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ABSTRACT 

The problem of obtaining unrestricted line aviation 

officers with the requisite experience and education to serve 

as Project Managers has plagued the Navy's Weapon Systems 

Acquisition Management Program since its inception. This 

research is directed at identifying the causes of this 

problem. The conflicts and constraints resulting from the 

integration of the Weapon Systems Acquisition Management 

subspecialty development program with the warfare specialty 

development program of the unrestricted line aviation officer 

are identified. Recommendations are made for the achievement 

of a viable career development program that will aid in the 

development of true professionalism in the area of weapon 

systems development and acquisition. 
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I. INTRODUCTION 

A. BACKGROUND 

The weapon systems acquisition process of the 1960's was 

characteristic of a system that was being driven by a rapidly 

expanding technological base. Aided and abetted by an ln­

creasing defense budget and decentral ized control by the 

office of the Secretary of Defense, the Services proliferated 

programs ln an attempt to capture and convert this technology 

into viable weapons systems. By the late 1960's, the Navy, 

alone, had established almost seventy project offices, each 

reporting to either the Chief of Naval Material (CNM) or the 

Commander of one of the Navy's Systems Commands. As might 

be expected, the increase in the number of programs also pro ­

duced an increase in the number of failures and sufficient 

examples of mismanagement to warrent public criticism of 

military methods of acquiring new weapon systems. The summer 

of 1969 marked the beginning of a long list of concen~rated 

reviews of the systems acquisition process that continues 

even to today. Each study has analyzed the system from the 

broad perspective down to the minutest detail and developed 

recommendations in an attempt to improve the effectiveness 

and efficiency of the ac qu isition process. In all these 

studies one common denominator may be found and that is the 

need for capable, trained and experienced people to manage 

the programs of the Services. For while the increased 
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sophistication, complexity and co s t of new we a pon systems 

had served to surface program management as the mana gement 

system for the Services, it had also illuminated the crucial 

importance of selecting Project Managers who were capable of 

meeting the challenge of efficient re source management. 

In October of 1969, the Chief o f Naval Material in a 

memorandum to the Vice Chief of Na val Operations [Ref. l] 

indicated the ordering of the Na vy's response pr i o r i t i e s 

when he stated: 

The advers e pub licity and Congressional criticism of 
of military and more spec i fic a l l y, Navy procurement 
practices during recent mon ths has re- emphasized the 
fact that one o f the Navy's major concerns must be that 
of training office r s who wi ll become the Weapon System 
Acquisition Managers of the fu t ure or assume majo r procure ­
ment management r esponsibilities within the Navy. 

In addition CNM i ndica ted the necessity to develop career 

patterns orie nte d to the overall acquisition function for 

all officers regardless of des i gnator so that experience in 

acquisition manag emenL could be attained within the confines 

dictated by operatio nal r equi rements. 

For t he Navy the pr oblem became how to devise career 

fields and opportunitie s to att ract, develop, retain and 

reward the outstanding milit ary officers required as Project_ 

Managers. I n May o f 1 9 72 a s a result of studies directed by 

the Chief of Naval Operat ions, a Weapons System Acquisition 

Management (WSAM) Prog ram f or officers was established to 

provide a subspecialty commun ity from which the Navy could 

select and develop quali f ied officers to fill support and 

nanagement billets within the acquisition structure. 
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Unfortunately the process of att racting appro priately quali­

fied and motivated personnel to manage the major s y s tem acqui­

sition program has not kept pace with advancements i n the 

structuring of the WSAM Program. Selection to the program 

is still being carried out on a primarily non-volunteer basis 

even though the program was env ision ed as voluntary . Thus 

though the mechanics of development h a ve been established , the 

problem of attracting offi cer s into t he progr am appears t o 

still exist .. 

Though this problem pervades a l l warfare and specialty 

communities, it is exa c e rbat ed in the aviation community by 

two major fact or s : the overwhelming orientation of the com­

munity toward avia t i o n command and the pr essures applied by 

the Aviation Care er I ncent iv e Act of 1974 which requires that 

an aviation officer pa s s certain definitized "gates" in his 

career in order to continue receiving aviation pay. Both 

of these factors bias the motiva tion of the aviation warfare 

officer against any care er program that is viewed as having 

an adverse effect o n his competitiveness for command or on 

his ability to s a t i sfy t h e requirements of the Aviation Career 

Incentive Act. For thi s warfa re community then, any subspe-

cialty career program must pres e nt a n acceptable balance 

between the subspecial ty de velopme nt program and the opera­

tional requirements. 

B. PURPOSE 

The purpose of t h is thes is is to examine the Weapon 

System Acquisition Management (WSAM) subspecialty program to 
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determine if the operational, technical, business management 

and experien~e qualifications required of program management 

can be satisfactorily integrated with the needs and requlre­

ments of the aviation officer. Recommendations are made that 

should increase the probability that outstanding officers 

can be attracted, educated and trained as Project Managers 

without compromising their operational competitiveness and 

promotional opportunities. 

C. SCOPE 

This thesis lS directed specifically at the Unrestricted 

Line Aviation Officer (l3XX) Community. The analysis of the 

WSAM subspecialty and the requirements and qualifications 

for selection as Project Manager is oriented toward identi­

fying those problems, requirements and constraints that would 

have an adverse effect on the career of a l3XX officer. It 

is felt, however, that portions of the analysis could be 

equally applicable to other warfare communities and further 

research from the view point of these other warfare communi­

ties should be conducted. 

D. METHODOLOGY 

Data in support of this thesis were obtained through a 

review of the historical and recent official documents per­

taining to the WSAM program and a review of the recent 

literature concerning program management. In addition, 

interviews were conducted with 12 out of 14 WSAM designated 

l3XX officers currently assigned as Project Managers or 
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Deputy Project Managers; cognizant personnel at the Bureau 

of Naval Personnel; and selected officers in the program 

management policy network of the Naval Material Command . 

Finally a questionnaire eliciting comments relative to the 

skills and qualifications required of the Project Manager 

was administered to those Project Managers and Deputy 

Project Managers interviewed. A copy of this questionnaire 

and the results obtained are presented in Appendix A. The 

information obtained through these methods has been syn­

thesized into recommendations regarding establishment of a 

viable WSAM subspecialty development program for the avia­

tion officer. 

E. ORGANIZATION 

In the following chapters both the WSAM subspecialty 

development program and the aviation warfare specialty develop­

ment program will be examined as separate entities. The 

criteria, qualifications and milestones of each developme~t 

program will be identified. The two programs will then be 

integrated into a single development program. The conflicts 

resulting from such an integration and the constraints they 

lmpose on the development of the unrestricted line aviation 

officer as a WSAM subspecialist will be identified. Final l y 

recommendations will be made regarding the design of a viable 

career development program for the WSAM designated URL 

aviation officer. 

14 





II. CAREER DEVELOPMENT FOR PROJECT MANAGEMENT 

A. WEAPON SYSTEM ACQUISITION Mru~AGER PROGRAM 

1. Introduction 

In 1969 the systems acquisition management process 

evoked a significant amount of high level Government atten-

tion and scrutiny. In the Congress a number of amendments 

were introduced to the fiscal year 1970 Defense Authoriza-

tion Bill in which concern over the acquisition of weapon 

systems was expressed. The Subcommittee on Economy in 

Government in its report (9lst Cong ., lst sess) of May 22, 

1969 [Ref. 2] stated: 

The Federal Government has not been adequately con­
trolling military spending. As a result, substantial 
unnecessary funds have been spent for the acquisition 
of weapons systems and other military hardware. Mis­
management and laxity of control over this expensive 
program are creating heavy burdens for every taxpayer. 

The Senate Committee on Armed Services added further impetus 

to the rapidly growing Congressional concern over inefficient 

military management in its Report 290, on the Defense Author-

ization Act (9lst Cong., lst sess) of July 3, 1969 [Ref. 3] 

when it stated: 

The committee is greatly concerned over the increased 
cost of new weapon systems generally and the fact that 
certain weapon systems now in procurement or development 
have greatly exceeded their original cost estimates. 

This hig h level interest provided the impetus for 

the Navy to come to grips with the problems associated with 

improving the quality of Navy project management. In its 
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evaluation, the Navy gave early recognition to the importance 

of people in the acquisition equation. In a memorandum to 

the Vice Chief of Naval Operations (VCNO) dated 8 October 

1969 [Ref. 1], the Chief of Naval Material (CNM) spotlighted 

this important element: 

... one of the Navy's major concerns must be that 
of training officers who will become the Weapon System 
Acquisition Managers of the future or assume major 
procurement management responsibilities within the Navy . 

... in •Order to acquire the expertise necessary a 
career pattern oriented to the overall acquisition 
function is needed which entails an officer's (regard­
less of designator) serving 12 -14 years in the various 
phases of acquisition out of a 25-27 year career leading 
to consideration for Flag rank. The Navy, with few 
exceptions has not recognized the necessity for highly 
qualified flag officers in this important area of 
expertise. 

In his reply of 19 November 1969 [Ref. 4] the VCNO 

highlighted his misgivings with such a program: 

That concentration (12-14 years) in this field was 
not consistent with the concept of an unrestricted line 
officer subspecialist with one or two tours in a sub­
specialty and no qualifying tours other than graduate 
school. 

That such an officer would be oriented toward economic 
and engineering skills vice the tactical and strategic 
skills of naval warfare. 

He did, however, request the Chief of Naval Personnel 

to conduct an informal staff study of the matter. 

On 25 November 1969 formal interest by the Office 

of the Secretary of Defense in the improvement of Department 

of Defense program management was expressed in a memorandum 

which forwarded the conclusions and recommendations of the 

Defense Science Board's 1969 Summer Study of Research and 

Development Management. The memo requested views and 
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suggestions on the findings and recommendat ions , with particu­

lar emphasis on incentives for project managemen t per formance 

and a system for measuring individual performance i n pr oject 

management. One of the key recommendations of the Summer 

Study Panel [Ref. 5] was as follows: 

We recommend, therefore, serious consideration of 
establishing a career specialty of weapon s y stems acquisi­
tion management. A major increase i n the r e cognition, 
the status and the opportuniti e s i n program management ma y 
be necessary to attract and reta i n a larger share of t he 
most capable career off i cer s a nd senior civilia ns t hat we 
wish to-see committed to this ac t ivity. 

One week after Secretar y Packar d forwarded the 

Summer Study resu l ts to the Services, the Chief of Na val 

Operations requested the Chief of Naval Personnel (CNP) to 

coordinate the Navy ' s response . The study was to examine 

the personnel and e duca t i o nal requ i rements of project manage -

ment and the programs and ass e ts available to satisfy those 

r equirements. I n a ddit ion, CNP was to reorient career per-

sonnel planning so as to provide adequate formal, as well 

as practical, training be fore officers were assigned to a 

specific project. Attent ion was to be focused on the impor-

t ance of the Pro j ect Manager and the opportunities available 

t o those who could prove b y perfo r mance tha t they were experts 

1n their specialty. The CNO con cluded his request [Ref. 6] 

with: 

After you hav e work ed out a tentative plan to achieve 
the desired results out l i ned above, I would like to confer 
personnal y with you, t h e Vice Chief of Naval Operations, 
and the Chie f o f Naval Material and firm up the action 
necessary t o develop t rue professionalism 1n the area of 
weapon s y stems deve l opment a n d acquisition. 
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2 . Na vy WSAM Study of 1969 - 1970 

The informal study group c o nv ened by the Chief of 

Na val Personnel and chaired by the Vi c e Chie f of Naval 

Personnel for Plans and Programs was compr i sed of sev~ral 

Captains from within the Bureau of Per sonnel a nd represent-

atives from the Naval Material Comma nd. The g oals of t h e 

s tudy group's eff orts were c onsolidated as f ollows: 

(l) Determine how to: 

(a ) Stru c ture training and education for Project 
Ma nagers. 

( b ) De velop means to attract, develop and retain 
Pr oject Managers. 

(c ) Cr eate incentives for Project Manager per ­
forma nce. 

(d) Measure individual Project Manager performance. 

(e ) I ncrease Project Managers' authority. 

( f ) Ma ke maximum use of the Project Management 
Cour se at Wright - Patterson Air Force Base. 

(g) Foc us attention on project management through 
Navy publications. 

(2) Iden tify: 

(a) The specialty designators of officers to be 
u t ilized as Project Managers. 

( b ) Th e number of Project Managers requied by 
t he Navy during the next decade. 

( 3) Examine and recommend approaches to the questions 
of: 

( a ) Establishing a career specialty in Weapon 
Systems Acquisition Management, including 
career rotation, tour lengths, interfaces 
with other areas of subspecialization, etc. 

(b) Ensuring equitable treatment of Project 
Managers by promotion selection boards, 
inc luding Flag. 
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(c) Using Civilians instead of military officers 
as Project Managers. 

A progress report on the WSAM study was forwarded 

to the Chief of Naval Operations on 4 March 1970. The final 

report was forwarded to the CNO by the Chief of Naval 

Personnel on 28 April 1970 and is included in Appendix B. 

The major areas of concern, and the general conclusions 

associated with each were listed as follows: 

a. "Major Command" equivalency for Project Managers 

It was determined that some Project Manager 

positions should be designated as "equivalent to a major 

command" and that the Secretary of the Navy should continue 

to provide guidance to Flag Officer Selection Boards by 

stressing the need to select officers who were best fitted 

for future assignment even though their past assignments 

had been outside the norm of traditional career patterns. 

b. Selection, Ordering and Tour Lengths for Project 

Managers 

Project Managers should be selected by board 

action within the Bureau of Naval Personnel with CNM and 

Systems Command personnel in the Bureau of Personnel included 

as members of the board. Selectees for Project Manager 

positions should be ordered to the billet via the Defense 

Weapon Systems Management Course unless they had previously 

attended. Initial tour lengths for Project Managers should 

be established as three years, with extensions beyond this 

period depending on the status of the project. 
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c. Adequacy of Functional WSAM Training 

The Defense Weapon Sy s t em Manageme nt Course at 

Wright-Patterson Air Force Base was judg ed to b e bas ically 

adequate. While some changes in the course c ontent were 

deemed to be desirable, attempts to identify changes that 

would satisfy all potential users were unsuccessful. It 

was felt that implementing the procedure in paragraph (b) 

above would provide more immediate ut iliza tion of t he trai n­

lng provided by the course. 

d. Post graduate Educat ion for Project Managers 

The Management curriculum at the Naval Pos t­

graduate School was reviewe d and it was determined that 

the Material Manag ement electives should be strengthene d 

and oriented s o a s t o prov i de more emphasis on Weapon 

Systems Ac qui sition. I n addition , it was reported that the 

Superintendent of the Postgr aduate School was developing a 

specific educational program in support of project manage ­

ment consisting o f f ormal education in engineering, science, 

or mathematics f ollowed by graduate education in the field 

o f management, bus iness administration, or industrial engi ­

neering. It was considere d likely that such a curriculum 

would attract many competent officers who were not neces­

sarily motivat e d for e ngineering or science programs. Th is 

e ducation should be o bt ained during the first shore duty 

t our. 
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e. Project Management Subspecialty 

It was determined that experience 1n project 

management associated activities was a major ingredient in 

producing officers who were qualified for top project mana­

ger positions. This required experience base could only be 

developed within the framework of approved career patterns 

if the appropriate billets were identified and if the right 

officers were assigned to these billets in sequence. As an 

ancillary part of this study an examination of the billet 

structure of the Nav y was conducted which considered speci-

fically those billets at all shore commands in the grade of 

Captain, Commander, and Lieutenant Commander. The analysis 

included consideration of the following factors: 

Weapon Systems Acquisition Management was not dis­
creetly and uniformly defined, as was an area o f endeavor 
in engineering or science. 

A variety of billets and activities associated with 
WSAM existed outside the Systems Commands' Headquarters. 

Neither the billets associated with WSAM nor the per­
sonnel in training for qualification as Project Managers 
were uniquely identified at the time of the study. 

The study revealed that approximately 10% of the unrestricted 

line officer shore requirements were associated with Weapon 

System Acquisition Management. A tabulation of the number 

of billets identified for the URL Aviation Community is 

presented in Table I. 
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Table I 

WSAM Related 13XX Shore Billets 

LCDR 

CDR 

CAPT 

Total 

104 

166 

78 

348 

It was felt that the Navy could develop through a coordinated 

series of assignments, sufficient officers with the right 

amount of warfare expertise, education and WSAM experience 

from whom Project Managers could be selected. 

In support of this contention representative 

career development plans were presented as part of the report's 

conclusions. Figure 1 depicts the envisioned development 

program for the Aviation Officer. In order for these develop­

ment plans to succeed, assignment to a project management 

billet would have to be viewed as a step up the command 

opportunity and promotion ladder, and the Navy's performance 

record in recognizing and rewarding superior achievement in 

project management would have to withstand the critical 

scrutiny of the ambitious officer offered this way-point 

on the route to the top of his profession. It was felt that 

this could best be accomplished by providing clear and open 

proof that extensive experience ln this field even at the 

expense of 'operational tours would not be a detriment toward 

Flag selection 
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GRADE 

ENS/JG/LT 

LCDR 

LCDR/CDR 

~·=cDR 

CDR 

~·=cAPT 

Figure l 

Aviation Warfare Career Development Plan 
WSAM Subspecialty 

YRS 

0-9 l/2 

9 l/2-ll l/2 

ll l/2-16 l/2 

16 l/2-18 l/2 

18 l/2-20 l/2 

20 l/2-22 1/2 

22 l/2-25 l/2 

TOTAL WSAM REQ 
ANNUAL REQ 

0 

104 billets 
52 officers/yr 

0 

166 billets 
83 officers/yr 

0 

78 billets 
39 officers/yr 

0 

DESCRIPTION AND 
TYPES OF BILLETS 

First and second 
sea tours with 
basic warfare 
development. Gra­
duate education in 
support of senior 
billet requirements. 

Air System Command, 
NPRO, NATC, Asst. to 
branch/div heads. 
OPNAV, Graduate 
education for those 
not previously 
attending. 

Third sea tour. 

NMC, Air Sys Com, 
OPNAV, NavAirLant/ 
Pac, NPRO, Asst. PM, 
Branch Heads, DWSMC. 

Fourth sea tour. 

OPNAV, Joint Staff, 
NMC Air Sys Com. 

Deep draft, Major 
Command. 

*Note 1. Commanders who do not serve an entire third sea tour 
can fill some of the 166 Commander billets allocated to this 
time frame. Number is a function of operating force require­
ments. 

*Note 2. Captains with 25-30 YCS can fill some of the 78 
Captain billets allocated to this time frame. Numbar is a 
function of the actual inventory remalnlng in the Navy and 
qualified in this area of endeavor. 

*Note 3. Designated Major Command Equivalent billets will be 
filled in this time frame. 
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In an associated study of the career patterns 

of two hundred twenty-eight (228) unrestricted line Flag 

officers done by Rear Admiral Rice, it was concluded that 

about ten percent (10%) of the unrestricted line officers 

could follow career patterns which were "material oriented" 

when ashore and still have reasonable opportunity for 

promotion to Flag rank. It further stated that" ... with 

official recognition of this pattern variation (not a 

particular subspecialty), and instruction to detailers and 

Selection Boards, at least 10% of the URL officers could 

work (and survive as a URL officer) in the material business 

to the extent necessary to be well qualified and serve as 

Project/Weapons Acquisition Managers" [Ref. 7]. 

On 11 August 1970 in a letter to the Chief of 

Naval Personnel, the CNO concurred in the recommendations 

of the study group subject to some specific changes in the 

implementing procedures. The title Major Project Manager 

(MPM) would be used to identify Project Managers selected 

by board action. The Major Project Manager Selection Board 

would be separate from the major ship and shore command 

selection board. This was considered necessary because 

the desired representative expertise for selection of Major 

Project Managers would not necessarily be characteristic of 

a major command board. Selection of an officer for a MPM 

billet would not exclude that officer from consideration 

for a major sea command. The Chief of Naval Material would 

nominate MPM billets and forward nominations with the project 
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charter to the Chief of Naval Operations (OP-01) for approval. 

The letter also directed the establishment of a subspecialty 

in project management upon approval of the proposed curricu­

lum at the Naval Postgraduate School and the development of 

a well planned career program for potential Project Managers, 

regardless of designator. It observed that in the case of 

a potential Project Manager who was an unrestricted line 

officer, a particularly inflexible series of coordinated 

assignments would be necessary to achieve the desired mix 

of managerial and operational experience along with the 

necessary education. However, it concluded that" ... the 

time has come to provide the stimulus and changes necessary 

to formulate and implement a viable program to provide a 

more professional status and greater recognition to person­

nel involved 1n major project management." [Ref. 8] 

3. 1970 to the Present 

a. Formalizing the Structure 

As the Navy moved to implement the results of 

the WSAM study further reinforcement of the importance 

placed on project management by sources external to the 

Department of the Navy was received in the form of Department 

of Defense Directive 5000.1 "Acquisition of Major Defense 

Systems.'' This Directive established policy for major 

defense system acquisitions in the Military Departments and 

Defense Agencies. In the area of project management it pos­

tulated that successful development, production and deploy­

ment of any major defense system was primarily dependent 
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upon competent people with the authority they needed to 

carry out a set of clearly defined responsibilities. The 

assignment and tenure of Project Managers, therefore , was 

a matter of great concern and the DOD Components were di-

rected to develop career incentives designed to attract, 

retain and reward competent personnel. 

In August of 1971 the Director of the Officer 

Distribution Division ln the Bureau of Naval Personnel 

(BUPERS) formally established the position of "Assistant 

Director for Subspecialty Management" with specific res-

ponsibilities which included: 

Developing division policies regarding community size, 
criteria of selection and evaluation of development 
paths to insure the existence of viable communities. 

Insuring community continuity, including promotion, 
equality, and establishment of billet priorities for 
optimal use of resources. 

Monitoring assignment of all WSAM sub- specialists. 

A "WSAM Manager" was included on the staff of the new 

assistant director. 

It was not, however, until the issuance of OPNAV 

Instruction 1211.8, Subject: Manpower Policy in the Weapon 

System Acquisition Field in January 1972, that the major 

recommendation of the WSAM Study were implemented and the 

formal structure of the WSAM subspecialty program established. 

Among the major action items were: 

(a) T~e iden~ification of billets and personnel associated 
Wlt~ ProJect Management and Weapon System Acquisition 
dutles. 
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(b) The establishment of "Major Command Equivalency" for 
certain designated major projects, 

(c) The selection of Major Project Managers by board 
action. 

(d) The development of formal administrative procedures 
for enroute training and turnover time to ensure 
project continuity. 

(e) The establishment of a career development program 
to ensure that potential Major Project Managers 
attain the necessary education and experience. 

(f) The designation of the Chief of Naval Material, 
as the Project Manager Subspecialty Advisor. 

In order to support the policies established by 

the OPNAV Instruction, the Chief of Naval Personnel issued 

BUPERS Instruction 1040.2 in May of 1972. This instruction 

established the Weapon Systems Acquisition Management (WSAM) 

Program of the Navy and established a special coding to 

identify officers who were selected for participation in the 

WSAM program. Selection to the program would be by ad hoc 

board and would be primarily from, but not limited to, those 

officers with subspecialties in the areas of engineering, 

physical sciences and management. Unrestricted line officers 

who received the WSAM coding would retain their warfare 

specialty designators and would rotate between assignments 

in their warfare specialties and weapon systems acquisition 

billets. The then proposed career pattern for the URL 

Aviation Community is depicted in Figure 2. The WSAM Program 

Manager in the Bureau of Naval Personnel was given the res­

ponsibility of insuring proper development and utilization of 

the selected officers and assisting in the career program 

of each officer. 
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The first Weapon Systems Acquisition Management 

Subspecialty Selection Board met in October of 1972 to select 

and designate subspecialists from the Aviation Community. 

The guidelines used by the board for the selection process 

are shown in Appendix C. In this first screening approxi-

mately 300 Aviation Officers were identified for WSAM 

coding. 

In its report following the selection [Ref. 9], 

the board provided a perceptive insight into some of the 

key problems of the WSAM program. 

It is to be expected that many of these officers (URL CDRs 
and LCDRs) will decline WSAM coding, and others will be in 
great demand for other billets, simply because they are top 
performers. This situation requires the initial selection 
to be relatively large in relation to the number of billets 
to be filled, and works against the philosophy of a small 
selection of only the very best qualified. 

Much will depend in the future on the extent to which a 
postgraduate degree becomes a widely understood initial 
step toward a technical or managerial career pattern. This 
board has reviewed many fine records in which officers have 
spent three years in engineering postgraduate study, and 
have subsequently never been assigned to a support billet 
requiring that education. The resources required to support 
this unutilized education may well be less critical than 
the three prime years a promising young officer spends 
away from an operational billet. 

b. Education and Training 

Since graduate education was to be a significant 

qualification in the WSAM coded officer's background, a 

Systems Acquisition Management curriculum was established at 

the Naval Postgraduate School in September 1972. This course 

was designed to provide graduate education leading to a 

Masters of Science degree in Management to those officers who 
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already possessed an engineering baccalaureate degree. In 

addition, provision was made for those students enrolled ln 

the graduate technical curricula to obtain dual masters 

degrees by completing a year of study in the Systems Acquisi-

tion Management curriculum. In recent years, the Systems 

Acquisition Management course has been opened to students 

with a non-technical background in recognition of the 

necessity for graduate level management education ln other 

than the technical divisions of project management. In 

addition to graduate education, functional training lS 

provided by the Project Manager and Executive Refresher 

Courses at the Defense Systems Management College, Fort 

Belvoir, Virginia; the Navy Systems Acquisition Management 

Course at the Navy Logistics Management School, Anacostia 

and a number of short courses in business/financial manage­

ment. 

c. Career Management 

In response to a number of critical reviews of 

Department of Defense Major Systems Acquisition procedures 

and policies [Commission on Government Procurement 1972; 

AMARC 1974; NMARC 1974], Deputy Secretary of Defense William 

P. Clements issued DOD Directive 5000.23 "System Acquisition 

Management Careers" on 26 November 1974. This directive 

established the current DOD policy for the selection, 

training and career development of the personnel required to 

manage major defense systems acquisitions. In establishing 

the required career fields, the DOD Components were directed 

to identify the following standards and criteria. 
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Define qualifications for selection to include performance, 
experience, level of training, and formal education, applic­
able to each entry grade. Selection of an individual not 
having proven performance in acquisition management should 
be made conditional until such performance becomes a matter 
of record. 

Determine the approximate number of personnel at each rank/ 
grade required to man the career fields. Ensure that grade 
levels are commensurate with the responsibility, authority, 
program accountability, and broad supervision which is 
exercised over functional and contractor activities. The 
grade structure in program offices should recognize the 
great importance of systems acquisition. 

Develop a career progression plan including: Training and 
professional education requirements; identification of types 
of experience considered beneficial for assuming higher 
level Program Manager positions; Administrative Control; 
and Provisions for advancement based on demonstrated per­
formance. 

Institute a method that centralizes systems acquisition 
management employment opportunity information so it is 
readily accessible to interested individuals. 

Establish maximum assignment flexibility for civil servants 
within existing Civil Service Regulations, including 
mobility agreements. 

Performance measurements shall be developed and emphasized 
in order to insure that only the most competent individuals 
are retained and rewarded in the System Acquisition Manage­
ment career field. 

In addition to establishing the above mentioned 

standards, the Services were to provide opportunities for 

advancement for those in the Systems Acquisition Management 

field that were equivalent with those of their contemporaries 

in operational, line and command positions. Further, promo­

tion boards were to include experienced system acquisitions 

management representation to insure that only the best 

qualified, based on demonstrated performance, were selected 

for promotion. 
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The Directive also provided the Services with 

specific guidelines in regard to the individuals to be 

selected as Project Managers. Colonels/Captains or civilian 

equivalents were not to be considered for assignment as 

Project Managers unless they had project management or system 

acquisition experience, to include one or more assignments to 

a project office. Heavy reliance was to be placed on past 

performance records in those fields in determining those best 

qualified to be Project Manager. Once selected, all major 

system Project Managers were to have professional education 

at the Defense Systems Management College's Program Manage ­

ment 0r Executive Refresher Courses, either before or shortly 

following assignment to a major program office. It is within 

these guidelines that the current Navy program is structured. 

4. Current Navy Program 

a. Duties and Responsibilities 

(l) Chief of Naval Material. The responsibili­

ties of the Chief of Naval Material with regard to the WSAM 

program can be generally viewed from a requirements deter­

mination or user orientation. He nominates programs and 

billets for major command equivalency and identifies those 

billets to be coded for utilization and development of WSAM 

designated officers. Additionally, he determines the desired 

qualifications of the personnel required to manage the 

myriad elements of the acquisition process as well as the 

quantity of personnel required. Within the Material Command 

Organization, the Deputy Chief of Naval Material (Procurement 
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and Production) acts as chairman of the WSAM Career Manage­

ment Steering Committee which is tasked to oversee the develop­

ment and operation of all WSAM Career Programs through review 

and approval of policies and procedures which are developed 

by subordinate task groups (Billet Task Group, Career Pattern 

and Development Task Group, and Evaluation and Ranking Task 

Group). Coordination and monitoring of the requirements vali­

dation process is the responsiblity of the Director of Mili­

tary Personnel Security Division (MAT052) who is double hatted 

to the Bureau of Naval Personnel as Pers 44W to provide lia­

son between the user and producer. 

(2) Chief of Naval Personnel. The duties of 

the Chief of Naval Personnel with regard to the WSAM program 

can be viewed from the developer or producer orientation. 

He is responsible for selection and designation of the 

required personnel as well as their education, training, 

career development and utilization. The responsibility for 

proper utilization of WSAM coded officers is assigned to the 

WSAM Subspecialty Development Officer (Pers 403b). He is 

tasked to work closely with the respective detailers to 

coordinate assignment of all WSAM officers. 

(3) Chief of Naval Operations. Monitoring of 

the WSAM program is accomplished at the Chief of Naval Opera­

tions level by the DCNO (Manpower and Naval Reserve). He is 

tasked with the responsibility of approvlng requested Naval 

Officer Billet Classification codes and subspecialty codes 
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for designated billets; approving major command equivalency 

billets; and monitoring system acquisition management person­

nel requirements. 

b. WSAM Subspecialist Selection 

Initial screening of aviation officers for WSAM 

selection occurred in October 1972, however, the first board 

constituted specifically to select officers from all designa­

tors for WSAM coding met ln February 1975. In a 9 January 

letter to the board [Ref. 10] the Chief of Naval Material 

provided guidelines as to the types of experience, education 

and training which provide WSAM qualifications and also a 

set of recommended selection criteria, by rank, to be used 

as guidance for the Board. These criteria are displayed in 

Figure 3. The board selected a total of 298 13XX officers 

for WSAM coding. At the time of selection each officer 

received one of two Additional Qualification Designators 

CAQD) - WWl or WSl. These designators identify the indivi­

dual either as a fully qualified WSAM (WWl) or a WSAM 

selectee (WSl). WSAM Selectees are individuals who though 

lacking certain qualifications at this state of career 

development have established a track record as a top perfor­

mer with growth potential. The current pool (January 1977) 

of designated 13XX officers is depicted in Table II. 
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Figure 3 

Re.cornrnended Selection Criteria for WSAM By Rank 

LCDR 

1. Expressed desire to become a WSAM. 
2. Upper half performance demonstrated throughout career. 
3. Excellent potential in acquisition management field based 

on experience and education. 

CDR 

1. Expressed desire to become a WSAM. 
2. Upper half performance demonstrated throughout career. 
3. Top performance in at least one challenging assignment 

(normally at least two years) directly associated with 
acquisition management. 

4. Outstanding potential in project manag~ment based upon 
operational/technical/management experlence and educa­
tion. 

CAPT 

l. Expressed desire to become a WSAM. 
2. Upper half performance demonstrated throughout career. 
3. Top performance over an aggregate period of at least 

four years in one or more challenging assignments 
directly associated with acquisition management. 

4. Qualified (or clearly demonstrated outstanding poten­
tial) for assignment as project manager based on 
operational/technical/management experience and education. 
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Table II 

WSAM Coded 13XX Officers 

AQD 
Rank WWl WSl Total 

CAPT 53 14 67 

CDR 6 8 7· 93 

LCDR 0 87 87 

LT 0 13 13 

The WSAM Board currently meets on a biennial basis with the 

next one scheduled for 8 March 1977. Each board accomplishes 

three tasks: 

(a) re-screening of previously selected personnel for 
upgrading or removal of AQD. 

(b) screenlng of new applicants for WSAM coding. 

(c) designation of WSAM selected officers for PG or DSMC 
Schooling. 

This years letter to the board from the Chief of Naval Mater-

ial will provide more specific guidelines as to the desired 

qualifications required of WSAM designated officers. The 

selectivity inherent in this list of qualifications [Appendix 

D] is indicative of the maturing process that the program 

has undergone since its inception and represents an important 

attempt to control the quality of the individuals to be 

developed as Project Managers. 

c. Billet Identification 

One of the steps necessary in establishing the 

WSAM community was the .identification of the billets to be 
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utilized in the career development of potential project 

managers. The WSAM Study Group identified a total of three 

hundred forty-eight (348) aviation officer billets as part 

of the original study. There is, however, little indica-

tion that the original list was ever fully accepted. It 

was not until August 1974, that a specific list of billets 

was officially proposed by the Chief of Naval Material for 

inclusion in the WSAM program, All these billets were 

considered to be within the "sphere of influence" of the 

WSAM program, however, the degree of importance of the billet 

and the quality of the personnel assigned these billets was 

to be indicated by a code assigned to them. This coding 

procedure was accepted and the current WSAM billet structure 

is arranged according to the following identification 

hierarchy: 

WSAM Training (WT) - These are billets selected by the 
Chief of Naval Material in grades 05 and below, which 
provide meaningful experience in one or more phases of the 
weapon systems acquisition process. Billets are located 
in a project management office, in indirect support of one or 
more designated projects, or other selected positions. 
Billets are related to technical and financial planning, 
contracting and administration of contracts, engineering 
development, operational systems development, procurement 
or production of weapon systems. 

WSAM (WW) - These are normally senior billets in the 
acquisition management field which are very important to 
the weapons acquisition management process of one or more 
defense systems. They include all Project Manager and 
deputy billets and many others. Personnel selected for 
these_billets are expected to have had meaningful experi­
ence ln weapons acquisition prior to selection for 
assignment to WW coded billets. 
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Figure 4 

Career Development Pattern - URL Aviation Officer 
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WSAM Preferred (WP) - These are usually senior billets 
but of less relative importance to the weapons acquisition 
management process than "WW'' billets. It would be prefer­
able that these billets be filled by personnel selected as 
being qualified for a "WW" coded job at that grade but it 
is not mandatory. The code does indicate that the "quality" 
of the job is sufficient to warrent that assignment to the 
billets be limited to those of known quality and potential 
as evidenced by an established performance record. 

It lS through assignment to these designated 

billets that the officer can obtain the necessary experlence 

and establish the required performance record for considera-

tion as a Major Project Manager. 

5. Career Development Pattern 

Career development in the WSAM field is currently 

achieved through assignment to experience-qualifyi~g billets 

in the project management support structure and through 

education and training. For the URL aviation officer this 

requires that assignments follow a pattern of development 

encompassing both the warfare specialty and weapon system 

acquisition fields. The current development pattern for 

the URL aviation officer is depicted in Figure 4. 

6. Summary 

The Weapon System Acquisition Manager Program was 

implemented as part of the Navy's efforts to improve its 

management of defense systems acquisitions. It was designed 

to identify and select a group of officers, regardless of 

designators, with a specific set of qualifications and to 

develop these officers through a progression of billets of 

increasing responsibility and broadening experience. Ulti­

mately the officers so developed were to provide the cadre 
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from which the Navy's Project Managers were to be selected, 

It is to this end product of the WSAM Subspecialty System 

that the next section of this thesis will be address. 

B. THE PROJECT HANAGER 

l. Introduction 

The previous section has portrayed in detail the 

evolution of the Navy's efforts to formulate a program in 

career development that would pro~uce as its end product 

a cadre of officers who possessed the necessary expertise 

to fill the important role of Project Manager. That there 

can be no doubt that both the expertise and the role of 

the Project Manager are important was emphasized by the 

following statement from the Report of the Commission on 

Government Procurement [Ref. 11]. 

The very difficult task of management of the major 
system process is both to give the needed special atten­
tion to major systems and to integrate the major system 
activities into the overall responsibility and inter­
disciplinary nature of the department or agency. The 
difficulty of this task can be better understood when the 
very large scale resource commitment of some major 
systems is considered. The resources required by some 
major systems are larger than the annual budget of the 
Executive Branch agencies. The unique nature of major 
systems large scale resource requirements and high tech­
nological content and their importance in realizing the 
fulfillment of national goals demand special and top 
level management attention. 

In addition, both the Department of Defense and the Congress 

will always stand ready to question whether or not the 

Navy is entrusting the management of its weapon and support 

programs to officers who have the experience and education 

necessary to meet the difficult cost, schedule, and 
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performance objectives inherent in managlng such programs. 

In the current era of high competition for resources, the 

Navy can no longer afford the luxury of "on-the-job 11 

development of its officers in the role of Project Hanager. 

The requisite education experience, training, and skills 

must be attained prior to assuming the Project Manager job. 

This section will examine the skills and qualifications re­

quired in the role of Project Manager and portray the Navy's 

methodology and criteria for selecting officers for this 

role. 

2. Characteristic Skills 

Project Managers serve as the point of synthesis 

for the weapon system development effort. As such they are 

required to levy tasks on organizational elements outside 

of their direct control and pull together system related 

activities such as research, engineering, test, production, 

logistic support and training. Faced with diverse manage­

ment responsibilities, Project Managers must deal with 

trade-offs among time, costs, technical risks, uncertainty, 

schedule delays, financial shortages and a host of other 

problems. In addition to managing the complexities of his 

project he must also serve as the agent of the Navy ln the 

political and budgetary arena and provide the major motive 

force to propel the system through the acquisition process. 

Thus the individual assigned to manage a complex technical 

project is quickly entrenched in a net of numerous require­

ments. Traditional methods of leadership, management and 
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organization must often be modified as the Project Manager 

tries to struggle with the numerous problems which envelop 

and encompass his job. In coping with his unconventional 

environment the Project Manager will find relatively little 

written guidance in the vital techniques of persuasion, 

salesmanship and infighting. It becomes readily apparent 

then that certain personal qualities may hold the key to the 

individual's success in the project manager role and if 

these qualities are the Project Manager's strengths they 

would contribute significantly to his overall performance as 

an effective project manager. A significant amount of 

research has been conducted in an attempt to identify these 

key skills. 

Brigadier General Winfield S. Scott III (USA), past 

commandant of the Defense Systems Management School, began 

his article on "Educating the DOD Program Manager" [Ref. 12] 

with a list of eight characteristics essential to s uccess in 

a career in project management. 

Mus t be honest, dedicated, and empathetic with his superiors, 
subordinates and peers. 

Must have common sense and confidence in himself. 

Must be educated and experienced. 

Has to be an innovator, opportunity finder, and problem 
isolater and solver. 

Must be sophisticated militarily and attuned to the politi­
cal-social-economic environment in which he operates. 

Must be tough, respected and have courage, recognizing 
that when he is with the concensus he probably isn't 
leading - and when he is leading he will be uncomfortable 
because he has to be doing the right thing. 
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Has to be at home in "unstructured" situations, 

Must be himself because he cannot be anybody else and must 
capitalize on his personal strengths and minimize his 
weaknesses. 

The Giacoppe Study of one hundred and fifty-four Project 

Managers and Deputy Project Managers [Ref. 13] also attempted 

to identify key profile elements that led to successful pro-

ject management. A list of eleven (11) profile elements were 

assembled from a review of management literature and the 

relative importance of each skill was determined through sur-

vey and interviews. An ordered ranking of the eleven elements 

is presented in Table JII. 

Table III 

Profile Elements 

Rank Profile Element 

1 Ability to identify problems 

2 Overall high communicative skills 

3 Ability to think imaginatively 

4 Ability to think in the broadest range possible 

5 Technical ability to analyze complex problems 

6 High ability in interpersonal relations 

7 Ability to interface with high ranking officers 

8 Ability to write and present issues clearly 

9 Ability to brief frequently and well 

10 High persuasion ability 

11 Ability to apply regulations and standard 
operating procedures 
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This list ordering has never been repeated~ however~ s1nce 

later studies by Tomes 1n 1973 and by the Defense Systems 

Management School in 1974 using students and graduates of 

the Program Management Course given at the Defense Systems 

Management College produced significantly different rank 

orderings except for the most important element - ability 

to identify problems - which was ranked number l on all the 

studies [Refs. 14 and 15]. The rank orderings resulting 

from these studies is presented in Table IV. 
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Tomes 
Study 

l 

Not 
Inc 

2 

7 

8 

Not 
Inc 

4 

6 

5 

3 

9 

DSMC* 
Study 

l 

Not 
Inc 

6 

8 

9 

Not 
Inc 

3 

2 

5 

7 

10 

Table IV 

Profile Elements 

Profile Element 

Ability to identify problems 

Overall high communicative skills 

Ability to think imaginatively 

Ability to think ln the broadest 
range possible 

Technical ability to analyze complex 
problems 

High ability in interpersonal 
relations 

Ability to interface with high 
ranking officers 

Ability to write and present issues 
clearly 

Ability to brief frequently and well 

High persuasion ability 

Ability to apply regulations and 
standard operating procedures 

*Ranked fourth on the DSMC Study was leadership ability. 

Finally as part of this thesis research a question-

nalre consisting of twenty-five leadership and management 

skills determined to be representative of important charac-

teristics of managerial skill, competence and knowledge was 

administered to thirteen (13) of the fourteen (14) 
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unres t ricted line aviation officers currently servlng as 

Project Manager s . From these questionnaires a list of the 

t en mos t i mpor t ant skills required in the role of Project 

Manager was compiled. This list is presented in Table V. 

Table V 

Leadership and Management Skills 

Rank Skill 

1 Identifying Problems 

2 Taking initiative 

3 Team Building 

4 Respect for Others 

5 Setting Goals 

6 Management Control 

7 Resolving Conflict 

8 Critical Thinking 

9 Planning 

10 Being Flexible 

It became readily apparent as the studies cited 

here were compared between and among each other as well as 

with o t hers in the literature [Refs. 16, 17, 18] that no 

one list of distinctive qualities was available. This obser­

vation coupled with the fact that the only current measure of 

an officer's performance - the fitness report - is operation­

ally oriented and does not adequately measure managerial 

skills, Reference 19, indicated that the use of traits in the 
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selection of Project Managers would provide an unreliable 

indication of successful performance. What can be summarized 

from the available research is a generalized profile of the 

successful manager. He must be action oriented and able to 

maintain a high rate of activity. He must be capable of 

assimilating a wide variety of information and dispersing 

it to his organization or calling on it for his decision 

making. He must be able to communicate verbally in a clear 

and concise manner. Finally, he must be an opportunis~ who 

understands the managerial system and is able to exploit 

both the situations which occur unexpectedly and the long 

term commitments which he has developed. 

3. Qualifications 

Lacking any reliable measure of success skills, the 

Navy's major efforts to select and develop better Project 

Managers has centered on providing education, training and 

experience tours by which highly motivated officers are able 

to develop the expertise required in the demanding role of 

Project Manager. The types of education, training and 

experience that are pertinent to the role of Project Manager 

have been the subjects of extensive research and an on going 

iterative refinement process. As part of the early WSAM 

Study Group efforts, a survey of those individuals then 

involved in the system acquisition process was conducted ln 

an attempt to define the optimum qualifications of a Project 

Manager. The results of this survey formed the basis for 

the guidance given to the first WSAM Subspecialty Board 
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convened in 1972 with regard to the desired qualifications 

for Project Manager. The important qualifications desired at 

that time are depicted in Appendix C. The results of the 

WSAM Study survey were updated by Loftus and Allen in 1973 

ln a survey of both restricted and unrestricted line office rs 

ln the project management field [Ref. 20]. Their study showed 

a consensus between the two groups which supported the con-

elusions of the 1969 WSN1 survey. 

a. Experience and Education 

The following order of preference was indicated: 

(l) Two tours operational experience, MS Technical degree 

(2) Strong operational experience (3 or more tours), 
BS Technical 

(3) Two tours operational experience, MS Non-Technical 

(4) Strong operational experience - BS Non-Technical 

(5) Two tours operational experience - BS Non-Technical 

b. Educational and Functional Training 

The following preference order was indicated: 

(l) MS Technical degree - Management function training 

(2) MS Systems Acquisition Management - Nuclear Power/ 
Test Pilot Training 

(3) MS Technical degree - no management training 

(4) MS Systems Acquisition Management - no technical 
training 

(5) MS Non-Technical degree - no technical training 

c. Tour Assignments 

No agreement could be reached as to first tour 

assignments but they had the following preference for second 

tour. 
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(1) Principal Assistant Project Staff (Prior Washington 
tour) 

(2) Principal Assistant Project Staff (Prior Field Tour) 

(3) Naval Plant Representative (Prior Washington Tour) 

(4) Test Center (Prior Washington Tour) 

(5) NARF/Shipyard (Prior Washington Tour) 

In his letter to the Aviation Captain Command 

Selection Board dated 23 September 1976 [Ref. 21], the Chief 

of Naval Material presented the most recent iteration of the 

important qualifications for project managers. The only 

significant change in the list of desired qualifications 

occurred in the area of acquisition experience. In addition 

to the previously defined eight years of experience, the 

further requirement of at least one tour within the last 

five years as a member of the Project Office Team was now 

considered mandatory. This requirement is indicative not 

only of the gradual maturing of the WSAM program but also 

a realization that familiarity with a specific project ls 

of equal importance with broad acquisition experience. 

It is through letters such as these that the requirements of 

CNM are presented to the Chief of Naval Personnel for use by 

the Captain Command Selection Boards. 

4. Selection 

Project Managers are selected by three separate 

community oriented selection boards: Aviation, Surface/ 

Submarine, and Restricted Line/Staff Captain Command Selection 

Boards. These boards composed of Flag Officers select a list 
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of officers from which the Commanding Officers of the Na vy ' s 

Major Commands are chosen. In particular, the Aviation 

Captain Command Selection Board is tasked with preparing 

three such lists: Sea Command, Shore Command and Major 

Project Manager. Detailed guidance and selection criteria, 

as previously indicated, is provided by the Chief of Naval 

Material to aid the board in selecting those officers for 

the Major Project Manager List. There is, however, no 

rigid set of criteria used, as can be seen when one examlnes 

the profiles of Project Managers selected by the FY-75 and 

FY-76 Aviation Selection Board. These profiles are presented 

in Figure 5. 
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Figure 5 

Profiles 

Aviation Project Manager Selectees 

FY-75/76 

Type Squadron Experience 

Commanding Officer Tour 

Bonus Corrunand 

Attended Naval Postgraduate 
School 

Masters Degree (Engineering) 

Masters Degree (Management) 

Dual Masters Degree 

War/Staff College 

Test Pilots 

Average NAVMAT Experience 

Asst/Deputy Project Manager 
Tours 

Proven Subspecialist 

WSAM Selectees 
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The significance of this profile data will be discussed in 

Chapter IV and is presented here to simply illustrate the 

output of the current selection process. 

When a need for a manager for a particular major 

project becomes known, the Commander of the Systems Command 

concerned, with the assistance of the Chief of Naval Personnel, 

nominates an officer from the Major Project Manager List 

whose experience, education and training background best fits 

the requirements of the project. The Chief of Naval Material 

personally interviews all new candidates for Major Project 

Manager assignments. If approved, CNM endorses the proposed 

nomination to the Chief of Naval Personnel and provides 

coples to the Chief of Naval Operations and the Secretary 

of the Navy. The current tenure of assignment goal is four 

years with extensions as appropriate to provide for transfers 

at appropriate stages in the project. 

C. SUMMARY 

This chapter has endeavored to depict the Navy's program 

of career development for project management. It has traced 

the original studies through implementation up to the current 

organization of the WSAM Subspecialty Program. In addition, 

it has examined the qualifications and selection of the Navy 

Project Manager. The next chapter will examine the career 

development of the URL aviation officer by examining the 

normalized model currently utilized by the Bureau of Naval 

Personnel. In Chapter IV the two career programs WSAM and 
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13XX URL - will be integrated and the problems associated 

with that integration will be discussed, 
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III. CAREER DEVELOPMENT OF THE AVIATION WARFARE OFFICER 

A. INTRODUCTION 

A career in the Navy may be defined as a progresslon of 

billet assignments that are designed to levy a continual 

increase in the level of responsibilit y upon the officer as 

he proceeds along the progresslon. Each assignment should 

utilize past experience, training and education and should 

develop and expand the individual's experience base for 

future assignments. The purpose of such a career progression 

to the Navy is to assure that enough highly qualified offi­

cers are available and promoted to responsible positions. 

Its goal therefore must be the development of the individual 

to his highest potential without regard to any specific end­

points in development. 

The specific factors involved in the career development 

process at any given time are driven by the needs of the 

service for specific skills and experience. These needs are 

constantly changing as new technology is introduced or 

proqlems occur. To respond to these requirements the Navy 

must continually retrain officers already in the inventory. 

Driven by this ever occurring adjustment, career development 

plans must be designed around a flexible pattern of poten­

tial assignments. Tour lengths, billets, training and timing 

of assignments all become variables in a very dynamic process 

and therefore it is the sequence of assignments that provides 

54 





the necessary development. Operating within this environment 

then~ a career development plan within the Navy may be defined 

as a program that places assignments in a progression of res­

ponsibility and establishes milestones as to when in the 

progression these assignments should occur. 

Career development plans are developed within the Bureau 

of Naval Personnel for each Warfare community in the Service. 

Subsets within a specific Warfare community are dealt with on 

an exception basis with allowances made for the unique require­

ments of a particular subcommunity. This chapter will deal 

only with the normalized career development plan for the un­

restricted line aviation officer. Information displayed ln 

these sections is based on the data available at the time of 

research and due to the dynamics of this process, the rela­

tionships drawn from this data must be weighed in the future 

against the most recent information. 

B. NORMALIZED CAREER DEVELOPMENT PLAN 

The unrestricted line aviation warfare community lS made 

up of officers designated as Naval Aviators or Naval Flight 

Officers (NFO). These officers are further divided among 

the .various mission/warfare areas such as: fighter, attack, 

anti-submarine warfare (ASW), reconnaissance, etc. In 

addition, mission or warfare communities may be further 

divided such as: light and medium attack, land based or 

carrier based AWS, etc. To discuss each sub-community, 

with its peculiar requirements, would be beyond the scope 

of this research, therefore, only the career development plan 
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of the Service as it applies to the total community will be 

portrayed. Further information w£th regard to the specific 

details of any particular aspect of the d iscussion that 

follows may be obtained from the Unrestricted Line Officer 

Career Planning Guidebook published by the Bureau of Naval 

Personnel [Ref. 22]. 

1. Aviation Training 

All pilots and NFO's begin their career development 

at the Aviation Schools Command where determination is made 

based on competitive performance evaluation and desires of 

the individual as to the general type aircraft a pilot will 

fly and the actual aircraft type in which an NFO will serve. 

This determination will likely remain with the aviation 

officer throughout his Naval career. Although pilots and 

NFO's may eventually serve together in an operational squad­

ron, they undergo distinct training programs. They may be 

reunited, after receiving their wings, at the Fleet Readiness 

Squadron (FRS) where they will receive training in the 

actual operationa l fleet type aircraft they will fly. 

2. First Sea Tour 

After graduating from the training command and the 

FRS, the responsibilities and milestones in the career 

development of the aviator and NFO are essentially the same. 

The most recent career development plan obtained from the 

Off icer Professional Development Division of the Bureau of 

Naval Personnel is depicted in Figure 6. It is important 

to stress that the career pattern depicted represents only 
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a general aviation career progress1on. Completion of the 

steps outlined in the diagram in no way assures successi 

nor does pattern alteration preclude success, 

The initial squadron tour lasts for approximately 

2-l/2 to 3 years. Initial billet assignment will usually 

include branch officer and/or division officer. Experience 

will be gained in leadership and in personnel utilization 

and this experience will serve as the foundation of the 

managerial experience to be more fully utilized in future 

stages of development. Performance evaluation will depend 

to a large part on professionalism in the air and respon­

sibility in the billet assigned. 

3. First Shore Tour 

The numerous billets available to the aviation 

officer ashore may be loosely grouped into three major 

categories: flying billets, staff billets, and educational 

billets. Approximately 30% of the aviation officers who 

have been selected for postgraduate education will be so 

assigned. Completion of graduate level education will 

result in the officer being assigned a subspecialty code. 

Pay back touring for utilization in that subspecialty area 

for which the education was obtained has become extremely 

important and current policy dictates that it should occur 

within two tours of the education tour. 

4. Second Sea Tour 

The aviation career pattern departs at this point 

from what has been the accepted norm for many senior aviators. 
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Whereas it was once normal for aviators to recelve three 

operational tours prior to command, it is now unlikely. 

Due to the limited number of aircraft and the reduced number 

of flying billets available for aviation officers in fleet 

squadrons, two operational tours is more likely the norm. 

For this reason, alternate second tour sea duty has been 

established for all aviation officers. This sea duty is 

primarily aboard aircraft carriers and in the afloat staffs 

which support the aviation effort. To alleviate the hard-

ship imposed on the aviation officer by serving in these 

billets the tour has been shortened to two years. Accep-

tance of a second squadron tour at this point in the career 

progresslon must be given careful consideration. Inability 

to obtain a third squadron tour and the importance of a 

tour in a department head billet combine to constrain the 

second operational tour to one in which a department head 

position may obtain. It must always be remembered that from 

the ranks of the most successful department heads come the 

future aviation commanding officers. 

5. Second Shore Tour 

Many of the assignment opportunities are similar to 

those of the first shore tour with the following differences: 

(a) assignment to a flying billet may become a function 
of the total flying time obtained to date. 

(b) subspecialty utilization may be required. 

(c) The opportunity exists for attendance at a service 
college. This is decided by screening on promotion 
to LCDR. Opportunity for attendance is approximately 
40%. 

This tour normally lasts for 3 to 3-1/2 years. 
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6. Squadron Department Head Tour 

This is usually the third sea tour and second 

squadron tour. The successful execution of department head 

responsibilities is the final test of leadership and manage­

ment skills prior to command selection. The fitness reports 

received during this tour will be considered very carefully 

by the aviation command screening board. 

7. Aviation Command 

This tour is the result of selection board action. 

The Aviation Command Screen board reviews the records of all 

aviation officers in the year groups under consideration at 

the time. Current policy dictates that each year group is 

looked at four times beginning in the 13th year for opera-

tional and special mission - Aviation Command Selection. 

Command opportunity, defined as the opportunity for an unre-

stricted line officer to have at least one screened command 

in grade, is the ratio of the average (over five years) num-

ber of commands for which command screened officers are 

required each year compared to the average (over five years) 

year group size on board shortly after selection. In recent 

years, this number has been between 60 and 65%. This is the 

overall average for the whole community; opportunity within 

the various subcommunities is generally a function of the 

size of the subcommunity. The number also includes ashore 

commands and training squadrons and therefore, does not 

portray the opportunity for operational squadron command which 

may be significantly less. The command tour, which includes 

the time spent as executive officer, runs from 24 to 30 months. 
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8. Post Command 

It is in these assignments that the viability of 

multiple career paths attains. There are only limited oppor­

tunities for future aviation commands but almost limitless 

opportunities to utilize the exper1ence obtained in the 

operational arena. There are a variety of responsible and 

demanding operational and staff billets. Many of these jobs 

are 1n Washington, D. C. and the probability of assignment 

to the Nation's capital increases with seniority. In fact, 

history indicates the benefit of serving in the Washington 

area prior to facing selection for Captain. In recent years 

the selection opportunity for Captain within the aviation 

community has been approximately 48% with command opportunity 

at the Captain level averaging 28%. This opportunity is 

disproportionately low due to policies which ass1gn officers 

to more than one screened command in grade. 

This normalized career development plan contains a 

variety of career paths that are dependent primarily on the 

education, training and experience obtained within the plan. 

Among these career paths, it is anticipated that to satisfy 

the Navy's need for specialized talent in the non-operational 

functiODS of the Service about 50 percent of the aviation 

unrestricted line officers will become involved in a secondary 

career field or subspecialty. Both group s will migrate in 

and out of the pure operational role and it is for the manage­

ment of the degree of operational versus subspecialty 
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invol vement o f the subspe c i alty officer that the Operational 

Technical Manageria l System (QTMS) was established. 

C. CAREER MANAGEMENT SYSTEM 

The Operational Technica l Managerial System (OTMS) was 

established in the Bureau of Naval Personnel in the summer 

of 1972. It is a care er mana gement system for all URL offi­

c ers which h as a s its purpose the development of a URL 

officer' s stro n g operational background while concomitantly 

f ostering t echnical and managerial expertise. The degree of 

i nvolveme nt in these areas is the variable. Within the 

d imensions of experience and e d ucation and the variation in 

t he i n vo lveme nt between operational and subspecialty fields, 

many uni qu e c a reer paths are available and a greater option 

of assig nme nts are made available to the indiv idual. 

In the pa st , subspecialization was primarily a function 

of postgraduate education . Under the OTMS concept an addi­

tional opportunity is provided to specialize in a given 

f ield throu gh experience and exposure. The Officer Sub­

s pecial ty System is promulgated and discussed i n OPNAVINST 

1 211.6E . 

Under the subspecialty aspects of OTMS, A Subspecialty 

Monitoring Branch has been established at the Bureau of 

Naval Pe rsonnel . This branch monitors the detailing process 

fo r s ubspecialists and attempts to provide the optimal pro­

gres s i on of assignments for subspecialty development, Its 

goal i s t o a c hieve a balance between operational and 
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subspecialty growth, by concentrating on better utilization 

of officers available for assignment in shore duty subspe­

cialty billets. 

In order to recognize performance in subspecialty fields, 

a system of subspecialty selection boards have been initiated. 

By board process, those officers with the requisite exper­

ience, professional performance and technical/managerial 

expertise in specific subspecialization areas will be 

designated as proven subspecialists. This designation will 

identify to other selection or promotion boards, those 

officers whose performance within a given subspecialty mark 

them as of significant value to the Navy. 

The key aspects of the OTMS system can be summarized 

as: operational development, subspecialty identification, 

subspecialty development, and proven subspecialist designa­

tion. Through this process the Navy attempts to achieve 

greater utilization of its technical and managerial talent 

without limiting the career potential.of the individual. 

This section has outlined the management process used 

by the Bureau of Naval Personnel to aid in the career de­

velopment of the unrestricted line officer. As indicated 

at the beginning of this chapter, however, a career lS 

both a progression of assignments and a series of milestones 

which must be met along the progression. The next section 

will discuss the major milestones that impact the aviation 

officer's career. 
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D. CAREER MILESTONES 

1. Promotion Opportunities 

The legal and administrative steps 1n officers pro-

motions, beginning with the establishment of an officer's 

eligibility for consideration and ending when a promotion 

to next higher grade actually is effected, may be described 

as a cycle. Within this cycle are three major elements: 

eligibility, selection and promotion. The first element 

is fundamentally a function of time in serv1ce; the second 

a function of performance and the third depends heavily 

on ranking within the promotion zone and administrative 

procedures. Each element is further controlled by various 

laws and regulations. 

Promotion opportunity 1s also the product of the 

interplay of three factors: 

(a) Prescribed Number - the number of officers of a 
particular category specified for a grade or 
combination of grades. 

(b) Promotion Flow Point - the number of years of 
commissioned service at which most officers would 
be promoted to the next higher grade. 

(c) Promotion Percentage - the number of officers to 
be selected divided by the number of officers in 
the promotion zone. 

These three factors are interrelated and cannot be divorced 

from each other. A change in one will force a change in at 

least one of the others. 

At least once a year, as prescribed by law, the 

Secretary of the Navy, establishes the numbers of unrestricted 

line officers and limited duty officers of the line combined, 

64 





who may be serv1ng 1n each of the various grades. From these 

authorized numbers, known and expected vacancies are measured. 

The determination of the number which may be promoted each 

year to fill such vacancies is made by the Secretary of the 

Navy. 

The second factor, promotion flow point, refers to 

completed years of commissioned service. The present flow 

points for officers considered in the promotion zones for 

the next higher grades is depicted in Table VI. 

Table VI 

Grade Promotion Flow Points 

Rank Years 
Commissioned Service 

LTJG 2 

LT 4 

LCDR 9-10 

CDR 15-16 

CAPT 21-22 

The third promotion opportunity factor, promotion 

percentage, is actually a preconceived number that is used 

with the number authorized for promotion to determine the 

s1ze of the promotion zone. The current authorized percen-

tages for the Unrestricted Line Community are depicted in 

Table VII [Ref. 23]. 
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Table VII 

Unrestricted Line Promotion Opportunities 

Rank Percentage 

CAPT 60% 

CDR 70% 

LCDR 75% 

LT 9 5% 

Various communities may differ from these overall guidelines 

and for the aviation community promotion percentages for the 

last six fiscal years are depicted in Table VIII. 

Table VIII 

Aviation Officer In-Zone Promotion Percentage* 

Rank 

FY LCDR CDR CAPT 

1972 75.6 % 55.3 48.0 

1973 60.3 67.6 39.2 

1974 62.1 56.5 48.7 

1975 63.8 52. 5 47 .7 

1976 58.3 6 3. 9 4 6 .3 

1977 67.0 6 8. 2 49.0 

~·:In Zone Promotion Percentage = the number 
selected from within the zone divided by the 
number eligible in the zone. 
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The promotion pyramid narrows considerably near the top and, 

on the average, only thirteen (13) Aviation Captains are 

promoted to Flag rank each year . 

For each promotion point, performance is the key to 

selection, however the importance of a command tour as a 

milestone along the career progresslon cannot be understated. 

2. Command Tour 

The single most important distinguishing factor ln 

the career development program of the unrestricted line 

officer is eligibility for command-at-sea. All initial 

training and qualification ln a warfare specialty is 

oriented toward assumption of that responsibility. The 

first third of a career is devoted to increasing operational 

professional competence and all future growth remains 

rooted in the operational background. The importance of 

performance in the operational area cannot be more empha ­

tically illustrated than when one examines the impact of 

the command selection milestone on career progression. This 

impa~t is especially pervasive in the aviation community. 

With initial screening for command occuring in the thirteenth 

y ear, the significant criteria for selection can only be 

performance in the operational area since little time has 

been spent in other than operational tours at this point 

in the career progression. One of the significant elements 

of the overall performance appraisal is the tour as a 

squadron department head where, in addition to professional 

leadership in the air, operationally oriented managerial 
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ability may also be assessed. Based on this operational per­

formance appraisal, recent statistics for the aviation 

community indicate that 60-65% of those selected to the rank 

of Commander will have the opportunity for one screened 

command in grade [Ref. 24]. The importance of this command 

screening milestone to future career progression is then 

illustrated when one examines the statistics for selection 

to Captain. In an analysis of promotion data up to 1971, 

a study done at the Naval War College [Ref. 25] indicated 

a selection rate to Captain among non-command screened 

aviation officers of approximately 6%. Recent analysis of 

the in-zone promotion data for the fiscal years 1976 and 

1977 shows an overall slight improvement in this rate for 

the period. These data are presented in Table IX. 

1976 

197 7 

Table IX 

In-Zone Promotion Rate - l3XX Captain 

Overall Non-Command Prior Command 

ELIG SEL % ELIG SEL % ELIG SEL % 

393 

296 

182 46.3 157 

145 49.0 98 

17 

7 

10.8 236 

7.1 198 

165 69.9 

138 69.7 

As indicated, selection for command does not insure further 

promotion, however, non selection exacerbates further 

promotion potential as an unrestricted line aviation 

officer. It is for this reason then that competitiveness 

for command must pervade the career orientation of the 

av iation officer. This milestone can become a determinent 
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for progression from middle management to executive manage-

ment billets. The impact of this milestone on career devel-

opment for project management will be examined in Chapter 

IV. 

3. Aviation Career Incentive Act 

On May 31, 1974 additional milestones were placed 

1n the career development of the aviation officer by Public 

Law 93-294 "Aviation Career Incentive Act of 1974" [Ref. 26]. 

Enacted by the 93rd Congress, this law amended Chapter 5 

of Title 37, United States Code, to provide new regulations 

governing the payment of aviation career incentive pay 

commonly known as "flight pay". As part of these new 

regulations,milestones or "gates" were established that 

governed the entitlement to flight pay. Specifically the 

Act required that: 

To be entitled to continuous monthly incentive pay an 
officer must perform the prescribed operational flying 
duties (including flight training but excluding pro­
ficiency flying) for 6 of the first 12 and 11 of the 
first 18 years of his aviation service. However, if an 
officer performs the prescribed operational flying 
duties (including flight training but excluding profi­
ciency flying) for at least 9 but less than 11 of the 
first 18 years of his aviation service, he will be 
entitled to continuous monthly incentive pay for the 
first 22 years of his officer service. If upon com­
pletion of either 12 or 18 years of aviation service 
it is determined that an officer has failed to perform 
the minimum prescribed operational flying duty require­
ments during the prescribed periods of time, his 
entitlement to continuous monthly incentive pay ceases. 

A review of aviation officer records to credit 

aviation service prior to 1 June 1974 [Ref. 27] indicated 

that the expected failure rates for the 13XX aviation 
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officer would be o ne percent at the 12 year gate . Current 

indications are that this failure rate is slightly higher 

(2-3%). It was felt at that time that current career 

patterns were compatible with the new legislation. The 

impact of the impending lengthening of shore duty tours to 

a minimum of three years, however, has created pertabations 

throughout the system which have not been fully assessed. 

In addition, the impact of the Act on subspecialty utili ­

zation must also be assessed. What is known is that an 

aviation officer must serve in two operational flying 

tours 1n the first 12 years of aviation serv1ce and over 3 

tours 1n the first 18 years of aviation service in order 

to retain entitlement to aviation career incentive pay for 

25 years. Three tours are required to retain entitlement 

for 22 years. The impact of this "gate" system on the 

career development of the aviation officer as a WSAM sub­

s pecialist will be discussed in Chapter IV. A copy of the 

Aviation Career Incentive Act is provided in Appendix E. 

E. SUMMARY 

This chapter has portrayed the current career develop­

ment plan for the unrestricted line aviation officer. Three 

important milestones in that career progression have been 

identified: promotion opportunity, command selection and 

the Aviation Career Incentive Act. The previous chapter 

identified the program established to identify, select and 

deve lop officers for the important program manager jobs in 

the Navy. In addition the desired qualifications for a 
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program manager were also portrayed. Chapter IV will 

attempt to draw these two discussions together by examining 

the impact of attempting to overlay the career development 

program for program manager upon the normalized career 

development pattern of the aviation officer. Constraints 

imposed on the career development of the WSAM selected 

aviation officer will be examined and recommendations for 

development of a viable career program will be developed. 
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IV. CAREER DEVELOPMENT PLAN FOR THE 
WSAM DESIGNATED AVIATION OFFICER 

A. INTRODUCTION 

Unlike some foreign navles, the U.S. Navy long ago 

rejected the concept of sole strict division into various 

corps of specialists - each composed of experts in its own 

field and each restricted to the performance of duty in 

that field. Though some Restricted Line Corps exist, 

traditionally, the Unrestricted Line (URL) Aviation Officer 

has been expected to be well rounded ln all areas of the 

Naval Service by virtue of training and experience. As 

Naval technology became increasingly complex, however, 

an additional requirement was added. That requirement was 

for the URL officer to acquire a field of subspecialization. 

In the previous chapters the WSAM subspecialty career 

development program for project managers and the career 

development plan for the unrestricted line aviation officer 

were described. In each instance, certain criteria and 

milestones were identified as being critical to development 

ln each respective field. These criteria/milestones were: 

PROJECT MANAGER 
- technical and managerial education preferably at 

the Masters level 

operational experience 

7-8 years of WSAM related experience 
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AVIATION OFFICER 
- Aviation Career Incentive Act 

- Promotion 

- Command 

For the URL Aviation Officer faced with the decision 

of pursuing a career encompassing the WSAM subspecialty 

and culminating in eligibility for selection as a Project 

Manager, these criterial/milestones become requirements 

that must integrated into a viable career development plan. 

It is the purpose of this chapter to examine if these 

requirements can be integrated into such a plan and to 

identify the constraints or conflicts that may develop. 

It is assumed at the outset that each requirement is 

fixed and essential to the required development. The con-

flicts that this assumption creates in designing a career 

development plan are then identified. Each requirement lS 

analyzed to determine the constraints it places on the 

career development plan and the sensitivity of the plan to 

those constraints. It must be emphasized that t h e asslgn-

ment, placement and career progression process is extremely 

complex with an almost infinite number of possibilities. 

However, the objectives which have been identified are 

sufficiently universal as to be applicable to the total 

community under consideration. The use o f n ormaliz ed 

career paths to determine the conflicts imposed on the 

career develoP,ment of the aviation officer only aids ln 

identification and assessment and is not meant as a 
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representation of problems to be encountered by all 

officers. The conflicts addressed and alternatives suggested 

are universal enough that they should be considered as 

possible constraints on any particular career development 

plan and must be reassessed throughout a career program. 

B. NORMALIZED CAREER DEVELOPMENT PLAN 

The period of career development under consideration 

encompasses the years from commissioning as an Ensign until 

promotion to Captain and selection as Project Manager 

currently occurlng in the twenty-first to twenty-second 

year. During this period, career development in both the 

aviation warfare specialty and WSAM subspecialty occurs 

through a series of job assignments associated with the 

respective fields. Each of these assignments utilizes 

a designated number of years during the total career 

development period and is expected to satisfy the require­

ments of the career development plan. 

l. Aviation Warfare Specialty Development 

As indicated in Chapter III, all aviation officers 

are required to complete flight training prior to receiving 

their warfare designation. In addition, according to the 

current development plan (Figure 6, Chapter III) for the 

URL aviation officer, it is expected that each officer will 

receive two squadron tours and one disassociated sea tour 

prior to assuming command. The command tour must be 

included in the development plan because of its apparent 
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importance to further promotability. The number of years 

currently required to complete the tours in question are 

depicted in Table X. 

Table X 

Aviation Warfare Specialty Development 

Tours* Years 

Flight Training 1.5 

Operational Squadron 3.0 

Sea Tour 2.0 

Operational Squadron 3 . 0 

Commanding Officer 3 • 0 

Total 12.5 

*Each squadron tour includes approximately 
six months of Fleet Replacement Squadron 
Training. 

Although this breakdown does not indicate a sufficient 

number of years of operational flying (10.5 years) to satisfy 

the eleven years out of eighteen years aviation service 

gate of the Aviation Career Incentive Act, it does satisfy 

the nine year gate. Further the 10.5 years of operational 

flying may be considered as a worst case example since no 

consideration was given to flying credit received in shore 

based billets or during the sea tour. Therefore, for the 

purpose of this analysis a period of 12.5 years is considered 

reasonable for warfare specialty development. 
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2. WSAM Subspecialty Development 

Since operational experience is a subset of WSAM 

subspecialty development as well as warfare specialty devel­

opment, no further time has been allocated for this require­

ment under WSAM development. The only relevant time 

consuming considerations for WSAM subspecialty development, 

therefore, are the years spent in attaining the desired 

education and acquisition experience. The time allocated 

for attainment of a Master's degree was determined from a 

review of the WSAM related curricula offered at the Naval 

Postgraduate School [Ref. 28]. The two year period repre­

sents an approximate mean duration of the courses currently 

offered. The time allocated to WSAM experience is the 

minimum desired experience expressed in the letter of the 

Chief of Naval Material to the FY 1977 Aviation Captain 

Command Selection Board [Ref. 21]. The total time allo­

cated for WSAM subspecialty development is depicted in 

Table XI. 

Table XI 

WSAM Subspecialty Development 

Tours Years 

Postgraduate School 2.0 

WSAM Experience 8.0 

Total 10.0 
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3. Overall Development Constraints 

The total number of years required for complete 

career development of the WSAM designated aviation officer 

under a plan designed to meet all the requirements of both 

the specialty and subspecialty careers would require 22.5 

years and would utilize the total development period from 

Ensign to Captain. As such, the plan does not allow time 

for tours in other assignments normally considered desire­

able to career development and promotability, such as 

junior or senior service college. In addition, no prov1s1on 

exists for bonus operational command tours or, in fact, 

any operational tours beyond the initial Commanding Officer 

tour and prior to selection as Project Manager; Represen­

tative career plans for the WSAM designated aviation officer 

incorporating all the desired qualifications and milestones 

are depicted in Figure 7. Plans are shown for both techni­

cal and managerial postgraduate education. In the technical 

degree plan, the proposed assignments for the first and 

second shore tours are interchangeable. In the management 

degree plan, however, the proposed assignments for the first 

second shore tours can be interchanged only by shortening 

the length of the indicated pay back tour to 1.5 years or 

by insuring that such a tour occurs in a WSAM related 

flying billet. This is necessary in order to insure compli­

ance with the requirements of the Aviation Career Incentive 

Act. The progression of the promotion and command selection 

process is also depicted in order to portray how these 
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Figure 7 
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-
milestones interface with the presented career development 

plans. While the depicted career development plans indi­

cate the ability to integrate both the warfare specialty 

and WSAM subspecialty program, such career plans would 

require exceptional motivation and dedication on the part 

of the individual officer, significant revisions in the 

current processes of career management, as well as, a 

major change to the current operational orientation of selec-

tion and screening boards and are, therefore, considered 

desireable but not feasible in the current environment. 

The next section will examine each requirement separately to 

determine its specific impact on and importance to the 

development of a viable career plan. 

C. REQUIREMENTS ANALYSIS 

1. Aviation Career Incentive Act 

The Aviation Career Incentive Act (ACIA) of 1974, 

Appendix F, superimposed certain defined legal constraints 

upon the career development of the aviation officer. As 

previously indicated in Chapter III, the Act requires that 

all aviation officers complete six years of operational 

flying in the first twelve years of aviation service and 

nine to eleven years of flying in the first eighteen years 

of aviation service in order to qualify for continuous 

aviation career incentive pay through at least twenty-two 

years of service. Failure to satisfy either the six or 

nine year "gate" could result in the loss of $2940 per 
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year for each year that an officer occupied a non-operational 

flying billet. 

Though the normalized career development plan would 

provide ample opportunity for accumulating the required years 

of operational flying, the timing of that accumulation ln 

the first twelve years will be critical. During this 

period, one operational squadron tour, one disassociated sea 

tour and two shore tours can be expected. One of the 

ramifications of ACIA on the assignment to billets for 

either specialty or subspecialty development during this 

period lS that either the disassociated sea tour or one of 

the shore tours must be to a billet involving operational 

flying in order that the six year "gate" can be satisfied. 

Since less than 20% percent of the designated billets afloat 

for Lieutenants and Lieutenant Commanders involve operational 

flying, the majority of aviation officers will satisfy the 

requirements of ACIA through assignment to operational 

flying billets ashore. The implications of this policy, 

therefore, will be felt primarily in the subspecialty 

development area which occurs almost exclusively during 

ashore assignments. 

For WSAM subspecialty development in particular, the 

ramifications of this assignment policy will be experienced 

primarily in the areas of subspecialty education and 

utilization. The attainment of a Master's degree, an impor­

tant aspect in WSAM selection and development, is usually 

accomplished during either the first or second shore tour 
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although current policy is oriented heavily toward the first 

tour. Once a subspecialty code is achieved via education 

significant pressure exists under the OTMS concept to 

insure that the coded officer is utilized in his subspecialty. 

Such utilization benefits both the individual and the WSAM 

program by providing for practical development of the edu­

cation received and training toward future more demanding 

jobs in the subspecialty program. However, this develop -

ment process may be shortened significantly unless suffi­

cient subspecialty developmental billets involving operational 

fly ing exist within the system. Since less than 15 percent 

of the billets in the Material Command and various Systems 

Command Headquarters involve operational flying, heavy 

reliance must be placed on the various field activities 

for development of the requisite expertise and particular 

attention placed on the identification of experience 

qualifying flying billets in these activities. Otherwise 

valuable training and experience time might be lost while 

a potential WSAM officer serves in a non WSAM associated 

billet simply to satisfy the requirements of ACIA. 

The requirements of ACIA also place a constraint 

on the utilization of the aviation officer in a pay back 

tour immediately following the completion of postgraduate 

education during the first shore tour. In order to 

satisfy the requirement for 6 years of operational flying 

in the first 12 years of aviation service, the immediate 

pay back tour would have to be limited to 1-1.5 years, 
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depending on postgraduate curriculum, for a non-operational 

flying assignment. Even in a WSAM related flying asslgn­

ment, tour duration, it is felt, would have to be limited 

to 2 years. This is to insure that the phasing of future 

assignments is consistent with the promotion and screening 

process. 

The constraint imposed on the career development 

plan of the WSAM designated aviator by the Aviation Career 

Incentive Act consists primarily of restrictions placed on 

assignment flexibility and affects most heavily subspecialty 

development. This constraint can be met, however, if suffi­

cient importance is placed on identifying billets that 

satisfy both the operational flying and WSAM experience 

criteria. An alternative approach would be to insure that 

WSAM designated officers were assigned to operational 

flying billets during their disassociated sea tour. This 

would enable the achievement of the flying gate requirement 

during at sea tours and would allow greater flexibility in 

the assignment of the WSAM officer during his ashore tours. 

Inherent in such a policy, however, is the necessity to 

identify potential WSAM officers much earlier than is 

current policy and to practice much closer monitoring of 

individual career programs than is current practice. 

It is significant to note that once past the first 

gate, little difficulty is encountered ln achieving the 

minimum requirement (9 years flying time) of the eighteen 

year gate. The normal second squadron tour should insure 
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achievement of the minimum requirements and no further 

assignments to operational flying billets would be required. 

Additional tours with regard to ACIA, including squadron 

command, serve only to lncrease the duration of continuous 

pay from twenty-two to twenty-five years of service. 

2. WSAM Experience 

The accumulation of WSAM related experlence as a 

requirement of a career development plan leading to selec­

tion as a Project Manager constitutes the most pervasive 

constraint on the career of the URL aviation officer. It 

brings into direct conflict the aviation warfare specialty 

and WSAM subspecialty development programs by requiring the 

unrestricted line aviation officer to devote a significant 

period of time in his career to assignment s that may con­

tribute only marginally to his operational aviation develop ­

ment. The importance of attaining such experience to the 

aspiring Project Manager can not be overlooked for, just 

as excellence in command at sea builds on previous experi­

ence at sea, an essential contributor to being a professional 

Project Manager must be previous experience and responsibi­

lity in project management or material acquisition [Ref. 29]. 

The geometric rate of growth of technology in 

recent years and the impact of that technology growth on the 

Navy has provided a clear and urgent need to develop, through 

subspecialization, groups of officers with a depth of 

knowledge and experience in particular fields. One of these 

fields has been Weapon System Acquisition Management as 

83 





indicated by then Deputy Secretary of Defense Packard in 

his memorandum to the Military Departments and top Office 

of the Secretary of Defense officials in May of 1970 

[Ref. 30]: 

Management in the Services will be improved only to 
the extent that capable people with the right kind of 
experience and training are designated to manage these 
maj-or programs -- in fact all programs. 

It is important to emphasize that it is experience and 

training, not experience or training, that is required 

for effective project management. In addition, the experl-

ence required must be related to project management as 

Deputy Secretary of Defense Clements stated in remarks made 

at the Defense Systems Management School in October 1972 

[Ref. 31]: 

The Command of a battalion, a ship or an airplane 
squadron does not necessarily insure success of a 
Program Manager. Program management experience itself 
is essential. 

General operational leadership, management ability 

and experience, therefore, are not sufficient to provide 

effective management of complex defense acquisition 

programs and it would be inappropriate to select personnel 

for top assignments in material acquisition simply as a 

reward for top performance as an operational commander. 

Specific expertise that comes from "hands-on experience" 

is essential. Knowledge and wisdom in this field are 

accumulated only through close involvement with the 

acquisition process over a period of years. Admiral Rickover 
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expressed this same belief during testimony before a 

Congressional subcommittee [Ref. 32]: 

Where personnel health is concerned, we insist that 
those in charge be qualified through training and experi­
ence. Why do we not insist that where the health of 
our Nation is concerned, those in charge of complex 
technical projects be likewise qualified through train­
ing and experience? ... It takes years of training and 
experience to develop an officer who is capable of 
being ln charge of a major program. 

In addition to the historical perspective provided 

by the previous remarks, the importance of WSAM experience 

as a qualification for project management was also assessed 

by means of an interview questionnaire distributed by the 

author to twelve of the current URL aviation officer 

Project Managers. The Project Managers were asked to 

indicate on a scale from one (Not Important) to five 

(Critically Important), the degree of importance they 

would place on the various qualifications currently desired 

for project management [Ref. 21]. Prior experience as a 

member of a project office team and a Bachelor's degree in 

a technical area plus field experience received average 

scores of 4.30 and 4.22 respectively. No other qualification 

received higher than a 3.90 indicating the near critical 

importance of acquisition experience in the views of the 

respondents, many of whom had not had such experience prior 

to assuming their current position as Project Manager. The 

in terviews conducted in conjunction with the questionnaire 

indicated that while the project managers felt accumulating 

experience was necessary to optimize performance it was 

very difficult to get such experlence and remain operationally 
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competitive. This conflict is illustrated further upon 

examination of the Project Manager Profiles depicted in 

Chapter II. Of the eighteen Project Manager selectees 

for FY 1975 and 1976, only twelve had accumulated suffi­

cient experience in a subspecialty to be recognized as a 

proven subspecialist and the average number of years of 

Naval Material Command experience was 3.9 years. For the 

twelve current Project Managers interviewed by the author 

the experience level was similar. The average amount of 

Naval Material Command or Systems Command Headquarters 

experience was less than 3 years and if test and evaluation 

and OPNAV assignments were added to the experience base, 

the average increased to only slightly over five years. All 

of those interviewed, however, had had at least one aviation 

command. Thus a dilemma appears to exist for the aviation 

officer. While it appears to be clearly recognized, at 

least by those closely associated with the acquisition 

process, that the single most important item in a career 

program for project management must be to insure that 

project managers have had significant previous experience 

at a subordinate level in the acquisition system, achieve­

ment of this experience appears to work directly contrary 

to the requirements for operational career progression. 

The eight years of WSAM related experience currently 

desired by the Chief of Naval Material exacerbates the 

dilemma. In order to satisfy this requirement in a career 

development plan, the potential Project Manager must devote 
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his entire first two ashore tours (includes time spent on 

education) and all the time subsequent to squadron command 

in WSAM experience tours. To follow such a career plan 

requires that the aviation officer forsake some of the 

traditional "tickets" for promotion and command such as 

service college, bonus command, Carrier Department Head, 

and staff assignments in favor of furthering his subspecial­

ty expertise. Such a commitment on the part of the aviation 

officer necessitates a concomitant obligation on the part of 

the selection process to restrict Project Manager selection 

to those who have dedicated their careers to project manage­

ment. To do otherwise would tend to undermine the entire 

system. Greater flexibility ln the career program can be 

achieved by reducing the number of years of experience to 

six since this would allow attainment of either a service 

college tour or bonus command albeit at the sacrifice of 

WSAM experlence. 

The tendency when discussing the objective of WSAM 

experience is to become enamored with the number of years 

of experience when, in fact the type and timing of that 

experience is far more relevant. Early experience should 

be attained in the field activities or functional divisions 

and progress through assignments of increased responsibility 

just as in operational development. Experience level 

plateaus should be achieved in a logical progression with 

WSAM performance being the key to advancement to the next 

level. Adherance to such a progression would allow project 
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office team performance t o become the prime criteria f or 

selection as Project Manager and would enab l e greater empha­

sis to be placed on overall acqui s ition perfor mance vic e 

operational performance in the final se l ection process . 

The attainment of WSAM experie nc e as a c areer 

objective, therefore, requlres a d evel o pmen t plan that 

entails a tradeoff by the i ndiv idual a nd t h e Na vy between 

broadening operational experi e n ce a nd necessary WSAM e x peri ­

ence. A willingness o n t he part of aviation officers t o 

make such a trade-off can o nly be expected if parity in 

promotional op portunity and career progression can be 

demonstrated. 

3. Promotion and Command 

In the considerat i on of or establishment of, any 

career path the que stion of progression to responsible high 

l evel po s ition s of author ity must be addressed . To the 

aviation o f ficer v i ewing the WSAM subspecialty field, it 

must be a pparent that his talent and abilities will not be 

restricted by either a lack of opportunity or a high 

uncertainty with r e gard to advancement to responsible posi­

tions. If these res trictio n s do exis t , many talented young 

men will direct t heir ener gies and a ttention to more 

f ruitful f ields. 

The ne t worth of any career alternative depends 

upon the outcome value - the desireability of an outcome or 

payoff to t he person i nvolved - and outcome expectancy -

the likel i hood in h i s v i ew t hat undertaking the activity 
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will really produce the outcome. The value -expectancy pro-

position [Ref. 33] states: 

... that an individual's motivation to participate 
depends upon the anticipated values of all outcomes 
(positive and negative) of the endeavor, each multiplied 
by the strength of the individual's expectancy that 
participation will lead to that outcome. 

It then becomes apparent that an increase in the positive 

values of the outcomes, as the participant sees them, will 

increase his motivation to participate. Similarly, increas-

ing the expectancy that participation will lead to desired 

outcomes will also increase an individuals wish to parti-

cipate. This Vlew underscores the need for a reciprocal 

relationship between officer commitment to a career develop -

ment program or plan and the opportunities offered to him 

by the Navy in that program. This fact was emphasized by 

then Deputy Secretary of Defense Packard in his memorandum 

on "Policy Guidance on Major Weapon Acquisition" [Ref. 30]: 

If capable people are to be willing to undertake these 
important program management assignments, ways must be 
found to give them some incentive to do so. Program 
managers must be given more recognition toward career 
advancement in all of the Services, and good managers 
must be rewarded just as good operational people are 
rewarded. 

The Navy's performance record in response to this 

need has been slow in evolving and little supportive evi-

dence exists to indicate the viability of a career path ln 

project management. The problem seems to stem from an 

apparent unofficial classification of material support duty 

as being part of the "second-team." Such a view was 

supported by RADM Joseph E. Rice of the Naval Electronics 
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System Command in an interview reported by Loftus and Allen 

1n 1973 [Ref. 20]. 

A recent and yet unpublished survey provides some 
interesting conclusions concerning a distinct division 
between "operators" and "material" people. Any unre­
stricted line officer who has served two or more tours, 
totaling 5 years or more, in the Systems Commands or 
Naval Material Command Headquarters will henceforth 
follow a definite but unwritten career pattern and 
have somewhat limited promotional potential. If he 
does make Admiral he will not go to the fleet operational 
commands enjoyed by his contemporaries. This fact 
presents practical limitations for the unrestricted line 
officer considering a subspecialty in systems acquisition 
who aspires to be a project manager. 

In addition, it appears there lS some doubt among 

those associated with the acquisition process that the Navy 

has developed an effective career program in the field of 

acquisition management. This is evidenced in the responses 

to the statement "My Service has an Effective Career 

Program in the field of Acquisition Management" contained 

in a survey conducted by the Defense Systems Management 

College (DSMC), Fort Belvoir, Virginia [Ref. 34]. The 

survey is given to members of the Program Management Course 

held twice yearly at the school. The results obtained 

from the Navy attendees are depicted in Table XII. 

No number of platitudes about the importance of 

the program, the elitism of the selected officers or the 

need for experienced people will convince prospective 

Project Managers that such an effective program exists. 

One of the keys to such an argument must be the history 

of promotion board results. Since failure to be selected 

by any of these boards along a career progression path will 

probably result in failure to achieve the Project Manager 
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goal, the explicit qualification criteria and selection 

histories of these boards will be closely watched by the 

ambitious prospective Project Manager. The data to date can 

be viewed from two perspectives: the WSAM designated 

aviation officer; and the aviation officer serving in the 

Material Command and Systems Commands Headquarters. 

For the WSAM designated officers identified by the 

1975 selection board, the data are available for only 

two years. The in-zone promotion history [Ref. 24] is 

depicted in Table XIII. 

Table XIII 

l3XX In-Zone Promotion Data 
1976 and 1977 

LCDR CDR CAPT 

Elig Sel % Elig Sel % Elig Sel 

Overall 1244 777 6 2. 5 718 472 6 5. 7 689 327 

WSAM 15 15 100 38 35 92.1 8·'· .. 3·'· .. 

*Data available for 1977 only. 

These data indicate that the screening process 

conducted in 1975 correctly identified top performing 

% 

47.5 

37.5=': 

officers in the grades of Lieutenant and Lieutenant Cornman-

der for WSAM designation. The program has not been esta­

blished long enough to indicate the extent of the involvement 

of those officers in the acquisition field or the effect, 

if any, that such involvement may have had on their career 

progression. It would appear that those designated as WSAMs 

at the Commander level where the criteria for selection 
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are more demanding, have not enjoyed significant success. 

Care must be taken, however, with regard to making any 

conclusions based on one years worth of data. It is 

specifically because of the lack of extensive data that 

the promotion record of those aviation officers serving 

in the Material Command and Systems Command Headquarters, 

which contain most of the acquisition related assignments, 

was investigated. 

Similar data obtained on the promotion record of 

13XX officers serving in the Material Command or System 

Command Headquarters present a somewhat different picture. 

These data are presented in Table XIV. 

Table XIV 

13XX In-Zone Promotion Percentage 
Naval Material Command 

1974 1975 1976 1977 

LCDR 66.7% 

CDR 50.0% 50.0% 80.0% 

CAPT 50.0% 30.8% 64.6% 40.0% 

Though no uniform trend or pattern is indicated by 

the data, it does depict a less favorable performance record. 

Over the past four years, with the exceptions of 1977 for 

Commanders and 1976 for Captains, URL aviation officers 

assigned to the Material Command and Systems Command Head-

quarters have been promoted at a rate less than or equal to 

the overall URL aviation community average. In addiTion, 

the high variability of the promotion rate, especially at 
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the Captain level, adds an unfavorable risk factor to job 

assignment within these Headquarters for it gives the 

appearance that, despite statements to the contrary, no 

clear cornrnitmant on the part of the Navy has been made to 

those officers associated with systems acquisition. 

Whether the less than favorable promotion record 

of those serving in WSAM experience billets is the result 

of the quality of the people or the "second team" aspect 

of the billets 1s considered irrelevant, for either case 

indicates the difference between the stated importance of 

the acquisition field and the view of that importance by 

either the assignment or selection process. It is to this 

assignment and selection process that efforts to improve 

the situation created by the current promotion performance 

record must be addressed. Support must be solicited from 

those responsible for providing guidance to the assign­

ment and selection process in order to stabilize the 

current promotion variability and to reduce the uncertainty 

that may be associated with the WSAM career program. This 

should have the effect of underscoring the Navy' s commit­

ment to the material support field and thereby increase 

the net worth of this career alternative. 

As indicated earlier, the explicit qualification 

criteria and selection histories of selection boards are 

closely watched for, in effect, these board actions prescribe 

the criteria for career progression. This kind of criteria 
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setting is not only justified but highly desireable for 

professional development if the criteria prescribed by these 

boards are appropriate to the Project Manager career. One 

criterion apparently indicated by the promotion data for 

Captain Selection (Table XV) is prior command. 

Table XV 

13XX Captain Promotion Opportunity 

1976 1977 

Eli a 
=-=-=.s;2_ 

Sel % Elig Sel % 

Overall 393 182 46 . 3 296 145 49.0 

Prior 236 165 69 . 0 198 138 69.7 
Command 

Though attainment of command does not guarantee 

selection, non attainment practically guarantees non 

selection. Though admittedly this is only one criterion, 

it is apparently a significant one nonetheless. The impli-

cation of this criterion pervades the development program 

and gives clear indication to the aspiring aviation Project 

Manager that the path to selection for Project Manager must 

include successful screening for command at the Commander 

level. To do otherwise would seriously impair promotion 

opportunity to Captain without which selection as Project 

Manager becomes very remote. It logically follows that 

since command selection is based heavily on performance as 

a department head, Ref. 22, early professional development 

should center on accumulating experience so as to maximize 
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performance as a department head. Such logic only aggra­

vates the dilemma of the perspective aviation Project 

Manager faced with the necessity of accumulating WSAM exper1-

ence prior to selection for command. Solution to the dilemma 

wou1d appear to lie in relaxing the requirement of aviation 

command as a criterion for selection as a Project Manager. 

It 1s Will Rogers that is credited with say1ng 

"It ain't the things, we don't know that get us into trouble, . 
its the things we do know that ain't so." It is postulated 

that the criteria of aviation command may be one of those 

things "that ain't so." As Senator Lawton Chiles remarked 

1n an address at the Naval Postgraduate School in April 1974 

[Ref. 35]: 

... one of the things we thought we knew but wasn't 
so was that all military officers were "interchangeable 
executives"; that all Navy Officers, for example, were 
"natural managers" and that any healthy available officer 
would qualify as a Program Manager. 

Yet under the current system, the aviation Project Manager 

usually comes to his project management job through a 

career progression that has continually put opportunity to 

gain on the job acquisition experience and training in 

direct competition with the time he should devote to prepa-

raTion for command. Instead of coming to his job with 

procurement experience, management education and weapons 

acquisition expertise, he arrives more as the operational 

commander and less the proficient Project Manager. Further, 

while there are several strands of executive commonality 

between the two undertakings, there are important differences. 
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Project management do es not occur in the absolute personal 

presence environment that pertains to squadron command at 

sea. As Admiral Isaac C. Kidd, Jr. indicated in U.S. Naval 

Institute Proceedings in August 1975 [Ref. 36]: 

It is imperative to understand the difference between 
command and management. Naval officers realize that with 
command you issue orders; but you can't "command" an A-7 
aircraft to grow from a 1960 "gleam in the eye" of some 
unknown design engineer into a successful combat deploy­
ment within 7 or 8 years! Much of the uncertainty involved 
in these undertakings is subject only to the laws of 
nature and not the commands of men. Only effective manage­
ment can make that occur. 

In addition, project management must be accomplished in an 

adaptive fishbowl world lacking absolutes and consisting 

of a myriad of individuals with interests and motivations 

foreign to previous command experience [Ref. 29]. 

Given these important differences why must aviation 

command pervade the career development path for Project 

Manager? One reason offered is that command is considered 

more of an acid test of an aviation officer's competence 

than a specific learning of knowledge that will contribute 

to successful project management. This viewpoint was 

verified in the interviews conducted by the author with 

the current aviation officer project managers and by the 

responses to the interview questionnaire. When asked to 

evaluate the importance of squadron co~~and as a qualifica­

tion for project management, those interviewed indicated it 

to be less important than: 
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Prior WSAM Team Experience 

Bachelor Degree (Technical) + field experience 

Master's Degree (Technical) 

Advanced Functional Training 

Yet during the individual interviews emphasis was continually 

placed on the importance of this squadron command qualifi­

cation adding further credibility to the dilemma of WSAM 

experlence versus operational command. The reasons given 

for the necessity of this requirement were: 

(a) promotion 

(b) operational experience 

(c) assessment of ability to lead and manage 

(d) responsibility 

(e) maturing process 

(f) accountability 

(g) refinement of decision making ability 

The first of these reasons represents an acknowledge­

ment of the operational orientation of the current system. 

The second reflects the need for the project officer to 

be familiar with the weapon system's operational scenario. 

The interviews indicated that it was this type of experience 

rather than command per se that was important. The remaining 

reasons appear to reflect characteristics of the job that 

may, in fact, not be unique to the aviation command billet. 

It can be argued, therefore, that if the necessity of avia­

tion command in the career development plan is to assess an 

officer's ability to lead and manage by providing an 
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environment of high responsibility and accountability as 

well as to further his professional development then this 

same assessment can be made in other than a Commanding 

Officer billet. Certain billets in the program management 

field such as Deputy Project Manager or program manager 

of certain minor programs involve the same common demonina­

tors of accountability and responsibility, though admittedly 

not with absolute equivalency to command at sea or in the 

alr. As such they provide an opportunity to assess not 

only ability to lead and manage but also performance in the 

relevant arena of project management. To provide parity 

for these billets with the operational command at the 

Commander level would significantly reduce the dilemma of 

competition between operational and WSAM development, and 

provide greater flexibility in the career development 

program. 

An alternative to establishing command parity between 

project management and command at sea would be to provide 

greater recognition at the Captain promotion level for those 

who have exhibited superior performance in the WSAM field 

thereby decreasing the relevance of aviation command to 

selection at that level. 

The inconsistent promotion record of those aviation 

officers assigned to Material Command or Systems Command 

Headquarters billets provides a significant constraint on 

the viability of the career development path for project 

manager. When this is added to the pervasiveness of aviation 
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command on future promotability the message is clear: 

Adva~cement to Captain and subsequent selection as Project 

Manager lies in the operational arena and development must 

center on preparation for command! This fact dimishes sig­

nificantly the attractiveness of the Project Manager career 

pattern and greatly reduces the probability of attaining 

fully qualified aviation Project Managers by anything other 

than a random process. 

The problem is amenable to solution through straight 

forward actions. These actions require a new perception of 

what is wanted and how to achieve it. Direction must come 

from the Chief of Naval Operations through the Bureau of 

Naval Personnel and the selection process. Top quality 

people must be assigned to Material Command billets and at 

least promotion parity established with other competing 

commands. The notion of the "generalist" as the man for 

all seasons can no longer be considered valid. Viable 

career progression paths should be established for the URL 

aviator that recognizes a parity between project management 

billets and command or else provides greater recognition 

to the non command selected aviator for his performance in 

the project management field. Promotion based on manage­

ment performance as well as operational performance must 

pervade the entire development path not just at the Project 

Manager level. 
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~. Education 

The current educationa l objectives of a WSAM career 

development plan have evolved from the original suggestions 

of the 1969 WSAM Study and its associated survey of program 

management personnel. Among the conclusions reached by 

the Study [Ref. 37] were: 

Graduate education significantly enhances the compe­
tence of those in the project management field, including 
those at associated field activities. 

A specific educational program in support of project 
management should consist of formal education in engineer ­
ing, science or mathematics followed by graduate educa­
tion in the field of management, business administration 
or industrial engineering. 

The necessity of education to the improvement of 

efficiency in program management was re-emphasized by the 

1975 Navy-Marine Corps Acquisition Review Committee Report 

[Ref. 19]. This report listed among its desireable criteria 

for program management: 

An undergraduate degree ln a technical field. 

An advanced technical degree. 

Business Management training reflected in the M.B.A. 
degree or comparable training in systems management. 

Attendance at the 20 week course in program management 
of the Defense System Management School. 

Currently for WSAM selection, technical or business 

qualification, are considered of equal importance, though 

the educational background of those currently serving as 

Project Managers remains primarily technical. The constraints 

that attainment of an advanced degree impose on the career 
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development plan of the aviation officer are more subtle 

than those previously discussed. 

Inherent in the attainment of the desired education 

1s the previously discussed dilemma of the tradeoff between 

operational development and WSAM development. Education, 

1n fact, can be viewed as the initiator of the dilemma, for 

it is through education primarily that the aviation officer 

enters into the subspecialty management portion of OTMS 

and WSAM. Thus the achievement of the advanced degree sets 

the stage for the conflicts previously described. Realiza­

tion of this fact may be reflected in a reluctance on the 

part of unrestricted line aviation officers to devote the 

necessary time (1.5 years - 3 years) to achievement of an 

advanced degree. The implications of repeated touring 1n 

the subspecialty attained through education that is inherent 

in the OTMS concept adds to this reluctance. This alone 

may inhibit a number of outstanding officers from initial 

entry into the program. 

For those who do desire the education and associa­

tive subspecialty development, the timing o f t hat e d ucation 

in the career development path can also present problems. 

Indications are that current policy is placing greater 

emphasis on the achievement of postgraduate education during 

the first shore tour. Problems associated with the utiliza­

tion of these educated officers, however, are beginning to 

develop. In general, the coding of billets down to the 

Lieutenant level has lagged the education policy. The 
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result is that the young officer completing his education 

is faced with limited opportunities to operate directly ln 

his subspecialty and if detailed ashore may find little 

correlation between his education and the billet to which 

he is assigned. This problem is recognized, however, and 

efforts are underway by the subspecialty sponsors to 

broaden their billet bases. 

For the URL aviation officer, especially those ln 

technical degrees requiring greater than two years to 

complete,a conflict arises between utilization and ACIA. 

Utilization in his subspecialty followed by a disassociated 

sea tour will practically guarantee failure of the first 

flying gate. Thus, in general, these aviators are ordered 

to a sea tour immediately upon completion of their degree 

requirements. Utilization on subsequent shore touring may 

depend on their accumulated flight time to date and the 

availability of flying billets within their subspecialty 

structure. 

Greater flexibility in utilization would appear to 

be achieved by the integration of postgraduate education 

into the development plan during the second shore tour. 

At this point the requirements of the first gate of ACIA 

are satisfied and little problem should be encountered in 

achieving the second gate. Utilization ln subspecialty at 

this point would then be a function of the timing of corr~and 

screen review and would be geared to insuring that the 

aviation officer return to his second squadron tour in time 
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for his performance record in that tour to be reviewed by 

the screening board. The disadvantage to this approach is 

the possible loss of WSAM experience time during the first 

shore tour. 

The implication of the relationship between educa-

tion, utilization, WSAM experience and ACIA is the general 

necessity for the aspiring aviation Project Manager to 

combine WSAM experience flying billets and education during 

his first two shore tours in order to satisfy the objectives 

of the career development plan. 

D. CONCLUSIONS 

The major implication of this analysis lS that a career 

ln the field of project management (with the education and 

experience described) may not be compatible with a career 

in the operational field. Though time will permit the 

accomplishment of all the objectives of the optimum career 

development plan, there is doubt the promotion and screening 

system will adequately reward an aviation officer who 

attempts to pursue actively such a plan. Specifically the 

problem occurs in the early development tours prior to 

aviation command screen. It is during this time period 

that, for the URL aviation officer, the operational aspect 

of OTMS appears to drive the system. Assignments, place­

ment, and development of those officers with indicated 

future potential is geared to insuring that the officer 

remains competitive for command screen. As long as such 

command screening remains dedicated to selecting "demonstrated 
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quality operators" (emphas is a dded) f rom among t he "most 

successful department heads", Ref. 22 , the dilemma of 

subspecialty development will remaln. A reluctance on the 

part of the aviation officer to accept assignments outside 

of his warfare specialty for significant periods of time 

during this early development stage an9 a reluctance on the 

part of assignment personnel to utilize top performing 

officers in such a manner, when viewed from this operational 

orientation would appear to be a logical response to such a 

system. This cycle of non assignment therefore becomes 

self sustaining until command eligibility is determined. 

Once this milestone is past, variability of career paths 

leading to further promotion becomes feasible, and promo -

tion opportunity may even be enhanced by subspecialty devel~ 

opment leading to designation as a "proven subspecialist" 

as depicted in Table XVI. 

Table SVI 

l3XX Captain Promotion 
1976 - 1977 

Overall Proven Subspecialist 

1976 

1977 

Elig 

393 

296 

Sel 

182 

165 

% 

46 . 3 

49.0 

105 

Elig 

52 

51 

Sel 

40 

28 

% 

76.9 

54.9 





Solution to the dilemma posed, by the operational develop­

ment-command cycle could be simple and quickly accomplished 

by simply reducing the criteria for project management and 

accepting the present system. Promotion and development 

would continue to be driven by an operational orientation 

leading to succeeding commands-at-sea and lip-service paid 

to the importance of project management by diverting certain 

selected top performing officers, albeit without the requl­

site qualifications and experience, into project management 

billets. The alternative solution is more difficult. It 

involves the recognition of variable career paths leading 

to career progression throughout the entire career develop­

ment period. Career paths in which the URL aviation officer 

may pursue subspecialty and specifically WSAM development 

without jeopardy to his promotability and without the 

necessity of transfering to the restricted line. It 

involves a recognition of the importance of certain skills, 

qualifications, and previous experience tours in the 

development of project managers just as a certain set of 

skills, qualifications and previous experience tours are 

considered important in operational command development. 

It requires structuring a program with a specific set of 

requirements, monitoring development and evaluating perfor­

mance within the program. It entails providing incentives, 

not subsidies, to those that commit themselves to the program 

so that outstanding officers can be assured that a viable 

pathway to success, as measured by promotion, exists within 
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the program. Selection boards must be appraised of the 

intent of the Navy in these areas and the officers affected 

must similarly be made aware of the importance attached to 

this program by the Navy: both through assignment of these 

officers and their selection for command and promotion. 

It is felt that the latter solution provides the better 

structure within which recognition of the importance of 

project management may be accomplished and a viable career 

program in that field established. The next chapter will 

present recommendations for the structuring of such a 

career program. 
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V. RECOMMENDED CAREER DEVELOPMENT PROGRAM FOR 
THE WSAM DESIGNATED AVIATION OFFICER 

A. INTRODUCTION 

The goal of integrating the criteria of the WSAM program 

with the milestones of the career development plan for the 

unrestricted line aviation officer can be acomplished in the 

URL aviation community only through a career dev elopment 

program that attemp~s to maximize the development of both 

operational and WSAM expertise. The proper balance of 

these two career areas requires top level policy guidance and a 

keen sense of judgement on the part of those responsible for 

career management. It observes the need for a strong cen-

trally managed career development, training and assignment 

program to support the project management objectives of 

the Navy. Without the employment of sound manag ement princi-

ples the best organizationand intentions cannot lnsure 

attainment of the Navy's goals . It is with full recognition 

of the constructive work presently being done to lmprove 

the systems acquisition process that recommendations are 

made in order to further benefit these program development 

and career management efforts. 

B. CAREER DEVELOPMENT PROGRAM 

1. Policy Direction 

The success of any career development program is 

heavily linked to support from the top and proper structural 

relationship of the development program to the organization. 
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All the development initiatives in the world will be of 

little avail unless top management is ready to accept the 

changes inherent in such a development program. The need 

for properly qualified project managers has long been 

recognized. What may not be appreciated is the necessity 

for firm direction and hard choices in order to establish 

the development program necessary to supply the qualified 

personnel. The need for a "broadly based group of indivi-

duals who can provide from within their ranks brilliant 

operational command at sea) broad management leadership 

ashore and technical capabilities ashore and afloat" 

[Ref. 38] has long been recognized by the Department of 

the Navy in its Flag selection process. The recent letter 

of outgoing Secretary of the Navy J. William Middendorf II 

[Ref. 39] indicates the current importance of recognizing 

the contribution made by those involved in project manage-

ment. 

The subspecialist programs which result in changes 
to traditional career patterns are vital to the future 
success of the Navy. It remains for you to lend 
credibility to our assurances that subspecialties can 
indeed continue to provide a path to flag rank. 

It is suggested, however; that a viable career 

program cannot be built solely on selection to Admiral. 

The probability of promotion is simply too small when 

viewed from the prospective of the junior officer consider-

ing a subspecialty program. Credibility must be established 

throughout the entire career development process. Both 

statutory promotion boards and administrative selection 

boards at the levels of Lieutenant Commander through the 
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Aviation Captain Command Selection Board must be appraised by 

authorities above the level of the Chief of Naval Material 

and the Chief of Naval Personnel of the importance the Navy 

places on the development of the technical and managerial 

talent necessary to manage the acquisition process for the 

Service. A parity must exist between managerial develop ­

ment and operational development beyond some established 

point 1n a career path. A general lessening in the impor­

tance of command at the Commander level on future promot­

ability is indicated by this research. The current policy 

of rewarding only the "quality operators" at a point some 

five or six years prior to their next statutory selection 

point suggests an undermining of the viability of a project 

management development program prior to that point. It is 

for this reason that some degree of control of the selection 

process is important to the establishment of a coherent 

career development program. Recognizing that part of the 

objectives of command are to provide selected officers with 

responsible positions in which to demonstrate their leader­

ship and managerial decision making skills as well as 

provide a position of accountability for their actions it 

is suggested that such a "test" of an officer s ability 

can be made in other than an aviation command billet. This 

fact is recognized at the Captain level and it is felt 

that a good argument exists for parity at the Commander 

level. Whether this recommendation is accepted or not 

it is felt that selection to Captain must provide greater 
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recognition for those aviators who have exhibited outstanding 

performance as subspecialists regardless of their command 

selection. The decision point between aviation command and 

project management at the Commander level indicated in the 

current BUPERS INST 1040.2A "Officer Weapon System Acquisi­

tion Management Program" [Ref. 40] should provide viable 

promotion along either path as an unrestricted line officer 

rather than a decision between unrestricted or restricted 

line as is currently the case. In order to lend credibility 

to the dual path concept, consideration should be given to 

the establishment of a separate board for the selection of 

Major Project Managers as was suggested by the Chief of 

Naval Operations in August 1970 [Ref. 8]. Such a board 

would consider the same group of officers as the Aviation 

Captain Command Screen Board but would be composed of 

members from BUPERS, OPNAV and NAVMAT that were more 

closely aligned with the acquisition process. Selection 

to more than one command list would be possible as is the 

case today but selection to the respective lists would 

be made by boards more closely aligned to the expertise 

desired . 

Whatever the form, it ls felt that a stated policy 

guidance with regard to project management is required at 

this time in order to underwrite the viability of other 

career program initiatives. The Navy must insure that those 

officers selected and trained as subspecialists are not 

penalized by sources external to the subspecialty arena. It 
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lS within the framework of this policy guidance that the 

rest of the development program must be structured. 

2. Organizational Framework 

In order for a development program to function 

effectively it must have a well defined framework in which 

to operate. Future requirements for Project Managers for 

both major and less than major programs should be assessed 

and supportive billet structures developed for each of the 

communities represented within the WSAM subspecialty 

community. This billet structure should reflect not only 

the needed number but also distinct levels of increased 

responsibility that would enable evaluation of career pro­

gression. Of specific necessity for the development of 

the URL aviation officer, is the requirement for an adequate 

number of operational flying billets at the Lieutenant 

and Lieutenant CoiT~ander level in order to alleviate the 

conflict arising between ACIA and subspecialty utilization. 

This requirements assessment could then be used to determine 

the specific invenTory required by grade level and community. 

In establishing such an inventory requirement, 

attention should be given to the desired community size At 

present only a limited number of projects are designated as 

command equivalent. Consideration should be given to the 

suggestion of the NMARC Study [Ref. 19] to increase t he 

number of projects designated as Major Command Equivalent. 

This would have the dual effect of increasing command oppor­

tunity at the Captain level for the overall aviation community 

which currently is about one-half that of the other warfare 
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communities (Tabl e XVII) and would enhance the viability of 

t he caree r progr am the reby making it more competitive ln 

attractin g the t o p performing aviation officer. 

Table XVII 

Captain Command Opportunity 

Community 

Surface 

Submarine 

Aviation 

Sea 

37% 

28% 

15% 

Total 

45% 

41 % 

27% 

If command opportunity remalns small, careful consideration 

should be given to restricting community size in order to 

provide adequate incentives concerning progression in the 

career field to program members. It should be the goal 

of the organizational framework to develop Project Managers 

not to fill billets hence the emphasis on community size 

flows from this concept. 

Finally, the organizational framework should include 

provisions for the periodic reassessment of future plans 

and requirements as well as a feedback system to determine 

if the framework is supporting the program goals. Flexi­

bility must be built in so that the system can respond 

efficiently to changing requirements. 

3. Career Program Management 

One of the keys to effective management of the 

career program for the URL WSAM aviation officer is a 

continuing dialogue between the user and supplier as to the 
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program requirements. Not only must the numbers and types of 

officers required be known but also agreement must be reached 

upon a standard set of criteria against which to measure 

candidates. Policy guidance provided oy senior organizations 

rr.ust be translated into realistictic criteria and goals for 

the program. The amount of experience to be accumulated 

in the development program should be carefully assessed. 

Under current constraints, two experience tours, one ln a 

flying billet during early development and the other as a 

member of the project office team appear to be the maximum 

possible prior to selection as Project Manager due to the 

conflicts imposed by the ACIA and command screen. Once 

agreement has been reached on selection criteria then 

candidates should be selected in accordance with the agreed 

criteria. Motivation toward the program and demonstrated 

education and/or acquisition related performance should 

also be assessed ln the selection process. Future promot­

ability in light of the policy guidance provided should 

also be assessed. In order to optimize development, an 

attempt should be made to select and identify the desired 

officers early in their careers. It is recommended that 

selection eligibility commence after completion of one 

operational squadron tour and one shore tour so that a 

meaningful evaluation of future potential can be made. It 

is recognized that such a policy may restrict the size of 

the pool of eligible officers at this stage in their 

development but with the current emphasis on early post­

graduate education and with a sufficient number of officers 
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detailed to test and evaluation or Naval plant representative 

billets on their first shore tour a more than adequate 

pool exists. In addition under such a policy, demonstrated 

performance can be assessed. Lateral entry at later stages 

in a career can be tolerated but selection should be made 

based on the desired criteria and exceptional acquisition 

related performance and not on the general "attractiveness" 

of the officer. Opportunity should also be provided to the 

selectees to refuse designation as motivation must remain 

a dominant criteria. 

To those selected who accept WSAM designation an 

obligation must be incurred by the management system to 

provide close monitoring of career development. This 

entails the assignment of a subspecialty oriented manager, 

preferably from the same warfare community but minimally 

from the WSAM subspecialty community, to perform this vital 

role. Performance records on WSAM subspecialists should 

be kept by this officer and shore assignments coordinated 

1n terms of career advancement and subspecialty development. 

If community size is restricted then it is felt that effec­

tive coordination can be maintained down through the billet 

structure and efficient utilization will attain. Such a 

management system should also insure that top performing 

officers are given demanding jobs of increasing respon­

sibility thus maximizing their development. 

Finally, the management system should provde for a 

re-screening process based on demonstrated WSAM subspecialty 
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performance. Such a po l icy would provide a refinement 

process in addition to the normal promotion process that 

would attempt to identify those officers for future 

development. In addition it is felt that such a policy 

would provide greater credibility for the career program 

and indicate to selection boards the future importance of 

these officers to the Navy. An ad junct to this performance 

evaluation process 1s the requirement to stress managerial 

performance in all performance evaluations so that a true 

assessment of operational and managerial capability can 

be made. 

4. Communication 

Communication 1n a career development program means 

keeping the members of the community informed and thereby 

involving them in the development of their own career plans. 

Representative career profiles that realistically portray 

current policy should be publicized as well as information 

on billets currently coded for WSAM development. Informa­

tion should be circulated among subspecialty officers as to 

current plans and programs. This would not only keep them 

informed as to their own career development but also enable 

them to provide guidance to other officers considering sub·· 

specialty development. It must be emphasized, however, 

that no amount of advertisement will do anything to stimulate 

interest in the career development program if the expected 

career opportunities are not provided. Selection and pro­

motion must follow performance in the subspecialty field 
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otherwise the frustration experienced by the members will 

discourage promising young officers from pursuing the 

career field. 

C. SUMMARY 

The top performing unrestricted line aviation officer 

must be encouraged to provide his operational experience 

to the acquisition process. He wi ll be inclined to do so , 

however, only if he can be shown that a viable career 

development program with favora bl e promotional opportunities 

exists. This research has i dentified some of the major 

constraints and conflicts imposed by the integration of 

the criteria for Weapon Systems Acquisition Management 

development leading to selection as a Project Manager with 

the milestones of the career program for the unrestricted 

line aviation officer. The criteria of the d e velopment 

program for project management can be integrated with the 

development program of the aviation officer, however~ cer­

tain changes in the assignment, selection and promotion 

process are required in order to improve the feasibility 

of such a program. An assessment of t hese changes has been 

made and recommendations regarding the essential elements 

of the management of that career program have been proffered 

for consideration. It is felt that a program incorporating 

these recommendations would aid in the development of true 

professionalism in the area of weapon systems development 

and acquisition. 
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Appendix A 

WSAM CAREER STUDY PROJECT 

Description of the Study 

This study is conducted as part of a thesis research 

project into the Weapon Systems Acquisition Management sub­

specialty career development program. The purpose of the thesis 

is to examine the requirements and constraints imposed on the career 

program of the 1310 officer by his actively pursuing a career lead­

ing toward Major Program management. An attempt will be made to 

synthesize the data collected into recommendations regarding 

viable career patterns for the aviation officer. 

This phase of the study deals with the contribution of 

previous tours to the acquisition of leadership and management 

skills required for program management. In addition, the study 

attempts to measure the importance of certain designated quali­

fications as prerequisites for project management. 

Your thoughtful cooperation in providing this information 

would be most appreciated. If you have any questions, please 

feel free to contact me. 

Please return this to me by January 30th. 

LCDR. TERENCE J. COONEY 

c/o Professor Carson K. Eoyang, Code 54Eg 

Department of Administrative Sciences 

Naval Postgraduate School 

Monterey, CA 93940 

Phone: (408) 646-2756 AV 878-2756 
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Instructions 

Please fill in the BACKGROUND INFORMATION requested. All 

responses are anonymous, so please fill in all the information as 

accurately as possible. 

Next, look over the list of management skills provided with 

this answer sheet. Consider the requirements and responsibilities 

of the program manager billet and indicate the degree of proficiency 

in each skill that the billet requires. In Part II, as honestly as 

you can, estimate the degree of proficiency you had in that skill 

prior to assuming your duties as program manager. Finally, a 

list of desired qualifications for program managers is presented 

in Part III. You are asked to rate the degree of importance of 

each of these qualifications, enabling you to effectively perform 

your duties as a program manager. In each Part space is provided 

for you to indicate additional skills or qualifications that you 

deem important to the effectiveness of a program manager and you 

are encouraged to make additions since the designated lists are 

not exhaustive. 

Please use the response scales at the top of the list in 

chosing your answers. In the spaces corresponding to the designated 

skill/qualification, write the number which best corresponds to 

your experience. Please complete all three Parts. 

Please complete this questionaire and return it to me by 

30 January. A preaddressed envelope is provided for your convenience. 
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1. 

2. 

3. 

4 • 

5. 

Background Information 

Current rank --------------------------
Billet: Project Manager Deputy Project Manager ------- -------
Total years of military service --------------------
Total years of operational flying ------------------
Total years in weapon system acquisition related billets ________ _ 

6. Total time as project manager yrs. mos. --------- ----------- -------
7. Education: 

Undergraduate Major -----------------
Graduate Major 

Other 

8. Command Tours 

Squadron CO ________________________ __ 

Air Wing Commander ________________ __ 

Other (type) ____________________ __ 
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1. Getting information: To get timely, accurate informa­
tion on the status of individuals, equipment and 
organizational unit functioning. 

2. Listening: To help others communicate by mak ing o ther s 
feel at ease and by appearing recept i ve, open to in­
formation, interested in others and capable of being 
trusted. 

3. Understanding others: To know your pe ople, e .g ., to 
understand their needs and motives. To read f ee l ings 
accurately, to understand their real agendas. 

4. Identifying problems: To know how to fil ter and i nter­
pret the masses of availab l e data i n order to identify 
significant problems accurately . 

5. Critical thinking (S y stems ana lys i s ) To think criti ­
cally about complex p roblems--to "dec ompose" such pro ­
blems into their constituent compone nts, o r ganize the s e 
components systematically , and make decisions on the 
basis of this kind o f a n a lys i s . 

6. Planning: To p lan c l early and comprehensively, i.e., 
determine action priori t ies, identify relevantalterna ­
tives, assess pot ential con s equences, anticipate o bsta­
cles and lay out speci f ic act ion steps to appropriate 
time sequence to solv e problems or achieve objectives. 

7. Assessing people : To asses s his/her own and others' 
(_subordinates, peers, super i ors) capabilities (strengths 
and weaknesses) accura tely a nd matc h people and jobs to 
maximize individual performance and satisfaction. 

8. Identifying resources: To identify and marshal resources-­
materials, people, funds, po litical support--to achieve 
objectives. 

9. Taking in i tiat ive: To act proa c tively rather than being 
passive or reactiv e; t o pers ist and to be resourceful 
(e.g., taking two or more action s to circumvent an 
obstacle when blocked, rather than giving up). 

10 . Setting goals to improve per f ormanc e: To be concerned 
with "doing better" a gainst sta ndards of excellence~ 
to set specific goals and t a k e personal responsibility 
for improving their own and others ' performance. 

11. Delegating responsibi lity : To get others to take 
responsibility by giving them responsibility and 
b y sharing aut hority . 
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12. Using the chain of command: To use the chain of command 
to organize tasks clearly in order to get things done, 
maintain command integrity and formal control. 

13. Developing subordinates: To help, teach or "coach" 
others to be able to do their jobs better and groom 
them for future jobs. 

14. Exercising self-control: To remain calm under pressure 
reflect on emotions or impulses, e.g., anger (_"explod­
ing" at people and excessive concern "getting too close 
to the men"), rather than acting them out immediately 
and so avoid making hasty decisions. 

15. Supporting military values: To express support for and 
model Navy values and ·conduct (_"professionalism .. in 
behavior, protocol, appearance, etc.) in an exemplary 
manner. 

16. Using technical knowledge: To utilize technical training 
and available technology to achieve positive outcomes; to 
be concerned with technical improvement; and to take pride 
in technical accomplishments. 

17. Being flexible: To know when to be flexible--to adapt 
attitudes and behavior to new situations; to see the 
merits of both sides of an issue; to change one's mind 
in the face of new information. 

18. Exercising management control: To monitor others' 
activities and results to be sure tasks are completed 
and to evaluate performance against measurable standards. 

19. Using formal authority: To know how to control others 
"formally" by issuing direct orders, by using rank to 
get others to act, by commanding subordinates, by re­
quiring subordinates to conform to established structure 
or procedures, and by disciplining unresponsive sub­
ordinates. 

20. Interpersonal influence: To influence or persuade 
others informally (e.g., political skill, charisma, 
etc.); to build political coalitions; to use informal 
power networks to mobilize support: to motivate others 
with personally meaningful reqards, symbols or responsi­
bilities. 

21. Resolving conflict: To resolve conflict and confronta-
tlon situations in ways that lead to effective solutions 
(e.g., productive negotiation, mutually satisfactory 
"win-win 11 compromises, etc.) rather than stalemates or 
continued confrontation. 
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22. Counselling: To counsel and advise subord ina t e s on such 
issues as work performance , d i scipl inary act i ons, drug 
and alcohol use, and personal p rob l ems. 

23. Giving feedback and recognition: To g i v e s p ec i f ic feed­
back and recognition to subordinates on the basi s of 
their task performance. 

24. Having positive expectations/ respec t for ot he r s : To 
have positive expectations of subordinates ' a bility 
to perform and a belief in peoples' basic worth, as 
opposed to negative expectat ion, mist r u s t or a t ende ncy 
to sterotype subordinates. 

25 . Team building and co l l a boration: To establish and 
maintain well function i ng work teams by promoting 
mutual trust a nd cooperation among team embmers, 
by getting commitme n t to common goals, by rewarding 
team efforts, and by c reating congenial work atmos­
phere. 
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I. Considering the responsibilities and requirements of the program manager 
billet, what degree of proficiency in each of the following skills do you 
think is required to be most effective? (Use the following reference 
scale for all your responses.) 

1 3 5 7 9 

I 
no 2 little 4 some 6 considerable 8 ~ompJete 

proficiency proficiency proficiency 

REQUIRED 
SKILL PROFICIENCY 

1. Getting information 7. 64 
2. Listening 7.SS 

3. Understanding others ~73 

4. Identifying problems 8.55 
5. Critical thinking -r.ql 

6. Planning ~2 

7. Assessing people 7.~b 

8. Identifying resources ~- ~ 

9. Taking initiative 8.45 
10. Setting goals ..e.J.e 
11. Delegating responsibility ~3 

12. Using the chain of command 6.73 

13. Developing subordinates ~.ql 

14. Exercising self-control jr,45 

15. Supporting military values 6.~ 

ADDITIONAL SKILLS (PLEASE SPECIFY) 

26. ______________________________ ___ 

27~-------------------------------
28.~-------------------------------
29. ______________________________ __ 

16. 

17. 

18. 

19 . 

20. 

21. 

22 . 

23. 

24 . 

25 . 
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proficiency proficien~x 

REQUIRED 
SKILL PROFICIENCY 

Using t echnical knowledge 7.18 
Being f lexible 7 .82 
Exercising Xanagement 

Control 8.01 
Us i ng Fo rma l Au t hority (o .09 

Interpersonal Influence 7.73 
Resolving confli c t 8 .00 

Couns elli ng (o.'3lo 

Giving Feedback and 
r ecognition 7Ca4 

Havi ng respec t fo r ot hers ..a..L8 
Team building 8 .~5 

PROFICIENCY 





II. Considering all your experience and tra i ning to da t e , what degree of 
proficiency do you think you had in the afore mentioned skills prior 
to assuming your current billet? (Use the following reference scale 
for all responses.) 

1 2 3 4 5 

I I I 
no little some 

proficiency proficiency proficiency 

ACQUIRED 
SKILL PROFICIENCY 

1. Getting information fo.91 16. 

2. List-ening lo.82 17. 

3. Understanding others 7.27 18. 

4 . Identifying problems 6.82 
5. Critical thinking 7. \8 19. 

6. Planning lo.4S 20. 

7. Assessing people 7.73 21. 

8. Identifying resources (:,.64 22 . 

9. Taking initiative 8.00 23. 

10. Setting goals 7.36 24. 
11. Delegating responsibility b .q l 

25. 
12. Using the chain of command 7.'3Co 
13. Developing subordinates 7.00 

14. Exercising self-control to.oo 
15. Supporting military values 7.36 

ADDITIONAL SKILLS (PLEASE SPECIFY) 

26. 

27. 

28' 

29. 
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6 7 8 9 

I I I 
considerab l e complete 
proficiency prof i ciency 

ACQUIRED 
SKILL PROFICIENCY 

Using t echnical knowledge (o .(a4. 

Being flexible 7.00 
Exercising Management 

Control ~.82. 

Using Formal authority 7.36 

Interpersonal influence 7 .00 

Resolving conflict 7.09 
Counselling 7 .\8 
Giving Feedback and 

recognition 7.55 
Having respect for other s e.oo 
Team building 7 .1 B 

PROFICIENCY 





III. Considering the requirements and responsibilities of the program manager 
billet, what degree of importance would you place on the following quali­
fications for project managers? Rank each item as a separate entity not in 
relation to the other items. (Use the following reference scale for all 
your responses.) 

1 

irrelevant 

2 

nice to 
have 

3 

marginally 
important 

4 

very 
important 

1. Master's level education in Technical (i.e. Engineering, Physical 
Science, Math, etc.) Area 

2. Test Pilot School 

3. Bachelor's Degree in Technical area plus field experience 

4. Master's level education in Business Management (i.e. Systems 
Acquisition, Finance, Business Administration, etc.) 

5. Advanced Functional Training followed by duty in the Naval 
Material Command, Defense Systems Management College (Fort 
Belvoir), or Industrial College of the Armed Forces. 

6. Bachelor's Degree in Business Management 

7. Squadron Command 

8. Prior experience as a member of Project Office Team (i.e. Deputy 
Program Manager, Deputy Program Manager for a Function, ASPO, 
NAVPRO, On-site Project Officer, Type Desk or Platform (Hardware) 
Sponsor's Organization) 

9. Prior experience in Weapon System Acquisition Management Support 
Functions (i.e. Engineering Supoort, T&E, NAVPRO, NARF.) 

10. Other (please specify) 
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5 

critically 
important 

3.'10 

2.50 

-4 . \ \ 

4.30 

3.70 





Fron: 
To: 
Via: 

Subj: 

Ref: 

Encl: 

Appendix B 

DEP/~RT.i-JENT OF TEE ~: .A\l:" 

BUREAU OF NAV /~ PE?SG:-~::EL 
HASHD\GTm~ , D. C. 203 i'O 

Chief of Naval Pers o~ncl 

Chief of Naval O~e ~ations 

Chief of Naval Hateritd 

Career Development c:nd Sele ct i on of ~~e2.?C.-1 

.Haaagers 

( 2) CNP ner..o Pe rs Az of 4 :·Iar 19 70 
(b) SECNAV INST 5000. 21 A 
(c) Navy Pro;:;rar.:.:li ng :·fanual (OP 90P-1C) 

I:-; FE PL Y RE?ER TO 
Pers Ag- s:1~.-t 

28 APR 19~0 

Sys t 2ms ... . ....... 
.-.Cc;_Ul Slc..l 0.-1 

(1) "rbj o r C c~<.1nd t1 c:rrJi '.'clenc:: for Project: ~f.:--..'la?ers 

(2) Selection, ord2ri ng and tour ]en?,ths o[ Project :fc>.::.c;gers 
(3) Adequacy of functional \JS;\.i·i. tr.:1jninr; 
(4) Post gr3<iu .:-~te cducc..tiou ;,-,i· ?::ojcct. >:.::.:;r.,;E::rs 
(5) Pr~.ljec:: ;-; ~m<:g C!J:-.:.nL subr;JJ!~ci <dL:,r 

1. In r2sponse to n~qu2sts fro::1 t-he C~iei of :~ .~·:c:l C;,;craticns .-'. l1d 
Chief of :~avall<.:ltcri .:.! l, 3 st<1ff stuJy of C<.: r c>.er !J c. ';~?lo?:-::::nt =-~~d 

S0lection of ~-]c:.;!;- o ns Syster.1s Acquisiticm :!.:o.:1<1s_;~r::.; (Project ~ f<1n2gers) 

has been ccnducteci . r~efert" nc('> (a) \•' ·...ls ~ prog:·css t·2port of t.h2 study 
.,., effort and this is the fin<d. report . 

2. A sum~ary o£ rec or:-.:nendations .follm·JS : 

a. Hajor Co:o.l'!" .:md Equivalency_ 

Project H211:1ge r positions fo1· all Cc.ptc::Iins for C~~::/SYSCOl-1 desig:1at ed 
projects for "'hich Charters are prepa re d as p-rescribLd in >:c.fe~.-e~'.ce 

(b) should be recognized .:JS ''equivalen t to ~b.jor Cor: .. -::.:md " for 
promotion purpos es. Enclosure (1) sets forth reco:;~r:-. .:::nded 2.d::-tinistr::ttive 
procedures for D-ccot:lplis hing t:·iis by fitness r e:1.::at entry . Sir:1ilar 
procedures are recor;: .. ::endc d for P r oRr<'L':l Coordi n2to r positions (des ign2 t2d 
as prescribed in refere nce ( c ) for Capt.J.i ns in the Office of Chief of 
Naval Operations. 

In additicni the Secretary of the ~.:1vy should co:-:tim.:e to provice 
guidance to F.lag Officer Selection Boards by slt-e.ssing the need to 
select officers ·.-:ho are b es t fitt ed for fut•~r-c c:ss:i~~:-:-~nt even t:1cugh 
their past assi2:1n2nts r.2~1y have beon out'=~id.·~ tl-:c ·:or:-1 of t::Clt~itioilal 

career patterns. Suc:1 £td.clx;c·2. ~ .. Jill do 1:-,uch to infL:er;cc-:. you..:1g 
officers to aspire to sen·~ to this (~r::~rgins ~J-23. oi encc :::. •,.or. 
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I'ers Ag- sm: 

Sub]: Career Development <Jn d Select io:1 of \·:ea por:s S·; s teRs ;\cq uj si tion 
Managers 

b. Selection, Orden.;rit ing, and Tour Len ;;th_s of .?roiect ~1a .... "12; ers 

Project r:unagers should be sele cted by bo~rd e>ctic·~. In acldi i...l.on, 
administrative procedures associated •.·7i th ord(' r::ri ~i :-::; , such ~ s enroete 
training <.md turnover tine, should be form c::. lize o to er:.s ure. pr: j E: ct 
mannger continuity. Enclos uYe (2) sets forth recor~cn(ied pro r; r~(=. urc::s f o l­
accOI:lpli shing this. 

c. Adequ acy of FLmctio_:-1 a l T r;dnilH~ 

Th • t h j) .(' • T S t S ', • e proJ ect r::<:mage r s course a t t e e .ens e ~ .... eapons :-'S en·.s _,2:-l o.ger,:er-u .. 
Center, '·!right-P atterson Air T'orce 0.-s.se, Clp tJ e<J. r s adt.:t:u:~ t e c::.nc.l :~~ "~-
quotas have been fully subscribed in t h e p a st. Th.:.· provisions of e~ closure 

(2) will ensure greater ut ilizatio n .. by pl:" osp<·cti vc p r-oject ms:1 2;e rs. 
Enclosure (3) contains a di s cussion of the cours e. 

d. Postgr~duate Educc1tion for P ro il.! Ct l1<1n ar-ers_ 

Existinr, te chnical educat ion progr:::r.1s a rc odequ e:: t e f o r t h ese p::oj e cts 
\.;rhich require cmph<:~sis en engine e ri n::; princ i p l es . ~·: : ,c: -re m.:m.::;:_;12 ri<:ll skills 
a:ce more do:;nin 2l•t , -.: h e r::.::>l" C! C.;)IH Cp l· i ::tc c chr:~tio ': is ., cc :-:1b i:- :; ~~ion o f 
te chnic:1l b;-.cl~;; 1~c u .1d follo·.,· .:;:d by [:~:<.J ,;u .1tc. cd u c::-:t i . ..:::o-: i. n the fi .-~l. d o f 
manngemGnt. The. follc.n.: ing Sl' C.c ific a ct::i c ~1 s ::n-2 b e.';::-~ t.:kc n in su?po1·t 
of the o.bove conclusion: 

( 1) The e:ds ting !·1.:-.rt :tger.:c nt cu l"cic u l U'1 a t Li1 (~ :-l.Jva J Pe s tt_~ra d u~:..e 
Schoo l \vill be sL·cn s; t:!1Pncd .tn th e ~! r; L(;l · i:d S u·r~ ')~;,:t (:~J t ion t o p ;.·ovic~c> 3~.> 

much er.11)lwsis as possib le in ,, ~' c 2pons Sy si:•.T.s .1\ cq u ;.~ i ::i on. 

(2) The ~~.J.val Pos Lt, r.::du a tc Sc.:ll oo l is d i2 \·-::lc·~:.j !: ::; 3 c un: l c u l e~l 
specifically t ailored to ~-: cc-:pon syste m ,::;cquisi t ion r::,::1a~e rnent . En closure 
(It) contains a descri~tion of this ne\-J 1.1.:.-m c:::gc.>r: ~!:: nt curri c ul u;n ~-lllich \·:ill 
be offered to officers with technical u~derg ra ci u2te e d uc a ti on . 

e. Proj ect lf<magen:? n t S~cialtv 

If the neH management curriculu,.11 is approve d f o r ir~?lc:.mentation, it vlil l 
serve as an educational bnsis for a new subspeci alty in the c> n~ineering 

mznagement area . Thus an URL Officer could £ e rve <1pp roxir:1:l t e J.y th re<! 
yeo.rs in project mano.ge:aent or relnted bill e t s i~ bc1::h the Lie utenant 
Coffi.l.11 ander and Ccm1i!m1dr2r grades ~\;idle sti l l :~aint ai•1i:-:g his •.-.'arfaxe 
specialty. Limi~ed nur:1bers HO":Jld serve an addi tio r1cl to ur at the junio r 
Captain level. ProjecL Hanazers v:ouJ.d th e n be selected f r oi1 <::::c:1 g t hose 
officers of all des ignato1:s \.'ith the desire d mix o f expe r i e nce a n d 
eciuco.tion. Enclosure (5) sc ts forth the dP. tails of t h is p !:'Opos a l. 
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3. The above areas represent those actions ~·:hich <tn~ under the 
cognizance of the Chief of Naval Personnel. 

Copy to: 
VNCO 
C0~1NAVSHIPSYSCOH 

CO~-L~AVAIRSYSC0:1 

CO;·fNVELECSYSCO~·r 

COl'fl-:A VO RDSY S COi-1 
SUPT PG School 

CHARLES K. DU:~C.\J.~ 
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"Haj or Comnan d 11 equivalency fo r Pro jec t ~ L:ma;_;ers 

I. Procedures for Hajor Cmr:illa nd e quival ency ci e t e r r.:in:: tion i n t he 
case of CNi.-1/SYSCO:·l designat ed proj e ct s . 

A. The Chief of Naval }1a t e r i .:1l \v i ll fon·Ta r- d a CO?Y of t h e 
project Hanzger charter ( pr ep.:1red in accordance \·: i th SEc ::/:YI:;sT 
5000.21~ to the Chief of Nav al Pe rsonnel wi t h a r eques t for ~njor 
Command Equivalency deternin a tion. 

B. The Chie f of Naval Personnel sha l l: 

1. Revi eu t he chart e r and dct eruine if th..:: ;;~s i t i c :--. i s 
equi v nl e nt to }:aj o r Corr:mand . The char t <.~ r ".!il l b e r12~ 2.in ed f o r 
use in selection o f offi~ers to be Proj c ct i·far:abers . 

2. If appr oved as ~·1a j o r Command eq uival ent, cer t ify to 
CHH that the posi t ion is equivalent and r eques t . t he fol lo·.·1in~ ent ry 
be made in th e fit n ess reports of t he Pr oject Hnn2::e r. "This 
officer is f i l l ing a P r o j ect Na nager bill e l \,•hich 1:a.; been deter11in e d 
by the Ch ief o f N&va l Personnel (r ef erc~nc e c ,rp certif'yir:g l etter ) 
as being e quiv a lent to Naj or Corru'land fo r rromotic~ pur poses. •: 

3. Authority to mal::.c:: t he above Cl~ l ry s!12. i.l ~...c:·;:: :L~~\..'-C. unl :i. l 
p r oj e ct management is terr.i t."'.at ed n nd o0n.:1ge::H::nt d:Lrection and co n­
tro l ove r speci f:i_ c f unc tions i s rcl inq uj :-h~d to s ~lf'~' o r-t ing or op e r-­
at ing o r g c::.ni 2a. tiO'llS i n ~cco;-d3n cc ui t h. p.;n:: ~~ ;].~ h \'. '). 2 . c t j)Q): 

Instr ~tc tion 5010.14 , a t \·7hi cl1 tine zu t-hnriLy i::.: ~::t:c :-.~ ."lticnll.y :::·c\·okcd . 

• 
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Selection, Ordering ~nd Tour Lensths for Project i:;:mag2r·s 

I. Procedures for selection of Proj e ct Managers 

A. Project raan2..gers 'i.vill be selected hy boar d action in a ccordance 
\·lith procedures to be es t a blished by the A~~s is tant Chicof of ~:c:val 

Personnel for Personnel Control. c-;rr a nd SYSC0: 1 rcprc. sentati·,res jn the 
Bureau of Naval Per s onnel \·rill be rJembers of the selection bo2rd. 

;. 

B. The following procedures are rec om~cndcd : 

1. Ne\·lly design ?.. ted projects 

a. S e lection of project managers for newly designated 
projects sh:1ll be initiated by Lite Cl:·JP upon r e:ceip t of th e P1·oj ect 
Manager Cl1arter (or advance notification pending charter cc~pletion) . 

b. In the event the Cr!-1 desires to place <m officer 
from within his com~and in a newly desicnur ed project D2nnger posit ion 
the nomination shall be requested from the C:·lP concurrent 1:.;i th t r;::ns ­
mittal of the Ch a rt e r or advance notific.:1tioa pending ch.Jrter co: :1 pletion. 
The nomination '.Jil.l b<:. proccs:..;.~~rl in accoi·d:-:u.:•' \·:ith ~clc c:tjc;: bn:-:.;.~ 

procedures mentioned above. In the event the~ noiii:i.n<l :::jon is not' :: p; ) J~oved 

by the bo.J.rd, fitness r~port ent·ries regarcJ:Lns n~:1jol· co:::mand equivalency 
s l!all lH"" \d thh~ld un til the position h; fL;_l <·d •,;j_Lli. ::.n cfficer- ~.:w 1:.:-ts 
been select ed by th~ Bo.:1n.l. 

2. Proj ect s fo;: \·:llich a r::~licf i !; rcc;uired. 

a . C.t\'11 or app r oprinte. SYSco;: Cc:·:] ,1!ld<?r.s ~:ll:1ll initi::tc 
a _ request :lor the relief of ~1 ss ~::nr2d project ;·;;:1;10cr~: 2:, ·d fon1~rc to the 
Ci~P via the chain of coml:lCind. The prospcc t i \' c 1·elief dJtc shaJ 1 be 
keyed to Til.:ljol.- pl·ojcct .. miJestoncs. Turnoycr til:1c and enroute tr<.dning 
shall also be specified. 

b. Upon receipt of the request the C~P \·Jill initiate 
Board action to sel ec t a nominee. The select P. e uill be ordered to 
report to the approprj ate con:1nand as p roj ec t m<1 n.:.g cr of the speci: ied 
project: via the Dcf ense {-leap on Sys tern l·bnagement CouTs e unless he has 
previously attended. 

II. Tour lengths fo r Project ~ran.:1gers. 

A. The in itial t oi.H lencth of Projec.t n.:m2.gers sh.-:>.11 be set at 
three years, ~·ith extensions beycnd thl'ce ye ars clcpcr.cU.n[;, on the 
status of the project. Requ e sts for extension shall be origin:1ted by 
the CNH or app r opria t e SYSCO:,r Co;n;;1ander. 

Enclosure (:Z) 





Adeqe&cy of Functional i·:SAH Training 

1. Functional training provides a found:1t:.i..on upon , . .-:1ich the pros­
pective project manager builds his experience. The Defense Wc3)0n 
Systen Hanagement Center cou:::-se, Hrigh t-- P3.t t:erson ld_r Force r. c:s e, 
provides this functional tra ining. Att£mpts t o deter~ine ch~nges 
necessary to sat isf~l _?11 po!:c11tial us crs ~·.~e re. ur1St1ccess [ ul . 1.\. 
description of the pre~ent topics covered is included in A?P ~~d ix I 
for information purposes 

Navy quotas at this school have been fully subscr ibed in t1-.e 
past. The recom::nendations cont.::in e d in enclos u r-e (2) ~·:ill p::-c \·:..c2. 
more imm~diate utilizaticn of graduates of this cou1·se . A~ii'.::..c ·.":.2l 

utilization of this curriculu~ ~ill occur as a result of t he increased 
Navy emphasis on \·:eapon syslC!D"!. acquisition D.:lnc:ge~;ent. 

The changes proposed by the DQD r eview group for this ccurse 
have been considered in f orr.:ula. ting the above recor:::::endat io r.s . 

The a.cceptc:nce of a ne;v subspecialty c.:1t":gory \·:ill result in a 
revision of cer tain formal educatlonul offerings. The proposed cur­
riculu;.; , curren tly heir:~ cl evelcpec.l in u.:::t-.:ril a.t the U.S. :-:~;.val 

Postgraduate School ~~d t .:d lc:::ed to~·.rard h' (~;.il10n syJtcn acqulsJLLo:-.. 
man.::gc;~ent, is des c ribEd in enclosure ( !t). 
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Defense Weapon System }~n3gcment Cent2r 

Project }~nnger' s Course 

1. This course is ten 'i·Jeeks in leng th and is t a u ;:;ht .3. t the \hight­
Patterson Air Force Base, Dayton, Ohio. The co~r s c is non- accre­
dited. It is designed pri1:1a:cily for offic er s c::rout12 to p:::-oj ect 
management related billets. 

2. The first three weeks of the course are devoted to giving b~ck­
ground r:1a terial and a basic und crs tanding o f l h e to ols ar. C. t c ::i1niq u e s 
required before starting considera t i on o f t h e life cycle o~ ~e~pon 
system acquisition. Topics covere d are lis t e d b (~l o'.· 7 • 

Curriculun Concept 
National Econo<nyiDe fensc I mract 
\-n1y Project }f.:ma::;12:,1ent? 
&yst em Acquisition ~ roccss 

Role OSD I&L and DDR&E 
Organization of Hqs D~pt of t he Ar~y l~avyiAir f o rc e 
Project H::mag e;;;ent PhilC;s c pl 1y of t he ,\ rr::y l ;~avy I Air: for ce 
Effective Sys t r:l'3 ~-:~l ! c.r;;;-~cnt 

Role of Defens e Industry 
H3n~1e,enk'l1t of Cha nge 
DeveJop:T~ent Concept Papers 
In tr o d t:c tio:1 to f -~,:.1r.i n g l' n.>~~ ::.· c-: :::::: i. ~ ~ l:cd:;(: L ir:s S y s 1: ei .:; 
JCS PL:mni ng c~ Es :- .1.bl .i slt~ c:n L of l\.er;u~.r c:: :c> !1 ts 
Estnblish~ent o f rcqui r cmcnls - ~~;yl~2vy iAir Fnrc~ 

Use of Ti me Sh;J. T ii1~ 

five Ye nr Defense P rog ram 
Bucl:;et P rocess 
Pro~rma Bud get Cm1Lro l 
Foreign 1' echnolo z, i ca l Th r <~a t 

Reso~rce .'bnag e r::cnt & S~\ I : is 

Sys tern Decision i. I2.kin6 
Supporting Hc1.nag er.~ent Inf on:-:a t ion Systero1s 
Cost Estimating 'fechn i ques 
Roic of Syste!!ls Ano.lysis in DOD 
Introduct ion to ~.'cnpon Systems rL:: nag e n:ent 
Es tab lishP<ent of a Project Case Study-Ar m:/ I. Iavy I Ai r Force 
Establis~nent of a Joint Proj e ct 
Establishment of a ProJe ct - Ar c y i Na v y i Air f o rc e 
NAV-TAC-Cm1 Equipi11ent Sys t t=! Fl Ex e rcise 
Integrated Logistics Support 
OSD Vievl of Rcso~1·~e ~1anng eOT.ent 
Introduction to Con f i ;:s ur a~ion N.J. n agc.:ner. t 
Syster1s Analysis - .:\ :fe thod 
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The fourth week is used to treat activities wh icl1 occur prio r to 
Contract Definition of a Sys tem Projec t (Conce pt Forn~ulation). 
Topics include the following : 

Conc ept Formulation 
Introduction to Systems Engineering 
Learnin~ Curves 
Introduction Govern~ent Contracting 
Integrated Logis tics Support Pl u.nnin g - 1\.rny / J.lavy 
AFSC/ AFLC Planning for Integr.::t.eci Log istics Su:Jport :J ·~ -:: ir:g 
system Life Cycle - Air Force 
Advanced Procurement Planning 
Technical Develop i:~ e11t PJ ans 
Concept Forn1Ulatior: C~se Study 
Total Package Pro cu r ement 
Project Ha ster Pl~n - Army/ IIa vy / Ai r Force 
Contract Definition 

The fifth· ~veek i s used prir:!<lr il:,' to d iscus s t:he evt~.nts and prcl.Jlc:ns 
Hhi ch ~vill f ace the Sys t em P r oject l·1ana:;er dur:i ng the Contrac:.: 
Definition. E!!iphas is on c2.rly pla nn j nt..; for support of t h e sys te;J / 
proj e ct is shm,':1. Topics \·.'hi c.:h uill be covered in this period inc l u de 
the follm·d n~: 

Transition to Contract Definition 
Procure ~·:2. nt: and Eug.i ncer i.nt; ;;.~;p:::c: ::s of Ccl-.tl:"ac t Dcf i r ~ ~ i en 
Cost ef fe ctive n e s s St udy 
Source Selecti on with an ~ssGcinteJ ex~rcise 
Nulti ple Incer~ t ivc :. ~ Ji t h .:1.n ::1ssoc.~ a ted e:xc rc.ise 
rrofit Po licy 
Financi.:1l :·bn.:l g c>me nt C-5,\ 
Contract Definit ion Cas e History 
N cgotia tion Proces s 

The crr.phasis on early plamd.ng is couU need tlirout;;l tile nc:::L four 
weeks by treatment of all s ubs equ e nt ac t ivities during t h e ac~uisit icn 

phase. Topics covere4 are ~s foll ows: 

Transition to Acquisit ion 
Manage~cnt Tcchniqu~s During Developcen t 
Planning and Control l-Ianageme n t (I'L!:..CO:·iS ) E;·:crc i Gc 
Engin22ring Re s pons i bilities During Acquisition 
Production Planning 
VCilue Engineering <iild Quality c\ss ur.J nce 
Specific2tlons and R.c lo.ted Do cu;;1cn t s 
Governr.ent/Industry Problems 
Configuration Hana~;encnt - An1~' /l.Jc>.\")' I Air l'ot·ce 
Technic<:·11 Pub 11cat.i.on ·- Army /ll avy /Air Force 
Facilities Planning 
Indw::; try 1 s Role in Conf i ::;ur at .ion t1a:Hlt;L't:1C.l1 t 
HanagcmCi1 t Tcch~1iq u~ s Dur::i n g PrDduc tion 
Reliability & l :2 i r. L.:; Jn<1bi lity Tllcoty, PoU.cy s~ E:·:~1:c.i':e 

Human Factors, ~·1otiv <: tion and Co.1Lidcncc Li.r.1it:s 
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ILS Maintena nce Engin e e ring Concept s & Da t a Systems -Arn~/ 
Navy I ldr Force 

Maintenance Deficieacy Reporting System Air Force 
Procurenent of Nanagement & Tecllnic.:1l Da ta 
System Safety 
Production Contracts 
Total Ship Life Cycle l1<:inage:11ent 
TFX Case Study 
Human Engineering 
Production Surveillnnce 
Effective Co~ruunication 
Augmented Contracto ~ Su~port 
Standa rd I nteg rat e d S\lppor t ~b.:1.:-;;el.~ent Systems 
Provision i ng - Army/~avy/Air Force 
Training Re qu irement s - Ar my/ ~lavy I Air Force 
Contract Administra tive Ser v ices 
Line of Ba lance 
ASPR Conmittee 
Nanag emcnt Surveys 
He~pon Sy s t CP1S Log i s ti cs Support Exercise - Army /:~avy I Air 

Force 
Transportatio n Re qu iremen t s 
Intcrna tio~a l Lo~is t ic~ 

Project :i-bnager Di sc1.:.::;sion - Army /:::.2.vy I Air Force 
Hission of DSA in Support of hreapon Systen:s 
Log is ti cs I·;oci.:: l ( Lif(~ Cy clc Cost .i.n:. ) 

The t en th and f inal ~:eek of the course :is used to rt escnt a c ot:l­
putcriz P. d Illan.Jger,le n t gam2 Ci ·:body ii1g r:12<,~,' of the p;:-inci;"' lcs eli~ cuss e d 
during the preceding v~cks. Stud ents arc dividcJ into tea~s w!.ich 
act as syste~/ p roj ~c t offices . The ob j Act of the s~m~ is to field 
a "-~C~lpon syste!:1 t o r.1cc t a s~1·' ci[ic rc;quh· ~:-·:~nt, n~Jtii;t:i.zing c.osL, 

schedule and per fcrL::.:.nce . ~u7ficient b ,:c;z., r o un J :in :~ o;~: ::a ti on is 
furnished to e nabl e t he t c<:n;:s to appl::,' l e s sens lc:ii~n·~d durin(; the 
course. 'i'he e x e r c i se i s con·:;)lcLed by tc3.:1 pr e sertt::Uo~1:> outlirdr~ £; 

the team approac h, problems encoun tc~ red , 1 cssons learned , .:md other 
points of int e r e st. 
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Postgraduate Education for Project ~-Iai~.::gers 

1. Graduate education significantly enh~nces the competence of those 
in the project management fi eld, including those at nssociated field 
activities. The structure of the ?~avy ' s post::;rad~1ale education 
system has been and should continue to be designed to provide an 
educational foundation for this area of endeavor as ~-:ell as r.1any 
others of Navy interest. This education system is cont.inu3.lly 
changing and evolving to meet Navy nceds and stated ~equi re:::e:-:ts . 

~ 

2. Graduate education progr-ams in technical are2s condu cted a~ :·r:8 
Naval Posq; raduate School and in Business ~\d~~inis tr :-:tio n, ?·r.:=.n ~;2:::-::1t 

and Industrial Engineering/~an23ement c onducted by s~vcral civilian 
universitj.es are presently avc. ilGble to s::tisfy specific I·Javy :- equire ­
nents. 

As a result of recor:-::-11endations/suggestions m.::de by various 
subspecial ty :::.dvisors the 11<:m~g emcnt cur1·iculu::: (Curriculu~l ~u::-,~e r 

817) at the Naval Postgraduat e School has b een reviE".-Jed. The ~~aterial 
Hanagei11ent electives (option 4) Hill be s trcn(; t honed and ori,::-t ;:ed 
so as to provide mo r e emphasis in weapon system acquisition. 

3. A specific educational progr.::.m in sup1)ort: of proj cct :-:.:n~:~r!~ .. c at 
should consist of forma l education in co~ir1e cring) sc.: i er;c e) or 
m3.thc-:...rn3tics folJo:;cd by ;r::-.du.:. tc educ:; :·3_on jr~ th~ fic;ld of I:13lkoel::ent, 
bus inc8 s ;lciminis l rat ion or 1.:-:d us t r i<iJ. ~r: ·; i 1:0 ..!l" i :1:3 . .\ cu rr ic ul ;1 of 
this t ype is bej_n~ dev e lop ed hy the~ Supc;_·.i:lL·~·Ldc·n L, Li . S . ::,1V:;1 
Postgi·aduate School and .Jn outline of the cun<cula is .:ll t achccl ns 
Appendix I to this cnclo ~ Gt: e . It i s con!~ j ~r:-n.:<.l ·,. e;ry J :!.l:~ly tl:;:L 

this educati01.al offering \.' ill attract n~:-! ::y bighly c.:c. ;;:~tr'Pt oJ.f ict:~rs 
·~:ho nay not be ::1ot'i\'c-"<t<-!d for en;;incerin·j o.r scit'!1ce pro~·.n~;r:s . The 
proposed curric1L: ~ :o uld b .::: tho. 8JucaL il'nal i:::\~~ foi· a ne~J f;ub!;:"~ec ­

ialty category •·~~ich is des c ribcrl i.n t~nclosul·(~ (5) but \·lould aJ.so 
be available to R2strlcted Line e nd SL3ff Corps Officers . 

Enclosure ( L,) 
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Ou tline of Proposed Curri culum in 

\·leapon Syst em Acquis i tion : t:msg::::::v=i.l t. 

1. The propos ed curricu l um i s curr2ntly being s t afred at the U.S. 
Naval Postgraduate School. Prelimin a ry lia is c n \d . th t h e SuiJcrin­
tendent indica tes that t h e course uill be si:-: qu:-t rters (18 r:lO i.~ ths) 

in length and lead to a Has ter of Sci ence Deg r e:c j n ; ra n 2ger.:cn t . 

The cours e 'l.·:>ill b e d esi~ned foJ:- t h ose offict:: r s r.1i t h 2n u:--~ er ­

gradua te deg r ee in a t e chnica l discipli ne . Topics t o be co¥ercd 
include: 

Fi nanci a l Mann~e~ cnt 

Eng j.neer ing Econo~ics 
Engineer ing ~~inislration 
Op e r a t i ons Rcse2rch 
SystPD3 Ana l ysi s 
Sys t ems Effectivenes s 
Cont act Ad~ic~s tration 

Wea? ons System Acquisition 
Cos t Es tir.1aUng 
Contract L:.n; 
H.:m."1;;f."':-:ent Jn[ o r 1:Jc: l ion ~;ystc:1s 

Q'I;'l l ity Cor:.troJ Theory 
En i!:m Fac t ors jn ~; ';~;'_Cl'1 P~~,:;ji~;1 

Pi.:b1:! c Sccto1- F.! t':·.:::..'c 

Dcc j sion ?'~;~ki.ng U:H:~r L~ilC•~rl.::inty 

R[·d ) A<l.:1inistr~1tion 

AP?L:.rn:: I lo I:1~clo::.urc (L;) 
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P~oj cct i·fanagemcnt Subsp ecialty 

A. Background 

1. A· large maj ority of the opinions, co~ments, sugges tions , 
etc. that have been receiv ed indicate that exp erience in proj ect 
management associate d activities is a major i ng r edi ent fo r ?ro~ucicg 

qualified candidat es for the top project ~an age r po~itions . :~is is 
true of both warfare specialists and restricted line s p ~ cia]i~ ts . 
Hithin the fraoe~·mrk of app r oved c<.1rcer p.:~t~erns th e qu <1 li fi 12d o : :t ::. ce :­
can be developed if the appropriate billets arc iden t ified a~d ·-
the right officers arc CJ. s si;;r•ed to these billet s in sequ e nce. The 
experience base can only be developed in this manner. 

B. Nethodology 

1. The f ollou ing factors ucrc cons id e red in dcv clo~) if!; 1:h is 
analysis: 

a. Weapon System Acquisition Manage~cnt is no t d i s cr c2t ly 
and uniformly dcfi11cd, as is an area o f cndc~vo r in engineeri ng 
or science. 

b. There c::is ts a v.-~ricty of <! C t i v i ties ~nci bi l le t s oulsid c 
the Sys tern CmrL-:l .:; n rl' s Hoc1dq uar t c r s as:-: oc ~a ted \vj th 1·?SJ..: L 

c. Neithe r Lh c biJ l et :; usr;ud al:cd \vi Lh ~·:S,\]: no2.· the )'d: - · 

sonncl in t r.:dning for q u;J.lj f ieat i or. .:!s rn:oje;~:t m,J.n2.:;e 1· s nrc }'J·(:sently 
un~qucly indcnti f i cJ ~ 

d. Heapon Syst c~l .\cqu j_sitjon ~l:'ln.::r;cr~~:f!t do0.s .J. :ld h'ill 
continue to e:d st •,Jith i :~ th e f r <.:~:e\mr k of the ~)rC:S('llt d;_:y :,:,~v-, . IL 
\lill evolve .:1s r:. 2\.J activi t i es r e place old <:md a s sp12d fie billets 
replace present ones . 

2. The URL billets identified as r clA. ting to Hcapon Systc:-:1 
Acquisition }fa'!1ag er,wnt uerc allocat e d t o the \.Jar fare spec ia l ty c2recr 
developmen t pattern tour positions so as to detern in e tota l require ­
rJents at each grade f or each H,::n:farc specially D.rld the nu:i\bc r of 
officers witli t he specified years co1:tr.1iss ion c d service r equired t o 
floH through the tour position annually. Th ese a n nua l f l o~'.' r .:Jtcs 
(equivalent to officers per year group) a rc shO\·.'n ir:. Appendices I ­
III. 

C. Cor-elusions 

1. The results of this billet revi ew show that approximately 
10% of the URL shore requirements arc 2ssoc iated '\.Jith \,:e2pon Sys t cr:l 
Acquisition 1-lagagcment . This is true o[ th e t h r ee major \.Ja r fm:<2. 
spec ialties, sm:f2.ce, aviat:i on ancl subr:1:1r ine a n d .:Jt c.J.cll of th:3 
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grade s cons i dere d. Altho ug h a n amo l ies do exis t in c e r t ain wa r [are 
specialtie s and at some g rades , the Na vy c a~1 dev12 lop tll.rough a c o­
ordinated s eries of ass ig~nents s~ff icien t of f ic e r s wlth the ri~ht 
amount of Harfare exper tise , e duc;; t i o n, ar:.d ~ ·l Sc\~1 c:-:pc.~rience fro ::~ 

whom the project m~nagers can be s el ec t ed . A tabula t ion of t he list 
of bille t s is a s f ollm1s : 

GR_!illE - - -

Designa t o r LCD~ CD1{ CAP T TOTAL 

1100 (Surf ) 135 118 108 361 

1120 ( Sub ) 31 42 20 93 

13Y..X C\vi a ) 104 166 78 = 348 

TOTAL URL 270 326 206 802 

1400 (EDO) 338 34 2 185 = 865 

15XX (AEDO) 108 135 86 329 

1700 (OE:CO) 34 52 20 lOG 

TOTAL RL L,. 30 529 29 1 1300 

3100 ( SC) 385 306 177 = 9jS 

TOTAL ;'!.\ V1 1135 1251 674 3060 

D. Rc e o m:11cndn.t ions 

• 
1 . It is r e c oi!!.r:J c ndcd l1::1t sd.> s ~cci.~lty in ? :r:oj c ct ~'~:i !!a c; c::1r~r.t 

be es tablis h ed Hi thin t h e f r<:!:-teHoi: k o f LlH~ c :·:is U::z subspecL:. lty 
concept . This i s nec e s s ary to dis creetly i den ti fy the Gil lets and 
t h e indivi duals uho p a ss thro ugh these billets . If th i s concept 
i s approved , th e Chi ef o f Nav:.1 l Pcrsonn C!l \·: i l l ;> r ovid e to OP:,;~'._V 

OP-01 ( SG) th e li s t of bi l l e t s i dentified as app ro~ria te fo r coding 
in this n c';.; ar ea . Concur r ently , BuP e r s uill revis e t he present :icC!:1 t­
if ication procedures f or of fice r s wh o attain t his s ubspecia lty. 

E. General 

Pla nned carreer d cvc:lo pi':e:nt pat terns f O 'l VRL \·!S,\:·1 subspccial-
ists b a sEd on approv ed Far f d re spec i~lty career devC"lopm12nt pl;m.s 
a r e shm.;n in appendic es I t hro ugh III. Listed f or c.-.ch Farfare 
specialty are t h e p rese r~.t [; l"a<.l e leveJ s , t he yec.t· s cor.nniss ionecl service 
(YCS) in 1.-1hich th e tour i s p r ogratr.me d, t h e to ta l ~·iS:'~·! r equi r c i:·.12nts 
for t hat tour , the annua l 1. eq ui reraen t~ f or th~lt tour i. e ., t h e numl:Jc r 
of office r s in each YG \.'ith the corre~> l'o:-t d ~nr: YCS in or ~..~.:.:r to P'.eet 
the total requ ir <:.: l.'. <~nt s of t he t ou r m-:. ti 1 <!~-; c J.y a brief d escri)llicn of 
t h e tour a nd t ypes o

1

f duti e~:; .2ssoc i c..L ed [ ~H-:!l"C".·: i th . 

139 





2. The graduate education in support of this subspecialty 
is"describcd in enclosure (4). 

ClL!\RLES l~. DU1~C.\l-l 
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GRAD1Z 

ENS/JG/LT 

LCDR 

LCDR/CDR 

*CDR 

CD~ 

*CAPT 

Aviation 1-larfare Career Development Plail 
WSAM Subspeci~lty 

YCS 

o:...g 1/2 

9 1/2-11 1/2 

11 l/2-16 l/2 

TOTAL HSN-1 PJ::G 

ANXUAL REG 

0 

166 bjllets 
83 officers/yr 

0 

Description and 
Types of Billets 

First and second sea Lours 
with basic wnrfare 2cvcl-
opment. Gradua;e educa­
tion in sup?ort of sfn ior 
billet requirements. 

Air Sy':;tc·r.l Co:-.;-:anci, ~~T'RO 

N"l\TC, Asst to brm;~!; / div 
heads . OP~~V, Gr~du a te 

cduc:atiou for those rwt 
previously 2ttendin8 . 

Third sea tour 

16 1/2-18 1/2 166 billets 

18 1/7.--20 -:.../ 2 

20 1/?-22 1/2 

22 1/2-2:> l/2 

83 offieer;,/y~· :~~~C , Air Sy:..; Co::t, OP:·:.\V, 
i~av,\.irL-ml /Pc.<.c , t~:'iW , 
A~;s t P?-r, Branch Hc.:tds, 
n· ... :s:·:c 

0 Fourth sc.:: tour . 

7 S b 1.11 f~ t s 0 ~> ; I i\ V , J 0 i n t S t .:: £' f , ?J .'· 1 C 
39 oftic(!r:,/yl~ Air Sys Co,:: . 

0 Deep drait, ::ajor C:ui'tr:.and 

*Note 1. Commanders \·:h o do not serve an entire third sea tour c3n fill 
some of the 166 Cc~~ander billets .::lloc~LeJ to this time frnmc. 
Number is a funcL ioa of oper;;ting force requirerrients. 

*Note 2. Captains with 25-30 YCS can fi ll so~c of the 78 Captain 
bille ts alloc2t0d to t~1L; til:·,c· fraoe . Number is a function of the 
actual inventory r eLnhling in the i.~avy 2nd qu:1lifi ed in this c:rca of 
endeavor . 

*}1ote 3. Dcsignat~:d ::2jor Conm:J.nd Eauiv.11C·I1t: billets 'i·:ill be filled in 
this time frame . 

APPF"l'DIX li to Enclosu:re (5) 

141 





H\.T 02A:TJiJ 

FIRST ENDORSD1EHT on BUPERS ltr Pers Ag-s n~,' of 28 April 1970 to C~O 
via C~N 

From: Chief of Naval }~terial 

to: Chief of ~aval Operations 

Subj: Career Develop~ent and Selection o{ He a pons System. Ac e. uis:;.::: ion. 
Hana~ers 

~ 

1. Fon1anled recor;1mendinr, app;.:-ov .:!l subject to the fo llo\.Ti!lg C'JJ:::-.e:-tt s: 

a. The Chief of l·rav:1l :2. te:cial is chnrged \·.ri th the respo:; :-.:: i2 : li ty 
of designating ~ark efforts to be projecti~eJ . It i s therefore r~co~­
mended that those Froj ec t :C!<:.n.J0er positions) r eport in(; to eithe7" a 
Systems Commander or to the Chief of 0!.:tvnl Haterinl, tllzt are no:~.i~ated 

by the Chief of !X'aval Haterial, subject to r ev i e~·7 by the Chief of :~aval 
Operations, be considered for designation as "equivalc:.nt to :::.Jj o,e co:l.­
mand." The larges t nui:1b er of positions to be considered for dcsigMlt ion 
would be at the Systems Com:11:1nd level , since it is the policy of Lhe 
Chief of Haval }:f!teri<"!l th;1t nroj ects be de~;ignatccl .:tt tlwt level 
unless overr idin:i cons i de r at: Lm1 s pre';a.il . 

b. The conce:) t of s e l c:: t inc ~J r oj oct :1 .:m n~er s tll rough bo3·::d ~tc t ion 
is concurred in. It Ls recc::l~ :1c~"tt1eu tlJ.:.:;t Uw ;:::::-:c s~:.l_c(.:Uou bc·c:-1:ds 
respons ible for 1;1n j o r ship .:.:nd shore co~:::1.:: :1 d selections b(~ ;.i~ i 1 i ;.:'-.:J. 
for the selec t io11 o f projecL r.::i1<.16ers c.nHl th.:1t t::1e r:.1r::cs of offi.ccrf> so 
selected ap peal:' on the s;..me l is ti ng . It L; further recoi:l.::C::1 1icd that 
the bon rds, \vhilc sitting fo r th e purp()se of se l ectjn~~ projl~ <'t.: i'l~!n<' . .f_;e r s~ 

include a Chief of l{avnl '!·1.:~ L cr j al rcprescnu~ t ive of f l::-1~~ n-:.nk . 

c. Hhile the primary cr..phas:i.~; of the bnsic cor!'f'~·po::dcnce 

addresses project r::.anagcrs <i.u(l the unrcst··.i.cLc~l l.!. ne offic-er cc~::nunity , 

of equal importance are officers of the re s tricted line and staff 
corps in positions as a cquisition and pro cure:::;ent P'..:E' • .::ge rs in the '.-.reapons 
sys te::1s acquisition p1:occss . This cor:b j ned co:m:nn:.i [:y, consisting of 
approxi.r:1ately t\·:o-thirds of the tot a l officer population involved in 
weapons syste:r.s c; cquisition ( 1300 restricted line anJ 958 staff corps 
officers) h ave been omitted fr on any career plm1nin 2, ra t tern. If 
we are to attract and r e tain out s tanding personnel to these assign-
ments then thes e personnel must r ece ive reco~nition through tot.::l 
career planning. 

2. The com~lexity and expense of tl1e \.renpans systcr.:s of tod.:ly neces­
sitates the de\·clopn:ent of a highly expe1:ienccd c<.!d rc cf offj ccrs 
'\..rho are and Hill be involve d in their .2cquisit:ion. The oper.:1.tor/ 
user experience thc?.t the unrestr ic ted line officer possesses ll.:1s 
been nnd will continue to be invaluable in a snu ring that ~eapons 
introduced into the fleet are c op.:1hle o f lf~2C'ti ng thl~ !..hre2. t [oc uh:ich 
they \:e re conceh·ed. The rec o3ni t.:icn of L :~.: s neeri by the Chief of 
Naval lJers onnel Study .::.nd the pL:ns to i•:·pJ c: •. :·:~nt tlH? n:.co::c::·.cr,c:...:t: i.cm:; 
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thereof 1.d ll do :nuch to cn2ble the Chief of :~u·,•al >bterial to resp cr,­
si~ely and successfully carry our nss igned responsib ili ties, both to 
the Navy and to the Chief of N.:tval Oper<1tio,:s . In the fin,J.l a71aly s is, 
Navy success in i mproving the acquis ition p:!:ocess rests in t:he c l.:-. :: r 
demonstration that the best available talent is assi8ncd Lo mn t e rial 
acquisitio!l requir ement s in the sarr:e manner ,J.s provided for opera­
tional requirenents. 

Copy to: 
BUPERS 
COtiNAVAIRS"¥SC0:'1 
CO}mAVELEXSYSCOM 
CO~·!NAVORDSYSC0~·1 

COH::~AVSIIIP SY S COH 
SUPT PG School 

• 

I. J. G .. \LATUJ 
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Appendix C 

Guidance for WSAM Aviation Subspecialty Board 

Qualifications for Project Manager 

1. Significant Operational Experience. In all cases this 
will lnclude at least two operational tours, preferably 
through department head level. For the URL officer this 
will usually include command or executive officer du ty at 
the LCDR/CDR level. The emphasis under OTMS will be that 
of "multiple paths" and careers di r ected accordingly . The 
Restricted Line officer should have served in challenging 
assignments under similar pressure situations and which 
demanded superior leadershi p ability . 

2. Technically Qualified (In order of desirability) 

a. Masters Level Education in: 

Engineering 
Physical Sciences 
Math , Quanti tative Analysis or Computer Sciences 

b. Tes t Pilot School or Nuclear Power School 

c. Bachelor's Degree + experience in same disciplines 
as 2a. 

3. Management Quali fication (In order of desirability) 

a. Masters Level Education in: 

Business Administration 
Finalcial Management 
Industrial Management 
Material Management 
Sys tems Acquisition Management 

b. Advance d Functional Training: 

Harvar d Short Courses (AMP & PMD) 
Defense Sys t ems Management School (Fort Belvoir) 
ICAF 

4. Experience 

Ideally 7-8 years in following types of duty: 

a. Washington Area Cat least one tour is essential) 
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(1) Proj. Mgr. Staff (or Projects) 
(2) Asst. Proj. Mgr. for Logistics 
(3) "Type Desk" at SYSCOMHQ 

Note: Highly desireable that (1), (2) and (3) 
be in same SYSCOM as project for which 
individual is selected. 

(4) Platform (Hardware) Sponsors Organization (e.g. 
OP-506) 

(5) DDR&E (SECDEF) or RDT&E (OP-98) 
(6) Financial Mgmt (SAM Associated) e.g. PAMN, SCN. 
(7) Defense Nuclear Agency (selected billets). 

b. Field Activities. 

(1) Naval Plant Rep Offices 
(2) SUPSHIPS 
(3) OPTEVFOR 
(4) Test Centers (e.g.> NATC PAX, Naval Missile 

Center) 
(5) LABS- (e. g ., NADC Johnsville, NOL , N\.JC, 

Larence - Livermoor) 
(6) NARFS or NAVSHIPYARDS (Senior Tours) 

c. Sea Duty 

(1) New Construction (Selected cases) 
(2) Fleet/Force Material Support (normally RL only) 

Remarks: Weight given technical vice managerial qualifica­
tion may vary. Technical competence appears to dominate 
requirement for PM up to the point of production and fleet 
introduction. Thereafter , management skills are most taxed. 
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Appendix D 

Recommended Selection Criteria for WSAM By Rank 

GENERAL. Additional Qualification Designation (AQD) Codes 
from NAVPERS 15839C, Makual of Naval Officer and Personnel 
Classification, are used to designate officers who have 
been chosen by selection boards as WSAMs. The WSAM Selec­
tion Board will designate an officer with one of the 
following two codes: 

WSl - WSAM Program Selectee is an officer who has been 
selected to the WSAM program by board action. Generally 
this officer has graduate education and/or experience 
in weapon systems acquisition management but has not 
been fully developed in the field. 

WWl - Weapon Systems Acquisition Manager is an officer 
who has been selected to the WSAM program by board 
action and who has working experience and superior 
performance as a weapon systems acquisition manager. 

Generally speaking, the AQD WWl is assigned only to officers 
who have had significant qualifying experience in the Naval 
Material Command. Those billets considered to provide the 
opportunity for qualifying experience have been identified 
by CHNAVMAT. These billets are coded with AQDs WTl, WPl, 
and WWl. The list is available from OP - 104 and should be 
used by the Selection Board as a ready reference. 

GUIDELINES FOR APPLICATION OF WSAM AQDs TO VARIOUS RANKS 

CAPTAIN-WWl 

1. Must have technical or business management qualifi­
cations as follows: 

a. technical qualifications 

(1) masters level education in engineering, 
physics, math, or computer sciences or 

(2) bachelor's degree plus at least two assignments 
in the Naval Material Command in positions 
providing experience in the same discipline. 

b. Business Management Qualifications 

(1) masters level education in systems acquisition, 
business administration, finance industrial or 
engineering administration, economics, procure­
ment and contracting or 
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(2) f i ve - month Program Managers Course at Defense 
Systems Ma na geme nt College (Fort Belvoir) 
followe d i mmediately by duty in the Naval 
Material Comma nd in any WSAM billet (WW, WP or 
WT). 

2. Must h a ve at least 7 years of experience (including 
on e t our wi thin t he l a st 4 years) in billets coded WWl, 
WPl, or WTl . At least one tour in the following types of 
b i llets l S r e quire d : 

a. Dep u t y Pro ject Manager - This is the second in 
command billet in the office of a CNM - level or SYSCOM­
level designated project manager. 

b. Deputy Project Manager for a Function.- This is 
a billet in the office of a CNM-level or SYSCOM-level 
designated project manager with staff responsibility 
for a major component of the weapon system (such as 
avionics), a major phase of the development, production, 
and support cycle (such as Director, ILS) or a major 
division of the project office activity (such as 
Business/Financial Manager). Experience should have 
been at the 0 - 5 level or above. 

c. Assistant Project Manager working for a Project 
Manager in a Systems Command functional group (engineer­
ing, contracts, logistics). The officer in this billet 
is not under the line functional authority of the 
project manager but devotes a substantial portion of 
his time to a specific project and normally partici­
pates substantially in the decision-making process. 
Billets in this category have AQD WWl or WPl. 

d. NAVPRO or SUPSHIPS - This is the top billet in 
these activities and the officer must have served in 
this activity while the associated contractor was in 
the production phase of a weapon system managed by a 
designated project manager at the CNM or SYSCOM level. 
The billets in this category have AQD WWl. 

e. On- Site Project Officer - This is a billet in a 
NAVPRO, SUPSHIPS, TECHREP, or DCAS office in which 
the incumbent works on one weapon system and serves 
as the primary working level contract for a CNM-level 
or SYSCOM-level designated project manager Billets 
ln this category have AQD WWl or WPl. 

f. "Type Desk" at SYSCOMHQ 

3. Must have been a top performer ln those WSAM 
qualifying positions. 
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CAPTAIN - WSl 

1. It is normal ly not desirable to include officers of 
this rank in the WSAH Career Management Pr ogra m if they 
fail to meet the criteria established fo r AQD WWl . Excep ­
tions may be made for officers who h a ve b een deep selected 
to the r ank within the last two ye ar s , are presently ser v i ng 
in a WPl or WW l billet, and h a v e the requisite technical 
or business management educatio n qualifica tions. 

COMMANDER- WWl 

1. The t echn i cal or b usiness manageme n t qualifications 
a r e the s a me as for Captains . 

2 . Mus t h a v e at least 5 years of experience (inc luding 
one tour within the last 4 years) in bille ts coded WWl , WPl, 
or WTl. At least one tour in a billet c oded WPl i s required. 

3 . Must have been a top performer in Lhos e WSAM - quali ­
fy ing posit i ons . 

CO MMANDER- WSl 

1. The t echnical or business manageme nt qualf ic iat ions 
a re the same a s for Captains. 

2 . Mus t have at least 3 years of prev ious e xper ienc e 
in bille t s coded WPl or WTl . 

3 . Must have been a top p erformer ln b i llets coded 
WPl or WTl . 

LIEUTENANT COMMfu~DER-WWl 

No t a ppl i cable 

LIEUTENfu~T COMMANDER- WSl 

1 . The techni cal or bu s iness mana gemen t qualifications 
ar e t he same as for Capta i ns except tha t t echnical require ­
~ents ma y be met by a bachelor:s d egr ee plus one assignment 
ln the Na val Materlal Command in any WT positiOn. 

2 . Mu s t have a s u perior performance r ecord . 
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LIEUTE NANT- WSl 

1 . Must have bachelor's de gree l n engineering, physics, 
math, or computer science. 

2. Must have superlor performa nce record 
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88 STAT. J PUBUC LAW 93-294-~·JAY 31, 1971 

.\."\ \CT 

To aruenrl SP<'tion 301 of title 37, United ~tntP~ <'ocl~. rPiatilll.{ to iiH>t•nti\·p Jl:t)'. 

to attrnct aud retain volunt~r~ for a\·iation <"rP\\' lllt>Jillwr clutif's. and for 
olht>r pnrpo~PS. 

!Je it enocterl by th~ Seoate ''"d !louse of !lCJII''sr·Jdotil'f's oj the 

l77 

\\a v J I • 1 OJ 7 4 
H. R. 12070 ) 

l'nitNl ._\'tate.~ of America in COII(!l'P88 m;sembled. That this .\c·t may Avta!lon CarPer 

\)(~cited :lR the "Aviation Carl'l.'r IncPntive .\.ct of 1!17-t''. lncenttve Act of 
19 74. 

SEc. :!. ( 'hapter 5 of title :)7, {-nitPd ~tatP~ Co(lt', is anH'IHle,1 ns 37 usc 30ta 
follows: n ot<>. 

( 1) ~('{~tion :301 (a) ( 1) is aml'nded h.,. strikin;! out. "a new 
member'' and iit~Prtinl! in lien tht>rl'of "all t•nlistNll'n•w llll'llll11•r". 

(:2J ~ecti(m ;jOl(l!) is rerwalt•(l. . 
(:q The following llP\\' ::.t'('tion is iii~Prt•·d aft,•r :-;pctinn :~01 

and a ('Of'r'f'Sponding itt•m fort !tat S«'d ion is in;-;••rt ,,d in till' ~.:hn ptH 
analysis: 

··~ 301a. Incentive pay: aviation career 
.. ( :t) (I ) Snbjt•d. to n'glllations pr('snihPd hy t lH• Pn'slllc·Ilt, a rnrtn­

ber of a uniform•·d setTi•·t~ wlHl is t>ntitled to ha:-;ie ]':ty is al:;o c'lltitlt>d 
to :n·iation c':ti'P•·r iitCI'Ittin' pay in tlH' antollitt set forth in :'lllh;-;ection 
(b) of thi:-; sec·tion for the frrque11t and rt'gular perfonnanre oi op ... ra-
tional Ol' prori("it•nc•_:.· tlyin;! duty n·qnirwll,y onlPrs. 

"(:n .\,·iation cart>•~r iw·entin- pay :-;hall be n•:--rrif'I,•d io reg11t:ll' 
and resc>n·e orli.rt•rs who holtl, ot· arc> in training lc>adin;! to. :111 aPn>­
nantical rating or •lesi;!nrttion aud who e11gage and n·main in a\·iation 
!;en·i··e on a can'er ha:;is. 

"(:q "Cnder rPgnlations prPscrilwcll,y the ;--; •. c'l'etary of j)pf,•t•"l'. t!tP 
:'eerPtary of Transportation with I'«'Spt>l't to tltl' Coa;-;t Cinard wlu•n 
it is not operatin;! as a S('r\'i•·c> 111 tlH' Xa\·y. ot· thP ;--; ., ,TI' I:try of Com-
mPrcp and the :-;ecrptarv of Il••alth, E(hwation, and \\'plfai'P with 
l'l''-'PN't to nH'mbc>rs llll;lN th(•ir rp;-;pp•·tin• j11risclidion. an ollil't'r 
( r•xcPpt a. flight surgeon or ot.ht•r mPdiral ollin'r) '' l1o is I'll I itl,•d to 
basic pay, holds all at>ronautiral rating or dPsiguatiotl, and i:-; cptalili«'d 
for a\·iation ~Pn'i('P 1111dt>r rt>gnlntiom; l'rPScTilwd hy litt• ;--;,.,·rPtal',\' 
I'Olil'l 'l'llPcl, i~ PntitlPti to ('OiltiiiiiOliS lllllllthly illc'Pilti\·t• p:q· Ill t}JI• 
amount. ;-:pt f01ih in ~ubsc>c'tion (h) of thi s :-c>c· rion tltnr is :tl'l'li··ablP 
t() hit11 .• \ flil!ht. surgc>on ()r r>t hc'r nwdical otlicN who is t'llt it J,•d r o h:t:-11' 
pay. l1olds an ncronautiral rating or dP:-;i~n:llion, and i ~ cpt:tlitic•d !'or 
:J.vi:ttion ~Pr\'ice undf'r rr·uulation:-; pr«':;:criLt•tll,,,. tltl' ;-o;~·•TI'I:tt·y c·ott-
I'PrnPd, is nol entitled to continuons lllOnthly iw·••nti,-p pay ln1t i~ 
rnti tlNl to monthly incentin~ pa,y in ttw amo11nts :-;l't forth in .·ml,-
·'t>rtiou (h) of this section for tlH· fretpwnt and l'«'gular lwdornlntw•· 
of (Jfl('ratiolla.l flying dut.y. 

''(·l) To l1e entitlP<l to cnntinllolls lllOiltlliy incPntin• pay. :m ullit'l'l' 
~lll'>t. p~·rfo rm the presc l'l lwd opt' I' :I I ion :d fly iII~ dlll i 1':-; ( i IIi' lw Jill;! 
rl1ght training hnt. excluding prolkiPn!'.)' fl,\'ing) for ii oft hP lir~t 1~. 
anti 11 of the first 1~. vear:-; of llis a\·ia.tion :-;pn·icc>. llom'n•r. tf :lll 

o~cc>r performs tlH• pr;•scrilwcl npt>ration:d llyitl!! clnt i c·~ ( II IC'Illdin;! 
H.1ght trainin1r hut excludinrr prot1ciPtlf'\' thin•r) for at h•ast ~~ llltl lP~:-; 
thanll of th~ fir,t, lR ye:ns,...uf his :n·iatiot; s•·~\·i··~·.ltP will I"' ··nt•llt>d 
tQ continuous moitthlv.incenti\·e pa\' forth«' lin ... t :2:! \l':tr..; of l1is nlhc•pr 
&>nit>e. · · · 
. '~(.'i ) If npon completion of Pitlll'l' 1:.! or 1 ..... y••ar~ of :t\ iat11111 -..,·n·i,·•· 
It lS dc>tennined tltnt an oflict·r l1:ts f:1 i lc>d to 1 , .. rfonn t l11• lllllltlllltlll 
prescribed Ol)(ll':ttiona} f\yilll! duty rc•cptirc•IJWIItS cJtnill!! I he• j) J'I'~·'t'l'ilwd 
periods of time>, his entit.l«·nwnt tn ··ontinllotJ:-; n•o••tl•ly llfl"'''"i'l' l':•y 
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Defin1tions. 

PUBLIC LAW93-29·l-\1 .\ Y 3i, 1974 [88 STAT. 

ePa~es. It at tit.--• Cot llple tion of 1:.! ,Vt'ars of :t\ i:Hiun :-;p r·yicP Pntitlt•nwm 
to eontinum:s lllOnth ly in,·t•nti n• pay \'I':JSI'S, ''Ill it lt•nwnt tn tlwt pay 
may ngnin coJIIlltenCl' nt the l'OIIl}!i\·1 io11 of),-.: years of :l\·int ion scn·i ,·e 
npon conq,J,•t iou of tl11• nunitn11111 \•['PI':Itional liying dnty requin•­
Ill('nts, such pa.y to continue for a pC'rio' I o~ : im(' n..,c:; p1·r~erilx·d in accord­
:lllce with this S('Ction. Howe\'C'r, if entit.l~'llll:'llt to r ontinuous monthlv 
incPntiV(' pay l'l':tSC'S in tla• 1':l!X' of any •lll ict•r n.t t h\~ compll' tion of Pit!H•wr 
1~ or lt-1 \'(':trs of :n·iation S\'r·,·ic\', ~w·h officer remains entit]C'tl to 
monthly ii1cc>ntin~ pay fo1· !he pt.•rfomlan,·e of sn!J:;;\'<pwnt OJwrationnl 
o1· protkiency tlyin~ dntit>s np to t lw maxin111nt pe ri od of tin I\' pr<· · 
scrll>Pd in nceonlano' witi1 this S4.'1't ion. 

''(G) For the pnrposPs of this se1'tio11. thC' tt•l'111-
"(.\) 'op" r:rtwna l llyin~ <lnty' nw:uh llyi n:,: }wrfonnt•d 111Hl"r 

~~ompl't1•nt o1'1lcrs by r:Jt('d nr dt•signa ft'•l r,H•rnbt> r!' wl1ile :-'PI'rin~ 
in as~i!!'nme11ts in whi,·h basi,· thin:,: "kill;-; normnlh· an' lllain­
tnint>d in the JH.•rforrnarH'(' of ;lsSi :,!l! <' d dntil'~ as dt•tl'l'rnint•d by 
t IH• ~1'\'l'C'tary t'OIII'f'I'JII'tl. ar~tl tiyin:,: twr forawd ll\· nH•mlH'I':-' in 
trainin~ that ],•:1ds to til(' :1ward of ;111 at•ron:uul,·:d rntill!! or 
dt>sig1u~tion: and · 

"(H) ·proti t: iency n_,·i ng- duty' IIW:IIl:"' tlyin:,: pprfonuPd IIIHl l'l' 
COJnlH'tent onh•rs by r:1ted OJ' dPsi~ll:ltl'd lllt>Hllll':·s whilt• :-i\'1'\"ill :,! 
in a.ss ii!IIIll('llt:-) in wh i,·h :-:w·h :;kill;-; \\"nn ld norn1:dly 11ot l11• nwin­
tain<•d in the p<•rforma 111'1' of :1~~igrwd dnt iPs. 

" ( h) ~\ ITlC'tnhC'r who satistiPs tlw l'l'f}llli'I:'IIH'IIts c]psnihl'd in ,;;nb­
section (a} of tl1is Sl'ction i~ t•n t itlt·d to lllOIIthh· irH'I'II tin• pay as 
follows: • 

"(1 ) For an ollict>r in pa.y grndes 0 -1 thron: . .d1 0 -10 who is 
'l"al i tit•d rmdt•r· snbst•<·t io11 (a) of this 'iet· tron: 

")(outhly rate: 

\'1•:tr<: tlf ;1\"i at inll -:pr\'icP 

( indudin;! tlight train­
til l! l a s 1111 ,,m, ... r 

$!()() __ _ _ _____ ------------------ - ---- ---- ... :! 
$1z::J __ __ ___ __ __ ___ ------------ _________ __ o1vp r ·• 

$1;~-------------- ----------- - --------- --
~165 _____________ _____________ ----------

$~4~----- - ----------- -- -- --- ---- - -- ------
" l'ha:<P II 

" :\lonrhly ratP : 
~ .. .,-. --·' --- ---- ----------

\ ,\.i'r .•. 
4 )\·,·r l . 
I '·,·p r (i. 

Y o•:1 r:;; •ll' " ''r\"il''"' a" :111 Ptfi· 
··••r a-. ··ntHfllllo•ll IIIHh•r 
..,, ,.·t i• m :!OG 

1 I\'Pr 1 "· 
$:.!();) _____ __ ___________________ __ _____ _____ 1 '""r :.!0. 

$1~.»- ------------- ----- --- -------·-- --- -- ()\"f'r :.?-2. 
$!().; __ _________ . _____ _ . -- - -- - ------------- (1\'t>r :.:!.t lout not •H"t'l" :.:.-•. 

An offirer is ('ntitlC'd to tho 1·atrs in pha~e I of thi~ tn],J,. untillll' 
has <.'Ontpll'tNl I~ ."'':11'~ of ~ · ·nit·" :\S an otJj,•,•r. aft,•r whicl1 hi~ 
f'ntitl('mcnt i~ :1:'1 pr('~(Tiht•d h." tl H~ rntPs in ph:1S\' IT, if lw hn:- co111· 
pleted at l<~nst ()yea rs of aviation S<'n·i,·C' as an ofli•'i'f'. Ilmwnr. if 
l11' has o\'PI ' IS' t':lr -; of ..;pn·t,'<' as an otli t•t• r. I lilt not nt lt•:l:..;t f\ \''':1 r~ 
11f aviation -;pr·,·ic·(• a-; an olli,·<'r. lw ~·nntiiiiiC':' to lw :-nhjel't r·o thP 
r:tt('S Set forth in ph:tSC' f of t}w tnhlt• that apply to all nflj,'\'1' wlro 
has less than () YC'a rs of :1 ,. i:11 ion ~~·n·wC' :1~ :111 ollirl'r .. \ n onit·t>r 111 
:t pay ,!!l':tdt• nl~l\"f' () ti i<.; I'll I J! l~·d. IIIli i J lit' ('()JIIj1l('tt'S ·2.-, :VPHI'<.; of 
<.: t•n·ir1• a,.; au olli e'('!", to hP ]'a id at tllP raft'-. . ..:(•·t fortl1 in this t:ddt•. 
('XI'P pt tlull all olli<'"l' in 1':1,\' gr:ttll' () 7 111:1y not h(• p:t id 11t :1 1·at'' 
)_!rl':t!('(' th:111 S If;() :1 illOIItlt, :111d :111 otli<'l'l' in p:H ;,!l'fl<l(' () .~. PI' 

nl){)\·C', rnny not Lf' p:1id :1 t a 1":111' t!n•:ll••r tha11 Sltlt1 n lllontl1. 
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88 STAT. ] Pld3UC LAW 93-29· ~-\l-\'\ :_;1, 197 t 

''(:!) For a warrant ofli1'1'l' who is 1p1:111t1Pd mtdPr stli•st·•·IJ01t (a) 
of t.his S('<'t illn : 

··~ r outltl,v ratP: 

$1~) _________ ---------- -------- ---------$1 10 ___________ ________ ____ _______________ _ 

$:!00 ________ __ ____ -··-- ·- ------- . --- - -----

a 11 otti•·<'r 

:! or IP"='· 
0\'PI' :!. 
( )\'1'1' ti. 

For tla~ pnrpo . ..;(':-' or ('LIII"t'.~ ( 1) <llld ( ~ ) nf t hi:- ~111 ):-PI't.ion. t ll t' tl'l'll\ 
' aviation ::;en·il'l'. 1tH':ll1:-:. ti11• :,o;•·n·i,·~· j)('rfornH'd, umh·•· l"l'l!lllnt ion~ pr\'­
:-rrilwd 1,,. til•• ~t't'l'l't:tl'\' t'!Ht:'t'l'lll'tl. ,,,. :111 nflj,·,·r. and thl' \'(•.ar~ uf :l\·i :r­
tion sen.'il'l' a•·e rOI11j>l.rt('d IH'gillllitt~ '' 1tlt rlw l'tl'l'l'ti,.,;· dati' of tlte 
initin.l order to t~<•rforl\1 a\·iatiolt "'''''It'''· 

" (~ ) 111 tiuu• of \\:11', tltt• Pn·~llil'llf 111:1,\' !-'liSPI'lltl tiH· J>:1Yllll'llt or 
:1\·iatiou can·Pr ilt('l'ltti'·" pay. 

''(d) {rnder n·gulations pn•sr'l'; l}('d L.v rltP PrPsid1·1tt and tu tlw 
l'Xtl'lt( pro\·idl'l) for h,\ :Ijljii'O)•I' I:t(IOII :-. \\" !It'll :1 lllt'llliH'I' of a 1'1'!-'1'1'\"P 
r onljJ(ll\<'llt uf a 1111ifPI'IlWd s<'n·j,., .. ut' nt' tit<' .\'atinn;rl (ilmrd. \\· llu j.., 
t"lltitl<'d to ('Ontpt•llsation undt•r ~····tin11 :!tlli or tltis titll', Pl'l'fOI'IliS. 
undl'r onh·r~. durv ll<o:'l'ril~<·d i11 std•!-'l't'tion (a) of tltis :'l't'IJnl\ for 
Jur•mlH·r:-; l'lltitiPd r'n basil' 1':1.'. Ill' i:-- l'lll irl1•d tr) :111 illt'l'l':t='P i11 t'Oittj•('l\­
,.;ation I'C)Il:rl to 1,<)0 of tit(' lttulttldy illl'l'llti\ I' p:ty aut lwrizPd by :-o;llh­
~edic•n (h) (11 or(:!) t)f tltis ~l't'lion. n:- tlt1• t' :lSI' 111:1y ' "'·for tl11• 
perform:tnr·p of that duty h,r a ltll'lltht>r of l'orn·sponding ,\'P:Jr:; of 
a\·iation or otlie('J' Sl'n·ir<'. as :tl•J>I'Ojll'i:tlt'. ''ltn i~ l'lltitll'd tn basil' pay. 
~11~h ll11'1llill'l' is l'lltirh•d to f1t~' int'l',•:•:-•• for :1~ l.ml! as he is qllaiitil'd 
for it. for 1':11'11 n·glll:11' ppr·ind of in!-' t :· ,, ,.t ion. nr i"'riod of a pj•ropriatl' 
dnty. at whit•h lll' is png::1.!!1'd for :11 ~ .. :1:--t 1 1\'0 ltonrs. includin!! that 
JH'rfo11lll'd on a :--:lnHla.\· or lwlid:1y. or for tltt· p1•rfnrm:t1Il'l' of =-•wh 
ot iH•r l'(jlli,·all'l1t t raiuinl!'. inst rul'fion. dt1ty or :tppropriatl' duti1•s. ns 
t!t <' :-'('l'l'Ptary 111:1_\" jH"I'~<·ril~<• lllldl'l' ~<'l'li•••• ~l l (i(a) of tlris titl1•. This 
:illh~Pdion does not apply to a lllr'IIIL<'r \\'ito I'-' I'll! it l<'d to ha:-,ir· pay 
111 11 I<' r SPI't ion ~ o 4 o f t It is t i t h •. 

"(l') Tlu• :-'<'l'l'l'l:try nf Dt•fr•lt~r· ~lt:tl i tr•j•nr·t to C'nng"l'l':'~ lu•i'on• 
. Jnly 1 <':ll'lt yc•ar tlll' 1\llllth,•r nf r:JIPd ttll'lll !.,•rs il_\ pa_,. gr:u)p who­

''( 1) h:J\'1' i~ or 11.\ \'1':\I'S nf :1\· i:tlloll Sl'l'\· i,- , •. and of tho:-:1• llllltt ­
lwrs, th<' 111111tlH'r \\'ho.an•l'lltirlt>d ,.,,·ottf tlltlfllls Inonthl,· illl'l'llli\·1' 
pny lllld('t' ~nl'~"''tion (a) of tlti;-; St't'( 1n11: :uld · 

"(2) :tn• IH'I'forminl!' O['l'l':1tinlt:ll f l,, ·i".~ .lnri,•:-:. prolil'il'llt'.' lly­
illl,!. and tltoSI' not l"'l'i'ol'lllill!! 11.' i1tg dJtlll'..;.''. 

S1·:1'. :L ~pctinn 71.-, nf tl11' ))t•j•:1rtnw Jtl 11f l>"f,· • •~·· _\)'prop ri:ttinn 
_\!'(, 1:17:~ (~li :-'t:rt. 11!1!1). and sr•din 11 71.-· oi' tlw )iPjl:ll'lllH'Ill of 
l)l'fPllSI' .\pjll'Ofll'i:Jtioll .\1•(, J!)'jj. (~ ';' :--t :d. ]tl-1 [ ), :11'1' l':lt'h :11111'1\dt•d 
hv f'triki1w out tlH' last !"Plltl'lll'~' . 
. SF:I'. ·L '":.'\of wit lt~=tanrl ilt.!.!' t l11• :1lllt'ltdnwnr :-: ruadl' 1,,. t hi~ .\ct . nn 

otfit'('l' \\'ho was l'llt-itlt•d to illt'Pttl i\'1• pay nud,·r· Sl'<'iinn ::111 ( :t) \ 1) 
of title !)i, {'nit('d :-'t:1t1'S ( 't~dP. ron .\In,·;\[. J!l j:~. or nn till' da\·lwt'nn· 
tlw elf(•divl' dntr• of thi:-: .. \d. if ntlll't'~\i:O:P rpl:t! ifir·d 011 thP dn~ lu•fnn' 
t},e clf<•(•t j,-<' daft• of this .\t•t. i:; ('llfltiPd tn montld\· itll'l'ltti\'1' pny :ts 
pr<'snih<' tl in <'itll!'l' r·lnn~<' ( 1 l or (::-!) oft hi:-: St'l'l inn. :1s folln\\'s: 

(1) Tf Ill~ is r'T'Pditl•d \\'ith ti n1· 11'<::!'- \'Pars nf :n·iatinn ~"n·i<'P 
as an otllcPr, n.nd \\'itit ],•..;-: titan 1~ \'1':11··::; of SI'T'Yir<' as :111 otlil'l'l'. 
he i8 ('ntitled to mnntltl." iwrnti,,·· p:1~· "ith1·r --
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180 

j7 Ll ~C .! ul. 

Atlle, p. 17 7. 

A nnud l r~ '-"-Jrt. 
publtc r.,!., .. s.,, 

37 usc 30ld 
note. 

Eff.,ctlve ~.1.1!"· 
3 7 USC JO 1 .. 

not ..... 

l,t HI.IC I.\\\ 93-.2•J:} - \I.\\ ;~I. 197! 

(.\) 111 tlu~ :tlltuttlll hl· wa::; n·•·l'iving tl!tdt·r sL•etion001 1 lJ\ 

of tltaL tit it' on .\lay :\1. l~Jj;;, or u11 t!u• tby )lpfurl' t!tt' rli'Pet!\;. 
date of t!ti~ _\l·t. Inti witlt llll eutitll'tllellL <tfter eitltu· of 
tllll:il'. datt·s, :ts applical,le, to ally lougt~\·ity pay increa~··~ 
or iucn·a:->l'S re:sultill" frutll prout,ll iou to a hicrhPr .rr·t11l 
uuti! :such t iutt• a~ tlu':"' rail' to whil'!t he i:s ''Ill itlt•J,.., uudt~· ~,.,'._ 
tion :..:ota(h) nf £1,ar titlP, a:-; added Lv tlti::-> .\d, is t'<lttal to .;r 
greater thau the illllotlllf h<~ \\as re.ceiri11g tmdPr that :-sec­
tion on ~lay ;;1, l~j;L ur ou tht> day before the t•ll't•ctire dare 
of this "\d. and t!tL'rl'afll·r hi ~ t·rttitl••Jlll'llt i:s as pn~sniLll.·d 
bv that :-it•dioll, as added hv lit is .\et; or · 

· ( U\ :tt tlle r_alt· pn~~criht:d Ly ::-:t·d lOll ;)()la(b) of that title, 
as add•.·tt by th1s ~\.d: . 

whielH.'\'t~!· i:::. ~£reat1.~l'. 1 Lo\\'l~\-et·. :tll ofli cer who is protHotetl anJ 
assig-nul to t,ay grade 0 - 7 ur abo\ t· dul'iug the :Hi·tllottth period 
following tl1t~ ~~ll'ecti \P dar.P of tlti:-; .\d llla_v uot recein~ llliJre 

tlw11 thl' r:tlt· \\hil'!t l'Xt :o tt·d for that pay !.!l':tJP. as appropriatl'. 
pri1H' to .J lllll' 1, l~)j:~. 

(:.n lf he is credited with more t lt an fi }l':trs uf aYiation sPrv i c~ 
as anollict•r, o1· less tlunli \'Par:-, of a\·iaLiou Sl'n•icP IHJt nwn· thap 
1~ vea1·s of ~~·tTice as an oliit.:et·, he mav ren~i\'t'. Jllollthlv int:l'llti\-~ 
pa~· :tt tlte rail' pn·~crilll'd i11 fht· t:~ b h: iu seetiutt :;oia(lJ) of ti t! .. 
:\ j, Cuitt•d ~tat,•s Codt·, as addt•tL Ly this .\d , that is applica lJlf' 
tu him, or ~It>\ whil'he\·Pr is grPater, for· uut more thau ;~fi mouth:\ 
aftPt' the t~!l'l•di\·e date of Litis ~\d , uot\\ i tlu;tanding the pt·m i­
sio!Js of set·tiott ;)u1a \a) of that tit le, as added IJ_v this .\d. witl1 
respect to pres•Tibt•d operational flying duties ( indudi11g- tlighr. 
tnuniu;; but excluding pru1iciew:y tlying). Hom'\'l't·, nuder t ;lb 
clansl', an uHker \\ho is assignl'd tn the pay graJe U-7 Oil t 1 11 ~ 
etl'cctiYe date of this ~\.ct, or is promott•d to the pay grade U-7 
(luriug the ;jt>-montlt pHiod fo ll owing the eti'L~cti\'e <late of t h i.~ 
..:\.ct, may not recei \'e more than $lliU per month w!ti le a::3sigueJ 
to that grade. 

The j.!llOHilt to which a reserve l)flicer who is elltitled to eompl'nsatiun 
!lnJer :--~·dion :21J(i of title :r;·, Cnited ~ tate::; Code, is entit leu Hilder 
tltis S<:d ion is govemed oy the lJl'O\'iSiUllS of section :30lu( J) of that 
titl•·· as addt>d bv tbi:::; ~\.d. 

~~:L'. ;). _\ ye:ll'iy report eonlainillg s uch data as necessary to monitor 
i:lte progn·~s of t !t is hill ;-;!tall lw nJadt• Ly tlw Departmt•nt of Defen:;t• 
in cooperation with the ~enatc and I lottSL' Armed ::;L'n' i,·es Comutitt ~:e:; 
and relt•ased p•Jblicly. 

SEc. G. This Act l>eeomes eil'cetivo on the tir~t clay of the first 
mouth aftl'r ennctmeut. 

.\ ppnn Pd \Lt) :n , Hl7 L 
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