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Section I – Introduction

A.
Overview

The purpose of the Army Civilian Training, Education and Development System (ACTEDS) is to provide for the systematic training and development of Army career civilians from entry/intern to senior managerial and executive levels.  This Installation Management Generalist (IM Generalist) ACTEDS Plan outlines competency requirements for the various IM Generalist functional specialties and in leadership, supervision, and managerial development.  It also provides general information and guidance on professional development that can be pursued to meet the IM Generalist competency requirements.  In addition, the ACTEDS plan outlines the career progression ladders, key positions and mobility requirements in Installation Management.
B.
Background

In recent years, the Department of the Army has made significant progress in improving its central systems for training, development, and evaluation of civilian personnel, and ACTEDS Plans are at the core of these efforts.  ACTEDS Plans are competency‑based, which means that the training and development objectives are stated in terms of what the individual must know or be able to do.  These competencies (or knowledge, skills, abilities and behaviors) are typically based on the results of a job analysis in which careerists rate and rank the many "tasks" they accomplish in the performance of their duties.

C.
Work Trends in the IM Generalist Area

IM Generalist positions are unique in the Army environment, due to the fact that a broad array of competencies is needed to effectively run an installation.  Unlike careerists who progress within a single career program, successful IM Generalists must build expertise in a variety of different functional areas.  This multi-functional development is most effectively gained by following a career path that crosses the lines of the traditional Army career program “stovepipes”.  In other words, IM Generalists can begin their careers in any number of related functional areas, building depth, and then gain competence in other required functional areas, building breadth.  Subsequent sections of this ACTEDS plan, including the career development model, competency model, and master training plan, further describe this multi-functional professional development approach.

Another unique aspect of the IM Generalist position involves the ever-increasing amount of interactivity between the government and private sector.  The IM Generalist is frequently required to interact with civilian counterparts in the installation’s surrounding geographic area.  Neither the installation nor the surrounding civilian community can effectively cope with day-to-day challenges without building and maintaining a close working relationship.

Because of the multi-functional nature of IM work and the high level of responsibility that is associated with managing installations, the IM Generalist positions generally consist of higher grades.  This means that the “entry level” is much different for IM Generalists than other professional communities.  For example, careerists might enter an IM Generalist position at the GS-12 level; however, they would have previously developed significant expertise by holding lower-graded positions in one or more functional areas related to installation management.

In addition, the Army is transforming, and this will have an ongoing impact on all Army operations.  Transformation initiatives focus on increasing the efficiency and effectiveness of Army systems, developing new technologies, implementing a more aggressive system of modernizing and recapitalizing equipment and technology, and addressing an immediate need to increase warfighting capability.  The transformation initiative affects every point of the spectrum of operations, and thus constitutes a significant work trend for IM Generalists, as well as the entire Army workforce.

In a related streamlining effort, the Army’s Installation Management function has reorganized along regional lines, and this is another key work trend for IM Generalists.  The region-based organizational structure, depicted in Figure 1 below, includes the Office of the Assistant Chief of Staff for Installation Management (OACSIM) and the Field Operating Activity, Installation Management Activity (FOA IMA) at the Department of the Army level, the seven regions, and the installations that report to those regions.  The typical duties and responsibilities, position titles, and grade levels of IM Generalists will vary depending on their level in the organization (Installation, Region, or Headquarters). 

Figure 1.  Installation Management Organization
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Another important work trend that will affect IM Generalists is the Army Civilian Transformation – Civilian Personnel Management System (CPMS) XXI.  CPMS XXI objectives are to define the civilian workforce of the future, provide management the capability to acquire and retain quality people, and strategically manage future leaders.  Two key targets of CPMS XXI are (1) obtaining legislative relief from some restrictive regulations governing civilian human resources practices, and (2) building a Strategic Army Workforce (SAW).  The SAW will be a cohort of supervisors and managers at the GS-12 level and above, who will be centrally managed by an office equivalent to the Officer’s Branch.  Features of the SAW will include leader and professional development opportunities, a pay banding compensation structure, and a reformed career path system.  As careerists work toward their career development goals and advance into senior management positions, they will need to be aware of how the CPMS XXI initiatives – particularly the SAW – can help support their advancement.

D.
Objectives

The purpose of this ACTEDS plan is to provide career development guidance to IM Generalist supervisors and careerists.  The information contained in this plan promotes comprehensive training and development of career Army civilians from intern to senior managerial and executive levels.  This plan takes a systematic and progressive approach, offering guidance about the knowledge, skills, and abilities (competencies) needed at each career level and describing developmental opportunities such as formal training and developmental assignments to help build these competencies.

1.
Short-Term Objectives

There are several short-term objectives of the IM Generalist ACTEDS Plan:

· Provide a single‑source reference to identify the leadership, business, and functional competencies needed by IM Generalists, and highlight appropriate training and development opportunities to help build these competencies

· Assist resource management and civilian personnel representatives in allocating resources for civilian training and development by providing guidance as to the relative importance or applicability of individual IM Generalist courses of instruction

· Provide careerists with information on the Department of the Army Civilian Leadership Development core courses

· Publicize career development philosophy and guidance on career progression, education, mobility, and other career development issues.

2.
Long-Term Objectives

The IM Generalist ACTEDS Plan will be periodically updated, as necessary, to meet the following long‑term objectives:

· Revise information on availability and content of formal courses

· Expand the master training plans to include more information on developmental assignments, mandatory and recommended courses, and sources of training

· Provide information on evolving changes affecting IM Generalists, such as the impact of the Strategic Army Workforce (SAW) and other initiatives.

E.
IM Generalist Management Structure

1.
Functional Chief/Functional Chief Representative

The senior official for Installation Management is the Functional Chief (FC).  The FC for Installation Management is the Assistant Chief of Staff for Installation Management (ACSIM).  The FC designates a senior civilian executive to serve as his/her principal advisor, and that individual is designated as the Functional Chief’s Representative (FCR).  Because of the diversity of functions included in the IM Generalist career, the FCR designates a senior civilian in each functional area to serve as Deputy FCRs for their respective area of specialty.

2.
Installation Management Functional Advisory Group

A broad‑based management structure is in place to assist and advise the FC and FCR in their oversight of Installation Management.  The Installation Management Functional Advisory Group, chaired by the FCR, is most prominent in this structure (see Table 1).  The Advisory Group meets at least semi-annually, and provides guidance for effective integration of the competencies and developmental opportunities from the various functional areas into the IM Generalist career progression plan.  In addition, members monitor the competencies and competency definitions from their respective functional areas, and recommend updates or revisions as needed.  IM Functional Advisory Group members are the senior resource management civilians in selected Army commands and HQDA staff elements.

Table 1.  Installation Management Functional Advisory Group

	CHAIRPERSON:  Functional Chief Representative

	MEMBERS

	Functional Area
	Organization

	Installation Management
	OACSIM, Plans & Operations Division

	Housing Management
	OACSIM, Army Housing Division

	Real Property Management
	OACSIM, Plans & Operations Division

	Environment
	OACSIM, Army Environmental Cmd.

	Civilian Human Resource Management
	G-1

	Resource Management
	OASA (FM&C)

	Resource Management - Manpower
	G1, Manpower Division

	Directorate of Public Works
	US Army Corps of Engineers

	Morale, Welfare and Recreation
	CFSC

	Supply Management
	Logistics Proponency

	Maintenance Materiel Management
	Logistics Proponency

	Transportation Management
	Transportation, Fort Eustis

	Information Management
	Chief Information Officer/G-6

	Acquisition & Contracting
	OASA (AL&T)

	Real Property
	US Army Corps of Engineers

	Safety
	US Army Safety Center


3.
Regional Career Program Managers

Regional Career Program Managers are the FC’s counterparts at the regional level.  They direct the accomplishment of IM Generalist functions and activities throughout their regions, and represent the interests of their regions and careerists in providing input and recommendations to the Installation Management FC/FCR.  Their role is pivotal and essential to effective career management.  The IM Generalist management structure is replicated to lower organizational levels, with Activity Career Program Managers (ACPMs) providing support to their local careerists and input to the Regional Career Program Managers.

4.
Supervisors

The supervisor can be a valuable resource to help guide, advise, and assist IM Generalists in determining their potential career progression.  Supervisors can also assist IM Generalists by establishing developmental assignment opportunities.  In determining the best way to provide this career progression support, supervisors should request assistance from members of the IM Generalist management structure, Civilian Human Resource Management (G-1) and other civilian personnel officials, as appropriate.

5.
Employees

Employees (the IM Generalist workforce) play an extremely important role in establishing their career progression plan, and they have ultimate responsibility for their own professional development.  As job incumbents and careerists, employees have the best knowledge of job requirements, effectiveness of training, and other career development issues related to their own job and other positions in their career path.  As such, employees play a critical role in partnership with the organization to improve themselves while improving the organization as a whole.  IM Generalists should communicate with members of their management structure, Civilian Human Resource Management (G-1) and other civilian personnel officials to identify the career-related services and support available to them.

F.
Affirmative Action

Training and developmental opportunities for participants covered by this plan will be provided without regard for race, color, sex, religion, national origin, non-disqualifying disabilities, or age.

SECTION II – IM GENERALIST CAREER DEVELOPMENT MODEL

A.
Overview

As discussed in Section I, IM Generalist positions are unique in the Army environment due to their multifunctional nature.  Unlike professionals in many other career programs, IM Generalists need to have proficiency in a variety of functional areas in order to effectively run an installation.  Therefore, IM Generalists will not be able to adequately develop this multifunctional expertise by following the traditional “stovepipe” approach to career development and focusing on just one functional area.  Instead, it is necessary for careerists to participate in developmental opportunities and work experiences across a number of different functional areas.  IM Generalists typically begin their careers in any number of functional areas related to Installation Management, including but not limited to, resource management, acquisition, safety, and logistics.  Experience in one of these functional areas enables careerists to develop competencies in that particular area.  As they progress in their careers, IM Generalists will gain experience in other required functional areas, which enables them to build a broader base of competencies that span several functional areas.  The IM Generalist ACTEDS plan follows this multifunctional approach to career development, and can be used to guide IM Generalists as they progress in their careers.

B.
IM Generalist Career Development Model

The IM Generalist Career Development Model shown in Figure 2 provides a general concept of IMA’s Developmental Plan for Career Field – 29 members.  Career Field – 29 members begins at GS-2 through GS-15 a Senior career field which means that other  Career Program Managers will have to share in development of those interested in CF-29.  CF-29 candidates will receive leadership and functional competency training from their perspective programs. IMA will be responsible for training general knowledge of functional areas (functional area training other than that which the individual gained from his/her primary track) For example a candidate that is in the RM track coming to CF-29 will receive functional training in DPW, Environment, Strategic planning etc.)  

 Figure 3 integrates position titles and training recommended at various points in the life cycle of an IM Generalist career.  The courses noted with an asterisk are mandatory training for IM Generalists.  Other courses and developmental opportunities are included for illustration purposes, to demonstrate how careerists might use these or other similar training and developmental opportunities to gradually broaden their expertise into different functional areas as they progress into higher GS levels.  The intent of the IM Generalist program is to expose all careerists to ample formal education, training, professional development and performance-enhancing job experiences so that IM Generalists can grow professionally, with efforts focused on building competencies that are needed to enhance job performance and career progression.  More details on these developmental opportunities can be found in the Master Training Plan and Description of Developmental Opportunities, located in Section III and Annex D, respectively.
Figure 2. Career Field – 29 Developmental Model
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C.
Position Coverage

The occupational series covered in Installation Management are listed in Table 3 below.  The preponderance of IM Generalists will likely be in the GS-0340 occupational series.

Table 2.  IM Generalist Occupational Series

	Occupational Series
	Series Title

	GS-0340
	Program Management

	GS-0301
	Miscellaneous Administration and Program Management


D.
Senior Positions

ACTEDS provides the framework for civilian career progression plans to identify “key positions.”  These senior positions have significant responsibility for policy development and supervision of careerists’ functions.

There are a number of key or target senior positions within Installation Management.  Most of the senior positions are located at the installation level, and a limited number of senior positions are located at the regional and headquarters level.  Senior positions are defined as those positions requiring superior leadership and management skills and deep functional expertise in the field of Installation Management.

1.
Key SES Positions in Installation Management

There are nine (9) key Senior Executive Service (SES) positions in Installation Management, outlined in Table 4 below.

Table 3.  SES Positions in Installation Management

	# of Positions
	Organization
	Position Title

	1
	HQDA
	Deputy ACSIM

	1
	FOA
	Deputy Director Installation Management Activity

	7
	Region
	Regional Director


2.
Other Key Senior Positions in Installation Management

The remaining key senior positions within Installation Management can be found at the HQIMA, region and installation level, as shown in Table 5.  These positions are typically in the GS-13 through GS-15 grade range.

Table 4.  Key Senior Positions in Installation Management

	# of Positions
	Organization
	Position Title

	1
	HQIMA
	Chief of Plans

	1
	HQIMA
	Chief of Strategic Planning Branch

	1
	HQIMA
	Chief of Installation Quality Branch

	1
	HQIMA
	Deputy Chief of Operations

	7
	Region
	Region Chief of Staff

	7
	Region
	Region Chief of Plans

	~95
	Installation
	Deputy Garrison Commander/Garrison Manager


E.
Career Progression

Figure 3 lists the positions in the IM Generalist career progression model, organized by grade level and organizational level.  Positions listed from GS 9 through GS 12 represent function-specific experiences that are in the family of functional areas related to Installation Management.  As they advance to higher-graded positions, careerists should make efforts to broaden their experiences and competencies into additional functional areas related to Installation Management.  These professional experiences will help careerists build the broad functional foundation needed for success in Installation Management.  Acquiring a strong foundation of multi-functional expertise will help careerists qualify for the higher-graded positions of Deputy to the Garrison Commander and the SES positions at the Region, FOA, and Headquarters levels.  Unlike careerists in more “stovepiped” functional areas, IM Generalists may not necessarily be motivated to move through the entire career progression model.  Since senior-level positions exist at all organizational levels, careerists may set their goals and enjoy a successful and fulfilling career at any level (installation, region, FOA, HQDA).

Figure 3.  IM Generalist Career Progression Model

F.
Mobility

1.
Functional Mobility

IM Generalist careerists will not be able to achieve their career goals within a single specialized functional area.  The nature of Installation Management requires multi-dimensional and multi-disciplined experience as an essential factor in career growth.  Multi‑disciplinary experience is the cornerstone for effective management of installation/garrison functions.  This breadth of experience will be especially critical for careerists who aspire to progress to executive-level positions.  At a more general level, Army’s need for personnel with broad‑based experience will increase dramatically as the transformation initiative streamlines both the processes and the structure associated with Installation Management.  In short, investing the time and effort to build a broad base of functional and leadership competencies is critical to a successful career in Installation Management, and will be valuable to the Army as a whole.

2.
Geographic Mobility

While IM Generalist careerists may be able to achieve their career goals within a limited geographic area, some degree of geographic mobility will be an essential factor, especially for careerists whose objectives include progressing to positions at the GS‑15 or Senior Executive Service level.  One or more geographic moves may be necessary to obtain the developmental experience in different functional areas that will be needed for advancement.  Similarly, it might be necessary to relocate in order to serve in senior positions at the Region, FOA, or Headquarters level.  As long as it is consistent with Army needs and IM Generalists’ career goals, supervisors should encourage geographic mobility in careerists so that skills can be developed at a variety of geographical locations and/or organizational levels.

3.
Mobility Requirements

Although there is no formal mobility requirement in Installation Management at this time, such requirements may be implemented in the future for select positions.  In addition, other initiatives may have geographic, organizational, and/or functional mobility requirements that could affect IM Generalist careerists (e.g., Senior Army Workforce).  Careerists should be proactive in educating themselves about any such mobility requirements when planning their career progression.

G.
Career Evaluation and Planning

IM Generalist careerists should take the initiative to establish their personal career goals and create a self-development plan.  Careerists can turn to supervisors and mentors to assist them in producing their development plan and determining how best to achieve their career goals.  After establishing career goals, a careerists’ next step in creating a self-development plan is to assess their current competencies, identifying individual strengths and areas for improvement.  Careerists should then compare the results of this assessment with the competencies needed for their short-term and long-term career objectives.  Identifying these gaps will help the careerist understand which competencies will need to be developed or strengthened in order to accomplish each career goal.  The careerist should then detail these competency development objectives in the self-development plan.  Next, the careerist should identify specific training or other development activities that will help build each competency, and include these training and development objectives in the plan.  As summarized below, several tools are available to assist careerists and their supervisors with the self-assessment and the self-development plan.

· IM Generalist Website (CF-29 Website).  The IM Generalist website houses Internet-based tools designed to facilitate the career development of IM generalists: career profile, position description, ACTEDS plan, Master Training Plan, position template, and IDP.  The Career Profile tool allows careerists to create a comprehensive description of their career progression plan, including current career accomplishments, completed training, long-term career objectives, projected career milestones, and planned developmental activities.  The Positions Database lists permanent positions in Installation Management and developmental opportunities, including information about assignment type (developmental or permanent) location, installation, grade levels, and series for all IM Generalist positions.  Careerists can conduct customized searches to identify assignment opportunities that are in line with their career progression goals.
· ACTEDS.  This IM Generalist ACTEDS Plan is a valuable resource that provides comprehensive information to help careerists plan and manage their career development.  The competency model included within the ACTEDS plan provides a framework for career development action planning.  Further, this ACTEDS plan provides information about how to build these competencies and plan for career advancement in Installation Management.  The annexes of this document are designed to assist careerists with their career progression planning.  Annexes A and B detail and define the competencies needed for successful performance in Installation Management positions.  Annexes C and D identify and describe developmental opportunities that help build those competencies.
· TAPES.  The Total Army Performance Evaluation System (TAPES) is the Army’s system for planning and appraising performance.  The TAPES system requires annual written individual performance plans (IDP’s) and performance evaluations that provide supervisors and managers with tools for assessments of performance results achieved, and a sound and continuing basis for meaningful performance-related discussions that assist careerists in reinforcing strengths and correcting weaknesses.  Development and rating methods of civilian employees are outlined and reported through the TAPES system.  The rater/supervisor, with the ratee’s input, during the counseling sessions, will assist the ratee in identifying required training and/or professional development objectives.  Once identified, the training or developmental activities are recorded on the Support Form.

H.
Professional Associations

The International City/County Management Association (ICMA) is a professional organization that closely maps to the Installation Management career, and therefore is a source of beneficial professional development opportunities for IM Generalists.  ICMA has identified a set of competencies and skills required of an effective local government manager, and these competencies are used as the foundation for all of ICMA’s work.  Given the similarity in the job-related activities of local government managers and IM Generalists, these competencies were incorporated into the competency model developed for IM Generalists (presented in Section III of this ACTEDS plan).  To help facilitate the professional development of IM Generalists, OACSIM/IMA established a cooperative agreement with ICMA.  Through this agreement, Army Affiliates (Deputy Garrison Commanders, Garrison Managers, Region: Directors, Chief of Plans, Chief of Staff, HQIMA: Deputy Director, Chief of Plans, Chief of Strategic Planning Branch, and Chief of Installation Quality Branch, and Deputy Chief of Operations, and Deputy ACSIM) will have access to developmental opportunities, including:

· ICMA newsletter, magazine, and member-protected areas of ICMA’s website

· Breakout session at the annual ICMA Best Practices Symposium

· ICMA Annual Conference for Army Affiliates

· “Shadowing” municipal/local government officials

· Assessment and evaluation opportunities (e.g., Applied Knowledge Assessment)

· Courses and educational opportunities

· Publications, training materials, and educational workshops.
Army Affiliates can also nominate individuals in their employ for ICMA developmental opportunities that are consistent with the employees’ IDPs.  Participating in ICMA activities will enable IM Generalists to develop competencies uniquely associated with city/municipal management, learn about the best practices identified by ICMA, and network with other professionals in the field.
Section III – Competency Model

A.
Overview

Competencies are the knowledge (bodies of information, such as engineering), skills (such as problem solving), abilities (capacities to perform), personal characteristics (such as decisiveness) and other factors that are needed for successful job performance.  The competencies in the IM Generalist Competency Model (in Annex A) are linked to the many functional areas and business domains required to successfully run and manage an installation or group of installations.  A critical companion to this competency model is the list of competency definitions (in Annex B), which enable consistent interpretation and application of the competencies.  A competency model helps provide the framework for superior performance, but it alone will not lead to improved job performance.  IM Generalists must understand, develop, and effectively apply the competencies to the performance of their duties in order to produce results.

In order to adequately describe the competency requirements for IM Generalists, the model is broken out into three categories: Leadership Competencies; Business Competencies; and Functional Competencies.  Each of these categories plays an important role in effective IM Generalist job performance and mission accomplishment.  These competency categories are described in more detail below.

B.
Leadership Competencies

Leadership competencies are related to leading, managing, and developing the Army’s workforce and executing its mission.  Because of the responsibilities inherent in their positions, all installation managers need to possess a broad set of leadership competencies.  Therefore, IM Generalists should be building proficiency in these competencies as they move up the career ladder.

The leadership competencies, presented in Table 5 below, are based on the five Office of Personnel Management (OPM) Executive Core Qualifications (ECQs), and supported by the Department of the Army Office of the Deputy Chief of Staff, G1 (formerly Manpower and Reserve Affairs).  As discussed in Section II, Paragraph H, leadership competencies identified by ICMA are also incorporated into the model.

Table 5.  Leadership Competencies

	Leadership Competencies

	Leading Change

•
Continual Learning

•
Creativity/Innovation

•
External Awareness

•
Flexibility

•
Resilience

•
Strategic Thinking

•
Vision

Leading People

•
Conflict Management

•
Integrity/Honesty

•
Leveraging Diversity

•
Team Building
	Results Driven

•
Accountability

•
Customer Service
•
Decisiveness

•
Entrepreneurship

•
Problem Solving

•
Technical Credibility

Business Acumen

•
Financial Management

•
Human Resources Management

•
Technology Management
	Building Coalitions/ Communications

•
Influencing/Negotiating
•
Interpersonal Skills
•
Oral Communication

•
Partnering
•
Political Savvy

•
Written Communication


C.
Business Competencies

Several competencies were identified as crucial for executing the business of Installation Management, including business-related competencies identified by ICMA.  These competencies are related to performing the primary tasks and duties of IM Generalists, and thus are required for all Installation Management positions.  Table 6 lists these business competencies and Table 7 lists the Business competencies and IMA developmental plan.

Table 6.  Business Competencies

	Business Competencies

	•
Advocacy

•
Business Improvement

•
Change Management

•
Installation Community Service (Citizen Service)

•
Congressional Activities

•
Ethics/Standards of Conduct
	•
Fraud Waste & Abuse Awareness

•
Garrison Financial Management

•
Garrison Operations (Program Management)

•
Management Control Systems
	•
Strategic Communications (Marketing)

•
Media Relations
•
People Management

•
Quality Control

· Local Community Relations


Table 7.  Business Competencies Development Plan

	CF-29 Business (Functional) Competencies (required at the GS-12 and above level)

	   

	BUSINESS

 COMPETENCIES
	KNOWLEDGE SKILLS

ABILITIES
	EDUCATION
	TRAINING
	ASSINGMENTS
	SELF-DEVELOPMENT

	Advocacy




	Demonstrates personal and enthusiastic  support for policies, programs, and systems

Serves the best interests of the installation
	MPA Program*
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23)
	“Assignments” to lead/own/champion programs/projects/events (e.g., CFC, AER, organization day, major community events, etc.)
	Mentoring; participate/observe advocacy in action, e.g., budget meetings, quarterly training briefing, performance management review, etc.; ICMA training

	Business Improvement




	Ensures programs support business improvement initiatives (e.g., CLS, APIC)

Pursues quality improvement programs (e.g., 6 Sigma, PMR)

Ensures outcomes, measures, & evaluations are synchronized 

Skills compare with Chief Operating Officers in the private sector
	MPA Program*; 
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23);

APIC,ABC/M, ISR,  6 Sigma, PMR/PIR*
	PA&I; Project Officer for Directorates’ PMR input
	Read literature on performance improvement; shadow/observe officials involved in business improvement; volunteer to serve on business improvement councils, e.g., community clubs, golf clubs, MWR activities, local community organizations, etc.; ICMA training; relevant business courses. 

	Change Management


	Knows and understands SGO and TIM

Uses continuous process improvement 

techniques 


	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23);


	PA&I; Plans Division at HQ IMA/Region Offices
	Read literature on change management; attend change management courses/seminars; ICMA training;



	Installation Community Service 

(Citizen Service - ICMA)

	Provides responsive, equitable service to Installation community

Demonstrates skill in assessing installation needs and allocating resources
	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23)
	PA&I (ISR); developmental assignment to MWR
	Participation in Army Family Action Plan (AFAP) symposium; attending town hall meetings; be knowledgeable of web-based Interactive Customer Evaluation (ICE) program; ICMA training




Table 7.  Business Competencies Development Plan

	CF-29 Business (Functional) Competencies (required at the GS-12 and above level)

	 

	BUSINESS COMPETENCIES
	KNOWLEDGESKILLS ABILITIES
	EDUCATION
	TRAINING
	ASSIGNMENTS
	SELF-DEVELOPMENT

	Congressional Activities




	Understands role of Congress in relation to Installations

Communicate effectively with Congressional delegations (i.e., when, how, what, who) and ensures that messages are approved through appropriate channels
	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); Army Congressional Fellow Program
	PAO
	Read literature/research Congressional initiatives to stay current on issues impacting installations; ICMA training



	Ethics and Standards of Conduct

	Knows prohibited activities

Practices standards of conduct for Garrison and 
installation business activities; sets the example
	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); Ethics Training; POSH; COR training
	2-4 week rotation in EEO, CPAC LMER, JAG & IG to understand the processes.
	Read literature on ethics and Army standards of conduct; ICMA training



	Fraud, Waste & Abuse Awareness





	Understands what is legal, and is able to recognize illegal activity, and takes appropriate corrective action.

Know and implement business practices that identify and reduce waste and abuse of government resources. Knows investigative processes and procedures
	MPA Program*
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); Fraud, Waste & Abuse Course
	2-4 week rotation in EEO, CPAC LMER, JAG & IG to understand the processes.
	Read literature on fraud, waste and abuse to increase awareness; become familiar with suggestion program; ICMA training

.


Table 7.  Business Competencies Development Plan

	CF-29 Business (Functional) Competencies (required at the GS-12 and above level)

	   

	BUSINESS COMPETENCIES
	KNOWLEDGE 

SKILLS

ABILITIES
	EDUCATION
	TRAINING
	ASSIGNMENTS
	   SELF-DEVELOPMENT

	Garrison Financial Management



	Practices sound fiduciary management for

appropriate fund (APF) and nonappropriated fund (NAF) activities, programs, and people

Understands that many Garrison Operations are Business Operations

	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); APF & NAF Resource Management course
	RMO (APF & NAF)
	Read NAF Business Plan & literature on financial management for business operations; volunteer to work with director in monitoring budget obligation execution (Directorate Spending Plan); volunteer to serve as Treasurer for clubs or organizations; ICMA training
.

	Garrison Operations (Program Management – ICMA)



	Balances needs, resources, performance, and accountability of each program area

Coordinates and integrates programs essential to effectively support the installation

Manages day-to-day operations of the garrison
	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23)
	Rotation as Deputy to the Garrison Commander during long-term absences
	Mentoring by Garrison Commander or Deputy; ICMA training

.

	Management

Control Systems



	Understands Garrison management control systems and programs:  (e.g., ISSA, MOA/MOU, Common Level of Services (CLS), etc.)
	MPA Program*
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); ALMC ISSA Course; ALMC COR Course
	RMO; PA&I
	Read literature about garrison management control systems and programs; volunteer as Project Officer for Directorate Management Control Program; ICMA training.


Table 7.  Business Competencies Development Plan

Table 7.  Business Competencies Development Plan
	CF-29 Business (Functional) Competencies (required at the GS-12 and 

above level)

	

	BUSINESS     COMPETENCIES
	KNOWLEDGE 

SKILLS 

ABILITIES
	EDUCATION
	TRAINING
	ASSIGNMENTS
	SELF-DEVELOPMENT

	Strategic 

Communications

(ICMA –Marketing)

	Knows how to market the installation  

Ensures business marketing for NAF Programs (revenue-generating)

Communicates

relevance and

value of garrisons 
	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); Effective Communications course
	PAO; MWR
	Toastmasters; writing articles for post newspaper/newsletters/web-page; volunteer to give briefings & presentations; ICMA training



	Media Relations
 


	Provides entry point for the media at the installation

Establishes and maintains good working relationships with the media
	MPA Program*
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23)
	PAO (including working with local media – TWI)
	Keeping abreast of local media articles and clips related to installation issues; read literature on media relations; ICMA training



	People Management



	Leads multiple “people” systems in a diverse Garrison environment

Knows of how to deal with functional areas, LN/FN, military personnel, civilian personnel, contractors, families, unions, and retirees
	MPA Program*

SBLM
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); ALMC COR Course; labor relations course
	HRD at all levels (including CPAC AF/NAF); seek COR responsibilities
	Use CPOL/HRC websites to keep current on civilian/military HR matters; attend retiree council/town hall,/AFAP meetings; ICMA training


Table 7.  Business Competencies Development Plan
	CF-29 Business (Functional) Competencies (required at the GS-12 and above level)

	   

	BUSINESS COMPETENCIES
	KNOWLEDGE

 SKILLS

ABILITIES
	EDUCATION
	TRAINING
	ASSIGNMENTS
	SELF-DEVELOPMENT

	Quality Control



	Deliver established Common Levels of Service (CLS) (e.g., housing, child care, public works, mobilization & deployment, and range operations)
	MPA Program*
	IMI 201+ courses*

Garrison Mgmt Course*

CF-29 ACTEDS training (p. 23); CLS course (Plans Division)*
	PA&I; Plans & Operations at Region and HQ 
	Understand the directorate’s CLS; Read CLS and other quality service delivery literature; volunteer to serve as the CLS POC within directorate; ICMA training



	Local Community Relations



	Establishing partnerships with local community leaders. 

Participation with various civilian activities/boards/meetings.

Direct involvement between installation and local community with major initiatives.
	MPA Program*
	IMI 201+ courses*

Garrison Mgmt Course*


	Shadow city management officials; project officer for installation/community events
	Participate on local community activities, boards and meetings; read literature on city/municipal management; join city management associations (e.g., ICMA, Public Administrators, etc.); ICMA training




*Courses yet to be developed.

D.
Functional Competencies

The functional competencies are derived from eleven (11) key functional areas that encompass the range of Installation Management activities, including:

· Acquisition and Contracting

· Civilian Human Resources (HR) Management

· Directorate of Public Works (DPW)

· Environment

· Housing Management

· Information Technology (IT) Management

· Logistics

· Morale, Welfare and Recreation (MWR)

· Real Property

· Resource Management

· Safety.

All Installation Managers, regardless of location, must have a broad, general knowledge and understanding of each functional area to be successful in Installation Management.  This broad understanding is captured in the competencies listed as “primary” for the functional area.  In addition, IM Generalists may need focused development in other competencies based on the specific needs and mission of their installation, base, or organization.  These additional functional competencies are listed in the optional, or “secondary”, category.  These functional competencies are listed in Table 7, on the following page.

Table 7.  Functional Competencies

	Functional Competencies

	
	Primary (Need broad general understanding of all)
	Secondary (For focused development as needed)

	Acquisition and Contracting
	•
Acquisition Requirements Determination

•
Contract Administration

•
Contract Laws and Statutes
	•
Contract Financing and Payment

•
Contract Negotiation and Award

•
Contract Protests, Disputes, and Termination

•
Contract Terms and Conditions

•
Proposal Solicitation and Evaluation

	Civilian HR Mgmt.
	•
Labor Management and Employee Relations

•
Strategic Human Resource Practices

· Reduction-In-Force and Reorganizations
	•
Labor Economics

•
Industrial / Organizational Psychology



	DPW
	•
Master Planning

· Capital Investment Strategy

•
DPW Program Support

•
Public Works Processes
	•
DPW Construction

•
Real Property Management

	Environ-ment
	•
Environmental Management System (EMS) Procedures

•
Environmental Planning

•
Environmental Stewardship
	•
Environmental Analysis and Planning

•
Environmental Business Processes

•
Environmental Conservation, Compliance, and Sustainability

	Housing
	•
Housing Privatization

•
Housing Property Management

•
Installation Housing Program
	•
Furnishing/Equipment Management

•
Housing Policy and Procedure Development

	IT Management
	•
Information Assurance

•
Requirements Analysis

•
IT Architecture

•
IT Capital Planning and Investment Assessment


	•
Internet Technologies

•
Systems Development

•
Telecommunications

•
Network Management

	Logistics
	•
Integrated Logistics Support (ILS) Policy

•
Logistics Interrelationships

•
Transportation Operations Management
	•
Emergency and Mobilization Plans

Customs

•
Inventory Management

•
Logistics Support Planning

•
Maintenance Operations

•
Materiel Distribution

•
Property Disposal Policy

•
Requisition

•
Storage and Distribution

•
Supply and Transportation Emergency Planning

	MWR
	•
MWR Programs

•
Family Programs

· NAF Financial Management
	•
APF and NAF Property Management

•
MWR Business Programs

•
MWR Recreation Programs

	Real Estate
	•
Real Property Management

•
Real Property Policy and Procedure
	•
Real Property Acquisition

•
Real Property Market Analysis

•
Real Property Disposal

•
Real Property Outgranting

	Resource Management
	•
Managerial Accounting

· Activity-Based Costing

•
Fiscal Law

•
Manpower Management

•
Planning, Programming, Budgeting and Execution System
	•
Cost and Operations Research Analysis

•
Determining Manpower Requirements
•
Organizational Performance Management

	Safety and Occupational Health
	•
Safety Public Laws and Standards

•
Risk Management

· Fire Prevention
	•
Countermeasures Development

•
Emergency Planning and Response


Section IV – Master Training Plan (MTP)

A.
Overview

The Master Training Plan lists developmental opportunities for each competency, and it can be used to focus IM Generalists’ career development efforts and resources.  Given that careerists are likely to have expertise in at least one functional area upon entering Installation Management, the Master Training Plan is a useful tool to identify opportunities to enhance proficiency in other functional areas.  By using the Master Training Plan as a guide, IM Generalists will be able to build the multifunctional competencies necessary for success in Installation Management.

B.
Training Categories

ACTEDS training and development is divided into two categories – Universal and Competitive.

1.
Universal training

Universal requirements provide standardized knowledge, skills and abilities (competencies) across the occupational area to all individuals who have similar duties and responsibilities.  In general, universal career development opportunities consist of training courses available on an ongoing or periodic basis.  Provided that any prerequisites or other course requirements are met, these courses are open to all interested participants.  Universal requirements are prioritized to assist commanders in planning and programming for ACTEDS funding.  The three Universal training priorities are as follows:

· Priority I – Mandatory training that is typically a condition of employment, must be successfully completed within a specified time period, and meets one or more of the following criteria:  (1) employee must have for acceptable performance; (2) training is essential for mission accomplishment; (3) training is mandated by higher authority (law or DOD) or is required for certification, health or safety reasons; (4) training is mandated by the Assistant Secretary of the Army (Manpower and Reserve Affairs) as an ACTEDS leader development core course; or (5) is essential, functional intern training.

· Priority II – Training that should be successfully completed within a specified time period, but may be delayed if funding is not available.  Priority II training should also meet one or both of the following criteria:  (1) employee should have for maximum proficiency and (2) training improves the quality of mission accomplishment.

Priority III – Training that should be funded after Priority I and II requirements.  Priority III training should also meet one or both of the following:  (1) provides or enhances KSAs needed on the job and (2) leads to improvement of mission accomplishment.

Due to the multi-functional nature of Installation Management, only a select few core courses are designated as mandatory (Priority I).  As a rule, courses designed to train functional competencies will not be made mandatory, because IM Generalist careerists coming from those particular functions will already be proficient in the competencies related to their function and will not need additional training.  Instead, most universal training opportunities will be designated as Priority II or Priority III, allowing careerists and their supervisors to decide which courses best meet their development needs, and forgo courses that are focused on competencies they already possess.  In the process of developing career development goals, IM Generalists should include these targeted developmental opportunities in their IDPs.  In addition, careerists need to investigate whether any special permissions or other arrangements are required when planning to take part in developmental opportunities offered in the various functional areas.

2.
Competitive training

For Army-wide competitive training opportunities, individuals compete on an Army-wide basis, generally through a selection board process at the HQDA level.  Other competitive training opportunities include specialized courses, academic programs, and other kinds of training that require an extensive application and selection process.  These opportunities have been identified as beneficial learning experiences for gaining proficiency in one or more IM Generalist competencies; however, they often require substantial planning, effort, resources, and time commitment from participants.  Careerists and their supervisors will need to investigate the competitive training opportunities and weigh the benefits of the training against the direct and indirect costs of participation (e.g., training fees, time away from regular duties) when deciding the best time to pursue a competitive training opportunity.

C.  Multidisciplinary Training Model

Table 8, below, provides an overview of IM Generalist competencies, along with references to developmental opportunities that will help careerists gain proficiency in those areas.  More detailed information about the competency model and competency definitions can be found in Annexes A and B, respectively.  Further information about developmental opportunities for each competency and their descriptions are provided in Annexes C and D, respectively.  Annex E lists the developmental opportunities by their course codes, to help careerists locate the specific courses referenced in the Multidisciplinary Training Model.

Table 8.  Multidisciplinary Training Model

	
	Competencies (Annexes A and B)
	Developmental Opportunities (Annexes C, D, and E)

	Leadership Competencies
	Leading Change
•
Continual Learning

•
Creativity/Innovation

•
External Awareness
	•
Flexibility

•
Resilience

•
Strategic Thinking

•
Vision
	752, 753, 777, 784, 785, 788, 798, 799, 801, 802, 820, 822, 823, 826, 828, 830, 831, 833, 834, 835, 837, 839, 841, 842, 843, 844, 845, 846, 849, 850, 851, 852, 853, 855, 860, 862, 863, 864, 865, 866, 867, 868, 869, 870, 871, 873, 874, 875, 884, 887, 888, 896, 972, 978, 980, 983, 1002, 1027, 1033, 1039, 1047, 1048, 1079, 1098, 1105, 1106, 1110, 1111, 1112

	
	Leading People

•
Conflict Management

•
Integrity/Honesty
	•
Leveraging Diversity

•
Team Building
	753, 769, 771, 772, 773, 774, 775, 776, 781, 783, 785, 789, 790, 793, 798, 807, 808, 819, 872, 973, 974, 974, 975, 976, 978, 979, 983, 1105, 1106

	
	Results Driven
•
Accountability

•
Customer Service

•
Decisiveness
	•
Entrepreneurship

•
Problem Solving

•
Technical Credibility
	751, 753, 754, 755, 762, 774, 777, 780, 781, 784, 785, 786, 788, 793, 797, 798, 799, 800, 801, 802, 822, 824, 843, 846, 870, 873, 874, 907, 972, 975, 977, 978, 979, 1098, 1099, 1100, 1101, 1109, 1110

	
	Business Acumen

•
Financial Management
	•
Human Resources Management

•
Technology Management
	752, 753, 777, 784, 785, 788, 798, 799, 801, 802, 820, 822, 823, 826, 828, 830, 831, 833, 834, 835, 837, 839, 841, 842, 843, 844, 845, 846, 849, 850, 851, 852, 853, 855, 860, 862, 863, 864, 865, 866, 867, 868, 869, 870, 871, 873, 874, 875, 884, 887, 888, 896, 972, 978, 980, 983, 1002, 1027, 1033, 1039, 1047, 1048, 1079, 1098, 1105, 1106, 1110, 1111, 1112

	
	Building Coalitions/ Communications
•
Influencing/Negotiating
•
Interpersonal Skills
	•
Oral Communication
•
Partnering
•
Political Savvy

•
Written Communication
	751, 753, 755, 756, 761, 763, 764, 766, 767, 769, 771, 772, 773, 774, 775, 776, 780, 784, 785, 788, 790, 793, 798, 860, 872, 873, 973, 974, 975, 976, 977, 978, 979, 1007, 1026, 1080, 1099, 1100, 1101, 1105, 1106, 1109, 1112

	Business Competencies
	•
Advocacy
	752, 755, 763, 764, 766, 768, 777, 786, 787, 800, 824, 835, 887, 902, 903, 973, 976, 977, 978, 979, 998, 1033, 1080, 1082

	
	•
Business Improvement
	754, 772, 777, 780, 786, 787, 790, 808, 870, 887, 902, 903, 906, 907, 973, 975, 976, 978, 979, 982, 1081, 1082, 1097, 1099, 1101

	
	•
Change Management
	777, 780, 788, 790, 808, 818, 898, 973, 976, 990, 1101, 1109

	
	•
Installation Community Service (IMA-Citizen Service)
	754, 767, 770, 772, 774, 777, 780, 786, 787, 800, 818, 841, 870, 887, 888, 895, 905, 906, 907, 972, 973, 977, 978, 979, 1033, 1038, 1081, 1091

	
	•
Congressional Activities
	1083

	
	•
Ethics/Standards of conduct
	752, 884, 968, 979, 980, 983, 1112

	
	•
Fraud, Waste & Abuse Awareness
	875, 968, 1003

	
	•
Garrison Financial Management
	822, 833, 841, 842, 843, 849, 860, 863, 864, 866, 868, 869, 870, 871, 875, 1023, 1025, 1026, 1027, 1039, 1047, 1048, 1059, 1079

	
	•
Garrison Operations (IMCA-Program Management)
	843, 846, 864, 865, 870, 874, 972, 976, 1025, 1026, 1032, 1043, 1073

	
	•
Management Control Systems
	824, 844, 845, 979, 1025

	
	•
Strategic Communications (ICMA-Marketing)
	989, 1025

	
	•
Media Relations
	763, 1080, 1097

	
	•
Outcome Measures and Evaluation
	756, 800, 902, 903, 904, 906, 975, 976, 990, 1000, 1026, 1070

	
	•
People Management
	874, 887, 972, 975, 976, 1025, 1073, 1082

	
	•
Quality Control
	777, 783, 866, 870, 904, 939, 948, 972, 979, 990, 1025, 1026, 1043, 1051, 1063, 1070, 1082, 1086, 1092

	
	Local Community Relations
	

	Functional Competencies
	•
Acquisition and Contracting
	965, 966, 967, 968, 969, 971, 1023, 1024, 1031, 1040, 1057, 1070

	
	•
Civilian Human Resources Management
	799, 895, 897, 898, 899, 901, 904, 905, 907, 978, 1000

	
	•
Directorate of Public Works
	938, 939, 940, 941, 942, 943, 944, 946, 947, 948, 949, 951, 952, 1055, 1056, 1058, 1060, 1063, 1072, 1077, 1078

	
	•
Environment
	911, 1006, 1007, 1008, 1009, 1010, 1014, 1016, 1065, 1067, 1068, 1069, 1074, 1075, 1076

	
	•
Housing
	1034, 1035, 1036, 1037, 1038, 1040, 1041, 1042, 1043, 1046, 1047, 1051, 1056, 1057, 1058, 1059, 1060, 1062, 1071

	
	•
Information Technology Management
	801, 986, 987, 988, 989, 992, 994, 998, 1003, 1005, 1033

	
	•
Logistics
	908, 910, 911, 912, 913, 914, 915, 918, 919, 920, 921, 922, 923, 924, 925, 926, 928, 929, 930, 934, 972, 983, 1001, 1003, 1015, 1025, 1032, 1056, 1072, 1077, 1105, 1106

	
	•
Morale, Welfare, and Recreation
	1023, 1024, 1025, 1026, 1027

	
	•
Real Property
	1034, 1051, 1056, 1057, 1058, 1059, 1060, 1071, 1072

	
	•
Resource Management
	756, 777, 780, 784, 787, 788, 790, 800, 826, 850, 851, 855, 871, 874, 875, 888, 977, 978, 982, 990, 1000, 1024, 1026, 1027, 1070, 1079, 1081, 1097, 1099, 1110, 1111

	
	•
Safety
	1085, 1086, 1087, 1088, 1089, 1090, 1091, 1092


* Mandatory for all 


  CP-29 careerists








MISSION





   Provide equitable, effective and efficient management of Army installations worldwide to support mission readiness and execution, enable the well-being of soldiers, civilians and family members, improve infrastructure, and preserve the environment.





Senior Executive Service Orientation Program





* Army Senior Leadership Communications Workshop





Leadership Developmental Program





* Senior Executive Equal Opportunity Seminar





* GO/SES Force Integration





Professional Resource Management Course





Harvard University Program for Senior Executive Fellows





National Security Management Course





National Security Decision-Making Seminar





Principle-Centered Leadership Week





CCL Leadership at the Peak





SES Briefing for New Executives (OPM)





� EMBED Word.Picture.8  ���





* Supervisory Development Course (ST5002 & ST5002)





* Leadership Education and Development (LEAD)





* Manager Developmental Course (MDC)





* Garrison Precommand





* Lobor/MER/EEO for Executives





* APIC





* ABC/M











Organization Leadership for Executives


Sustaining Base Leadership and Management Program





Multi-program Manager’s Course





Installation Logistics Management Course


*CCL Leadership Development Program





Army Comptrollership Course


Personnel Management for Executives (PME I)





Personnel Management for Executives (PME II)





Industrial College of the Armed Forces





National War College





Army War College





Developmental opportunities targeted to build core competencies in CP-29 Career Model





*Action Officer Development Course





Fiscal Law Course





Planning, Programming, Budget and Execution System (PPBES)





Developmental opportunities to build expertise in current Functional Area
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VISION





   The preeminent agency within Department of Defense that produces highly effective, state-of-the-art installations worldwide, maximizing support to People, Readiness and Transformation.








*Intern Leadership Development Course (IDLC)
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