award inquiries concerning solicita-
-ons. zids. and Droposals.

15 Skill in determining the necessity for
and conducting prebid/preproposal con-
ferences.

16 Skill in amending solicitations, ex- 16 Commnrcial Law (especially elements of a contact).
tending the solicitaion period. and can-
celling solicitaions.

17 Skill in evaluating bids. including 17 Commercial Law (especially elements of a conowac and
such aspects as disposing of late bids, de- terms and conditions).
termining responsiveness, and dttermin-
ing the lowest total price bid.

18 Ability to identify and resolve mis- 18 Commercial Law (especially elements of a contract.
takes in offers. agency, and unconsionability.)

19 Skill in determining the responsibility 19 Finance (especially elements of business finance and
of proposed offerors. financial reports), Materials and Operations (especiaUy

elements of production, elements of logistics, and materals
management), and Commercial Law (especially agency).

20 Skill in evaluating proposals; ability 20 Accounting (especially cost accounting basics) and
to identify and request asisance in pro- Materials and Operations (especially elements of producton)
posa evaluauon from appropriate Gov-
eminent sources ke.g., technicai, legal. or
field pricing support) and analyze their re.
commendations; ability to obtain other da-
ta necessary for proposal evaluation.
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Enclosure 3CONTRACT MANAGEMENT

NCMA Academic
Competencies Prerequisites

A
21 Skill inu nayzngmarmconditions 21 Economics (especially miaowconomic concepts and indus-
ancuIng data to oeveiop and support tral organizaton).

the oernments prenegonataon position
on price. %

22 Skill in analyzng proposed elements 22 Economics (especially microeconomic concepts, industial
of cost to develop cost and profit prene- organization, and labor economics), Accounting (especially
gouauon positions.based on data from the cost accounting basics), Finance (especially break-even analy-
offerors. in-house estriates, technical sis), and Matenals and Operations (especially eiements of pro-
evaluations. and audit reports. duction. elements of logistics, elements of inventory manage-

ment. surplus and excess property, and materials manage-
ment).

23 Skill in factfinding with offerors.

~, " a elish me competrive

5 Sk2 in developing negotiation state- 25 & 26 Economics (especially microeconomic concepts and
gies and tactics. indusmal organization), Finance (especially elements of busi-

ness finance, financiai reports. and break-even analysis), and
Ski . .it conducng negotiation confer- Commercial Uw (especially elements of a contract, terms and

ences with offeror s representauves, conditions, agency, warranties, and unconsionabiity).

27 Ability to develop and recommend se- 27 Commercial Law (especially elements of a contract,
lecrion for award, agency, and warranties).

28 Abiliry to prepare an definiuti zeter 28 Conmmercial Law (especially elements of a contract,
contracts. agency, and breaches and remedies).

29 Ability to apply procedures for 29 Commercial Law (especially elements of a contract and
awarding contracts and providing notice agency).
of awards.

30 Ability to debrief unsuccessful offer- 30
ors.

31 Skill in developing the Government's 31 Commercial Law
position on protests before or after
award.

32 Ability to provide postaward orienta- 32 & 33 Commercial Law (especially elements of a contract,
tions to contractors. terms and conditions, agency, and breaches and remedies).

33 Skill in developing contract adnulnis-
ranon plans and instrucing tecnnicai rev-
-esentauves and functionai specialists
(e.g., quality assurance personnel) on
their roles, authority, responsibilities, and
limits.
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CONTRACT MANAGEMENT
NCMA Academic

Competencies Prerequisites
34 Skill in issuing orders against existing 34 & 35. Commercial Law (especially elements of a contract,
" uacn ag4- . terms and conditions, and agency).

35 Skill in modifying contracts through
administrative modifications, change or-
ders, supplemental agreements, or exerci-

sing options.
36 Ability to determine whether the con- 36 Finance (especially financial reports), Materials and Opera- j
ractor is pmgessing in accordance with tions (especially elements of production, elements of logistics,

the contract schedule and complying with elements of inventory management, surplus and excess proper-
other contract clauses; knowledge of in- ty, and materials management) and Commercial Law
spection/acceptance procedures, require- (especially terms and conditions, agency, warranties, and bre-ments, and practices, aches and remedies).

37 Ability to determine whether delays 37 Materials and Operations (especially elements of produc-
are excusable and grant performance tirm tion) and Commercial Law (especially terms and conditions
extensions for excusable delays, and unconscionability).

38 Skill in determining and issuing stop 38 Materials and Operations (especially elements of produc-
or resume work orders. ton) and Commercial Law (especially terms and conditions,

unconscionability, and breaches and remedies).

39 Ability to apply techniques and instuu- 39 Commercial Law (especially elements of a contract, terms
ments for dealing with the contractor's and conditions, warranties, and breaches and remedies).
failure to perform (e.g., cure notices,
show cause notices, refusal to accept de-
liveries, assessment of liquidated damag-
es, negotiation of consideration for delin-
quent deliveries or items not meeting spe-
cifications).

40 Skill in terminating contracts for the 40 Commercial Law (especially breaches and remedies).
convenience of the Government or for de-
fault.

41 Ability to manage payments to con- 41 Accounting (especially cost accounting basics), Finance
tractors (e.g., requests for progress pay- (especially elements of business finance and financial reports),
ments, the processing of contractor in- and Commercial Law (especially agency).
voices, release of claims, assignment of
payments, adjusting contract fund re-
quirements, the withholding and set-off
of payments).

42 Ability o implement contract close 42 Commercial Law (especially elements of a contract and
out procedures. terms and conditions).
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Enclos ue 3

CONTRACT MANAGEMENT
NCMA Academic

Competencies Prerequisites

43 Knowledge of the procedures for re- 43,44, & 45 Accounting (cost accountiug basics and cost ac-
viewing and accepting the contractor's ac- counting standards).
counting and cost estimating systems;
ability to monitor the contractor's finan-
cial condition.

44 Abilty to obtain and review cost ac-
counting standard disclosure statements,
determine whether audits of the state-
ments ar necessary, and negotiate cost
impact adjustments.

45 Ability to identify and resolve defec-
tive pricing actions.

46 Knowledge of the process for settling 46 Commercial Law (especially breaches and remedies). Ile
claims and ability to determine the validity
of claims and establish the Government's
position on the amount of the equitable
adjustment: knowledge of the disputes
process.

47 Ability to review and consent to pro- 47 Materials and Operations (especially elements of a contract,
posed placements of subcontracts, ability terms and conditions, and materials management).
to review subcontracting plans. f ~.

48 Ability to review requests and deter- 48 Finance (especially break-even analysis and make or buy
mine the need for Government property, analysis), Materials and Operations (especially elements of in-
speal tooling, and special test equip- ventory management, surplus and excess property, and materi-

ment. als management), and Commercial Law (especially terms and :r
conditions and breaches and remedies).

49 Ability to determine the requirement 49 Finance (especially elements of business finance).
or desirability of bonds; ability to secure
and administer bonds.

50 Skill in initiating adverse actions for 50 Commercial Law (especially agency, elements of a con-
fraud and other civil or criminal offenses; tract, unconscionability, and breaches and remedies).
ability to select evidence on performance
failings for referral to debarment officials.

51 General knowledge of the Procure-
ment Mission, System, Process, Organi-
zation, Management, Statutory and Regu-
latory Foundation. Roles and Responsi-
bilities, and Standards of Conduct.
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APPENDIX G.

Appendix G contains several tables which examine the Department of

Defense Procurement Training Base.

There are four tables in this Appendix; these tables address the

annual DOD procurement training requirements, the backlog and ways to

alleviate the backlog.
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APPENDIX H.

DEPARTMENT OF THE ARMY e

UNITED STATES ARMY LOGISTICS MANAGEMENT CENTER

FORT LEEL VIRGINIA 2380"1-ftS 6048

AMXMC-ACM-PM FEB 27 1987

SUBJECT: Request for Training

Commandant
United States Coast Guard
ATTN: G-FPM/S-2
Washington, D. C. 20593

1. Reference letter, G-FPM/S-2, U.S. Coast Guard, 6 Feb 87, SAB.

2. In response to referenced letter, the Coast Guard has had
diffiiulty obtaining sufficient quotas for ALMC courses because
the Coast Guard is not a Department of Defense (DOD) activity.
DOD activities have priority for DOD courses and the Management
of Defense Acquisition Contracts Course (Basic) (MDACC (Basic))
and MDACC (Advanced) are in great demand. In addition, non-DOD
activities are charged a tuition of $40 per day per student.

3. The Army Logistics Management Center (ALMC) FY 88 schedule
has been established and ALMC resources are fully committed to
supporting DOD activities. Therefore, ALMC is unable to directly
support your request for onsite courses. However, MDACC (Basic)
is currently available by contractor and MDACC (Advanced) will be
available by contractor in FY 88.

a. MDACC (Basic) is available by contract from:

Navy Consolidated Civilian Personnel Office
Employee Development Department
Code 62
Crystal Mall 2
Crystal City, VA 02936

Point of Contact: Mr. Paul Butcher
Commercial (703) 692-0892/0893
AUTOVON 222-0892/0893

b. Inquiries concerning the contract for MDACC Advanced)
currently being negotiated may be addressed to:
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AMXMC-ACM-PM
SUBJECT: Request for Training

Commandant
U.S. Army Logistics Management Center
ATTN: AMXMC-ACM-PM
Fort Lee, VA 23801-6048

Point of Contact: Mr. Kevin Love
Commercial (804) 734-1669
AUTOVON 687-1669

4. There are many advantages of having the MDACC (Basic) and
MDACC (Advanced) delivered by contract. Although the Coast Guard
must fund each offering delivered under the contract, no ALMC
tuition will be assessed, resulting in significantly lower total
cost to the Coast Guard. In addition, the contractor is required
to deliver either MDACC (Basic) or MDACC (Advanced) to any
location in the Continental U.S. within 45 days of the date of
the delivery order. Each contractor offering uses the same
course materials, examinations and graduation certificates as
offerings presented by the ALMC faculty.

5. If there are any further quesitons, the ALMC Point of Contact
is CDR R. D. Pingel, Chairman, Procurement Management Department,
commercial (804) 734-1246 or AUTOVON 687-1246.

6. ALMC - Providing Soldiers the Decisive Edge.

FOR THE COMMANDANT:

PAUL R.
Colonel, Q
Dean, School of

Acquisition Management
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DEC 3~~

ESTABLISH A COMPREHENSIVE ACQUISITION TRAENENG SYSTEM FOR THE OFFICE

Goals and Milestones.

1. Purpose. Establish an Office of Acquisition training
system which can provide a list of training each billet
needs, a list of training each person has had, and how
the required training will be accomplished.

2. Back-round. An in-house study, a consultant's study, and
a GAO review all found acquisition training inadequate.
We must also establish base line training requirements
for the new Office of Acquisition.

3. Action Plan Outline:
a. Identify training needs at all levels.
b. Identify applicable training resources.
c. Identify current levels of skills.
d. Identify resources required for implementation.

e. Prepare training resources.
f. Construct training resource database.
g. Execute FY87 training plan.
h. Prepare FY88 training plan.

MILESTONES TARGET COMPLETION DATE

A. Revise and Update FY87 Training Plan. 15 Jan 87

B. Establish Training Requirements by Billet. 1 Jul 87

C. Create Training Data Base. 15 Jan 87

D. Submit FY-88 Training Plan 12 Jun 87

E. Establish Acquisition Training System 1 Sep 87
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MILESTONE TARGET
COMPLETION

DATE

A.* Revise and Update FY87 Training Plan.

I. Solicit division officer and project manager input for 15 Dec
training needed in FY87 using the existing FY87
training plan as a base and a list of training available.

2. Publish revised FY87 training plan.

1) Publish a rough draft of revised FY87 training 30 Dec
plan.

2) Get program manager and division officer .5 Jan
feedback.

3) Revise FY87 training plan. 15 Jan

394 -



MILESTONE TARGET
COMPLETION

DATE

B. Establish Training Requirements By Billet.

1. Using training needs developed in the revised FY87 15 Jan
training plan (Milestone A), publish a proposed
list of required training by job type
(e.g. contracting officer, project manager)
including:
a. Basic courses required prior to beginning job

(pipeline).
b. Core courses required for job.

1) Job execution requirements.
2) Supervisory requirements.

c. Substitute training for required courses.
d. Optional courses for each billet (nice to have,

but not required).

b. Collect previous training experience for each job 15 Jan
type.

2. Revise list of required training including: 1 Jul

a. Position descriptions.
b. CG requirements.
c. Personnel interviews with supervisors and employees

for input and feedback on critical jobs when
necessary (listed by priority).

1) G-ACS
2) Projects
3) G-APS
4) G-AQA
5) G-APA
6) G-AM
7) G-AL
8) G-A76
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MILESTONE TARGET
COMPLETION

D ATE

C. Create a training data base.

1. Establish Data base using DATATRIEVE on VAX requires: 15 Dec

a. Define information required.
b. Define reports required including:

1) Number of people trained.
2) Quotas used.
3) Cost.
4) Training needed.
5) Training scheduled.

c. Establish prototype system.

2. Start entering nev requests into data base. 30 Dec

3. Research and enter training accomplished into data base. 15 Jan

4. Refine report formats. 30 Jan

5. Enter training required for each billet into data base. 15 Jul

6. Establish a separate training feedback data base to 1 Jul
include course value, quality, and evaluations.

a. Determine feedback required.
b. Enter feedback information into data base.
c. Include feedback information on list of training

available.
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MILESTONE TARGET
COMPLET:ON

DATE

D. Submit FY88 Training Plan.

1. Determine required training for FY88.

a. Solicit input from division officers and project 15 May
managers using the FY87 training backlog, training
required, list of training available, expected
employee turnover, etc.

b. Develop FY88 draft training plan. 20 May
c. Estimate costs. 29 May

2. Submit FY88 Training Plan to G-CAS and G-PTE using 12 Jun
the cost information gathered to date (see paragraph 3.).

3. Develop aggregate training costs. 1 Aug

a. Estimate cost of training required to bring office up
to current requirements.

b. Estimate annual recurring training cost.
1) Estimate average annual turnover.
2) Estimate average prior training experience.
3) Estimate average annual training cost to

maintain required training levels.

c. Advise the offices concerned of our acquisition
recurring training cost base.
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Scheduling Reqtflred Courses

People Bilt . A course and a number of quotas are received.
2. Check to make sure the course is in the "Course' d
3. If the course is required then check the 'Course-

Billet-Req Jb to find which oillets require the ;our
4. Check the "B3illets" db to find whicn SSN is assigned

to the billet.
5. Check the "Course-Taken' db to find if that SSN has

already taken the course.
6. Check the "Course-Scheduledl db to see if that SSN

has the same course already scnecuioe or if there
a scheduling conflict ior that SSN.

ous 7. Use the SSN in 'People' db to find the name and div

Bile R eln.

N dat0

name
& division

Course Cus
Scheduled Taken
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9 APPENDIX J.

Appendix J contains several Coast Guard correspondence which

highlights some of the key issues facing the Coast Guard Procurement

Training effort.

The FY89 Issue Paper addresses the non-availability of DOD quotas to

Coast Guard Contracting personnel.

The other two pieces of correspondence in this appendix were sent to

the author as part of the research effort. This correspondence

highlights the grade structure problems and other miscellaneous problems

that are associated with the lack of a good Procurement Career Management

Program. I
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FY89 ISSUE PAPER

ISSUE: CONTRACTING OFFICER WARRANT TRAINING PROGRAM

BACKGROUND:

Executive Order 12352 requires procurement personnel to be properly
trained to perform their duties. The Coast Guard has instituted a program to
ensure all procurment personnel who have the authority to commit the Federal
government to a contract receive training which is commensurate with the level
of their procurement authority. This program has been named the Contracting
Officer Warrant Program. The Program is centrally directed by the Chief of
Procurement Management (G-FPM). Authority to issue warrants rests with each of
the District Commanders, the Superintendent of the Academy, G-FPM for other
Headquarters Units and G-ACS for Headquarters Contracting Officers acting in
their role as Head of the Contracting Activity (HCA).

The Contracting Officer Warrant Program requires differing levels of
training for each of the three levels of contracting officer authority. The
required training builds upon previous training received. The type of

- training ( the specific courses required) may vary from year to year but in
the aggregate, the number of quotas required is generally consistent.

There are several courses required that are only available from DOD
training centers such as Ft. Lee, Virginia and Wright-Patterson AFB, Ohio. In
recent years we have found it more and more difficult to obtain individual
quotas from these Installations or from other DOD sites where approved courses
are being taught. This is principally because DOD personnel have the highest
priority within the training system. We have attempted to remedy this S
untenable situation by requesting courses from the DOD training centers be

-----taught on site at Coast Guard facilities and with the Coast Guard maintaining
the quotas. Our -uccess has been marginal with but two courses having been
scheduled and taught in this manner.

With Individual quotas seemingly unavailable, we need to have the
ability to fund one class session per year for each of the following co. I
which are all required for contract warrants:

1. Management of Defense Acquisitions 8D-4320 - Ft.Lee, Virginia
2. Advanced Management of Defense Acq. 8D-F12 - Ft.Lee,Virginia
3. Contract Law PPM-302 - Wright-Patterson AFB,OH
4. Principles of Contract Pricing QMT-170 - Wright-Patterson AFB,OH
5. Contract Administration PPM-152 - Wright-Patterson AFB,OH

The need for this type of training has increased as deficiencies in our
field procurements become better identified as a result of Acquisition
Management Reviews. Each trip has reinforced the need for more training in
negotiation techniques and the concurrent lack of field expertise in Contract
Pricing. The Procurement world has gotten more complicated as changes in the
statutes, most noticeably the Competition and Contracting Act, and the Federal
Acquisition Regulation have eliminated the historical bias toward Sealed
Bidding and increased the instances where negotiation or Competitive Proposals
are now appropriate.
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The Catch-22 with the DOD installations is that they are reluctant to
offer us the courses and management of the quotas without a firm commttaient
on class size. We cannot offer them that committment without the ability to
fund the course and Insure the class is fully subscribed.

43'-

.S

4o 3 "

5-

0. e ¢ r '- ; ;.€ ; .*.'.','. ..' , .%.',....... *.' ,



U.S Dep rtment COMMANDING OFFICER FEDERAL BUILDING

of Transportation .. FACILITIES DESIGN AND -. 915 SECOND AVENUE

Unitd SttesCONSTRUCTION CENTER (WEST) - ----- SEATTLE. WA 98174 -1011
Coast Guard P HONE: (206) 442-1fR

5000
25 February 1987

Mr. L.C. Vose
SMC 2771 NPS
Monterey, CA 93943

Dear Mr. Vose:

Reference is made to your letter of 16 January 1987 concerning
the development of a comprehensive training and education plan
for the Coast Guard acquisition workforce.

I am unable to comment specifically on GAO Report 86-161BR as I
have not had the opportunity to review it. My comments, . . -

therefore, will deal with my views of acquisition training in.-
general.

I believe the recently instituted "Warrants Program" is a step in
the right direction. It adequately identifies the training that
is essential to assure the acquisition workforce has the
necessary training to professionally and cost effectively
procure the goods and services the Coast Guard needs . Using
this as a roadmap, individual training plans can be developed for
each employee. However, training funds are grossly inadequate.
For example my training budget for FY87 is $342.00 per employee. a

An advanced course of substance can cost $1,000.00 including
travel and per diem.

Once an employee reaches Level III, the requirement for training
does not end. As you know Government procurement is constantly
changing. New statutes can cause major changes in the way we
acquire goods and services. The most recent example is the
Competition in Contracting Act. Adoitionally, decisions of
Boards of Contract Appeals and the courts influence the way we do
business. It is therefore important to routinely take refresher
courses to 3tay current. Again, tundinc nafes r -extremei"
aitficut to -ic znis.

An additiondl problem, as I see it, many people, both acquisition
personnel and their managers, perceive that training is not that
important and they are "to busy to take the time away from the
office". That perception must change. The acquisition workforce
must become more aggressive in asserting their need for training.
I have been relatively successful in doing this.
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The impetus for training must come from the top--from Coast Guard
headquarters. I am pleased to see that in the past few mcnths
G-FPM has announced Coast Guard sponsored training programs.
This impetus should continue. In addition, they should assure
that the offices that are responsible for the procurement
functions are made aware of the need and importance of training.
With the 1fortncoming establishment of the Maintenance and
Logistics Commanas, this includes G-ENE and G-ECV.

Acaitionally, I suggest the Coast Guaro emphasize the importance
of belonging to and taking an active part in professional
organizations such as National Contract Management Association
and National Purcnasing Management Association. Both of these
organizations nave professional cer:ification programs wnicn
should be encouraged. These organizations also offer many
training opportunities that can be very helpful to the
acquisition workfor-e of the Coast Guard.

In summary, I believe the first two areas which need to be
resolved are funding and making both management and the
acquisition workforce aware of the importance of training.

I wish you success in your research project. Feel free to call
me if you have any questions.

Sincere ,

D. N ROBERT ON
Chie , Contracting Division
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U.S Deportment ;armmrandjing Officer .Xjrlis 3av
of Transportation I SMU.S. Coast Guard Yard Batimore, MO 21226

Unitd Stats (301) 789-1600
OX ur Ext. 251

fcp-l00
4200

AMR i o j
Larry Vase
SHC 2771 NPS
U. S. Coast Guard
Monterey, CA 93943

SUBJ: CAREER DEVELOPMENT AND TRAINING PLAN

Dear Mr. Vase:

As discussed in our telecon 4/9, attached is a copy of the draft
Procurement Career Development and Training Program which L-ists
the courses and experience requirements at individual grade levels.
Many of the listed courses should be amended, however, for discussion
purposes this should be all you need at this point.-

Again, I am available to work with you further at your convenience
since I consider the entire area to be extremely important to the
Coast Guard.

Sincerely,

By direct i of the
Commanding Officer, YARD

Endl: (1) Career Development and Training Plan
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-. Memorandum

St.ojecr PROCUREMENT DEPARTMENT RECOMtENDAT:ONS Date FEB 12 !987
FOR IMPROVEMENT

Reply to
From Chief, Procurement Department Am of

To Commanding Officer
Via: Management Officer

In April 1986, I accepted the oosition as Chief, Coast Guard YARD Procurement
Department.

I was apprised of the previous department-wide problems and deficiencies by
management and also reviewed the many critical audit reports by GAO, DOT, and
Coast Guard AMR reviews.

During the past nine months, I have discussed the overall department needs
with many concerned personnel including Procurement Department members, YARD

Technical staff, YARD legal staff, YARD management, 3G Headquarter's staff,
and other agencies.

I deliberately did not draft any specific recommendations until the completion
of the follow-up AMR report. Despite some favorable comments by the review
team and subsequent endorsements by G-FPM, I find the overall performance and
present capability of the YARD's Procurement Department to be deplorable.

The staff itself, although highly motivated and very dedicated, laLk the
requisite skills, education, and experience as an organization to be able
to provide the YARD with satisfactory procurement service.

At the present time, although management has committed to an agressive train-
ing program for the department, it will prove to be an exercise in futility
if not completely self-defeating unless the career ladder grade structure is
addressed quickly. As individuals begin to complete the required training
courses, they will naturally seek out better career opportunities for which
-hey .ave )ecome -ua±i_..tea a: ,=ner agenc:_es. -lhe net .- _ rouo
irawoacK :j :e .RD'; 2rocuremen: rocgram, .i. .os: pr;nu.:L.';±e:' ni
personnel are in training, and then having to replace staff members who have
completed training and then leave. To resolve this cyclical effort of TRAIN-
ING/RECRUITMENT/RE-TRAINING, etc., we must establish a career development
and training program to provide for a stable workforce where staff members
zan be assured of a career path of advancement with satisfactory performance.
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Until this is accomplished any other attempts by management to improve the
situation in the Procurement Department are useless. G-FPM strongly suppor4s

this position and has recommended such a change in the last two AMR reviews
(1/86 and 11/86).

After this critical first step is effected, there are many ocner changes cr
improvements which should be made to provide for a more efficient and effec-
tive Procurement Department.

My recommendations are:

1) Establish career journeyman level positions in procurement

(a) 1102 series GS-5/12
(b) 1105 series GS-4/7
(c) 1106 series GS-2/6

2) ?inaiize and implement career development and training ?Lan

3) Establish permanent division for Contract Administration

4) Establish pei-manent (new) division for construction contracts

5) Re-define/expand Procurement Support Division

6) Establish new position - Administrative Assistant GS-7/9/I.

7) Eliminate time clock

8) Establish new telephone system throughout the department

9) Procure and install systems furniture and rugs throughout
department

10) Modernize contract filing system

11) Establish a modern system of electronic mail transmission
between CG facilities including YARD/Headquarters, YARD/other CG
facilities and Headquarters to all CG components. Also provide
for Intra YARD Transmission i.e., Procurement/SICP, Procurement/
Industrial, Procurement/CPO, etc. System similar to the IBM 5520

-: 3abiish -ARD-wiaie -raing -'ragram :n-rougn
contract to prepare YARD Procurement Manual and conduct quarterly
training sessions for Technical/Requirements personnel

13) Automate small purchase function

14) Establish mail and file room operation within Procurement
Support Division to handle all mail receipt, bid and proposal
preparation, reproduction, mailing, logging, receipt and distri-
bution for all department solicitations. Also provide for control
of all contract files ..
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I am available to discuss these recommendations in more detail.

es Attached are present and proposed organization structures and staffing
for the department.

DENNIS J DO6UGHERTY6

Attachments: as stated
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APPENDIX K.

TRAINING: PROBLEMS PERCEIVED .1.

(DISTRIBUTED AT DOT PROCUREMENT CONFERENCE)

Not enough training: insufficient funds and training slots,
indicating that training is not a priority.

Employee cannot apply, in his/her workplace, training
received.

Inadequate notice of training Lefore the class starting

date.

Specialized and general training not available.

Yealy budget restrictions.

The system for getting people trained is not working.
There is no central focus, no one individual with
defined responsibility and authority. There are too
many individuals involved, contributing to the collapse
of the system.

There is no "piggybacking" with other Divisions to take
advantage of training opportunities.

Training records are not maintained consistently and
are not otherwise readily available.

Employees do not know what training is available to them.
Training opportunities are neither identified nor
communicated to the individual employee.

Supervisors are not involved in training. They should
know what training is available and accept
responsibility for getting their employees trained.

There is a lack of effective advance planning for training.

There is no committment of funds for mandatory training.

Supervisors lack adequate knowledge of the training system.

Not enougn attention is given to the quality of
training. Pre-course assessments should be made
regarding (1) applicability of the subject matter, and
(2) the quality, reputation and references of the
instructor.
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There is a lack of Current Proficiency training (through
refresher courses, continuing education classes).

The agency does not have a committed training staff and,
consequently, lacks adequate resources to conduct an
effective training program. S.

Individual employees do not know what the training process is
or how it is supposed to work.

There is a lack of committment to training at all levels of
management.

Consideration should be given to utilizing employees for
in-house training classes.

The equal-ity of training assignments is questionable.

Training quotas are assigned without adequate consideration
given to personnel availability.

Consideration should be given to alternative training methods
such as correspondence courses and video tapes.

Consideration should also be given to alternative methods of -

financing and scheduling training. For example, if
Government funding is not available, cost sharing could be
considered.

Mandatory training courses should employ pass/fail grading
systems.

The agency should consider utilizing training consultants to0
assess its training program.

Employees should recognize and accept their responsibil- " "
ities to pursue and obtain training opportunities.

41
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LIST OF INTERVIEWS -

Anastasi, Richard, CDR USN - Director Contracting Division, Naval Supply
Center, Puget Sound, 23 April 1987.

Arrn, Jim - Procurement Analyst, Department of Commerce, 7 May 1987.

Bassin, Carol - Procurement Training Coordinator, Nuclear Regulatory
Commission, 21 April 1987.

Beck, David - Chief Acquisition Management Review Team, U.S. Coast Guard,
27 February 1987.

Bolden, Gwenn, G-FPM - Member DOT Acquisition Advisory Council, U.S.
Coast Guard, 28 February 1987.

Brickbill. Susan - Contracts Lawyer, Department of Energy. 7 April 1987.

Clogan, John - Project Officer for Acquisition Training, Federal Aviation
Administration, 28 April 1987.

Cosby, Lou - Chief Contract Administration, USAF Logistics Command
Wright-Patterson AFB OH, 17 March 1987.

Davis, Alma, B. - Education Development Specialist, Federal Acquisition
Institute, 2 April 1987.

DeMayo, Peter, Adm. USN - Head NAVAIR 02 (Contracts), 17 April 1987.

Dougherty, Dennis - Chief of Contracting, USCG Yard Baltimore MD, 8 April
1987.

Dove, Michael, Defense Manpower Data Center, 20 January 1987.

Dunn, Steven W. - Chief Supply Section, USCG Institute, 28 April 1987.

Duvall, Phil, LtCol. USAF - Commander DCASPRO Ford Aerospace/OIC GET and
ATD, 22 January 1987.

Dwyer, John L., LTC USAF, ACE-II Implementation Group, Defense Systems
Management College, 26 March 1987.

1987.:rste. Louts. Doctoral -andidate, . evelano State JniLverst'. 20 'O

Gregory, Phil - Chief of Procurement, USCG Aircraft Repair and Supply
Center, Elizabeth City NC, 28 April 1987. I
Higgins, Linda - Branch Chief, G-FPM, U.S. Coast Guard, 29 April 1987.

Hixton, Mark. Col. USMC - Program Manager, NAVAIR, 7 May 1987.
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Jendry, Chris, Ex-Chairman, Career Board, Department of Energy, 21 April

1987.

Kausal, Tony, - Director of Contracting and Manufacturing, USAF Satellite

Control Facility, Sunnyvale CA, 21 November 1986.

Kester, Gay, G-FPM, Warrants Program Coordinator, U.S. Coast Guard, 28

February 1987.

Kinney, Shirl - Procurement Training Coordinator, Department of Treasury,
8 April 1987.

Lamm, David V. Dr., Academic Associate 815 Program, Naval Postgraduate

School.

Logan, Steve - Chairman, Procurement Career Board, Department of Energy,

5 May 1987.

Lynch, J. Richard, Lt. USCG - Acting Assistant Branch Chief, G-FOM,

Numerous Times.

Martino, Roger - Chief, Procurement Management Division, Department of
Transportation, 27 April 1987.

McCarren, Kevin, Lt. USCG - Training Officer, Office of Acquisition USCG,

28 February 1987.

McFadden, LCDR USCG, Personnel Manager, G-A, 17 February 1987.

McQuillan, Susan - Education Director, National Contract Management

Association, 12 February 1987.

Paddock, John, Program Manager, General Electric, 21 May 1987.

Parker, William, LCDR USCG - Chief of Procurement, USCG Reserve Training
Center Yorktown VA, 8 April 1987.

Perisono, Ann - Chief of Contracting, USCG Supply Center Brooklyn, 7
April 1987.

Petkoff, Mary - Procurement Training Coordinator, Goddard Space Center
NASA, 9 April 1987.

Pitts, Carol - Senior Procurement Analyst, Department of Transportation.
28 Aoril !987.

Roberts, Nancy, Professor Naval Postgraduate School - Thesis Second
Reader.

Robertson, Don - Chief of Procurement, USCG Facilities Design and
Construction Center (West), 31 March 1987.
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Ronquillo, M. A., CWO USCG, Purchasing Officer, USCG Aviation Training
Center Mobile AL, 11 March 1987.

Np.

Sanders, Meredith - Procurement Training Coordinator, NASA Headquarters, "*'

16 April 1987.

Shackelford, John S., LtCol. USA - Director of Contracting Fort Ord CA,
6 February 1987. *

Shaypack, Arnie, CDR, Member ACE-II Study, Contracting Officer, Defense
Logistics Agency, 31 March 1987.

Smith, Richard 0., Brigadier General USAF - Deputy Chief Contracting and
Manufacturing Air Force Logistics Command, 12 March 1987.
Spence, CWO, Procurement Officer, USCG Station Alexandria VA, 27 April

1987.

Stuart, Jess, Capt. USN, Program Manager, NAVAIR, 5 March 1987.

Sueur, Rhys, LCDR USN - Director, Purchase Division, Naval Supply Center
Oakland, 10 April 1987.

Wenz, Mary - Director of Procurement Training, Environmental P-otection
Agency, 7 May 1987.

Wolf, Jerry - Director, Procurement Training U.S. Army Material Command,
20 January 1987.

Worley, Elliot - Education Specialist, Federal Acquisition Institute, 17
May 1987.e
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