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Abstract

The purpose of this research was to determine i{f the
attitudes of acquisition managers have changed over the past
year, with respect to the Acquisition Manager Career
Development Program, set forth by Air Force Systems Command
Requlation (AFSCR) 36-5. A survey approach was used to
compare the attitudes of junior (Alr Force Speclialty Code
2724) and senior (Alr Force Speclalty Code 2716) offlcers in
relation to the criteria specified in the regulation. The
results were then compared to the results of a previous
survey to measure changes over time. Both surveys found
generally a positive relationship between the attitudes of
acquisition management personnel and career development in
all areas investigated. These areas include: 1) specialty
training, 2) academic background, 3) professional military
education, 4) operational experience, and 5) different types
of acquisition management experience. Not only were the
responses from the previous survey to the current survey
similar, the attitudes of junior and senior personnel were
also comparable. The only exception to the above was a
dramatic drop in the importance placed on Systems 400 and

DSMC from the previous research to the current effort.
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k IMPACT OF AIR FORCE SYSTEMS
COMMAND REGULATION 36-5 ON
THE 27XX CAREER FIELD

. I. Introduction

This research is a follow-on to a thesis completed by
Captain Kevin Lopez, AFIT class 87S. The purpose 1is to see
if the attitudes of acquisition managers have changed during
the past year, with respect to the Acquisition Manager
Career Development Program, set forth by Air Force Systems
Command Regulation (AFSCR) 36-5 (since this writing, the
name of the program has been changed from Career Development
to Professlional Development). This effort is necessary
because the initial study, which examined attitudes toward
the program, was done during the infancy of AFSCR 36-5.
During the time period between release of the initial survey
and the start of the current study, HQ AFSC conducted a
serles of iInformational briefs in the field about the
regulation and its consequences. An increased knowledge and
awareness about career development and AFSCR 36-5 may have
changed the attitudes of the population significantly in the
last year. This thesis will examine whether Aquisition
Managers believe the criteria set forth in the AFSCR 36-5

are useful ln career development.




Background
In recent years the Department of Defense and its

management of weapon systems development have come under
close scrutiny. A perceptlion exists in the public that
weapon systems management by the Department of Defense ls
highly ineffective. Reports of cost overruns, spare parts
overpricing, contractor fraud, and conflict of interest
throughout the news media have driven a major compaign by
the President and Congress to determine the causes of and
solutions to these problems (9:1-10).

A number of studies have been performed resulting from
concern over the quality of the acquisition management
force. A General Accounting Office (GAO) study entitled DOD
Acquisition: Strength of Key Personnel in Systems
Acquisition (12) pointed out selection of program managers
does not necessarily consider appropriate acquisition
experience and training. Consequently, the problem of poor
management of weapon systems may result from inadequate
career development of acquisition managers (12:68).
Supporting this finding was a report generated by the Center
for Strategic and International Studies. This report stated

that

the military personnel system does not provide adequate
incentives for officers to seek assignments in acquisi-
tion management...The result is that the overall
experlience levels and training of uniformed personnel
in acquisition is inadequate (11:68].

Confounding the problem of inadequate career development

is the increasing complexity of today's weapons. An Alr
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Command and staff qulege (ACSC) student report by Major
_ Randall Ray states that "systems have become lincreasingly
complex as technologlcal advances in electronics, englines,

alrframes, and composite materials have been incorporated

. into aircraft" (10:1). Former Deputy Secretary of Defense
David Packard adds that "We unfortunately have a system
where we do not train and put the best management people in
charge of major weapon systems" (13:68)., The effect 1s the
DOD's ability to manage programs is decreasing at the very
times these programs are getting more and more complex.

A different problem with career development was noted by
J. Ronald Fox in his article "Revamping the Business of
Natlonal Defense,"™ in the Harvard Business Review. Fox

arqued that

Military chiefs of staff are highly capable, dedicated
officers. They are likely, however, to have little 1if
any training or experience in running large programs
that deal with the research, development and production
of defense weapons and equipment. Most belleve that
the weapons acquisition process can be managed by mili-
tary officers like themselves, whose primary tralning
and experience has been in military fleld operations
unrelated to the complex tasks of procurement and
program management that the process involves. In
practice, top brass oversees a system in which the
people assigned to program offices often have little
training and have experience that may include only one
or two brief assignments in procurement or program
administration. Most military chiefs see little need to

give program managers more speclalized training and
development [(6:69].

To correct this problem a system must be put in place which
not only provides adequate tralning, but requires it for

career development. '




The Alr Force Systems Command (AFSC) Working Group was
another body convened to determine the causes of poor
acquisition management. They determined that there is "an

acute shortage of experienced military officers, although

fully manned in acquisition personnel" (8:1). The Working
Group concluded that the current "acquisition management
development program is deficient, and that military develop-
ment has not been institutionalized and needs structure®
(8:2). 1In conjunction, the President's Blue Ribbon
Commission on Defense Management states

The defense acquisition workforce mingles civilian and

military expertise in numerous disciplines for manage-

ment and staffing of the world's largest procurement
organization. Each year billions of dollars are spent
more or less efficiently, based on competence and
experience of these personnel. Yet, compared to its
industry counterparts, this workforce is undertrained,
underpaid, and inexperienced. Whatever other changes
may be made, it is vitally important to enhance the
quality of the defense acquisition workforce--both by
attracting qualified new personnel and by improving

the training and motivation of current personnel

(9:66~-671.

Recognizing the need for effective career development of
acquisition managers, the Air Force Systems Command
established AFSCR 36-5, Acquisition Management Career
Development Program. Its purpose was maximizing “the
professional development and mission capabllity of the AM
(Acquisition Management] officer force by setting forth a
definitive and viable career management plan that produces
broad-based acquisition managers capable of assuming middle
management and senior leadership roles® (3:4). This was

| accomplished by breaking an AM's career into four distinct,




progressive areas. Each area, or level, would have its own

requirements for education, training, and experience. A

formal certification process was established to ensure each

officer met the criteria for the subsequent level and to

maintain records of which officers were at each level. The

highest two levels would provide a pool of officers from

which the individuals to manage major weapon systems could

be selected.

Broblem Statement

This research examines whether the criteria of AFSCR 36-5

adequately addresses the true career development and

progression needs of military officers in the acquisition

career fleld.

Investigative Questions

To determine 1f the criteria set forth in AFSCR 36-5 are

directly related to the career development of program

managers, the following questions, relative to those

criteria, will be researched:

1.

Is there an associatlion between career development of
acqulsition personnel and speclalty tralning gained
from Professional Continuing Education (PCE) courses?
Is there an association between career development of
acquisition personnel and academic background?

Is there an assoclation between career development of
acquisition personnel and Professional Military

Education?




4. Is there an assoclation between career development of
acquisition personnel and operational experience?

5. Is there an association between career development of
acquisition personnel and different types of

acquisition experience?

Justification

AFSC Regulation 36-5 has a great impact con the careers
of aquisition managers. It affects job selection, and
perhaps promotion, of these personnel. As such, many
officers will use the criteria to set career goals and
establish a career path. It is, therefore, very important
to ensure the proper criteria are set forth in the
regulation. It is also prudent to determine whether these
officers believe that the criteria are relevant to their

career development.

scope

Relative to similar civilian career fields, acquisition
managers in DOD have an extremely high level of
responsibility with respect to the national interest of the
United States of America. This responsibility holds them
accountable for their actions to the general public. Due to
the importance and uniqueness of their positions, DOD
acquisition managers have career development requirements
unlike many others. As a result, very little information
exists regarding career development of DOD Acquisition

Managers. Consequently, only Jjournal articles and Alr Force




directives pertaining to acquisition manager career
development could be referred to in evaluating the impact of

AFSCR 36-5 on the acquisition management career field.

Refipnition

Acquisition Manager--Air Force officers with duty Air
Force Specialty Code 27XX.

The development of AFSCR 36-5 was necessary to ensure
adequate career development of acquisition managers. This
study wishes to determine if the criteria used by the
regqulation are effective. The following chapter will review
the literature and events leading to the development of
AFSCR 36-5. Chapter 3 will detalil the research methodology,
which involves a survey of acquisition officers in the fleld
for their opinions. An analysis of the data gathered with
the survey instrument will be made in chapter 4. Finally,

chapter 5 will conclude with recommendations.




. IT. Literature Revijew

Introduction

This review highlights the historical events leading to the
' introduction of AFSCR 36-5. Department of Defense
1 directives as well as journal articles on the subject of

acquisition career development programs will be reviewed.

Research Results

‘Past Acquisition Management (AM) Policies. To provide

a framework for AM career development, the DOD published
Directive 5000.23, Systems Acquisltioh Management Careers
(11:69). The purpose was to delineate qguidelines for
selecting, training, and developing the careers of major weapon
systems managers (11:68). The gist of the directive was to
reward AMs with the best experience and performance in the
acquisition fleld by offering them career opportunities
(11:70). Further, the Directive states "that opportunities
for advancement be equivalent with those officers in
operational, line, and command positions® (11:70). This
equity in promotion and advancement opportunities between
the acquisition and operational career fields was a major
step in developing qualified acquisition managers.

In conjunction with DOD Directive 5000.23, various
groups have investigated and identified standards

around which a career development program could be




implemented. The standards ldentified were educational
background, experience, and training (11:71).

There were varyling opinions on the education
requirements for AMs. The optimum educational background,
according to a General Accounting Office (GAO) report on DOD
Acquisition was an undergraduate degree in engineering and a
masters degree in management (11:71). A consensus among the
study groups existed about the need for a broad experience
base. It was felt thils broad base produced a quality
acquisition manager (11:71). A tri-service panel, convened
to discuss the toplic of AM career development, concluded
that management of a major weapon system was equivalent to
command of an operational unit and, therefore, required
similar types of preparation (11:72). Management experlence
that could provide this type of preparation would include
assignments such as systems engineering, test, government
laboratories, logistics, headquarters staff work, and
multiple program offlice assignments (11:72).

An acquisition manager development program should also
emphasize training (11:74). The most comprehensive and
effective training program is the Defense Systems Management
College's (DSMC) 5-month Program Management Course
supplemented by other specialized courses (11:74). J. Ronald
Fox, in his article "Revamping the Business of Natlional
Defense" states that supplemental training courses should
"focus on the day-to-day problems facing individuals
assigned to government program offices (6:70). Professional

9




military training was also stressed because it prepares
"officers for higher level command and staff duties"
(11:74).

Recent AM Policies. "The DOD Authorization Act of 1986
required regulations be issued establishing experience and
tralining for those assigned as program managers of major
programs” (11:106). Acquisition managers must, as a
minimum, have attended the DSMC Program Management Course
and have at least eight years of acquisition experience
(11:106). The President's Blue Ribbon Commission on Defense
Management highly supported this formalization of the AM
career field (9:67).

The Army currently employs a program called Material
Acquisition Management (MAM) (2:3). According to Colonel
Larry J. Bramlette, USA, in his article "Preparing and
Directing Program Managers”, the MAM program breaks an
acquisition manager's career into three phases. The first
phase is the initial six years consisting of operational
assignments. The purpose is to build experience in a
particular fleld. The second phase, the MAM development
phase, involves application, by the officer, for acquisition
management training. If selected, the officer is then
expected to pursue the training and experience requirements
called for by the program. If the criteria for this phase
are met, upon selection to lieutenant colonel, MAM officers

are eligible for entry into the certified manager phase (2:3).

10
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The MAM program is well intended, but according to
Bramlette (2:4) there are some weaknesses that need to be
addressed (2:4). For example the Army has no acquisition
speclalty code and, therefore, no central management of that
career field. This is really a weakness with the Army
system in general. Another weakness, in a very broad sense,
is the vagueness of the terms used in the MAM program. One
example i{s the requirement for a "MAM-related undergraduate
degree", which is undefined and open to interpretation
(2:4). In the area of training, only one acquisition course
along with the DSMC Program Management Course is mandated,
the rest aie recommended (2:4). The author best describes

another deficlency:

The MAM program as outlined does not go far enough to

ensure a cadre of highly trained professional program

managers. It 1s a step in the right direction, but it

fails to recognize the number of disciplines in which a

project manager must be knowledgable to perform

properly and, therefore, does not provide for his

required training (2:3].

An Alr Force program would need to have a distinct
focus from the Army's because of dissimilar speclalty code
structures and inherent differences in officer placement.
The Alr Force, unlike the Army, has a speclialty code for
acquisition managers (2:3). Air Force officers will move in
and out of this speciality throughout their career. For
this reason, the acquisition career field in the Alr Force
1s separately managed. An inherent difference is that
"officers may enter directly into the acquisition field or
transfer into it after an initial assignment in an

11




operational command" (11:82). The Army system requires

officers to serve the first six years of service in

operational assignments (2:3). Therefore, definite
guidelines for officers of all ranks, rated and non-rated
must be established in any Alr Force acquisition career
development program (11:82).

Development of AFSCR 36-5. To cope with the specific

needs of an Alr Force acquisition career development
program, General Lawrence Skantze, Commander, AFSC,
established an Acquisition Manager Career Development Task
Force (7:21). The purpose of this task force was to develop
"a cogent plan for training and keeping good acquisition
managers®” (7:21). The task force determined that
improvements in career development were needed (7:21).
According to the task force, the problem with career
development of acquisition managers "did not stem from a
lack of motivation but, rather, from lack of a cohesive
plan/program to train acquisition managers™ (7:21).

A career development model was then developed by the

task force to "produce an acquisition manager with a broad

experience base and allow for transition into the AM career
fleld, e.g., 26XX, 28XX, 29XX, 49XX, 65XX, 673X, 674X, and
individuals from the rated force" (7:22). The model was ‘ ﬁ
meant for use by acquisition managers (or potential ones) as

a guide to enhance capabilities critical to career
development of the acquisition force (7:22). The model J
breaks an acquisition manager's career into four phases

12
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encompassing the first 16 years (7:22). Each level
corresponds to a set of education, training, and experience
criteria essential to proper career development (7:22). The
basic requirements of each of the four development levels
are as follows:

1. Level One: Attained within the first six months of
an officer's career. Requirements include a
bachelor's degree, 6 months experience in a systems
program office (SPO), and completion of the Systems
Acquisition School's Introduction to Systems
Command Acquisition Management course at Brooks Air
Force Base (or equivalent).

2. Level Two: Occurs at about the 6-year point.
Criteria include Squadron Officer's school, 2 years
experience in a SPO, completion of the Alr Force
Institute of Technology (AFIT) Systems 200 course
(or equivalent), and a year of operational
experience or 2 years experience in a non-
acquisition area with AFSC or the Air Force
Logistics Command.

3. Level Three: Occurs at about the 12-year point.
Requirements would include completion of
Intermediate Service School, a masters degree,
other job experience (e.g.,headquarters
assignments, joint assignments, work in other SPOs,
other AFSC/AFLC Jjobs), at least 3 years experience
in a SPO, and completion of the AFIT Systems 400
course (or equivalent).

4. Level Four: Occurs at about the 16-year point.
Criteria are completion of Senlor Service School, 8
Years of acquisition experience, the DSMC Program
Management Course, and 2 years experience as a SPO
project manager. Additionally, AFSC/CC approval is
required to attain this level (7:22).
The model insures that upon reaching the fourth level, the
acquisition manager will have obtained the experience,
training, and education necessary to handle the complex

demands of today's weapon systems development.

13




A formal selectlion process would then choose the best
of those certified at level three and leve{ four. These
selections would comprise the Acquisition Manager List (AML)
and the Senior Acquisition Manager List (SAML) (7:23). The
purpose of the AML is "to define a pool of officers who are
gqualified to £111 key middle management positions and who
will recelve selective career management by the Headgquarters
AFSC Career Development Branch (HQ AFSC/MPROC)"™ (3:17). The
SAML will "provide a pool of officers qualified to assume
senior program management positions, including Selected
Acquisition Review (SAR) and Alr Force Systems Acquisition
Review Council (AFSARC) program managemeht responsibilities”
(3:19).

Alr Force Systems Command Regulation 36-5 (still in
draft form as of this writing), implements the model program
the Acquisition Manager Career Development Task Force
developed. The objective of the regulation "is to maximize
the professional development and mission capability for the
AM offlicer force by setting forth a definitive and viable
career management plan that produces broad-based acquisition
managers capable of assuming middle management and senior

leadership roles" (3:4).

conclusion
The unique requirement of a career development program
for DOD acquisition managers is reflected by the immense

responslbility assoclated with acquiring weapon systems to

14




defend the United States. This responsibility has often
been vested in relatively young, inexperienced managers.
Programs formalizing career development of DOD acquisition
managers have been instituted because of recent public
amplification of acquisition problems. These programs, in
their infancy, need to be honed so their output is the best
it can be. This accomplished, the purpose of developing
personnel with the experience base and knowledge necessary

to manage the development of complex weapons will have been

served.

15




III. Methodology

Introduction
This chapter outlines the design and methodology of the

research, which is a direct follow-on to the efforts of
Capt. Kevin Lopez, Alr Force Institute of Technology,
Graduate Systems Management (87S). The results of the two
studles will be compared to see if the attitudes of the
acquisition workforce have changed over the past year. The
initial study found a direct relationship between the
attitudes of acquisition managers (AM) toward career
development and the criteria set forth iIn AFSCR 36-5. 1If
there is no significant difference between the results of
the two studies, then it can be inferred that the
acquisition community believes the criteria in the
regulation has a strong positive relationship to career

development.

Survey Approach

Information for this study will be obtained through the
use of an attitudinal survey. The importance of the
criteria used for career development, hence job selection,
in AFSCR 36-5 to junior and senior acquisition managers (AM)
will be measured by the survey. Due to the nature of this
research the primary variable will be time (longitudinal),
therefore, the survey used in the previous research will be

used again.

le6
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One of the reasons for doing this follow-on is to
determine what the attitudes of the AM workforce toward

h career development are, Jiven full ben:fit of what AFSCR 36-

5 implies. During the previous research many of the
personnel surveyed were unaware of the regqulation. Because

& ’ of this, these individuals could not respond with thelir

perceptions of AM career development with regard to AFSCR

36-5. Therefore, a filtering question was placed in the
survey to discriminate between those who were familiar with
the regulation and those who were no.. Because this
situation may still exist to some extent, the filtering
question will be used again. It is exp:cted that the number
of individuals unfamiliar with the regqulation will decrease

dramatically with the passage of a year.

Test Instrument

An attitudinal survey was used to accumulate data
regarding the perceptions of junior and senior acquisition
personnel (Air Force Speclalty Codes 2716 and 2724,
respectively) toward AFSCR 36-5, Acquisition Management
Career Development Program. Operationally defined, junior

acquisition personnel are Alr Force officers, first

lieutenant through major, meeting the minimum requirements
of the 2724 career field. AFR 36-1, Officer Classification ﬂ
System, states the speclalty qualification for this field

include an engineering or management undergraduate degree, a
minimum of 18 months experience as a 2721, and completion of

Systems 100/Systems Acquisition School (3:A10-34).

17
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Likewise, senlor acquisition personnel are Air Force
officers, major through colonel, who meet the minimum
requirements of the 2716 careexr fleld. 1In addition to the
requirements for the 2724, the individual must have at least
6 months experience as a 2711 and completed elther the
Defense Systems Management School (DSMC) or Systems 400
(3:A10-31). Note that majors can belong to either the
senior or junior category. Although majors are generally
considered to be senior offlcers, for the purposes of this
study, all majors with duty AFSC 2724 will be considered
junior officers.

The survey in the prior research is considered to be
highly valid and will be used in this research. 1t was pre-
tested by a Systems 200 class and the Graduate Systems
Management (87S) sectlion. This pre-test allowed for early
evolution of the test instrument by cleaiing up any vague or
misunderstood questions, expanding the Likert scale, and
providing definitions of ambiguous terms. By pre-testing
the survey, its validity was enhanced and was made more
effective. The purpose of the survey was to determine: 1)
the familiarity of the acquisition force with AFSCR 36-5, 2)
the attitudes of the current acquisition force toward career
development, and 3) the certification level of each

respondent.
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Population of Interest

The population of interest is all AM officers (27XX)
with duty Alr Force Speclalty Code 2716 or 2724 stationed

within the continental United States.

Sample Size

From the above population, two stratified random
samples will be drawn. The purpose of the sub-population
sampling technique is to ensure proper representation of
both junior and senior personnel. In addition, an attempt
was made to ensure an equal number of responses from
officers with Level 1 to Level IV certification.

The Alr Force ATLAS Database had 878 officers with duty
AP3C 2724 and 646 with duty AFSC 2716. A sample size for
each of the finite sub-population populations was drawn to
achieve a 95 percent confidence level. The following

equation was used

n=[N(z2*z)(1-p)pl/[(N-1)(d*d)+ (z*z)(1l-p)p]
where: n= sample sijize

N= population size

p= maximum sample size factor (.50)

d= desired tolerance (.05)

z= factor of assurance (1.96) for
95 percent confidence level (1:12).

The conflidence level means for every sample of the same size
and format drawn, there is a 95 percent chance the sample

hooks the true population statistic in question. Said
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another way, there is a 95 percent chance the sample
accurately represents the population as a whole.

The sample sizes calculated were 284 and 248 for AFSCs
2724 and 2716, respectively. A 50 percent margin of safety
was then added for nonresponsiveness to the survey yielding

sample sizes of 568 and 496.

Method of Selection
A total of 1,064 names of those personnel with duty AFSC

2724 and 2716 were requested from the ATLAS data base. A
random selection of these individuals was based on the last
digit of the social security number. This assumed the last
digit of the social security number was randomly distributed
across each sub-population. An increment of 10 percent was
then represented by each digit from 0-9. The goal was

to draw random samples of sizes 568 and 496 or more from
AFSCs 2724 and 2716 respectively. 1In addition to this, an
attempt was made to have equal representation from each of
the four certification levels. However, this information
was not available in the ATLAS data base. Therefore, it was
assumed that by taking a proportion of officers by rank |

within each stratified sample, this could be approximated.

The following is a summary of the data retrieved from the
ATLAS data base : j*
AFSC 2724 AESC 2716
grade percent grade percent
0-2 44 .4 0-4 36.2
0-3 51.1 0-5 52.8 ?
0-4 4.5 0-6 11.0 )
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The above percentages were then rounded up to the nearest
ten to ensure an adequate number of individuals were drawn.
For example, the AFSC 2724 percentage of Captains of 51.1
percent would be rounded up to 60 percent. Recall from
above that each increment of 10 percent was represented by a
single digit (0-9), therefore a random selection of 6 digits
would be made to adequately represent 2724's in the total
test sample. As a result, 1,217 names were drawn (655 2724s
and 562 2716s) with 17 being deleted for inadequate

addresses.

Data Analysis

The data analysis for this study consisted of a
frequency count of responses per question and a cross-
tabulation of responses by duty AFSC (sub-population). To
accommodate comparisons between the two sub-populations,
proportions were computed. The purpose of the frequency
count analysis was to establish attitudinal trends. The
cross tabulations allowed for analyslis of the flve
lnyestiqatlve questions.

To accomplish these analyses, a Statistical Analysis
System (SAS) computer program was used. Each survey
question was given a variable name and a range of possible
responses., Labels were attached to each variable name
representing the intent of each question. Using the SAS
format for data flles, the responses for each survey were
entered into the computer in the form of a 1X42 row vector

for each respondent (42 gquestions on the survey). The PROC
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FREQ command and "tables" subcommand were then used to
format the output of the accumulated data.

u Once the data was accumulated and tabulated, the

results were compared to the previous research. Recall that

the earlier study showed the acquisition population strongly

believed the criteria set forth in AFSCR 35-5 were effective
in career development. If the comparison showed no
significant difference between the studles, then these
perceptions were unchanged over time and the regulation used
good criteria for the career development of acquisition
managers. Finally, recommendations for further study will
be made for future students interested in the topic area.
The following chapter shows the results of the survey
including a comparison of the results of the previous

survey.
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Introduction
This chapter presents the results of the study

described in Chapter 3. The analysis addresses each of the
five investigative questions and a comparison of results
between the two studies. Also, further analysis will
determine the acquisition force's familiarity with AFSCR
36-5 and their general attitude toward career development.
The analysis summarizes information from the tables in
Appendix B. These tables were separated from the text for
readability purposes, however, for continuity they will be
referred to in the text.

Twelve hundred surveys were mailed out to two
stratified samples of officers to accumulate data for this
research study. From these, 746 questionaires were returned
within the allotted six week response time. This was equal
to a response rate of approximately 62 percent. However, 77
surveys were rejected for one of the following reasons: 1)
the respondent incorrectly coded the survey (le. the
appropriate likert scale was not used), or 2) the respondent
failed to satisfactorily complete all questions pertalning
to a specific investigative question. Therefore, 669
surveys were used in the final analysis (347 2724s and 322
27168) and the statistlcal requirements for the 95 percent

confldence interval were met.
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A breakout of the respondents in terms of certification
& levels outlined in AFSCR 36-5 included 322 level I, 136
level II, 119 level III, and 44 level 1V officers. Forty-
eight participants did not indicate a particular

. certification level.

Preliminary Findings

As described in Chapter 3, the purpose of the

preliminary analysis was two-fold: 1) to determine the
acquisition force's familiarity with AFSCR 36-5, and 2) to
establish general attitudes toward career development
programs. Survey questions 1, 2, and 3 were used to address
this part of the study. The first question asked for the
respondent's level of experlence with the regulation.
Approximately 92 percent of all survey respondents were at
least aware of the regulation's provisions (reference Table
1, Appendix B).

The preliminary analysis also showed the survey
respondents strongly support both the need for and future
potential of acquisition management development programs.
Eighty-nine percent of participants in the current survey
either strongly or moderately agreed that a formal
acquisition management program was necessary (reference
Table 2, Appendix B). Similarly, approximately 82 percent
proposed that such a program would improve the career
development and quality of 27XX officers (reference Table

3, Appendix B). 1In each case the findings in this study
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closely mirrored the previous effort. The result of both

h studies overwhelmingly support Air Force Systems Command's
decision to develop and implement AFSCR 36-5. The remaining

analysis examines the specific criteria included in the

career development program.

Investigative Question 1

' The purpose of investigative question 1 was to
establish 1f there is "an assoclation between speclialty
training gained from Professional Continuing Education (PCE)
courses and the career development of acquisition
personnel.” Survey questions 37-41 addressed this question.
These questions focused on the general attitudes of
speclalty training, and specific attitudes toward Systems
Acquisition School (SAS)/AFIT Systems 100, AFIT Systems 200,
AFIT Systems 400, and Defense Systems Hahagement College
(DSMC), relative to career development.

Specialty training was supported by 94 percent of those
surveyed as being critical to career development of 27XX
officers (reference Table 4, Appendix B). Likewise, 80
percent of the survey participants feel strongly about the
speciflic effect of SAS or Systems 100 on career development.
(reference Table 5, Appendix B). The responses to Systems
200 were similar to Systems 100 with 82 percent responding
positively to the impact of Systems 200 on career
development. Note that there is no table for the impact of

Systems 200. This situation occurred several times during
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this research because only part of the information from the
previous research document was available to this author.
All tables shown in the previous thesis were presented, with
current survey results, in Appendix B. The above findings
were very similar to those in theAprevious study. However,
comparison of résponses between Systems 400 and DSMC shows a
different trend. The positive responses to Systems 400 fell
from 78 percent in the earlier effort to 58 percent
currently. SImilatlf, the responses to DSMC fell from 85
percent to 72 percent. This trend shows the acquisition
force has lowered their perception of the importance of
Systems 400 and DSMC, but not specialty training pverall.
The general attitudes toward specialty training and
career development between Jjunior qnd_senlor officers was
similar in both studies. Approximately 94 percent of all
groups felt specialty training was critical to career
dévelopment (reference Table 4, Appendix B). However, with
respect to specific training programs, junior officers
tended to favor SAS/SYS 100. For example, 88 percent of
Junior officers either strongly or moderately agreed that
SAS/SYS 100 provided an effective foundation for career
development. The perceptions of senior officers were
somewhat lower with only 72 percent supporting SAS/S¥YS 100
(reference Table 5, Appendix B). Conversely, 84 percent of
senior offlicers felt DSMC was critical to career development
while only 60 percent of junior officers shared this belilef.

The results of the previous study were not significantly
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different from these results. The difference was probably

caused by the relative experience each group had with the
respective speclialty training courses.

Both theses found a high percentage of positive
responses in all areas of specialty training. Although
responses to speclific programs were not as strong as
speclialty training in general, their positive response rate
was still high enough to warrant their use. As such, the
results of the survey supprrt the incluslion of specialty

training requirements 'a the career development program.

Investigative Question 2

The purpose of investigative question 2 was to
determine if there is "an assocliation between academic
background and career development of acquisition managemént
personnel.™ This question was addtessed‘by survey questions
13 through 18. The survey was designed to accomplish the
following: 1) determine whether a technical or non-
technical undergraduate degree provides the best foundation
for effective career development, 2) determine if a graduate
degree or higher is critical to career development, and 3)
determine if there is a relationship between specific
undergraduate and graduate degrees and career development.

The best undergraduate degree for effective career
development was sought in survey question 13. Eighty-seven

percent of the officers surveyed, up four percent from the

previous research, felt a technical background provided the
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best foundatlion for effective career development (reference
Table 6, Appendix B). The slight change was caused by an
increase from 76 percent to 84 percent in Jjunior officer
attitudes. Senior officer attitudes remained constant.

This change in Jjunior officer attitudes may be attributed to
the recent crossflow of non-technical acqui#ltlon officers
into other career fields, due to over-manning. Selection of
those with non-technical backgrounds to enter other career
fields may have influenced the perception that a technical
background is critical to career development.

Technical Orientation. Questions 14-16 were aimed at
those selecting a technical background as providing the best
foundation for career development in question 13. The
survey revealed 64 percent of those officers preferring a
technical undergraduate degree either strongly or moderately
agreed that a graduate degree or higher is critical to
career development. While jﬁnlor officer attitudes dropped
from 65 percent in the previous study to 61 percent
currently, senior officer perceptions rose from 59 percent
to 70 percent. This represents a falrly significant shift
in senior officer attitudes on the need for a graduate
degree, with the overall attitude remaining the same.

Another striking difference is the change in importance

placed on a technical degree as a follow-on to a technical
undergraduate degree. Earlier, 57 percent preferred a
technical graduate degree, however the current research !1

shows an increase to 69 percent. Concerning a non-technical
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graduate degree as a follow-on to a technical degree,
approximately 52 percent of the responses in both surveys
were positive (reference Table 7, Appendix B). Note tnat
some officers responded positively to both a technical and
non-technical graduate degree as a follow-on to a technical
undergraduate degree. Both studies found acquisition
officers who were in favor of a technical undergzaduate
degree were slightly more in favor of a technical graduate
degree over a non-technical one. However, most officers are
split, feeling that either type of follow-on degree is
adequate.

Non-Technical Orientation., For those offlcers who
preferred a non-technical undergraduate degree (13 percent
of the sample), approximately two-thirds responded
positiveiy to the need for some type of graduate degree.

The responses mirrored the earlier survey with respect to
the need for a non-technical graduate degree as a follow-on
to a non-technical undergraduate degree. 1In both cases
there was equal representation in the positive, negative,
and neutral categories (reference Table 8, Appendix B).

Evaluation of the questions pertaining to investigative
question 2 reflects strong support for a technical
undergraduate degree as the best foundation for effective
career development. Similarly, some type of graduate degree
is also considered critical to career development. However,
the evidence supporting either a technical or non-technical

graduate degree is inconclusive. With the exception of the
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increase in senior officers' perception of the importance of
a technical graduate degree as a follow-on to a technical
undergraduate degree, all findings between the two studies

are similar.

Investigative Question 3

Investigative Question 3 was used to determine if there
is "an assoclation between professional military education
(PME) and the career development of acquisition management
peisonnel". This topic was dealt with in survey questions
30 through 36. These questions helped determine the general
attitudes toward PME, and the specific attitudes towards
Squadron Offlcer School (S0S), Intermediate Service School
(ISs), and Senior Service School (SsS).

Generally, acquisition officers-felt that PME is
critical to the career development of 27XX officers. This
perception was held by 63 percent of the officers surveyed,
which is weaker than the responses to other crtieria, yet
still positive. This belief was commonly shared by Jjunior
and senior personnel in both studies,

The feelings on SOS were not as strong as PME in
general, with only 52 percent of the responses oeing
positive. The remaining responses were fairly split between
negative and neutral opinions (reference Table 10, Appendix B).
Both studles exhibited the same results in the area of ISS
and SSsS. Only 45 percent of the offlcers felt ISS was

critlical to career development. Simlilarly, 48 percent of
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the officers belleved SSs was critical to career
development (reference Table 11, Appendix B). As noted in
the previous thesis, these percentages were skewed by a
large number of 'not applicable' answers. To get a better
plcture, these answers were thrown out and the percentages
recalculated. This was done only in the current study since
this information was not available from the previous study.
For those having an opinion, 54 percent (compared with 45
percent, as stated above) of the officers felt ISS was
critical to career development. Likewise, 52 percent
(compared to 48 percent) felt the same about 88S. These
percentages more accurately represented the feelings of the
27XX population. The results in each area of PME were
similar in both stud{es.

There 1s a positive relatlionship between career
development and PME, with a weaker, yet still positive
rélationship with specific types of PME. These findings,
from both studies, support the use of PME requirements in

the Acquisition Management Career Development Program.

Investligative Question 4

Investigative Question 4 was used to determine if there
is "an assocliation between operational experience (other
than AFSC/AFLC) and the career development of acquisition
management personnel." This question was addressed by
survey questions 27 and 28. General attitudes toward the

need for operational experience, as well as the total years
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of operational experience needed for effective career
development were investigated.

The analysis of survey question 27, which addressed
whether operational experience 1s critical to career
development, showed 73 percent of the officers felt
operatiénal experience is critical to career development
(reference Table 12, Appendix B). A slight increase from
the previous survey was caused by an increase in Jjunior
offlcer attitudes from 63 percent In the previous study to
70 percent currently. Senlor officers proposed that
operational experience is critical to career development 75
percent of the time in both surveys.

Question 28 attempted to determine the amount of
operational experience necessary for effective career
development over a 20-year career. The results are

summarized below (reference Table 13, Appendix B):

Years of
Experience

3 or less 54%
3-6 29%
none 13%
XTotal= 96%

* No other individual category received significant support.
Similar results were found in both studies, with over half
of the respondents choosing three years or less of
experlience.

Overall, those surveyed supported the need for

operational experlience in career development of acquisition
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officers. The result of both studies support this finding

and, therefore, support the use of operational experience in

the Acquisition Management Career Development Model.

Investigative Question 5

The purpose of investigative question 5 was to
determine if there is "an association between different
types of acquisition management experience and career
development management personnel." Thls question was
addressed by survey questions 19 through 26 and 29. The
survey was designed to determine the attitudes toward system
program office (SPO), SPO project manager, other types of
AFSC/AFLC experience, and headquarters experience. Then,
for each type of acquisition experience, the number of years
required for effective caréer development was sollclted.
Finally, the survey was set up to determine the total years
of aquisition experience required for effective career
development. Each area will be examined separately.

Systems Program Office Experjence, SPO experience is
any assignment to a SPO within Air Force Systems Command.
Examples of this type of assignment would be enginéerlng,
configuration and data management, program control,
contracting, and project manager. The survey results show
extremely strong support for SPO experience. Eighty four
percent strongly agreed and an additlional nine percent
moderately agreed this type of experience is critical to

career development (reference Table 14, Appendix B). The
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responses of junior and senior personnel in both studies
i were identical.

The survey revealed that the amount of SPO experience

desired by the respondents was supported by the following

rankings:
Years of
Experience
3-6 37%
7-9 32%
10-12 18%

3 or less _1%

*Total= 94%
* No other individual category recelived significant support.
Although the ranking of the categories in the previous study
were the same, the percentages for each category were

unavailable.

SPO Project Manager Experience. Experience of this

type is similar to the above, except it is limited to
project management only. Functional support 1ls excluded. A
strong positive response was found for SPO project manager
experience. Approximately 93 percent indicated that they
either strongly or moderately agreed this type of experience
is critical to career development (reference Table

15, Appendix B). Similar responses were found between

Junior and senior officers in both studies.

Again, concerning the amount of program manager experience

needed, the following rankings were revealed:
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Years of

Experience

56%
23%

13%
*Total= 92%

3-
l-
7-

Owon

*No other individual category received significant support.
Although the ranking of the categories in the previous study
were the same, the percentages for each category were
unavailable.

AFSC/AFLC Other-Type Experience. This type of

experience was favored by 73 percent of the respondents in
both surveys. Both Junior officers (77 percent) and senior
officers (69 percent) agreed AFSC/AFLC Other-Type experience
was critical to career development (reference Table 16,
‘Appendix B).

The amount of AFSC/AFLC Other-Type éxperience favored

by the respondents is shown below:

Years of
Experlence

3 or less 48%
3-6 36%
none 10%
*Total= 94%

*No other individual category received significant support.
Although the ranking of the categories in the previous study
were the same, the percentages for each category were

unavailable.

Headquarters Experience. Headquarters experience was

favored by 72 percent of the officers surveyed (reference
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Table 17, Appendix B). This view was shared by both Jjunior
and senior officers in both surveys. However, it is
interesting to note that senior officers had stronger
feelings than Jjunior officers. Forty percent of senior
officers were strongly in favor of headquarters experience,
while only 25 percent of junior officers felt strongly about
it. Thls difference 1s probably due to the exposure senlor
officers have had to this type of experience.

The amount of headquarters experience necessary for

career development is detailed below:

Years of
Expexience

3 or leas 63%
3-6 . 24%
none 12%
*Total= 99%

*No other individual category received signiflcant support.
Although the ranking of the categories in the previous study
were the same, the percentages for each category were

unavallable.

Total Acquisition Experience. Question 30 of the

survey asked each respondent to choose the total amount of
acquisition experience necessary for career development.
This experience included all the different typesAof
experience discussed earllier. The results are as follows

(reference Table 18, Appendix B):
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Years of
Experience
10-12 33%
13-15 26%
7-9 22%

16 or more 12%
*Totals= 93%
2#No other individual category received significant support.
The select%ons between junior and senior officers were very
Close.
The findings of both studies strongly support the

inclusion of various types of experience in the

Acquisition Management Career Development Model. All four
specific types of experience, SPO, SPO Project Manager,
headquarters, and AFSC/AFLC Other-Type, received strong
backing. There was tremendous support for SPO and SPO
project manager requirements, probably due to the actual
hands-on experience gained. While good support existed

for headquarters and AFSC/AFLC Other-Type experience, it was
not nearly was strong as the response to SPO experience. 1In
all cases, both junior and senior officers had, generally,
identical responses. Both studies shared the same findings
in this area, therefore a definite association between
acquisition experience and career development can be made.
Solid support is, therefore, given to the requirement of
various types of acquisition experience in AFSCR 36-5,

Acquisition Management Career Development program.
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Qualitative Survey Results

Many of the returned surveys included additional
comments from the respondents. These comments focused on

perceived weaknesses of the Acquisition Management Career

Development Program. However, to a large degree, most
officers are in favor of such a program and only wish to
improve it.

A number of comments focused on the speclalty training
issue. Although the respondents felt this type of training
was good, they felt that experience could compensate for it.
One officer, with over 15 years experience, had an
impressive list of acquisition assignments/jobs. However,
he did not qualify for level one because he had never been
to a speclalty school. Another officer was not permlitted to
attend school and, therefore, had not qualified for level
one. Generally, the comments from these and other survey
participants centered on the inflexibility of the
requirements with respect to speclialty training for
attaining varlous levels. )

A second area of inflexibility the respondents pointed
out was the definitions of SPO and headquarters assignments.
A large number felt that SPO experience (as well as program

management experience) could be attained outside of AFSC.

Many other commands and defense agencies do development type
of work. The experience gained in this type of environment,
it is argued, is Jjust as beneficial as AFSC SPO experience. !,

Likewise, headquarters experience does not include
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assignments to other command headquarters. Many respondents

felt other headquarters provided experience just as useful

as an assignment to headquarters AFSC, USAF, or DOD.

Last, a number of responses noted a need for a more
proactive management of assignments, especlally of Jjunlor
officers. They recommended an assignment track so these
individuals receive the right experience, training, and
education at the right time. This would put more purpose in
the program, while somewhat avoliding the '£illing in the

squares mentallity' that such a program might produce.

Summary

The analyslis of the information gained from this
survey, in comparison with the previous survey, has shown a
strong positive relationship between the five ;nvestigative
questions and the criterla set out in AFSCR 36-5. The
preliminary findings were that the acquisition population is
strongly in favor of a career development program. They
also feel that such a program would improve the guality of
27XX personnel. The following is a summary of the findings
for each of the five investigative questions:

1. Very strong support was found for the need for
specialty training in a career development program. In both
surveys, 94 percent of the officers were either strongly or
moderately in favor of this. Although the response to
specific types of specialty training (e.g. SAS/SYS 100) was

not as strong as training in general, their support was
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adequate enough to warrant their inclusion in the career
development program. A significant deviation between
surveys was found with respect to the level of importance
placed on Systems 400 and DSMC. In both cases, the
favorable responses fell drastically (78 percent to 58
percent for Sys 400 and 85 percent to 68 percent for DSMC).
This £inding may, perhaps represent a reevaluation of the
impact of these programs on career development. Several
informed discussions were held with AFIT and DSMC
instructors to consider possible causes foe this change. As
these discussions revealed only personal speculation,
Chapter 5 will recommend further research to determine if
there is any serious implications for the Career Development
Program.

2. A strong positive relationship was found between
academic background and career development. With respect to
the type of undergraduate degree, 87 percent of the officers
f;lt a technical undergraduate degree provided the best
foundation for career development. Some type of graduatg
degree was also considered necessary for career development
by approximately 65 percent of the respondents. However,
the type of degree (technical or non-technical) required
could not be determined from the results. There were no
significant differences between the surveys in this area.

3. The studies have shown a positive relationship
between PME and career development of acquisition officers,

but not as strong as the previous two areas. Approximately
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63 percent of the survey particlpants perceived PME to be
critical to career development. However, support for
specific types of PME (SOS, ISS, SSS) was only

slightly higher than 50 percent. The two surveys ylelded
similar results.

4. Operational experience was deemed critical to career
development by approximately 70 percent of the respondents.
Over half of the responses selected three years or less as
the time period required to gain this type of experience.

No change was observed from the previous results.

5. The strongest association was in the area of
different types of acquisition experience. SPO and SPO
project manager had the highest overall response level
(approximately 95 percent and 93 percent, respectively).
AFSC/AFLC other type and headquarters experience were
ftavored by about 73 percent of the population. Concerning
the total amount of acquisition experience needed for career
development, approximately 31 percent chose 10 to 12 years.
The 13 to 15 year category recelved 26 percent of the
re;ponses. Both studies shared these findings.

Aside from the strict responses to the survey
questions, there were a number of comments made by the
survey participants. 1In broad terms, two areas of
inflexibility in the program concerned some of these
participants. First, the requirement for specialty training
was considered too stringent since, in some cases,

experience can make up for this lack of training. Second,
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some felt that SPO and headquarters experience could be
gained outside of Alr Force Systems Command. Currently, SPO
experience is only given at a product division in AFSC.
Headquarters experience is counted only at HQ AFSC and
above. Last, a number of responses felt the Air Force
should take a more proactive approach to ensuring that
acquisition personnel receive the correct assignment at the
right time.

This concludes the data analysis section of this paper.
The following chapter will close with recommendations for
AFSCR 36-5. Also, areas for further study will be

suggested.
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Introduction
Alr Force Systems Command (AFSC) Regulation 36-5 has a

tremendous potential to impact the careers of many Air Force
officers. By reserving many highly visible, important
management positions for those who reach the regulatjion's
certification level three or four, AFSC has made
participation in the program practically mandatory.
Therefore, it 1is imperative that AFSCR 36-5 include the
correct mix of factors which enhance professional
development of acquisition officers. This study researched
the acquisition population's perceptions of the
effectiveness of the criterla set forth in AFSCR 36-5 on
career development. These perceptions were then compared to
a previous study with the same purpose. As a result, both
studies revealed, with few exceptions, that the acquisition
population strongly supported both the need for such a
program, and the criteria calied for in the regulation.

This chapter concludes the research accomplished in this
area. The chapter concludes with recommendations for

further study.

Research Recommendations
This study identified a few deficliencies which need to

be addressed. These include a drastic drop in the
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perception that SYS 400 and DSMC effect career development
in a positive way. Also, the issue of required specialty
tralning versus experilence should be investigated. Last,
the definition of Systems Program Office (SPO) and
headquarters experlience should be investigated for possible
expansion.

A dramatic drop in the perception of the value of SYS
400 and DSMC occurred from thé previous research to the
current research. For example, previously 78 percent of
those surveyed elither strongly or moderately agreed that SYS
400 positively effected career development. The current
study showed this perception dropped 20 percentage points to
58 percent. Llkewise, the response to DSMC fell from 85
perxcent to 72 percent. Although the current perceptions do
not support removing SYS 400 or DSMC from the program,
further study should investigate the cause of this drastic
drop and evaluate any implications to AFSCR 36-5.

In the gqualitative analysis it was noted that a number
of officers were not qualified for any certification level
because they were unable to attend speclalty training. This
was in spite of the fact they had excellent acquisition
experience. Some process should be developed which takes
into account these individuals who do not exactly fit the
mold established in the regulation, but nevertheless, are
qualified for these Jobs set aslde for the higher

certification levels.
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Another area highlighted by the qualitative analysis

is the strict definition of headquarters and SPO experience.

AFSCR 36-5 defines headquarters experience as an assignment
to AFSC headquarters or higher. Other command headquarters
are excluded. SPO experience is defined as an assignment to
a Systems Program Office, within a product division of Aii
Force Systems Command. Many survey respondents felt these
definitions were too strict and should be expanded to
include other similar assignments. Further research should
evaluate this possibility and the impact an expanded
definition would have on the Acquisition Management Career

Development Program.

Recommendations for Further Reseaxch

After analyzing the results of this research, the
author believes there are other areas neéding evaluation.
One is the identification of other variables affecting
career development. Also, the attitudes of officers in
othexr career fields related to, or crossing over into
acquisition should be explored. Finally, the revised
Officer Evaluation System should be studied to identify
similarities and conflicts, if any, between it and the
Acquisition Manager Career Development Program.

Further research should look for other variables that
may affect acquisition manager career development. Although

this and the previous study found the criteria set forth in

JER,

AFSCR 36-5 to be positively related to career development,
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no effort was made to identify other criteria. This effort
should be undertaken to ensure AFSCR 36-5 evolves into the
best possible product.

Because many officers from other career fields will be
indirectly effected by AFSCR 36-5, their perceptions and
inputs should be sought. An example of this type of person
is a pilot who accepts a rated supplement position or
transitions completely into the acquisition career fleld.
These offlcers should be surveyed to remove any unintended
biases the regulation might have against them.

The last area recommended for further study is an
analysis of the revised Officer Evaluation System (OES) and
any implications it may have on the Acquisition Manager
Career Development Program. The revised OES places Jjob
performance over all other factors, such as PME, advanced
education, and breadth of experience. While the Acquisition
Manager Career Development Program does not, on the surface,
conflict with the goals of the revised OES, research should
be undertaken to fully evaluate this possibility.

Due to the far reaching implications the Acquisition
Manager Career Development Program has on many officer's
careers, it should be continually evaluated. This will help
to hone it into a product which best prepares officers for
the challenges and responsibilities of acquiring major
weapon systems. Reevaluation will also allow the program to
change along with the evolving technological envifonment in

which the acquisition manager operates.
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Appendix A

Survey on Career Development Program

DEPARTMENT OF THE AIR FORCE
AIR UNIVERSITY
AIR FORCE INSTITUTE OF TECHNOLOGY
WRIGHT-PATTERSON AiR FORCE BASE OM 45433-6583

2 6 APR 1383
LSG (Capt McConnell)

Survey on Acquisition Management Career Development Program

Air Force 2724 and 2716 Series Personnel

1. Currently, Air Force Systems Command is in the process of implementing
AFSCR 36-5 to formalize the career development of the acquisition force.
The potential implications of this program for military officers, in
particular the acquisition management (27XX) career field, are far ranging.
Therefore, we are interested in your perceptions of those factors that
influence the effective career development of 27XX officers. This study
will be of invaluable assistance to the Air Force in developing the highest
quality officers for the acquisition force.

2. This study builds on a previous effort. Its purpose is to measure
changes in the perceptions of a population over time. All responses,

regardless of involvement in the previous study, are important to the

success of this effort. ’

3. Your participation is voluntary, and your responses will be anonymous.
Please do not sign your name or organization anywhere on the survey. To
complete the survey, either circle the appropriate response or write your
numerical response in the space provided below the question. PLEASE MARK
YOUR RESPONSES DIRECTLY ON THE SURVEY. Results will onlv be presented in
terms of group averages of the "typical” 27XX officer's perception of
effective career development. When the results of the survey are published,
readers will in no way be able to identify specific individuals.

4. Please complete the survey and return it to AFIT/LSG in the enclosed
envelope within five working days. If you have any questions, contact
Capt Reed McConnell at AUTOVON 785-4437. Thank you for your cooperation
and participation.

le.n,z- Ll Faa~—

CHARLES M. FARR, MAJ, USAF 2 atch

Director, Graduate Contract Management Program 1. Survey

School of Systems and Logistics 2. Return Envelope
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USAF Survey Control Number (SCN) 87-27

SURVEY
ON :
ACQUISITION MANAGEMENT
CAREER DEVELOPMENT PROGRAM

lastructions
Answer all items by either circling the appropriate response to each question, or by
writing your numercial response in the space provided below each question. Select
only one response for each item and ciearly erase any responses you change. If for
any item you do ot find a response that fits your situation exactly, use the one that is

closest to the way you feel. Please answer each item as honestly and frankly as
possibie.

To ensure your response remains anonymous, please do not sign your name on this
survey.

Acquisition Management Career Development Program

1. What has been your experience with respect to the Acquisition Management (AM)
Career Development Program, outlined in AFSC Regulation 36-57

(1) I have read AFSC Regulation 36-5, which outlines the AM Career
Development Program :

(2) [ have not read the regulation. but I have attended the information
briefings provided by the Systems Command Personnel Management office

(3) [ have received general information regarding the AM Career Development
Program from informal sources

(4) 1 am aot aware of any new Systems Commaad regulation concerning an AM
Career Development Program

PLEASE USE THE FOLLOWING RESPONSE SCALE FOR QUESTIONS 2 AND 3:
(0) n (2) (3 (4) (5
NOT STRONGLY MODERATELY NEITHER MODERATELY STRONGLY

APPLICABLE AGREE AGREE AGREEOR  DISAGREE  DISAGREE
DISAGREE

2. 1 believe that a formalized AM Career Development Program for acquisition
program management (27XX) personnel is necessary:

3. Whea iastituted. | believe that a formalized AM Career Development Program will
improve the career development and quality of officers in the 27XX career field:
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4. What is your current rank?

(1) First Lieutenant

(2) Captain

(3) Major

(4) Lieutenant Colonel
(5) Colonel .

S. What is your current duty AFSC?

(1) 2724
(2) 2716

4. Which major command are you assigned to?

(1) AFSC
(2) AFLC
(3) TAC
(4) MAC
(5) SAC
(5) AFCMD
(7) ATC
(8) AFCC
(9) AU
(10) Other

7. If you work in Air Force Systems Command. what pro&uct division are you assigned
t?

(0) Not Applicable
(1) SD

(2) ASD

(3) ESD

(4) AD

8. What is your primary academic background?
(1) Technical (ie, engineering, or computer science-related)
(2) Non-technical (ie, humanities, or business-related)
(3) Both technical and non-techaical (ie. two differeat undergraduate degrees)

9. Whatis the highest academic degree you have obtained?

(1) Bachelor's

(2) Bachelor's plus additional undergraduate or master's study
(3) Master's

(4) Master's plus additional graduate or doctoral study

(5) Doctorate *
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10. What is the highest leve| of Professional Military Education that you have
completed?

(1) I have not completed any PME

(2) Squadron Officer School

(3) Intermediate Service Schaol (ISS)
_ (4) Senior Service Schoof (SSS)

11. Hov maay years of acquisition experience do you have?

*(Throughout this survey, acquisition experience wiil be defined as experience in
the acquisition, support, and maintenance of weapon systems. This may include SPO,
SPO project management, AFLC/AFSC other, and headquarters acquisition
assigaments)*®

(1) None

(2) 3 yearsor less
(3) 3t06

(4) 709

(5) 10to 12

(6) 13t0 1S

(7) more than 15

12. How maay years of operational experience do you have?

*(Throughout this survey, operational experience will be defined as experience in
operating, supporting, or maintaining an operational system gained in an Air Force
or joint command other than AFSC and AFLC)*

(1) Noae

(2) 3 yearsor less
(3) 3t06

(4) 7t09

(5) 10to0 12

(6) 13t 15

(7) more than 15

Career Devejopment

The intent of the AM Career Development Program is to “maximize the
professional development and mission capability of the AM officer force by setling
forth a definitive and viable career management plan that produces broad-based
acquisition managers capable of assuming middle management and senior leadership
roles’. Given the certification requirements outlined in the regulation. I would like
to establish your perception of those requirements that are critical (o the effective
career development of an acquisition program management (27XX) officer. To help
you aaswer these questions, AFSCR 36-3's definition of the different types of
experience have been provided.
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Academic Background

13. [ believe that the following undergraduate degree provides the best foundation
for effective career development of 27XX officers:

(1) Technical (ie.. engineering, computer science, math, chemistry)
(2) Non-techaical (i.e, history, english. accounting. economics)

*(If you selected the non-technical option for Question *13, please go to Question *17
If not, please continue on to Question *14)*

PLEASE USE THE FOLLOWING RESPONSE SCALE FOR QUESTIONS 14 THRU 19:
Q) (D (2) (3) (4) (5)

NOT STRONGLY MODERATELY NEITHER MODERATELY STRONGLY
APPLICABLE AGREE AGREE AGREEOR  DISAGREE  DISAGREE
DISAGREE

14. 1 believe that a graduate degree or higher is critical to the career development of
27XX officers.

15. For effective career development. I believe that a technical graduate degree isa
necessary follow-on to a techanical undergraduate degree.

16. For effective career development, I believe that a non-technical graduate degree
is a necessary follow-on to a technical undergraduate degree.

*(Please skip Questions *17-18. and go to Question *19)*

17. 1 believe that a graduate degree or higher is critical to the career development of
27X officers.

18. For effective career development, [ believe that a noa-technical graduate degree
is a necessary follow-on to a non-technical undergraduate degree.

\cquisition Experi

19. [ believe that experience in a System Program Office (SPO) is critical to the career
development of 27XX officers.
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PLEASE USE THE FOLLOWING RESPONSE SCALE FOR QUESTIONS 20 THRU 25
(0) (n (2) (3) (4) (5
NOT STRONGLY MODERATELY NEITHER MODERATELY STRONGLY

APPLICABLE AGREE AGREE AGREEOR  DISAGREE  DISAGREE
' DISAGREE

20. For effective career development. [ believe that the total SPO experience fora
27XX officer should be:

(1) SPOexperience is unnecessary
(2) 3 yearsor less

(3) 306

(4) 7w 9

(5) 10t 12

(6) 13015

(7) morethan I3

21. I believe that experience as a SPO project manager is critical to the career
development of 27XX officers.

*{A SPO project manager is defined as any person who is responsible for the
techaical performance. schedule, cost, or R&M of a system or some configuration item
(or integration thereof) being developed or produced by the SPQ, or a person in the
direct supervisory chain of the same)*

22. For effective career development, | believe that the total SPO project manager
experience {or 2 273X officer should be:

(1) SPO aroject management experience is unnecessary
(2) 3yearsor iess

(3) 3t05

(4) 7109

(5) 10to 12

(6) 13015

(7) more thaa I5

23. 1 believe that experience in a AFLC/AFSC other-type assignmeant is critical to the
career development of 27XX officers.

*(Any assignment within AFLC or any non-SP0 assigament with AFSC (excluding HQ . i
AFSC). Qualifying AFSC tours inciude product division staff, test organizations.

laboratories. Arpold Engineering Development Center, Foreign Technology Division.
Space Technology Ceater. AFPRO, or any other equivalent orgasnization)*
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. PLEASE USE THE FOLLOWING RESPONSE SCALE FOR QUESTIONS 24 THRU 28:
(0) (1) (2) (3) (4) (3)
NOT STRONGLY MODERATELY NEITHER MODERATELY STRONGLY
APPLICABLE AGREE AGREE AGREé R%lé DISAGREE  DISAGREE
DISA

24. For effective career development. [ believe that the total AFLC/AFSC other-type
experience for 2 27XX officer should be:

(1) AFLC/AFSC other-type experience is uanecessary
(2) 3 yearsor less

(3) 36

(4) 709

(5) 10w 12

(6) 131015

(7) more than 15

25. 1 believe that experience in a headquarters assignment is critical to the career
development of 27XX officers.

*{Any assigament to HQ AFSC, the Air Staff (HQ USAF), Office of the Secretary of the
Air Force. DoD Agencies or Activities, 0SD. JCS, or to an Air Force Separate Operating
Agency (S0A) or Direct Reporting Unit (DRU))*

26. For effective career development, I believe that the total headquarters
experience for a 272X officer should be:

(1) headquarters experience is unnecessary
(2) 3 yearsor less

(3) Jwb

(4 7w9

(5) 101w 12

(6) 13t0 15

(7) more than 15

ZL.._I believe that operational experience is critical to the career development of 275X
officers.

28. For effective career development, I believe that the lotal operational experience
for a 273X officer should be:

(1) operational experience is unnecessary
(2) 3 yearsor less

3)3weé

(4) 79

(5) 10w 12 ‘
(6) 131015

(7) more than 15
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PLEASE USE THE FOLLOWING RESPONSE SCALE FOR QUESTIONS 29 THRU 36:
(0) (1 (2) (3) (4) (5)
NOT STRONGLY MODERATELY NEITHER MODERATELY STRONGLY

APPLICABLE AGREE AGREE AGREEOR  DISAGREE  DISAGREE
DISAGREE

29. After responding to Questions 19-28, I believe that effective career development
of 27XX officers is dependent upon a total acquisition experieace backgrouad of:

(1) 3 yearsor less
(2) 3w6

(3) 7w9

(4) 10t 12

(5) 1319

(6) morethan 15

Professioaal Militacy Education (PME

30. [ believe that PME is critical to the career development of 27XX officers.

31. 1believe that Squadron Officer School (SOS) is critical to the career development
of 27XX officers. : _

32. 1believe that the information preseated ia SOS is useful to 27XX officers.

33. Ibelieve that [ntermediate Service School (ISS) training is critical to the career
development of 27XX officers.

34. 1 believe that the information presented in 1SS is useful to 27XX officers.

35. I believe that Senior Service School (SSS) training is critical to the career
development of 27XX officers.

36. | believe that the information presented in SSS is useful to 27XX officers.
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PLEASE USE THE FOLLOWING RESPONSE SCALE FOR QUESTIONS 37 THRU 41:
0) (N (2) (3) (4) .5

NOT STRONGLY MODERATELY NEITHER MODERATELY STRONGLY
APPLICABLE AGREE AGREE 3&% DISAGREE  DISAGREE

Specialty Traini

*(Specialty training coasists of acquisi&od-cemed courses in priigrzm
managemeat. [inancial management, contracting, technical managemseat,
production management. logistics, or quality assuraace.)*

37. 1believe that specialty training is critical to the career development of 273X
officers.

38. [ believe that the Systems Acquisition School (SAS), Introduction 0 Systems
Commaad Acquisition Management, or Systems 100 provides aa effective foundation
for the developmeat of 27XX officers.

39. [ believe that AFIT Systems 200, Acquisition Planning and Analysis, is criticai to
the career development of 27XX officers.

40, [ believe that AFIT Systems 400, Iatermediate Program Managemeant, is critical to
the career development of 27XX officers.

41. [ be{ieve that the Defense System Management Coilege (DSMC), Program
Management Course, is critical to the carser developmentof 27XX ofTicers.

Certification Level

The career development program outlined in AFSCR 36-3 establishes four
distinct certification levels. These certification levels are cumuiative; that is,
requirements for any lover level must be met before an individual may apply for
certification at a higher level. Atthistime, | would like 1o determine your
certification levei. Attachments | and 2 to this survey. taken directly from AFSCR
36-95. outline the requirements for each level. Using these attachments and the
definitions of the diffareat types of experience (presented in the survey). determine
your curreat certification levef.
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40. What is your curreat certification level?

' (1) Levell
(2) Level Il

(3) Level 111

(4) Level IV

PLEASE RETURN THIS QUESTIONNAIRE IN THE RETURN ENVELOPE PROVIDED. THANES
FOR YOUR HELP AND HAVE A NICE DAY!
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ATTACHMIENT 1

LEVEL! LEVEL 11
- S0S or higher
- Bachelor's degree - 2 yrs experience in SPO
_ - Either operational experience
- 6 months in SPO or fully (1 yr) or ATSC/ATLE other
qualified acquisition AESC (2 yrs) or headquarters (2 yre)

- Sys 200 or equivalent
- SAS Q0! or equivalent

Two additional acquisition
related specialty courses

LEVEL III LEVEL IV

- Master's degree or higher

- ISSor higher - Senior service school
- SPO experience (3 yre cum) - 8 yre acquisiion expérience
- Total experience (SPQ + 2 others - DSMC (PMC) er equivalent
- SPO
- AFLC/AESC other (AEPRO - 2 yrs experience as SP0
encouraged) project mge

HQ assignment
operational experience

ALSC/CC approval

- SYS 400 or equivalent

(2.10a}
Figure 3. Certification Requirements for each Level
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ATTACHMENT 2
Specialty Training C
Level of Requirement Equivaleats
Certification
I SAS 001, Introduction to Systems  AFIT SYS 123, Fundamentats of

Commaad Acquisition Management Acquisition Management

AFIT SYS 100, Introduction to
Acquisition Management (Note *1)

Any Level I, III, or IV required

or equivalent course
11 AFTT SYS 200, Acnuisition Plaaning AFIT SYS 223. Systems Program
and Analysis Managemeant

DSMC, Business Management Course

DSMC, Management of the Systems
Acquisition Process

Any Level III or IV required or
equivalent course

Two Additional Acquisition-related Courses.in program management.
financial management. contracting,
quality assurance, or logisitics

III AFIT SYS 400, Intermediate DSMC, Systems Acquisition
Program Managemeat Maaagemeat for General/Flag
officers

DSMC, Executive Refresher Course
DSMC. Program Managers Workshop

DSMC, Business Managers Advanced
Workshop

Any Level IV required or equivalent
course

v DSMC, Program Management Noae
Course (Note *2)

NOTE 1. Applies only to those officers who entered any of the eligible acquisition
specialties before | October 1986.

NOTE 2: Completion of the DSMC Program Management Course satisfies all specialty
training requirements.
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Appendix B

Summary Tables

Table 1

Results of Cross-Tabulation of Survey Question l: Experience
with AFSCR 36-5

FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
READ AFSCR 75 88 80 118
36-5 12.6 14.7 12.4 18.3
46.0 54.0 40.4 59.6
22.7 33.1 24.1 37.9
ATTENDED INFO 142 66 156 79
BRIEFING 23.8 11.1 24.2 12.3
68.3 31.7 66.4 33.6
42.9 24.8 47.0 25.4
RECEIVED GENERAL 84 80 71 91
INFO 14.1 13.4 11.0 14.1
51.2 48.8 43.8 56.1
25.4 30.1 21.4 28.9
UNAWARE OF 30 32 25 25
REGULATION 5.0 5.4 3.9 3.9
48.4 51.6 50.0 50.0
9.1 12.0 7.5 7.7
TOTAL 331 226 332 313
55.4 44.6 51.5 48.5
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Table 2
% Results of Cross-Tabulation of Survey Question 2: A Formal
Acquisition Management Program is Necessary
FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 169 125 183 165
AGREE 27.4 20.3 27.5 24.7
57.5 42.5 52.6 47.4
49.1 45.8 53.2 51.4
MODERATELY 132 110 129 113
AGREE 21.4 17.8 19.4 17.0
54.6 45.4 53.3 46.17
38.4 40.3 37.5 35.4
NEITHER AGREE/ 12 11 18 13
DISAGREE 1.9 1.8 2.7 2.0
52.2 47.8 58.1 41.9
3.5 4.0 5.2 4.1
MODERATELY 17 19 6 26
DISAGREE 2.8 3.1 0.9 3.9
47.2 52.8 18.8 81.2
4.9 7.0 1.7 8.2
STRONGLY 14 8 8 4
DISAGREE 2.3 1.4 1.2 0.5
63.6 36.4 66.7 33.3
4.1 2.9 2.3 0.9
TOTAL 344 273 344 321
55.8 44.3 51.7 48.3
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Table 3

Results of Cross-Tabulation of Survey Question 3: An
Acquisition Management Program Will Improve Career

Development
FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 144 99 134 130
AGREE 23.4 l6.1 20.2 19.6
59.3 40.7 50.98 49.2
41.9 36.4 39.0 40.4
MODERATELY 128 120 151 129
AGREE 20.8 19.5 22.17 19.4
51.6 48.4 53.9 46.1
37.2 44.1 43.9 40.4
NEITHER AGREE/ 42 20 37 32
67.7 32.3 53.6 46 .4
12.2 7.4 10.8 10.0
MODERATELY 17 24 13 24
DISAGREE 2.8 3.9 2.0 3.6
41.5 58.5 35.1 64.9
4.9 8.8 3.8 7.5
STRONGLY 13 9 9 6
DISAGREE 2.1 1.5 1.4 0.8
59.1 40.9 60.0 40.90
3.8 3.3 2.6 1.6
TOTAL 344 272 344 321
55.8 44.2 51.7 48.3
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Table 4

h Results of Cross-Tabulation of Survey Question 37: Specialty
Training is Critical to Career Development of 27XX Officers
FREQUENCY

PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY

i COLUMN PCT 2724 2716 2724 2716

STRONGLY 252 184 238 209

AGREE 39.3 28.17 35.6 31.3

57.8 42.2 53.2 46.8

70.8 64.6 69.0 64.8

MODERATELY 83 80 91 92

AGREE 13.0 12.5 13.6 13.8

50.9 49.1 49.7 50.3

23.3 28.1 26.4 28.4

NEITHRER AGREE/ 15 11 8 9

DISAGREE 2.3 1.7 1.2 1.4

57.7 42.3 47.1 52.9

4.2 3.9 2.3 2.8

MODERATELY 4 10 3 9

DISAGREE 0.6 1.6 0.5 1.4

28.6 71.4 25.0 75.0

1.1 3.5 0.9 2.8

STRONGLY 2 0 4 3

DISAGREE 0.3 0.0 0.6 0.5

100.0 0.0 57.1 42.9

0.6 0.0 1.2 0.9

TOTAL 356 285 344 321

55.5 44.5 51.7 48.3
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Table S

Results of Cross-Tabulation of Survey Question 38: SAS/Systems
100 Provides an Effective Foundatlion for Career Development

FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
NOT 9 8 4 14
APPLICABLE 1.4 1.6 0.6 2.1
52.9 47.1 22.2 77.8
2.5 2.8 1.2 4.4
STRONGLY 176 93 182 130
AGREE 27.5 14.5 27.3 19.5
| 65.4 34.6 58.3 41.7
49.4 32.6 52.8 40.5
MODERATELY 122 116 120 103
AGREE 19.0 18.1 18.0 15.3
51.3 48.7 53.8 46.2
34.3 40.7 34.8 31.5
NEITHER AGREE/ 217 52 12 51
DISAGREE 4.2 8.1 1.8 7.6
34,2 65.8 19.1 80.9
7.6 18.3 3.5 15.9
MODERATELY 18 13 17 20
DISAGREE 2.8 2.0 2.5 3.0
58.1 41.9 46.0 54.0
5.1 4.6 4.9 6.2
STRONGLY 4 3 10 5
DISAGREE 0.6 0.5 1.5 0.8
57.1 42.9 66.7 33.3
1.1 1.1 2.9 1.6
TOTAL 356 285 345 323
55.5 44.5 51.7 48.3
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Table 6

Results of Cross-Tabulation of Survey Question 13: The
Undergraduate Degree Providing the Best Foundation for
Effective Career Development

FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
TECHNICAL 269 259 290 292
42.2 40.6 43.5 43.8
51.0 49.0 49.8 50.2
75.6 91.8 84.3 90.7
NON-TECHNICAL 87 23 54 30
13.6 14.5 8.1 4.5
79.1 20.9 64.3 35.7
24.4 8.2 15.7 9.0
TOTAL 356 282 344 323
55.8 44.2 51.6 48.4
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Table 7

Results of Cross-Tabulation of Survey Question 16: A Non-
Technical Graduate Degree is a Necessary Follow-on to a
Technical Undergraduate Degree

FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 63 50 42 51
AGREE 12.0 9.6 7.2 8.8
$5.8 44.2 45.2 54.8
23.7 19.5 14.4 17.5
MODERATELY 94 83 117 92
AGREE 18.0 15.9 20.1 15.8
53.1 46.9 55.7 44.3
35.3 32.3 40.2 31.6
NEITHER AGREE/ 55 58 68 67
DISAGREE 10.5 11.1 11.1 11.5
48.7 51.3 50.4 49.6
20.7 22.6 23.4 23.0
MODERATELY 39 49 49 55
DISAGREE 7.5 9.4 8.4 9.4
44.3 55.7 47.1 52.9
14.7 19.1 16.8 18.9
STRCNGLY 15 17 15 25
DIS2GREE 2.9 3.3 2.6 4.3
46.9 53.1 37.5 62.5
5.6 6.6 5.2 8.6
TOTAL 266 257 291 291
50.95 49.1 49.9 50.1
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Table 8

Results of Cross-Tabulation of Survey Question 18: A Non-

Technical Graduate Degree is a Necessary Follow-on to a
Non-Technical Undergraduate Degree
FREQUENCY
PERCENT PREVIOUS CURRENT
‘ ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 16 5 10 6
AGREE 14.7 4.6 11.8 7.1
76.2 23.8 62.5 37.5
18.6 21.17 18.2 20.7
MODERATELY 18 2 9 4
AGREE 16.5 1.8 10.6 4.7
90.0 10.0 69.2 30.8
20.9 8.7 16.4 13.8
NEITHER AGREE/ 29 7 15 11
DISAGREE 26.6 6.4 17.7 12.9
80.6 19.4 55.6 44.4
33.7 30.4 27.3 37.9
MODERATELY 17 7 14 5
DISAGREE 15.6 6.4 16.5 5.9
70.8 29.2 73.7 26.3
19.8 30.4 25.5 17.2
STRONGLY 6 2 7 2
DISAGREE 5.5 1.8 8.2 2.4
75.0 25.0 77.8 22.2
6.9 8.7 12.7 6.9
TOTAL 86 23 55 29
78.9 21.1 64.7 35.3
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Table 9

Results of Cross-Tabulation of Survey Question 30: PME is
Critical to the Career Development of 27XX Officers

FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 113 83 64 83
AGREE 17.7 12.9 9.6 12.4
57.6 42.3 43.5 56.5
31.9 29.1 18.6 25.6
MODERATELY 120 94 152 120
AGREE 18.8 14.7 22.8 18.0
56.1 43.9 55.9 44.1
33.9 33.0 44.1 37.1
NEITHER AGREE/ 57 42 60 64
DISAGREE 8.9 6.6 9.0 8.1
: 57.6 42.4 52.6 47.4
16.1 14.7 17.4 16.8
MODERATELY 49 35 50 45
DISAGREE 7.7 5.5 7.5 6.7
58.3 41.7 52.6 47.4
l6.1 12.3 14.5 14.0
STRONGLY 15 31 17 20
DISAGREE 2.3 4.8 2.5 3.0
32.6 67.4 46.0 54.0
4.2 10.9 4.9 6.2
TOTAL 354 285 34¢ 322
55.4 44.6 51.7 48.3
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[ Table 10
- Results of Cross-Tabulation of Survey Question 31: S0OS is
Critical to the Career Development of 27XX Officers
FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 102 76 63 17
AGREE 15.9 11.9 9.4 11.5
57.3 42.1 45.0 55.0
28.7 26.7 18.3 23.7
MODERATELY 108 72 123 86
AGREE 16.9 11.2 18.4 12.9
60.0 40.0 58.9 41.1
30.2 25.3 35.7 26.5
NEITHER AGREE/ 46 59 - 67 68
DISAGREE 7.2 9.2 10.0 10.2
43.8 56.2 49.6 50.4
13.0 20.7 19.4 21.2
MODERATELY 69 40 57 63
DISAGREE 10.8 6.2 8.5 - 9.4
63.3 36.7 47.5 52.5
19.4 14.0 16.5 19.6
S8TRONGLY 30 38 33 28
DISAGREE 4.7 5.9 4.9 4.2
44.1 55.9 54.1 45.9
8.4 13.3 9.6 8.7
TOTAL 355 285 345 322
55.5 44.5 51.7 48.3
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Table 11
Results of Cross-Tabulation of Survey Question 14: 1SS 1is
Critical to the Career Development of 27XX Officers
FREQUENCY
PERCENT PREVIOUS - CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
NOT 101 1 104 4
APPLICABLE 15.8 0.2 15.6 0.6
99.0 1.0 96.3 3.7
_I 28.4 0.3 30.1 1.3
{ STRONGLY 68 73 46 67
AGREE 10.6 11.4 6.9 10.0
48.2 51.8 40.7 59.3
19.1 25.6 13.3 20.6
MODERATELY 74 95 80 110
AGREE 11.6 14.8 12.0 16.5
43.8 56.2 42.1 57.9
20.8 33.3 23.2 34.0
NEITHER AGREE/ 79 44 89 67
DISAGREE 12.3 6.9 13.3 10.0
64.2 35.8 57.1 42.9
22.2 15.4 25.8 20.9
MCDERATELY 24 42 16 . 51
DISAGREE 3.7 6.6 2.4 7.6
36.4 63.6 23.9 76.1
6.8 14.7 4.6 15.9
STRONGLY 9 30 10 24
DISAGREE 1.4 4.7 1.5 3.6
23.1 76.9 29.4 70.6
2.5 10.5 2.9 7.5
TOTAL 355 285 345 323
55.5 44.5 51.17 48.3
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Table 12

Results of Cross-Tabulation of Survey Question 27:
Operational Experience is Critical to the Career Development
of 27XX Officers

FREQUENCY
PERCENT PREVIOQUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 117 122 130 143
AGREE 18.5 19.3 19.5 21.5
48.9 $1.0 47.6 52.4
33.1 43.17 37.8 14.4
MODERATELY 107 88 112 100
AGREE 16.9 13.9 16.8 15.1
54.9 45.1 52.8 47.2
30.3 31.5 32.6 30.9
NEITHER AGREE/ 50 32 43 34
DISAGREE 7.9 5.1 6.5 5.1
61.0 39.0 55.8 44.2
14.2 11.5 12.5 10.6
MODERATELY 55 27 38 30
67.1 32.9 55.9 44.1
15.6 9.7 11.1 9.4
STRONGLY 24 10 20 15
DISAGREE 3.8 1.6 3.0 2.3
70.6 29.4 57.1 42.9
6.8 3.6 5.8 4.7
TOTAL 353 279 344 322
55.8 44.2 51.7 48.3
9
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Table 13

Results of Cross-Tabulation of Survey Question 28: The Total
Operational Experience Required for Effective Career

Development
FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
OPERATIONAL 68 29 51 38
EXPERIENCE 10.7 4.6 7.7 5.7
UNNECESSARY 70.1 29.9 57.3 42.7
19.2 10.3 14.9 11.9
3 YRS OR LESS 202 129 203 157
31.8 20.3 30.5 23.6
61.0 39.0 56.4 43.6
56.9 45.9 59.2 48.4
3 TO 6 YRS 76 111 84 112
12.0 17.5 12.6 16.8
40.6 59.4 42.9 57.1
21.4 39.5 24.5 35.0
7 TO 9 YRS 3 10 5 12
0.5 1.6 0.8 1.8
23.1 76.9 29.4 70.6
0.9 3.6 1.5 3.8
10 TO 12 YRS 4 2 0 2
0.6 0.3 0.0 0.3
66.7 33.3 0.0 100.0
1.1 0.7 6.0 0.6
TOTAL 355 281 343 321
55.8 44.2 51.6 48.4
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Table 14

h Results of Cross-Tabulation of Survey Question 19: System
Program Office Experience is Critical to the Career
Development of 27XX Officers

FREQUENCY
PERCENT PREVIOQOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 310 238 192 265
AGREE 48.8 37.5 44.0 40.1
56.6 43.4 52.3 47.7
57.6 84.7 85.1 83.0
MODERATELY 31 24 33 37
AGREE 4.9 3.8 5.0 5.6
56.4 43.6 47.1 52.9
8.8 8.5 9.7 11.7
NEITHER AGREE/ 5 6 4 2
DISAGREE 0.8 0.9 0.6 0.3
45.5 54.5 66.7 33.3
1.4 2.1 1.2 0.6
MODERATELY 3 8 6 12
DISAGREE 0.5 1.3 0.9 1.8
27.3 72.7 33.3 66.7
0.9 2.9 1.8 3.8
STRONGLY 5 5 7 3
DISAGREE 0.8 0.8 1.1 0.5
50.0 50.0 70.0 30.0
1.4 1.8 2.1 1.0
TOTAL 354 281 342 319
55.8 44.2 51.7 48.3
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: Table 15

Results of Cross-Tabulation of Survey Question 21: SPO

Project Manager Experlience is Critical to the Career

Development of 27XX Officers
: FREQUENCY

PERCENT PREVIOUS CURRENT

. ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 236 183 249 193
AGREE 37.2 28.8 37.4 29.1
56.3 43.7 56.2 43.8
66.9 64.9 72.5 59.7
MODERATELY 101 7% 79 917
AGREE 15.9 11.8 11.9 14.6
57.4 42.6 44.9 55.1
# 28.6 26.6 23.1 30.3
NEITHER AGREE/ 6 11 8 10
DISAGREE 0.9 1.7 1.2 1.5
35.3 64.7 44.4 55.6
1.7 3.9 2.3 3.1
MODERATELY 5 9 3 19
DISAGREE 0.8 1.4 0.5 2.9
35.7 64.3 13.6 86.4
1.4 3.2 0.9 5.9
STRONGLY 5 4 3 3
DISAGREE 0.8 0.6 0.5 0.5
55.6 44.4 50.0 50.0
1.4 1.4 0.9 0.9
TOTAL 353 282 342 322
55.6 44 .4 51.5 48.5
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Table 16

Results of Cross-Tabulation of Survey Question 23: AFSC/AFLC
Othexr-Type Experience is Critical to the Career Development
of 27XX Offlicers

FREQUENCY
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 112 94 112 106
AGREE 17.17 14.9 17.0 16.1
54.4 45.6 51.4 48.6
31.8 33.6 32.8 33.1
MODERATELY 137 119 145 116
AGREE 21.7 18.8 22.0 17.6
53.5 46.5 $5.6 44.4
38.9 42.5 42.5 36.3
NEITHER AGREE/ 46 28 46 42
DISAGREE 7.3 4.4 7.0 6.4
62.2 37.8 52.3 47.7
13.1 10.0 13.5 13.3
MODERATELY 38 32 30 47
DISAGREE 6.0 5.1 4.6 7.1
54.3 45.17 39.0 61.0
10.8 11.3 8.8 14.8
STRONGLY 19 7 7 8
DISAGREE 3.0 1.1 1.1 1.2
73.1 26.9 46.7 53.3
5.4 2.5 2.1 2.5
TOTAL 352 280 341 319
55.7 44.3 51.7 48.3
o
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Table 17

Results of Cross-Tabulation of Survey Question 25: Head-
quarters Experience is Critical to the Career Development of
27XX Officers

FREQUENCY i
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
COLUMN PCT 2724 2716 2724 2716
STRONGLY 112 118 87 129
AGREE 17.8 18.7 13.0 19.3
48.7 51.3 40.3 59.7
31.6 42.8 25.2 40.0
MODERATELY 141 89 155 110
AGREE 22.4 14.1 23.2 16.5
61.3 38.7 58.5 41.5
39.8 32.3 44.9 34.1
NEITHER AGREE/ 47 21 44 36
DISAGREE 7.6 3.3 6.6 5.4
69.6 30.4 55.0 45.0
13.6 7.6 12.8 11.3
MODERATELY 41 36 44 32
DISAGREE 6.5 5.7 6.6 4.8
: 53.3 46.7 57.9 42.1
11.6 13.0 12.8 10.0
STRONGLY 12 12 ' 14 15
DISAGREE 1.9 1.9 2.1 2.3
50.0 50.0 48.3 51.7
3.4 4.4 4.1 4.7
TOTAL 354 276 344 322
56 .2 43.8 51.7 48.3 4
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Table 18

I Results of Cross-Tabulation of Survey Question 29: Total
Acquisition Bxperience Required for Effective Career
Development of 27XX Officers

FREQUENCY .
PERCENT PREVIOUS CURRENT
ROW PCT SURVEY SURVEY
P COLUMN PCT 2724 2716 2724 2716
3 YRS OR LESS 5 0 1 1
0.8 0.0 0.2 0.2
100.0 0.0 50.0 50.0
‘ 1.5 0.0 0.3 0.3
3 TO 6 YRS 26 21 21 22
4.2 3.4 3.3 3.4
55.3 44.7 48.8 51.2
7.6 7.6 6.3 7.2
7 TO 9 YRS 74 68 62 81
12.0 11.0 9.7 12.6
52.1 47.9 43.4 56.6
21.7 24.7 18.6 26.5
10 TO 12 YRS 103 83 109 102
16.7 13.5 17.0 15.9
55.4 44.6 51.7 48.3
30.2 30.2 32.6 33.0
13 TO 15 YRS 99 63 98 67
16.1 10.2 15.3 10.4
61.1 38.9 59.4 40.6
29.0 22.9 29.3 21.9
16 YRS OR MORE 34 40 43 35
5.5 6.5 6.7 5.5 J
46.0 54.0 $5.1 44.9
10.0 14.6 12.9 11.1 }
TOTAL 341 275 334 308
55.4 44.6 52.0 48.0
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". Appendix C

SAS Computer Program

OPTIONS LINESIZE=78;
PROC FORMAT;
. VALUE FILTER 1='READ REG 36-5'
2='ATTENDED INFO BRIEF'
3='RECEIVED GENRAL INFO'
4='UNAWARE OF REG';
VALUE FORMAL 0='NOT APPLICABLE'
1='STRONGLY AGREE'
h. 2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4='MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
VALUE INSTITU O0='NOT APPLICABLE'
='STRONGLY AGREE'
* 2='"MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
VALUE CURRENT 1='FIRST LIEUTENANT'
2='CAPTAIN'
3="MAJOR'
4='LIEUTENANT COLONEL'
L 5= 'COLONEL ';
VALUE DUTY 1='2724"
2='2716";
VALUE COMMAND 1='AFSC'
2='AFLC'
3='TAC’
= 'MAC'
5='SAC'
6='AFCMD'
7='ATC'
8='AFCC’
9=1AU"
10='OTHER';
VALUE DIVISIO O0='NOT APPLICABLE'
1='8D"
2='ASD"
3='ESD'
4='AD'
5='BMO';
VALUE ACADEMI 1='TECHNICAL'
2= 'NONTECHNICAL'
3='BOTH TECHNICAL/NONTECHNICAL';
VALUE DEGREE 1='BACHELORS'
2='BACHELORS PLUS'
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VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

MILITAR

EXPERIE

OEXPERI

UNDERA

UNDERB

UNDERC

UNDERD

UNDERE

UNDERF

3='MASTERS'

4="MASTERS PLUS'
='DOCTORATE ' ;

1="NO PME COMPLETED'
2='SQUADRON OFFICER SCHOOL'
3='INTERMEDIATE SERV SCHOOL'
4='SENIOR SERV SCHOOL';
1="NONE'

='3 YRS OR LESS'

3='3 TO 6 YRS'

4='7 TO 9 YRS'

='10 TO 12 ¥YRS'

6='13 TO 15 YRS'
7='16 YRS OR MORE';
1="NONE'

2='3 YRS OR LESS'

3='3 TO 6 ¥YRS'

4='7 TO 9 ¥RS'

5='10 TO 12 YRS'
6='13 TO 15 YRS'

7='16 YRS OR MORE';

1='TECHNICAL'

2='NONTECHNICAL' ;
0='NOT APPLICABLE'
1='STRONGLY AGREE'
='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
0='NOT APPLICABLE'
1='STRONGLY AGRER'
2="MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="MODERATELY DISAGREE'
S='STRONGLY DISAGREE';
0='NOT APPLICABLE'
1='STRONGLY AGREE'
2="MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
0="'NOT APPLICABLE'
1='STRONGLY AGREE'
2="MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="'MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
0="'NOT APPLICABLE'
1='STRONGLY AGREE'
2="MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="MODERATELY DISAGREE'
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5='STRONGLY DISAGREE';
VALUE ACQUIA 0='NOT APPLICABLE'
_| 1='STRONGLY AGREE'
2= 'MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="MODERATELY DISAGREE'
. 5='STRONGLY DISAGREE';
VALUE ACQUIB 1='SPO EXPERIENCE UNNECESSARY'
h. ‘ 2='3 YRS OR LESS'
3='3 TO 6 YRS'
4='7 TO 9 YRS'
| 5='10 TO 12 YRS'
6='13 TO 15 YRS'
7='16 YRS OR MORE';
i. VALUE ACQUIC 0='NOT APPLICABLE'
1='STRONGLY AGREE'
2= 'MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4='"MODERATELY DISAGREE'
5='STRONGLY DISAGREE';

VALUE ACQUID 1='SPO PROJ MGT EXPER UNNECESSARY'
2='3 YRS OR LESS'
3='3 TO 6 YRS'
4='7 TO 9 YRS'
5='10 TO 12 YRS'
6='13 TO 15 YRS'
7='16 YRS OR MORE';

VALUE ACQUIE 0='NOT APPLICABLE'
1='STRONGLY AGREE'
22'MODERATELY AGREE'
3= 'NEITHER AGREE/DISAGREE'
4="MODERATELY DISAGREE'
5='STRONGLY DISAGREE';

VALUE ACQUIF  1='AFSC/AFLC EXPER UNNECESSARY'
2='3 YRS OR LESS'
3='3 TO 6 YRS'
4='7 TO 9 YRS'
5='10 TO 12 YRS'
6='13 TO 15 YRS'
7='16 YRS OR MORE';

VALUE ACQUIG 0='NOT APPLICABLE'
1='STRONGLY AGREE'
2= 'MODERATELY AGREE'
3= 'NEITHER AGREE/DISAGREE'

. 4="MODERATELY DISAGREE'
5a'STRONGLY DISAGREE';

VALUE ACQUIH 1='HEADQTRS EXPER UNNECESSARY'
2='3 YRS OR LESS'
3='3 TO 6 YRS'
4='7 TO 9 YRS'
5='10 TO 12 YRS'
6='13 TO 15 YRS'
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VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

VALUE

ACQUII

ACQUIJ

ACQUIK

EDUCAA

EDUCAB

EDUCAC

EDUCAD

EDUCAE

EDUCAF

7='16 YRS OR MORE';
0="'NOT APPLICABLE'
1='STRONGLY AGREE'
2="'MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4='MODERATELY DISAGREE'
='8TRONGLY DISAGREE';
1='OPERA EXPER UNNECESSARY'
2='3 YRS OR LESS'
3='3 TO 6 YRS’
4='7 TO 9 Y¥YRS'
$='10 TO 12 YRS'
6='13 TO 15 YRS'
7='16 YRS OR MORE';
1='3 YRS OR LESS'
2='3 TO 6 YRS'
3='7 TO 9 YRS'
='10 TO 12 YRS'
5='13 TO 15 YRS'
6='16 OR MORE';
0='NOT APPLICABLE'
1='STRONGLY AGREE'
2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="'MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
0='NOT APPLICABLE'
1='STRONGLY AGREE'
2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4='MODERATELY DISAGREE'
S5='STRONGLY DISAGREE';
0="NOT APPLICABLE'
1='STRONGLY AGREE'
='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4='MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
0="NOT APPLICABLE'
1='STRONGLY AGREE'
2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="'MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
0='NOT APPLICABLE'
1='3TRONGLY AGREE'
2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4='MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
0='NOT APPLICABLE'
1="STRONGLY AGREE'
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2="MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
h 4="MODERATELY DISAGREE'
='STRONGLY DISAGREE';
VALUE EDUCAG ='NOT APPLICABLE'
1="'STRONGLY AGREE'
2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
' = 'MODERATELY DISAGREE'
. 5=!'STRONGLY DISAGREE';
VALUE TRAINA  0='NOT APPLICABLE'
1='STRONGLY AGREE'
2='MODERATELY AGREE'
: 3='"NEITHER AGREE/DISAGREE'
i 4="MODERATELY DISAGREE'
5= 'STRONGLY DISAGREE’;
VALUE TRAINB 0='NOT APPLICABLE'
='STRONGLY AGREE'
2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4='MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
VALUE TRAINC 0='NOT APPLICABLE'
1='STRONGLY AGREE'
2='MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="'MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
VALUE TRAIND 0='NOT APPLICABLE'
1='STRONGLY AGREE'
2="MODERATELY AGREE'
3="NEITHER AGREE/DISAGREE'
4="'MODERATELY DISAGREE'
5= ' STRONGLY DISAGREE';
VALUE TRAINE 0='NOT APPLICABLE'
1='STRONGLY AGREE'
2="'MODERATELY AGREE'
3='NEITHER AGREE/DISAGREE'
4="'MODERATELY DISAGREE'
5='STRONGLY DISAGREE';
VALUE CERTIF 1='LEVEL I'
2='LEVEL II'
3='LEVEL III'
4="LEVEL 1IV';

DATA INIT;
' INFILE TEST;

INPUT RESPONSE 1 FORMB 2 CAREER 3 RANK 4 AFSC 5
MAJOR 6-7 PRODU 8 BACKG 9 HIGH 10 PME 11
YEARS 12 OYRS 13 BEST 14 GRAD 15 TECHN 16
NONTECH 17 HGRAD 18 NTGRAD 19 SPO 20
SPOEXP 21 SPOPM 22 PMEXP 23 AFSCLC 24
AFSCEXP 25 HEADQ 26 HEADEXP 27 OPERA 28
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OPEREXP 29 TOTAL 30 CRITC 31 SOS 32
USOS 33 ISS 34 UISs 35 S8sSs 36 Usss 37
TSPEC 38 SAS 39 SYSTWO 40 SYSFOUR 41
DSMC 42 LEVEL 43;

LABEL RESPONSE='EXPERIENCE WITH REGULATION 36-5'
FORMB='FORMAL AM PROGRAM IS NECESSARY'
CAREER='AM PROGRAM IMPROVES CAREER DEVELOPMENT'
RANK='CURRENT RANK'

AFSC='CURRENT DUTY AFSC'
MAJOR='MAJOR COMMAND ASSIGNED TO'
PRODU='AFSC PRODUCT DIVISION ASSIGNED TO'
BACKG='PRIMARY ACADEMIC BACKGROUND'
HIGH='HIGHEST ACADEMIC DEGREE OBTAINED'
PME='HIGHEST LEVEL OF PME COMPLETED'
YEARS='YEARS OF ACQUISITION EXPERIENCE'
OYRS='YEARS OF OPERATIONAL EXPERIENCE'
BEST='UNDERGRAD DEGREE - CAREER DEVELOPMENT'
GRAD='GRAD DEGREE/HIGHER ~ CAREER DEVELOPMENT'
TECHN='TECH GRAD - TECH UNDERGRAD DEGREE'
NONTECH='NONTECH GRAD - TECH UNDERGRAD DEGREE'
HGRAD="'GRAD DEGREE/HIGHER - CAREER DEVELOPMENT'
NTGRAD='NONTECH GRAD ~ NONTECHN UNDERGRAD DEGREE'
SPO='SPO EXPERIENCE - CAREER DEVELOPMENT'
SPOEXP='TOTAL SPO EXPERIENCE REQUIRED'
SPOPM='SPO PROJ MGR EXPERIENCE IS CRITICAL'
PMEXP='TOTAL SPO PROJ MGR EXPERIENCE REQUIRED'
AFSCLC='AFSC/AFLC TYPE EXPERIENCE IS CRITICAL'
AFSCEXP='TOTAL AFSC/AFLC EXPERIENCE REQUIRED'
HEADQ='HEADQUARTERS EXPERIENCE IS CRITICAL'
HEADEXP='TOTAL HEADQUARTERS EXPERIENCE REQUIRED'
OPERA='OPERATIONAL EXPERIENCE IS CRITICAL'
OPEREXP='TOTAL OPERATIONAL EXPERIENCE REQUIRED'
TOTAL='TOTAL ACQUISITION EXPERIENCE REQUIRED'
CRITC='PME IS CRITICAL TO CAREER DEVELOPMENT'
S08='S05 IS CRITICAL TO CAREER DEVELOPMENT'
US0S='50S IS USEFUL TO 27XX OFFICERS'
ISS='1ISS IS CRITICAL TO CAREER DE"ELOPMENT'
UISS='ISS 1S USEFUL TO 27XX OFFICERS'
888='88S IS CRITICAL TO CAREER DEVELOPMENT'
USSS='88S IS USEFUL TO 27XX OFFICERS'
TSPEC='SPECIALTY TRAINING - CAREER DEVELOPMENT'
SAS='SAS/SYSTEM 100 - CAREER DEVELOPMENT'
SYSTWO='SYSTEMS 200 - CAREER DEVELOPMENT'
SYSFOUR='SYSTEMS 400 - CAREER DEVELOPMENT'
DSMC='DSMC IS CRITICAL TO CAREER DEVELOPMENT'
LEVEL='CURRENT CERTIFICATION LEVEL';
FORMAT RESPONSE FILTER. FORMB FORMAL. CAREER INSTITU,

RANK CURRENT. AFSC DUTY. MAJOR COMMAND.

PRODU DIVISIO. BACKG ACADEMI. HIGH DEGREE.

PME MILITAR. YEARS EXPERIE. OYRS OEXPERI.

BEST UNDERA. GRAD UNDERB. TECHN UNDERC.
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NONTECH UNDERD. HGRAD UNDERE. NTGRAD UNDERF.

SPO ACQUIA. SPOEXP ACQUIB. SPOPM ACQUIC.

PMEXP ACQUID. AFSCLC ACQUIE. AFSCEXP ACQUIF.

HEADQ ACQUIG. HEADEXP ACQUIH. OPERA ACQUII.
OPEREXP ACQUIJ. TOTAL ACQUIK. CRITC EDUCAA.

) S0S EDUCAB. USOS EDUCAC. 1SS EDUCAD. UISS EDUCAE.
SSS EDUCAF. USSS EDUCAG. TSPEC TRAINA. SAS TRAINB.

SYSTWO TRAINC. SYSFOUR TRAIND. DSMC TRAINE.
h LEVEL CERTIF.;

PROC FREQ;
TABLES RESPONSE*LEVEL;
TABLES (TSPEC SAS SYSTWO SYSFOUR DSMC)*AFSC;
TABLES (BEST GRAD TECHN NONTECH HGRAD NTGRAD)*AFSC;
TABLES (CRITC S80S USOS ISS UISS SSS USSS)*AFSC;
TABLES (SPO SPOEXP SPOPM PMEXP AFSCLC AFSCEXP)*AFSC;
TABLES (HEADQ HEADEXP OPERA OPEREXP TOTAL)*AFSC;
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