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1. Introduction: The United States Army Corps of Engineers (USACE) is responsible
for the execution of projects throughout the world. Accomplishment of the mission
requires highly qualified and motivated Project Delivery Teams (PDTSs) that are led and
managed by Project Managers (PM) and programs with multiple PDTs that are led and
managed by Program Managers (PgM). Career development is critical for USACE to
ensure that personnel have the appropriate training and required skill-sets to meet
current and future USACE mission requirements. Career development in the US Army
Corps of Engineers is a planned and progressive process. Successful career planning
requires that the employee identify short and long term career goals, have an
understanding of how to achieve those goals, and in conjunction with their supervisor,
develop an Individual Development Plan to achieve those goals. Organizational and
personnel goals change over time and career planning requires that the employee and
supervisor reevaluate and readjust career plans throughout the employee’s career.
Although career development is a collaborative effort with the supervisor, ultimately
career development is the responsibility of the employee. Become involved today and
plan your career.

2. Purpose:
The purpose of the this document — the Project Manager and Program Manager Career

Development Program (PPM-CDP) - is to provide a framework for the training,
education, and experience necessary to ensure the systematic and consistent
development of Project Management and Program Management career civilians within
USACE. The PPM-CDP presented here establishes minimum standards for internal
certification at various proficiency levels. Regional Business Centers may augment this
career plan to tailor PPM career development to meet specific local requirements. The
PPM-CDP represents a path for supervisors and employees to enhance USACE
capabilities, to invest in people and to align with the USACE Strategic Vision and
Campaign Plan.

3. Applicability: The PPM-CDP applies to all Project and Program Managers in
USACE (who may reside in any part of the organization) and can be used as guidance
by all individuals who aspire to either of these positions, regardless of education or
technical background as a career path into and through the Project and Program
Management Field.

4. Definitions: The PPM-CDP covers projects and programs; Project Managers and
Program Managers who practice Project and Program Management as defined IAW
ER5-1-11.

a. Project: Any work intended to produce a specific expected outcome. A
project has a defined scope, quality objectives, schedule, and cost. Internal services
are discrete projects when they are non-recurring or of special significance. The Project
Management Body of Knowledge, 3" edition (PMBOK, 2004) states that a project must
have “a clear beginning and end.”

b. Project Management: The application of knowledge, skills, tools, and
techniques to project activities in order to meet or exceed defined expectations.
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c. Program: A group of projects or recurring services that may be categorized
by funding source, requirements defined in the program management plan, or other
common criteria for which resources are allocated and collectively managed.

d. Program Management. Component of Project Management Business
Process (PMBP) undertaken by all USACE echelons to manage programs. It consists
of development, justification, management, defense and execution of programs within
available resources, in accordance with applicable laws, policies, and regulations and
includes accountability and performance measurements. Under program management,
programs, projects and other commitments are aggregated for oversight and direction
by the organization’s senior leadership. Program management takes project
management to a greater level of interdependence and broadens the corporate
perspectives and responsibilities.

e. For the purposes of the PPM-CDP, Project Manager typically refers to GS-12
through GS-13 level (or comparable pay band) project management positions and
Program Manager typically refers to GS-14 and GS-15 (or comparable pay band)
positions at Districts, MSCs and HQUSACE; however a small number of GS-13
Program Managers maybe found at the District, Division and HQUASCE. IAW ER 5-1-
11, Management, USACE Business Process, Program Management, as defined in this
PPM-CDP, is viewed as an increased and broader level of responsibility over an equally
graded Project Management position.

5. Goal: The overall goal is to attract, develop, and sustain outstanding Project and
Program Managers capable of leading projects and programs to total success meeting
or exceeding customer expectations, as well as to enhance employee opportunities for
career development.

6. Objectives: The PPM-CDP is designed to meet the objectives listed below by
identifying to management and employees the competencies, training and formal class
work necessary to perform as a successful project and program manager. The specific
objectives of the PPM-CDP are as follows:

a. to provide Project and Program Managers a career ladder and an overview of
available positions;

b. to provide Project and Program Managers and their supervisors with a
reference to assist in determining appropriate training and development, both to
enhance on-the-job performance and to prepare the employee for progressively more
responsible positions;

c. to provide for sufficient numbers of qualified personnel from which to make
selections for Project and Program Management positions;

d. to invest in the people of the organization;

e. to enhance supervisors’ ability to support developmental assignments,
training, certification, and education within the Mission Essential Task List (METL)
process; and

f. to enhance supervisors’ ability to balance experience, training, certification,
and education in career plans of employees.

g. to foster a consistent approach to PM development and performance across
USACE.
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7. Responsibilities: Commanders and supervisors have the responsibility to offer all
individuals, as funding allows, the opportunity to progress in their chosen career field.
Individuals wishing to pursue PPM as their career field are responsible for including all
aspects of this career development plan on their IDP and discussing their aspirations
with their supervisor.

8. Career Planning: The Individual Development Plan (IDP) is an invaluable tool for
employees and supervisors to develop a career path with associated formal training and
developmental assignments. A well-planned and approved 5-yr IDP developed with the
supervisor is the best way for employees to receive training. When developing career
goals the employee should consider the following:

a. What do you believe your major responsibilities are?

b. What do you hope to achieve in your present job within the next year?

c. What are your immediate career goals and what are your long-range position
objectives within the District/Division/Corps of Engineers? What level of responsibility
are you seeking?

d. What is your tentative plan to prepare yourself for short-term (one-year or
less) and long-term goals? To develop this plan you may wish to think about where you
need strengthening of skills or knowledge, and what training will be useful. You should
ask yourself how you know when your performance is successful. You may also think
about what you find most interesting and least interesting in your current job.

Each employee determines personal needs, goals, values, and ambitions. Accordingly,
each employee must develop a personal plan of action. As you advance in your career,
the number of higher-level positions becomes more limited and the competition for
those positions increases. Individuals who meet the position goals will likely be among
those who will be highly considered for positions, since meeting the goals results in
improved performance.

Those interested in a PM career should include items in their IDP that strengthen PM
competencies. Some of you may wish to review and examine present goals in relation
to the opportunities described in this PPM-CDP. Your task is not easy, it cannot be
delegated, nor can it be postponed. You will have to be committed to the personal
development necessary to attain your goals.

9. Career Development Program Philosophy and Approach: Success of a Project
and Program Manager Career Development Program requires a definition of the
competencies that are required by the organization. These competencies must be
clear, understood by employees and supervisors and measurable so that proficiency
levels can be determined and required for increasing levels of responsibility.

a. The critical competencies for the successful development of a PPM-CDP include
knowledge in the areas of Project and Program Management, Communications,
Leadership and Cultural and Organizational fields. The Critical PPM Competencies
Model is presented in Appendix 1.

(68
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b. The critical competencies detailed in Appendix 1 are developed and improved
through an integrated PPM Professional Development Plan. The development plan
requires as a foundation the endorsement and support of Senior Management at the
District, MSC and HQUSACE. In addition to the support from management the Critical
Competencies discussed above form the foundation of the Development Plan. Building
on the foundations the Development Plan uses a multi-faceted training program model
of Self Study, Informal and Formal training as outlined in Appendix 2.

c. The PPM-CDP has been developed to include 1) Development of the PPM Ciritical
Competencies discussed above, 2) Self Study, Informal and Formal course work as
described above required to assist Project and Program Managers from all backgrounds
organize and lead PDTs and programs, and 3) for those in FE positions, Department of
Defense (DOD), Acquisition Technology and Logistics (AT&L) Facility Engineering (FE)
Career Field Certification Requirements (Appendix 3). Each of these components
(when applicable) is of equal value and is essential to the ability of the Project and/or
Program Manager to execute projects in a more effective manner.

10. Program and Project Management Career Development Plan: Project and
Program Managers typically begin their USACE career in Engineering, Construction,
Operations, Planning, Regulatory, Real Estate or other fields and transition into Project
and Program Management. This is highly desirable, since a strong background in one
of these functional areas provides the PM with detailed knowledge of the types of
projects they will be managing. In addition, PMs and PgM need strong management
and leadership skills to be successful. After successfully functioning as a Project
Manager, some personnel will transition to progressively increased responsibility and
into the Program Management Field.

In general, most Program Managers will have had previous experience as a Project
Manager; however some individuals may have entered program management without
previous project management experience. Regardless of background all Program
Managers will be expected to meet the competency standards outlined by the PPM-
CDP.

The PPM-CDP details a career path for all Project and Program Managers positions.
The career ladder outlines potential progression modes, as well as opportunities for
lateral assignments. Actual progression will depend upon the individuals experience in
a variety of functions, as well as the requirements of the target positions. The PPM-CDP
is intended to promote a flexible and adaptable workforce, with cross-training and
movement encouraged among the various project and program management
“specialties.” Employees are encouraged to gain the broadest possible range and
depth of specialty experience. A successful Project or Program Manager should be
able to apply their skills to manage more than one type of project or program.
Professional experience, along with education, certification, and developmental
assignments, are all considerations for advancement within the PPM field.
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The PPM-CDP is designed to provide management and employees with a well-defined
career path and set minimum proficiency levels with standards.

a. The PPM CDP requires that Project and Program Managers develop a high
level of proficiency within their current field prior to entering the CDP. Employees are
encouraged to follow Career Development Plans in their current Career Field i.e. CP-11,
CP-18, CP-55 etc. up through the GS-12 level or comparable pay band. Local
exceptions to this guidance can be made at the discretion of the Commander based on
mission requirements; within available resources the Commander may allow employees
to enter the PM-CDP prior to the GS-12 level. However employees are required to have
a functional proficiency within a career field prior to becoming a Project or Program
Manager.

b. The Project and Program Manager Career Ladder outlined here envisions
PMs and PgMs who may move into and out of their technical specialty and is similar to
CP-18 (Appendix 4) with the juxtaposition of the standards for PPM proficiency ratings
of Level I, Il and Il detailed in the PPM-CDP. However, the PPM-CDP is not exclusive
to CP-18 personnel; in fact, the project and program management field attracts
individuals from across the organization, with diverse experience and backgrounds.

c. The PPM-CDRP is divided into three levels of increasing proficiency (Appendix
V.1,V.2,V.3). Level 1, 2 and 3 ratings of the PPM-CDP corresponds to competencies
and training that are designed to develop Project and Program Managers who can
better manage projects and programs of increasing complexity. As such the PPM
ratings should be developed in conjunction with actual work assignments and real world
applications. Time required to attain the various level ratings will vary according to
individual capabilities, as well as budget constraints. Participation in the PPM CDP is
not a guarantee of promotion.

d. The PPM-CDP anticipates the completion of Level 1 requirements at the GS-
12 grade or comparable pay band (Project Manager), Level 2 requirements at the GS-
13/14 grade or comparable pay band (Project Managers with Program Managers) and
Level 3 requirements at the GS-14/15 grade or comparable pay band (Program
Manager).

e. The PPM-CDP outlines minimum standards and individuals are encouraged
to pursue their development above and beyond the training and qualifications for the
suggested grade levels. It is possible that as employees advance through the PPM
levels they may move in and out of the Project and Program Management field.

f. Professional certification is an external process that formally recognizes and
validates competency in one or more specialized areas of expertise. Certification with
the Project Management Institute (PMI) as a Project Management Professional (PMP) is
strongly encouraged for project managers of all levels, and is a requirement for USACE
Level Il internal certification.

11. Career Development Program Completion: Candidates who successfully
complete Level I, Il or Il of the PPM-CDP shall be recommended by the Deputy District
Engineer for Program and Project Management (DPM) to the MSC Director of Programs
(DP) for PPM-CDP certification. A certificate signed by the MSC DP will be issued to
each employee as they complete each level of the program and can be used to validate
PPM proficiency to other USACE Districts, MSCs, Laboratories and HQUSACE. For
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those operating activities (HQ, labs, centers) the certificate shall be signed by the senior
civilian at that activity. As with professional registration, individuals who participate and
complete the PPM-CDP may be more competitive for assignments and promotions
within USACE.

12. Career Development Program Implementation:

a. Upon implementation of the PPM CDP, there will be a 1 year “open period” of
certification managed by the MSC. During that period an individual who believes he/she
meets the standards of a certain level may submit a certification package detailing how
their experience and education have equipped them with the competencies for that
level. The package (with endorsement by the activity’'s DPM) will be reviewed by the
MSC and, when appropriate, a Level |, Il, or Il certificate may be issued. However, the
one requirement for which there is no substitute is the PMI PMP certification; no
individual may be internally certified as Level Il or Level Il without a PMP.

b. All PMs and PgMs will be expected to meet the target minimum PPM-CDP
standards and competencies after 1 OCT 09.

c. Each activity (RBC, Lab, Center, HQ) will be responsible for funding its own
implementation.

13. Approvals:
J. Joseph Tyler, P.E. Gary A. Loew

Leaders, Program and Project Management Community of Practice
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APPENDIX |
Program & Project Management Community of Practice

PM Professional Development Plan

The following chart provides a graphic representation of the overarching Professional
Development Strategy for Project Managers within USACE. The chart consists of three
major concepts.

Critical Foundation

The critical foundation for a successful professional development program rests in
a clear and accepted set of measurable Project Manager skill sets and project complexity
evaluation criteria. These skill sets, commonly referred to as “competencies” can be
further broken down into distinct tasks, under specific conditions, and evaluated by a
given set of standards. Essential to the success of these Project Manger skill sets and
project evaluation criteria is the endorsement and support of senior management. Senior
management must “own” the PM professional development plan as shown through their
actions and measured in the resources they provide to the program and the time and effort
they personally give to its success. As a tool for the Program and Project Management
Community of Practice (PPM CoP), its imperative that the MSCs and HQUSACE
leadership support this plan as “the plan” for developing Project Managers throughout the
Corps of Engineers.

Development Methods

There are three major paths to development success. Self refers to the actions that
the individual PM is expected to assume responsibility for in his/her own development.
Informal are the opportunities within the organization which require the coordinated
effort of the PM, the PM’s supervisor, and a PM organization. Formal refers to the
opportunities outside of the organization that may require greater planning, funding, and
approval levels. These three are seen as the essential support columns to one’s
development program and should be integrated into a balanced implementation plan
suitable for an organization.

PM Success

Success in project management requires understanding the organization and the
PM profession. Set the goals, develop a balanced strategic approach of self, informal, and
formal developmental activities, and focus on those specific skills sets required by the
organization. A well-documented and published plan for the PPM CoP along with MSC
and HQUSACE support can and will lead to success.

- Project Manager and Program Manager Career Development Plan, 5 May 06 - Appendix
I



APPENDIX I
PPM CoP
PM PROFESSIONAL DEVELOPMENT PLAN

PPM CoP
PM DEVELOPMENT SUCCESS

SELF INFORMAL FORMAL
- Self Study -0JT _
- University Course - Rotation - i'l\zﬂAlgsutUte
- Professional Assn - TDY ; b
- Study Group - Mentor/Coach - U“_“ sv1_te o
- On-Line - Cross Train - University Program

- Contractor

- Brown Bag - PM Organization

PM SKILLS (Tasks/Conditions/Stds) and PROJECT
COMPI FXITY
SENIOR LEADERSHIP ENDORSEMENT & SUPPORT I
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APPENDIX 11
Program & Project Management Community of Practice

Critical PM Competencies Model

The following schematic provides an overview of the critical competencies required of a
PM to be successful within the Corps of Engineers. This model was developed through
an analysis of questionnaires administered to PMs and their supervisors within the Corps
of Engineers, a select sample of PMs in the private sector, and a literature review of PM
skill set articles. The critical competencies can be seen as conceptual groupings
“bubbles” into which various related skill sets are placed. The three basic PM
competency groups are contained within the workplace, as described by an overarching
cultural and organizational awareness set of skills. The following provides a summary of
each of those competencies.

Cultural & Organizational Awareness

The overarching competency existing within the Corps of Engineers being a unique
workplace that can be further examined in terms of its culture and its organization. These
skill sets are centered on the structure, mission, programs, history and values of the local
USACE activity.

PM Competencies

Central to the PM’s professional development is proficiency in the technical
requirements of project management. These skills are divided into two sets — PM Body
of Knowledge and USACE tools, processes, and procedures. Within each of these sets
are a number of specific skills that require a certain degree of proficiency by each of the
three levels of PM experience (Level 1 — Basic; Level 2 — Advanced; Level 3 — Master).

General Management Competencies

While the competency described above addresses skills needed on the technical
side of the professional PM, this competency focuses on the management skills required
of a successful PM. The skills are divided into two sets — solution techniques focused on
problem solving and decision making, and communication skills, such as briefing, public
speaking, writing, and facilitating. Like the other competency bubbles, within each of
these management skill sets are a number of specific skills that require a certain degree of
proficiency by each of the three levels of PM experience.

Leadership & Relationship Competencies

The third critical competency group focuses on the leadership and relationship
skills needed to successfully work a project with a team through a complex set of
requirements and organizations. The two skill sets of leadership and relationships are
broken into their unique elements and specific skills are identified through a series of
task, conditions, and standards.
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APPENDIX Il
PPM CoP
Critical PM Competencies Model

Culture (PM & USACE) Organization
History Structure
AEUTES Mission
Programs
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Appendix ITI

FaciLities ENGINEERING

The certification standards published in this Catalog are effective 1 Oclober 2004. Changes and updales to these standards are posted on the DAU
Web site as they occur. Check the online Catalog at hitp:/fwww.dau.miVcatalog for current information on certification standards and courses.

focused on- the design, construction, and life cyde maintenance of military Instaliations, facliities, civil

works projedts, airfields, roadways, and ocean facllities. It involves all facets of life cycle management
from planning through disposal, including design, construction, environmental protection, base operations and
support, housing, real estate, and real property maintenance. Additional dutles include advising or assisting
commanders and acting as, or advising, program managers and other officials as necessary in executing all
aspeds of their responsibllities for facllity management and the mitigation/ellmination of environmental im-
pact in direct support of the defense acquisition process.

The Fadlities Engineering career field encompasses a variety of professional individuals with diverse skills

] Level 1
EDUCATION

(Desired) baccalaureate degree in engineering, architecture, physics, chemistry, mathematics, community
* plarining, business, or related flelds
3 EXPERIENCE
"1 year of acqulsitlbn experience In facilities engineering
"0 TRAINING

- ACQ 101 Fundamentals of Systems Acquisition Management [BU5]

O Level Il
) EDUCATION
(Desired) baccalaureate degree in engineering, architecture, physics, chemistry, mathematics, community

planning, business, or related fields

[ (Desired) 9 semester credit hours selected from accounting, business finance, law, economics, industrial
management, quantitative methods, or organization and management

[J EXPERIENCE

[1 2 years of acquisition experience In fadilitles englneering

2 (Desired) An additional 2 years of acquisition experience in facilities engineering
O TRAINING

_,-"El ACQ 101 Fundamentals of Systems Acquisition Management [BUS] (if not completed at Level 1)
O FE 201 Intermediate Facllities Engineering [JHM]

O Level 111

Certification requirements for Level lll will be established when the appropriate training becomes available. Courses
are currently being developed and will be available in FY06.

] Mandatory standard - [ Desired standard Il Nostandardset O Option formeeting mandatory standard ®Optiontormeeﬁngdesiredstandard



Appendix IV

Project and Program Manager Career Development Plan
Career Ladder

PPM-CDP
Certification
Level DISTRICT DIVISION HQUSACE
GS-Series GS-0340 GS-Series GS-340 GS-Series GS-340
LEVEL Technical/Support PPMD Technical/Support PPMD Technical/Support PPMD
GS-15 Chie
GS-15 Chief GS-15 Chie GS-15 Chief GS-15 Chief GS-15 Chief PPMD
Technical/Support PPMD Division Technical/Support PPMD Division/ Technical/Support Section/Program
1} Division /Program Manager Division Program Manager Section Manager
s\\ /’l’ \s\\ ’l’ \s\\ /’l’ \s\\ /’l’ ‘s\\ /’l’
N\ \\x/ N\ o v
GS-14 Chief
Technical/Support
GS-14 Chief GS-14 Chie Branch GS-14 Chief GS-14
Technical/Support PPMD Branch; Technical/Support PPMD Branch/ Technical/Support GS-14
Ilor I Branch Program Manager Specialist* Program Manager| Specialists* Program Manager
GS-13 Chief GS-13 Chie
Technical/Support PPMD
Section/Branch; Section/Branch; GS-13 GS-13
Technical/Support Project Manager; Technical/Support GS-13 Program Technical/Support GS-13  Program
1l Staff Program Manager Specialist* Manager Specialist* Manager
" e 7 e e
\\ ,// ,/ ,// ,//
GS-12
Technical/Support GS-12 Project
Staff Manager *
GS-11
Technical/Support
N/A Staff
N/A GS-5/7/9 Staff/intern
*NOTE: Positions GS-5 through 12 are typically Series specific for example GS-0810, GS-1301, GS-0028 etc.
GS-13 PM or PgM positions should typically be GS-0340 or GS-0301; however interdisciplinary series are acceptable if the position has clear technical duties & requirements.
Any Project or Program Management position GS-14 or higher should be GS-0340 series.

- Project and Program Manager Career Development Plan, 5 May 06 - Appendix IV



APPENDIX V.1

PROJECT AND PROGRAM MANAGEMENT - CAREER DEVELOPMENT PROGRAM

EDUCATION AND EXPERIENCE STANDARDS

LEVEL | (Project Manager)

LEVEL Il (Project and Program Managers)

Level Ill (Program Manager)

Source of EDUCATION EDUCATION EDUCATION
Requirement

AT&L FE* |Requirement: NONE Requirement: NONE Requirement: NONE

USACE** Requirement: NONE Requirement: NONE Requirement: NONE

AT&L FE* |Desired: Baccalaureate degree in Desired: In addition to baccalaureate degree, Desired: To be Determined in FY 06

engineering, architecture, chemistry,
mathematics, community planning or related
degree

9 semester hours selected from accounting,
business, finance, law, economics, industrial
management, quantitative methods, or
organization and management

USACE** Desired: Baccalaureate degree. Desired: Baccalaureate degree. Desired: Graduate degree in related technical,
business, management or related field.
EXPERIENCE EXPERIENCE EXPERIENCE
USACE** |1 year of PM experience at the GS-12 level, For PMs: Additional 1 year of PM experience at For PgMs: Additional 1 year of PgM
comparable pay band, or equivalent the GS-13 level, comparable pay band, or experience at the GS-14 level, comparable pay
equivalent. For PgMs: 2 years of PM or PgM |band, or equivalent.
experience at the GS-13 level, comparable pay
band, or equivalent.
AT&L FE* |1 year of Acquisition experience in Facilities 2 years of Acquisition experience in Facilities
Engineering (FE) Engineering (FE)
AT&L FE* Desired: An additional 2 years of Acquisition

experience in facilities engineering (FE)

Department of Defense Acquisition, Technology & Logistics Facilities Engineering Career Field Certification Requirement

*%

USACE standards under the Project and Program Management Career Development Program (PPM-CDP)
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APPENDIX V.2

PROJECT AND PROGRAM MANAGEMENT - CAREER DEVELOPMENT PROGRAM

CRITICAL PPM COMPETEN

CIES MODEL - TRAINING STANDARDS

LEVEL | (Project Manager)

LEVEL Il (Project and Program Managers)

Level Ill (Program Manager)

Source of Competency TRAINING TRAINING TRAINING
Requirement
USACE* Project Read and understand A Guide to the PMBOK | Certification as Project Management
Management (2004 edition) Professional by successful completion of
Project Management Institute exam.
USACE* Project Demonstrate proficiency in Software tools, Read/Comprehend TC 25-20, A Leaders Guide
Management |scheduling techniques and earned value. to AARs. Prepare and deliver (to medium
Successfully use P2 to manage a project. audience) three (3) AAR/Lessons Learned
briefings on Project or Program Management
Challenge. AAR or abstract must also be
submitted to PPM CoP EKO website for
publication.
USACE* Project Successfully lead PDT through project delivery
Management |process
USACE* Project Deliver products/services to PM/PDT w/in
Management |budget, on time, IAW scope and of appropriate
quality
USACE* Project Prepare PMP IAW local guidance and Coach/mentor others
Management |standards
USACE* Project Comprehend relevant rules regulations and Coach/mentor others Coach/mentor others
Management |local business process governing project
delivery
USACE* Management |Apply problem solving techniques Read, comprehend The Team Coach. Coach/mentor others
Coach/mentor others.
USACE* Management |Apply decision making process Coach/mentor others Coach/mentor others
USACE* Management |Deliver 5 minute presentation using MS PP to | Deliver 5-10 minute briefing using MS PP to Deliver 15-30 minute briefing using MS PP
PDT (small Audience) medium audience (ex: District RMB) outside the District (large audience) C/M others
USACE* Management |Inform others about project/customer interface |Respond to media inquires; C/M others Read/comprehend Coaching, Counseling &
Mentoring. Coach/mentor others
USACE* Management |Prepare internal correspondence Prepare external correspondence C/M others  |Coach/mentor others
(Management)
USACE* Management |Lead PDT meeting, facilitate consensus Lead program review meeting. Coach/mentor others
Read/comprehend/report on The Rookie
Manager
USACE* Management |Read/Comprehend/report on Getting to Yes Negotiate desired outcome. Facilitate Small Coach/mentor others
Group Discussion on Getting to Yes
USACE* Leadership |Read/Comprehend/report on Visionary Prepare one page summary of District Facilitate small group discussion on High Flyers
Leadership Vision/Direction, Read/comprehend/report on (Leadership)
High Flyers
USACE* Leadership |Read/Comprehend/report on Cheese and 7_ Read comprehend/report on Leading Change |Facilitate small group discussion on Leading
Habits and Real Change, Facilitate small Group Change and Real Change. Read, comprehend
Discussion on Cheeses and 7-Habits The 8th Habit.
USACE* Leadership |Read/Comprehend/report on Organizing Facilitate small group discussion on Organizing |Facilitate small group discussion on Killer
Genius. Prepare self-assessment of Genius; Provide feedback to PDT members on |Angels (Leadership)
performance performance
USACE* Leadership |Learn communication Skills Apply Communication skill Coach/mentor others (Leadership)
USACE* Leadership |Learn conflict resolution skills Apply Conflict resolution skills Coach/mentor others (Leadership)
USACE* Leadership |Participate in IPR/AAR Lead/facilitate an IPR/AAR Coach/mentor others (Leadership)
USACE* Leadership |Attend meeting to determine customer Lead effort to determine customer requirements |Coach/mentor others (Leadership)
requirements and expectations and expectations
USACE* Leadership |Read /comprehend/report The Discipline of Facilitate Small Group Discussion on The Coach/mentor others (Leadership)
Teams Discipline of Teams
USACE* Leadership |Read /comprehend/report Emotional Read/comprehend/report Working with Coach/mentor others (Leadership)
Intelligence Emotional Intelligence
Leadership |Read Discover Your Strengths. Take Coach/mentor others (Leadership) Coach/mentor others (Leadership)
StrengthsFinder Assessment & be coached by
a USACE Strengths Performance Coach
USACE* Cultural Attend New employees orientation, Identify Coach/mentor others Coach/mentor others (Cultural)
individuals in communications channel
USACE* Cultural Read /comprehend/report on Chapter 2 (Army | Facilitate Small Group Discussion on Army Coach/mentor others (Cultural)

Values) of FM 22- 100

values

USACE requirements under the Project Management Career Development Program

- Project Manager and Program Manager Career Development Plan, 05 May 06 -
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APPENDIX V.3

PROJECT AND PROGRAM MANAGEMENT - CAREER DEVELOPMENT PROGRAM

PROFESSIONAL CLASS WORK STANDARDS

LEVEL | (Project Manager)

LEVEL Il (Project and Program Managers)

Level Il (Program Manager)

Source of PROFESSIONAL CLASS WORK PROFESSIONAL CLASS WORK PROFESSIONAL CLASS WORK
Requirement
AT&L FE* |FE 201 Intermediate Facilities Management To Be Determined (FE)
(FE)

USACE**  Project Management Instruction one of Project Management Instruction one of Desired: 2-3 Day Course in Program
following: PROSPECT Course - Project following not taken for Level I: PROSPECT Management (course may be selected locally)
Management - MIL Programs (#088); Civil Course - Project Management - MIL Programs
Works Orientation (#086); Project Management (#088); Civil Works Orientation (#086); Project
(#355); Project Management - Env. Management (#355); Project Management -

Remediation (#266) Env. Remediation (#266)

USACE** | A-E Contracting (PROSPECT Course #004) or | The other of A-E Contracting (PROSPECT Advanced Contracting Class (specific class
Construction Contract Management Course #004)/Construction Contract may be selected locally)

(PROSPECT Course #366) Management (PROSPECT Course #366) not
taken in Level 1

USACE**  Federal Appropriations Law (3-4 day course) | Project Scheduling (NAS) (PROSPECT Course
#80)

USACE** | Leadership Education & Development Organizational Leadership for Executives Personnel Management for Executives (PME

(LEAD)*** (OLE)*** 1)***

USACE** Management/Supervision Course - DOD Executive Leadership Course - (ex: FEI, OPM,
provided course. (specific class may be CCL - specific class may be selected locally)
selected locally)

USACE** | Desired: Leadership for Learning Seminar Desired: TeamBuilding/Conflict Management -

(Prospect Course # 034) (Prospect Course #383 or locally selected
course)
* Department of Defense Acquisition, Technology & Logistics Facilities Engineering Career Field Certification Requirement
** USACE requirements under the Project Management Career Development Program
rkk Army Civilian Leadership Training Core Curriculum (ACTEDS)
Notes: 1. Itis anticipated that the individual may have attended a number of these classes prior to attaining a PM position;

however, if this is not the case these classes must be attended prior to attaining Level 1 certification.

2.

Desired courses are those that are highly encouraged, although not required for the particular level certification.

All courses not shown as desired are required.

- Project Manager and Program Manager Career Development Plan, 5 May 06 -
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Preface to the
Project and Program Management Community of Practice Career Development Plan
5 May 2006

The Project and Program Management (PPM) Community of Practice (CoP) Career
Development Plan (CDP) has been developed to provide a framework for the standardization
and development of Project and Program Managers across USACE. The CDP strongly
encourages that PMs and PgMs come from diverse backgrounds and disciplines and hence
standardization of a “core” set of skills is essential. Due to the complexity of USACE activities,
the number of Project and Program Managers, and the large number of disciplines involved, the
CDP has been designed to focus on the competencies, experience and formal education that
apply to the broadest range of Project and Program Management activities. As with all
significant and broad-based training efforts, the CDP will not address every requirement of each
District or MSC; however, the CDP will form the basis to standardize PM training. Standard PM
training will in turn lead to a commonality across all USACE elements that will better position the
Corps for the challenges of the future.

The CDP recognizes that many Districts currently have training plans that may differ from the
CDP. Districts are encouraged to continue local training programs as an augmentation to the
CDP. The CDP encourages Districts to develop candidates with strong potential who may have
no prior PM experience. Some Districts utilize entry-level PM positions (or “associate PMs” or
“assistant PMs” at GS-11). Some Districts use “shadow PMs” or “junior PMs” as an approach to
train motivated but less experienced personnel. Other Districts use a similar approach with GS-
11/12 positions. The PPM CoP and the CDP encourage these approaches to Project Manager
development. The CDP is a training system to provide PM standardization; it is not a means or
method to limit the types of people that can become PMs. PMs that follow the CDP, an internal
certification process, will find that they are more successful. Internal PM certifications, like other
professional certifications, will provide a way for professionals to demonstrate commitment to
their profession.

The CDP is a dynamic training system that will be overseen by a Steering Committee made up
of District, MSC, FOA and HQUSACE employees. The implementation and effectiveness of the
CDP will be reviewed and evaluated annually by the Steering Committee. The Steering
Committee may adjust, when needed, elements of the CDP to include formal classes, reading
lists etc. to ensure the program remains effective. Additionally, future expansion to incorporate
more requirements and competencies for Program Manager is planned. This plan does not
address the selection criteria for vacancy announcements (PM & PgM positions). The Steering
Committee understands that the CDP will be revamped to coordinate with the National Security
Personnel System (NSPS).

Successful implementation of the CDP will require motivated employees, time, funding and
continued support from USACE Leadership. Senior USACE leadership has made a
commitment to PM training to ensure the Corps remains Relevant, Ready, Responsive,
Reliable.






ATTACHMENT 1

Implementation Guidance for All USACE Activities
Project and Program Management Career Development Plan

1. Reference: Project and Program Manager Career Development Plan “Guide for the Project
Management and Program Management Career Fields”, 5 May 2006.

2. Authority: Project and Program Management Career Development Plan (PPM-CDP) plan has
been reviewed and recommended by the Project and Program Management Community of Practice
(PPM-CoP) Steering Committee. The PPM-CoP Leaders, Mr. Gary Loew, Chief, Military Programs
- Program Integration Division Director of Civil Works Programs and Mr. Joseph Tyler, Chief,
Military Programs - Program Integration Division have approved the Career Development Plan for
implementation by all USACE Activities to include Districts, MSCs, HQUSACE, Laboratories, and
FOAs.

3. Applicability: The PPM-CoP developed the CDP, which applies to all Project and Program
Managers in USACE, and can be used as guidance by all individuals who are interested in
project management, regardless of education or technical background, as a career path into
and through the Project and Program Management Field.

4 Purpose: This document provides guidance for the implementation of the Project and Program
Management Career Development Plan (PPM-CDP) to Districts, MSCs, HQUSACE, Laboratories,
and FOAs, supervisors of Project and Program Management professionals and those interested in
the Project and Program Management field.

5. Organization: Districts, MSCs, HQUSACE, Laboratories, FOAs and the PPM-CoP Steering
Committee will be responsible to implement, coordinate and manage the implementation of the
Project and Program Management Career Development Plan (PPM-CDP). The Deputy for Project
and Program Management (DPM) is responsible to the District Commander to implement the PPM-
CDP within their respective District. The Director of Programs (MSC DP) is responsible to the MSC
Commander to implement the PPM-CDP within the MSC. The PPM-CoP Steering Committee is
responsible for the review and oversight of the program. The Deputy for the PPM-CoP is
responsible to Chair and lead the Steering Committee and to implement CDP guidance from the
CoP Leaders, Chief of Program Integration for Civil Works and the Chief of Program Integration for
Military Programs.
a) District Responsibilities: The Deputy District Engineer for Program and Project
Management (DPM) shall be responsible to implement the CDP. Additionally each
District as a minimum shall do the following:
i) Establish a plan to coordinate and implement the CDP.
i) Make the PPM-CDP available to all employees interested in Project and
Program Management.
iii) Establish internal procedures to process, forward and recommend CDP
application approval and forward applications to the MSC for approval and
signature of the CDP Level certification certificate by the MSC DP.
b) MSC Responsibilities: The MSC Director of Programs (DP) will ensure that each
MSC has a plan to implement the Project and Program Management Career
Development Plan (PPM-CDP).
i) Establish a single POC to collect CDP applications and to process the
approval and signature to the certificates by the DP.
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i) Maintain a database of applications and certification status of all applicants.

i) CDP application that are reviewed by the Districts and recommended for
approval will be submitted to the MSC Director of Programs (DP) for approval. The MSC
will provide a signed copy of the standard CDP certification.

iv) Manage and issue certificates signed by the MSC DP to each employee as
they complete each level of the program. The certificate will be used to validate PPM
proficiency to other USACE Districts, MSCs, Laboratories, FOAs and HQUSACE. For
HQUSACE, Laboratories, FOAs and centers the certificate shall be signed by the senior
civilian at that activity.

c) PPM-CoP Steering Committee Responsibilities:

i) PPM-CoP Steering Committee shall review the CDP program annually to
ensure the standards are relevant and reflective of the standard of practice.

i) Develop a CDP Level I, Il & IlI certificate format and adjust as needed.

iii) Develop a Quality Assurance Program to ensure compliance with the CDP
standards and objectives.

d) Deputy, Community of Practice:

i) The Deputy shall Chair the PPM-CoP Steering Committee and ensure that the
CDP program is reviewed annually to ensure the standards are relevant and reflective of
the standard of practice.

i) The Deputy shall ensure that the PPM CoP Principals are routinely briefed on
the status of the PPM-CDP and the direction and vision is implemented.

e) Leaders, Community of Practice:

i) Provide the vision and direction of the CDP to meet the future requirements of
USACE.

i) Ensure that the CDP direction and vision is implemented.

6. Overall Program Management:

a) All PMs and PgMs will be expected to meet the target minimum PPM-CDP standards
and competencies after 1 OCT 2009.

b) Each activity (RBC, Lab, Center, HQ) will be responsible for funding its own
implementation.

7. Open Period Certification: Upon implementation of the PPM CDP, there will be a 1 year
“open period” of certification managed by the MSC. During that period a package (with
endorsement by the activity’s DPM) will be reviewed by the MSC and, when appropriate, a
Level I, I, or lll certificate may be issued.

a) Individuals who believe they meet the standards of a certain level may submit a
certification package detailing how their experience and education have equipped them with the
competencies, knowledge and skills for that level.

b) Applicants must meet the minimum requirements on the date the application is
submitted to the District DPM for recommendation for approval.

c) Applicants may only certify for the PM level which corresponds to the GS grade that
they are currently holding or the PM level equal to the highest GS grade that they held as a
permanent position. Applicant s must meet the minimum time-in-grade requirements for the PM
level certification.

d) Individuals with documented i.e. (SF-50) GS-12 level (or equivalent demonstration
project pay band) Project and Program Management experience may submit applications during
the open period for Level | PM certification.

e) Individuals with documented i.e. (SF-50) GS-13 level (or equivalent demonstration
project pay band) Project and Program Management experience may submit applications during
the open period for Level | or Level Il PM certification. Note: no individual may be internally

Attachment 1 to the PPM CoP Career Development Plan — Implementation Guidance 2





certified as Level Il or Level lll without certification as a Project Management Professional
(PMP) by Project Management Institute (PMI). There is no substitute for the PMI PMP
certification regardless of current grade or work experience.

f) Individuals with documented i.e. (SF-50) GS-14 level(or equivalent demonstration
project pay band) Project and Program Management experience may submit applications for
Level | or Level Il PM certification. Note: no individual may be internally certified as Level I
or Level Ill without certification as a Project Management Professional (PMP) by Project
Management Institute (PMI). There is no substitute for the PMI PMP certification
regardless of current grade or work experience.

g) Individuals with documented i.e. (SF-50) GS-15 level (or equivalent demonstration
project pay band) Project and Program Management experience may submit applications for
Level I, Il or lll Level. Note: no individual may be internally certified as Level Il or Level IlI
without certification as a Project Management Professional (PMP) by Project
Management Institute (PMI). There is no substitute for the PMI PMP certification
regardless of current grade or work experience.

8. Certification Package: Supervisors, DPM and MSCs will be asked to evaluate candidate
applications for PPM-CDP level certification.

a) During the “Open Period” applicants may demonstrate “equivalence” to the
educational, competencies and formal training standards outlined in the PPM-CDP. The
process of review and evaluation of the “open period” applications is inherently a subjective
process and supervisors will have to apply a standard of reasonableness and common sense to
ensure that all applicants are given a fair review. As such, the request and approval of PPM-
CDP certifications levels should be developed in conjunction with the actual work assignments
and real world experience of the applicant. General guidance and suggestions are presented
herein; however ultimately the process is open to interpretation.

b) After the close of the “Open Period” applicants must demonstrate
“compliance” to the educational, competencies and formal training standards outlined in the
PPM-CDP. Guidance for the “compliance” applications is presented herein. Evaluation of the
“compliance” applications will be objective and will be fairly straightforward.

c) The certification application package should address the candidates’
professional work experience, formal education, accomplishments and record as related to the
educational, competencies and formal class work outlined in the PPM-CDP (See Appendix I, I
and V in the CDP). Candidates shall assemble a certification package containing all
documentation necessary to demonstrate the candidate meets the standards at the certification
level requested.

d) The PPM-CDP is divided into three levels of increasing proficiency (Appendix
V.1, V.2, V.3). Level 1, 2 and 3 ratings of the PPM-CDP corresponds to competencies and
training that are designed to develop Project and Program Managers who can better manage
projects and programs of increasing complexity.

e) Typical documents included in the package for DPM review should include:

1. Resume showing previous relevant Project and/or Program
Management experience.

2. Copy of TAPES Performance evaluation to demonstrate successful
performance for period of time claimed as experience. Only
successful performance evaluations will be considered as experience.

3. Records and certificates showing successful completion of the class
work, developmental assignments/activities required for the level
certification requested.

4. Certificates or other proof of successful completion of PROSPECT
courses
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5. Copy of professional certificates or licenses (to include but not limited
to the following: Professional Engineer, Licensed Architect,
Landscape Architect, Professional Geologist, American Institute of
Certified Planners, Project Management Professional etc.

6. Official, signed letter of recommendation from current supervisor to
the Deputy Program Management (DPM) validating that the
experience, education and competencies claimed. The supervisory
must state that based on their professional judgment the applicant
meets minimum competencies outlined in the CDP.

7. The supervisor should require the employee to present a Decision
Brief to request approval/recommendation of the certification
application. Although this requirement may seem cumbersome
Decision briefing techniques are critical to a successful PM.

9. Programmatic Overview: The Project and Program Manager Career Ladder outlined here
envisions PMs and PgMs who may move into and out of the PPM field and is similar to CP-18
(Appendix 4) with the juxtaposition of the standards for PPM proficiency ratings of Level I, Il and
Il detailed in the PPM-CDP. However, the PPM-CDP is not exclusive to CP-18 personnel; in
fact, the project and program management field attracts individuals from across the
organization, with diverse experience and backgrounds.

a) The PPM-CDP anticipates the completion of Level 1 requirements at the GS-
12 grade or comparable pay band (Project Manager), Level 2 requirements at the GS-13/14
grade or comparable pay band (Project Managers with Program Managers) and Level 3
requirements at the GS-14/15 grade or comparable pay band (Program Manager).

b) The PPM-CDP outlines minimum standards and individuals are encouraged
to pursue their development above and beyond the training and qualifications for the suggested
grade levels.

10. Additional Questions: Individuals with additional questions should direct all questions to
their MSC representative to the Steering Committee.

a) The Steering Committee members are listed on the PPM-CoP website
https://eko.usace.army.mil/usacecop/ppm

b) Contact the PPM CoP Deputy, Mary Gauker, CECW-CB, (202) 761 1811, Civil Works
PPM-CoP POC, Kyle Jones, CECW-CB, (202) 761 7700, or Military Programs PPM-CoP POC
Jim Spratt, CEMP-IR, (202) 761 5731.

J. Joseph Tyler, P.E.

Gary A. Loew

Leaders, Program and Project Management Community of Practice

Attachment 1 to the PPM CoP Career Development Plan — Implementation Guidance 4



https://eko.usace.army.mil/usacecop/ppm



		ATTACHMENT 1




2006 Reading List

Project and Program Management Career Development Plan

Bennis, W. and Biederman, P.W. Organizing Genius: The Secrets of Creative Collaboration,
2003.

Buckingham, M. and Clifton, D.O. Now, Discover Your Strengths, 2001.

Cavanaugh, R., Hesselbein, F. and Shinseki, E. (USA, Retired) Be Know Do: Leadership the
Army Way, 2004. (RECOMMENDED FOR ALL LEVELS)

Covey, S. R. The 7 Habits of Highly Effective People: Powerful Lessons in Personal Change,
1989.

Covey, S.R. The 8" Habit: From Effectiveness to Greatness, 2004.

Deeprose, D. The Team Coach: Vital New Skills for Supervisors and Managers in a Team
Environment, 1995.

Fisher, R. Ury, W.L., Patton, B. Getting to Yes: Negotiating Agreement Without Giving In, 1991.
Goleman, D. Emotional Intelligence, 1995.

Goleman, D. Working with Emotional Intelligence, 1998.

HQUSACE. USACE Learning Organization Doctrine: Roadmap for Transformation, November

2003. (See http://hg.usace.army.mil/cepa/learning/lodoctrine.htm) (RECOMMENDED FOR ALL
LEVELS)

Johnson, S. Who Moved My Cheese, 1998.

Katzenbach, J. R. Real Change Leaders: How You Can Create Growth and High Performance
at Your Company, 1997.

Katzenbach, J.R. and Smith, D.K The Discipline of Teams, 1993.

Kotter, J. P. Leading Change, 1996.

McCall, M. W. High Flyers: Develop the Next Generation of Leaders, 1998.

Nanus, B. Visionary Leadership, 1995.

Project Management Institute (PMI). A Guide to the PMBOK (3" edition), 2004.

Staub, J. T. The Rookie Manager: A Guide to Surviving Your First Year in Management, 1999.

Stone, Florence M. Coaching, Counseling, & Mentoring: How to Choose and use the Right Tool
to Boost Employee Performance, 1998.

U.S. Army Field Manual (FM) 22-100, Chapter 2, 1999.

U.S. Army Training Circular (TC) 25-20; "A Leaders Guide to After Action Review”, 1993.





		2006 Reading List




The Following is a summary of the major issues and concerns submitted by
Districts and MSCs during the open comment period fron 8-17-05 to 9-16-05.

Draft PPM CDP Main Comment Cateqories

1. Should there be an education requirement for the PM field/USACE PM
certification levels?

e The Project and Program Manager Career Development Plan (PPM-CDP)
outlined here envisions PMs and PgMs who may move into and out of their
technical specialty and is similar to CP-18 with the juxtaposition of the standards
for PPM proficiency ratings of Level I, Il and Ill. However, the PPM-CDP is not
exclusive to CP-18 personnel; in fact, the project and program management field
attracts individuals from across the organization, with diverse experience and
backgrounds. A consistent requirement, however, is that employees are required
to have a functional proficiency within a career field prior to becoming a Project
or Program Manager.

e A college degree therefore, while highly desired, is not required. Current OPM
guidelines do not allow a mandatory requirement for GS-0340 Program Manager
positions; however, since the majority of project and program managers come to
the field by way of CP-18, most individuals will have a college degree.

e While the PPM-CDP outlines minimum standards, individuals are encouraged to
pursue their development above and beyond the training and qualifications for
the suggested grade levels.

2. What series are PM’s & how are vacancy announcements advertised? — GS-
0340, Interdisciplinary?

e For the purposes of the PPM-CDP, Project Manager typically refers to GS-12
through GS-13 level project management positions and Program Manager
typically refers to GS-14 and GS-15 positions at MSCs and HQUSACE; however,
we do recognize that GS-13 Program Managers exist in some parts of the
organization.

e The intent of this CDP is that Project Managers remain in their functional series
through GS-12; GS-13 project or program manager vacancies are encouraged to
be advertised as GS-0301 or GS-0340 series, but may be advertised as
interdisciplinary if there is a component to the position that requires a specialized
technical competence. GS-14 and 15 program management positions are to be
advertised as GS-0340 series.

3. Is PM part of CP-18 or a separate stand-alone career field?
HQUSACE - HR is currently drafting policy.

4, Should PMI PMP certification be mandatory & at what level?

e Professional certification is an external process that formally recognizes and
validates competency in one or more specialized areas of expertise; among its
benefits are credibility, a common lingo, and increased knowledge. The PMI
PMP certification is currently the industry standard for Project Management, and
is required to obtain the USACE level Il certification.





7.

Exactly what courses/training should be required & at what level
See the PPM-CDP.

Cost and Time to Implement (includes the issue of Central Funding.)

The implementation cost for the PPM-CDP will be the responsibility of the MSC
Regional Business Center. Tuition for some of the courses contained in the CDP
is already centrally-funded through CP-18; judicious use of training budgets is
encouraged to meet the remaining requirements.

Due to budget and time constraints, we believe 3-5 years to be a realistic
estimate for attainment of each level. Absolute minimum for each level is 1 year
due to the experience requirements.

All PMs and PgMs will be expected to meet the target minimum PPM-CDP
standards and competencies after 1 OCT 09.

Will ALL program managers (0340 series) have to be certified in the Office of

Secretary of Defense Acquisition (OSD), Technology and Logistics (AT&L) Facilities
Engineering (FE) career field or just those military funded?

This career development plan is applicable to all USACE project and program
managers.

We expect that OSD will designate all USACE project and program manager
positions as members of the Facilities Engineering career field.

All GS-12 or higher PMs will be required to be certified in FE by the OSD AT&L
requirements. The PPM-CDP simply reflects the OSD AT&L requirement.

8. Logistics of implementation & how do we measure attainment of the competencies?
In the same vein, what leeway do individual districts have to modify/substitute/waive
requirements.

The number of PPM-CDP certified PMs will be the initial metrics

Upon implementation of the PPM CDP, there will be a 1 year “open period” of
certification managed by the MSC. During that period an individual’'s experience
and education will be reviewed and, when appropriate, may substitute for the
PPM-CDP certification standards. The MSC will have latitude during this open
period to interpret compliance with the PPD-CDP standards. However, there is
no substitute for Project Management Institute - Project Management
Professional (PMP) certification; no individual may be internally certified as Level
Il or Level Il without the PMP certification. After the close of the 1 year grace,
period the plan will be implemented and Districts and MSCs will NOT have
flexibility to modify/substitute/waive requirements. The reason for this approach
is to meet the primary objective of the CDP — minimum competency levels across
USACE. Districts and MSCs may augment the competency levels and standards
to meet local requirements but may not propose plans that are less restrictive
than the PPM-CDP.





9. Will the CDP be mandatory or just a guide/suggested?

e As with professional registration, individuals who participate and complete the
PPM-CDP may be more competitive for assignments and promotions within
USACE.

¢ Involvement and certification in the PPM-CDP is not required for employment
and can not be used as a requirement for hiring.

10. Grandfathering — will people be removed from their positions if they don’t attain
certification in allotted time, or just not eligible for promotion/move to another position?

e No staff will be removed from their position for reason associated with internal
certification within the PPM-CDP.

e Eligibility for promotion or lateral transfers is not currently a function of internal
certification within the PPM-CDP. However those individuals that are internally
certified within the PPM-CDP may be more competitive for promotions and lateral
transfers.

11. What about hiring in from outside USACE? How can they meet internal level
certification?

e Hiring of personnel from outside USACE will continue as it is currently. New
hires will be allowed a one-year open period to submit a certification package to
the MSC for validation and internal certification within the PPM-CDP.

e After the open period the internal certification standards of the PPM-CPD will
apply to the new hire. The intention of the PPM-CDP to standardize a minimum
level of PM competency across USACE and may not be as a justification to limit
or preclude the hire of competent staff from outside the agency.





