SPREAD-THE-WORD MASS 

BRIEFING SCRIPT NARRATIVE

SLIDE 1 – FD Sight Picture

CSAF Sight Picture -- No Words

SLIDE 2 – Title Slide

OK, now that you’ve heard from our AF Chief of Staff, let’s get into some of the details of what Force Development means to our AF and to you.
SLIDE 3 -- Overview

Here is what we are going to cover today.
SLIDE 4 – Assumptions…

We are on the verge of a significant improvement in the way we make decisions on education and assignments for AF officers.  Some things haven’t changed—AEF and resources are important factors that we must recognize—and Force Development (FD) won’t happen overnight.  But this is important for all of us and you are a key part of FD, regardless of your rank, career field, or current job.

SLIDE 5 – What It Is and Is Not…

FD is about communicating better to make better developmental decisions.  It’s not the solution to all assignment and promotion challenges.

SLIDE 6 -- Why Do We Need It In the AF?

We have good leadership in our Air Force.  So why do we need Force Development?  Today, we develop highly competent officers who have a deep perspective in their primary AFSC.  Development, however, has often been by chance, with the focus primarily on occupational skills and not as much on enduring competencies.  Consequently, we have been left with many stovepipes.
Force Development will provide our Air Force with officers who have a wider perspective beyond just their functional community.  Development will be deliberate, with a plan to take you beyond your traditional career path, better preparing you for tomorrow's Air Force.  Force Development will also provide more emphasis on developing those enduring competencies which foster effective leadership.  By focusing on deliberately exposing you to a wider range of experiences, by ensuring every experience is both valuable and meaningful, and by focusing on the Air Force Enduring Competencies, we’ll be able to create leaders that can integrate Air Force missions and a force that has an even greater sense of belonging and importance. 
SLIDE 7 – What This Means to the AF

Force Development has one major theme in mind -- to meet the needs of the AF, both today and in the future, while respecting your desires to grow and succeed as Air Force officers.  Our goal is to create a system that is simple -one that is understandable and deliberate, one that develops both the occupational skills and more enduring leadership competencies officers need to meet mission requirements.  Most importantly, a system which focuses on placing the right person at the right place at the right time, with the skills, knowledge and experience needed to effectively lead teams and accomplish their assigned missions.  These changes will leave less of your development to “chance” and will respect the use of your valuable time.

SLIDE 8 – What This Means to You

While assignments will still be made to meet Air Force needs, these decisions will incorporate a much more deliberate process.  It will consider input from you, feedback from your chain of command, and a vector from leaders in your career field on what you need to better prepare you for the future.  Your development will be a key consideration when matching you against an assignment.  There will be many more opportunities for Developmental Education and we’re taking a much more focused approach.  There is no one “right path” for all people.  We recognize very clearly that one size does not fit all.   Once a vector is charted, Force Development is intended to provide you with the necessary skills and tools you need to succeed.  Force Development really does connect your goals, education, and assignments to Air Force needs but you still need to be involved in your development, and the development of your people.  Now lets take a closer look at Force Development’s objectives.
SLIDE 9 – Overall Objectives

Our objectives are simple…Link training and education opportunities to assignment experiences, Connect individual goals to Air Force needs, Invest the right education, training, and experience in the right officers at the right time, and enhance leadership and officer understanding to best utilize their inputs in the development and assignment process.

SLIDE 10 – Overview:  The Architecture

Now let’s take a brief look at the architecture behind Force Development … 
SLIDE 11 – Management Structure

Oversight and authority for Force Development starts with the Secretary and Chief of Staff of the Air Force.
The Force Development Council is the corporate body providing strategic vision on Air Force-wide Force Development issues and is chaired by the Vice Chief of Staff.

The Development Team level is where force development becomes very important to you as an individual officer.  Simply stated, Development Teams play a major role in the deliberate development of people to meet AF requirements.  The Development Teams are led by functional leaders in each career field who are knowledgeable of both their career area and how it fits into the Air Force mission.  It is important to note, the Development Teams provide developmental recommendations, or vectors, for each officer.  Those vectors are drawn principally from the perspective of their functional areas.  DTs will provide key points into both assignment and education selection.  The role of the Assignment Team remains essentially unchanged.  But their actions become more informed and visible to senior Air Force decision makers.  Assignment Teams are represented on each Development Team.  

SLIDE 12 – Overview:  Construct/Career Path

Next we’ll look at the Officer Construct and Career Path under Force Development … 
SLIDE 13  -- Force Development Doctrine

So, what is Force Development?
Air Force leaders are developed through a series of training, education and on-the-job experiences.  We first focus on technical mastery in our core field.  Then we build on that high standard with developmental opportunities that expand our understanding of our total mission.  With that broadening, we can then lead and integrate missions outside our technical experience.  

At the Tactical level of Development we gain knowledge and experience in our primary skills.  At the Operational level, we continue to widen our experience and increase both leadership and institutional responsibility.

Finally, at the Strategic level we must possess the necessary breadth of experience and leadership skills to lead and act from a more institutional perspective. 

Please keep this chart in mind because it forms the layout we will use to describe development within a career area, including Developmental Education.  These diagrams will be available on the web and will be updated periodically.  This slide shows a diagram with the force requirements for a typical skill from accessions to retirement.  Along the way, development is divided into the tactical, operational and strategic levels, with the associated years of service shown below.  These will be created for every functional area and vary by AFSC.  These career planning diagrams replace the old career pyramids you have used in the past.

SLIDE 14 – Enduring Competencies & Occupational Skills

Force Development provides the structure for deliberate development of our people to gain the correct mix of depth and breadth of experience to ensure our Air Force remains the best in the world well into the future.
Enduring Competencies represent the traits which form the foundation of our common airman culture.  They represent the personal and professional leadership qualities we value as airmen and warriors.  As people move through their AF careers, they need to successfully achieve a set of experiences that prepare them to grow through the range of leadership … from leading people, through leading teams and organizations, to those who have received the necessary developmental education and broad-based leadership they require as they lead our Air Force’s largest and most diverse organizations.  Occupational Skills are the foundation of operational capability and, as such, are essential to accomplishing the Air Force mission.  A deep proficiency in occupational competencies at every level of the Air Force will always be a crucial part of maintaining our combat edge.  The pairings of skills on this chart represent examples of what we need our senior leaders to possess in the depicted career fields.

SLIDE 15 – Overview:  Assignments

Now we’ll discuss how we have enhanced the assignment process to facilitate Force Development.
SLIDE 16 -- Assignments

The assignment process we use today has served us well and you’ll recognize many of its features in the new construct:
For example, you will note that Commander involvement and personal assignment preferences still play a big role in the assignment selection process.

However, there are changes on the horizon that substantially improve the decision processes that drive the system.  These improvements are specifically aimed at more deliberately planning for professional growth and long-term leadership development with the objective to eliminate “chance development” as much as possible.

Let’s spend a few minutes talking about the Officer Development Plan … or ODP.

SLIDE 17 – Officer Development Plan

Key features of the new system are Development Team review, with feedback direct to the officer and visible to his/her chain of command, and the new, more robust, Officer Development Plan. 
Under the new construct, the old Preference Worksheet will be expanded and enhanced to form a more detailed and insightful Officer Development Plan (ODP).  It is similar in appearance to the Preference Worksheet, resident in the same web-based system, but adds new capabilities for individual inputs for both near-term assignments and for long-range intentions.  It will provide two-way communication between officers, their leaders, and their Development Teams.

SLIDE 18 – AMS Process

As a reminder, today’s process involves only you, your command chain, and AFPC assignment teams in developmental decision-making.  The process looked like this.  Note the feedback is mostly oriented toward your next assignment, not your long-term development.  Now, the ODP brings in the Development Team and expands the discussion.

SLIDE 19 – Developmental Review Process

The process starts with the individual officer.  Each officer will complete their ODP and forward it to their commander or staff-level equivalent.  Commanders review the ODP, and provide feedback, ensuring it is a portrayal of the officer’s goals as well as a realistic reflection of their abilities and future developmental objectives.  
After providing feedback and making any needed adjustments, commanders add their comments and forward the ODP to the Development Teams for their review.  

Development Teams review their respective ODPs and provide feedback.  The Development Teams then forward their recommendations to the applicable Assignment Teams, where they serve as a “vector” to guide and assist in the decision process.  Assignment Teams take the Development teams’ vectors and work to find the best match between the ODP, DT vectors, and Air Force Requirements.  Along the way, officers and commanders may receive informal feedback as the Assignment Teams focus in on the right next step for their officers.  Key players in this process are you, the individual officer, as well as the person most familiar with your performance -- your commander.

SLIDE 20 – Developmental Assignment Process

When it is the right time for development or in response to mission needs, the Developmental Assignment Process starts with the Assignment Team.
The Assignment Team receives a variety of inputs from various sources; their main vectors will come from the Officer Development Plan, Development Team objectives, and day-to-day mission requirements.  After they match an officer to an assignment, the assignment flows to the member’s commander.  If commanders see a conflict, they will normally engage with the Assignment Team to resolve or clarify it.  When that process is complete, the commander will notify the officer they have been selected for reassignment.  

SLIDE 21 – ODP Key Points

Here are some key points to remember about the new assignment process…

Every officer should carefully craft their ODP and keep it current.  And, let me emphasize this, you need to seek feedback from your commander on the best developmental path and timing for you.  Commanders, you are a critical link between the member and this process.  Help your officers to understand their Air Force and give the Air Force an accurate and realistic picture of each of your officers.  Development Teams determine vectors, and Assignment Teams make assignments.  The ODP is a developmental game plan … not just a specific job preference.  Okay, now let’s get into some of the mechanics.

SLIDE 22 – ODP Screen Shots

The current officer Preference Worksheet will be replaced with a Transitional-Officer Development Plan (T-OPD).  The next few slides are a very brief look at what you’ll see if you log on to AMS after 1 Nov 2003.
Procedures for updating the T-ODP are basically the same as updating your Preference Worksheet.  However, key elements have been added.  Now, your desires and reviewer’s comments will be forwarded to the Development Team for assessment and recommendations.  Also, more detailed worksheets have been added to allow officers to better communicate their desires.  This ODP screen shows the officer is being considered for an assignment.  The officer can express their thoughts regarding assignments as well as indicating intent to volunteer for special assignments. 

SLIDE 23 -- ODP Screen Shots
As with today’s Preference Worksheet, you will be able to use the ODP to clearly communicate your immediate assignment preferences.  However, unlike the preference worksheet, the ODP enables you to also articulate your long-term developmental goals.  This information flows to your commander for comments and feedback, and then on to the DT for developmental vectors.  The completed ODP will also be used by the Assignment Team.  Your comments relating to your next assignment should reflect your near-term desires, but should support your long-term developmental objectives.

When you provide comments related to your “Developmental Objectives,” you should consider both generalized and more specific Developmental Educational opportunities.  Developmental Education will be discussed later in this brief. 

SLIDE 24 -- ODP Screen Shots
After considering your comments regarding assignment and developmental objectives, your reviewer will make realistic assignment, alternate assignment, and developmental path recommendations.  The reviewer has the option to either return the draft plan to you in order to open a dialogue or to send it forward to your Development Team.
The ODP is your reviewer’s direct input to the Development Teams and Assignment Teams on their vision for your development as an officer.  It also serves as a useful tool for candid discussion.

SLIDE 25 -- ODP Screen Shots
The Development Teams use the ODP to gain insight into an officer’s professional goals and personal needs, along with their commander’s developmental recommendations.  The Development Team will balance an officer’s comments and their commander’s recommendations with AF requirements and developmental opportunities.  Based on their best judgment, DTs will then provide a developmental vector to the officer, their leaders, and the applicable assignment teams.  If, after review, a Development Team determines the requested development plan is appropriate, they will let you know by indicating the plan is “On Target.”  Development Team comments may be added, but are not required.

SLIDE 26 -- ODP Screen Shots
Should the Development Team determine an officer’s developmental plan is not realistic or is inconsistent with Air Force needs or developmental paths, they will provide an “Alternate ODP” vector to the affected officer and their leaders.  This will include their suggested next assignment and/or developmental path recommendation.  This information will also be forwarded to the assignment team.
SLIDE 27 -- ODP Screen Shots
DTs will not meet continuously, and will set specific parameters for when and how they review ODPs.  In those rare instances when circumstances preclude the DT from having the opportunity to review your ODP (for example; a short-notice, unprojected assignment), the ODP will be used by the Assignment Team (acting in accordance with Development Team guidance) to best match the needs of the AF and your assignment desires.
SLIDE 28 – Overview:  Developmental Education

Now let’s discuss Developmental Education
SLIDE 29 – Developmental Education

The Air Force is changing Professional Military Education opportunities to match the evolving nature of force development.
Not everyone needs the same “cookie-cutter” education in order to best serve the Air Force or the individual.  Our focus now is on providing the appropriate educational opportunities, at the appropriate time in your career to prepare you for developmental assignments and future leadership roles.  It is important to note that the scope of education, as well as the number of opportunities for these programs, has already increased significantly and will continue to rise over the next few years.

There are three different levels of Developmental Education.  I will explain these levels, and the process by which the AF selects officers for attendance.

SLIDE 30 – Force Development Education

The first level of developmental education is Basic Developmental Education, or BDE.  BDE provides the common leadership foundation officers require for future growth and greater leadership responsibility.
BDE is designed to build upon the basic skills acquired from the Air Force’s commissioning sources, as well as the technical training courses officers attend shortly after commissioning.  The focus of BDE is to build deep competencies within an officer’s initial career field and prepare them for the next stage in their professional development.  Aerospace Basic Course, SOS, the Air Force Intern Program, and AFIT assignments made by your Assignment Teams are examples of BDE.

SLIDE 31 -- Force Development Education
As you advance in rank, competence and leadership roles, the Air Force will look at continuing opportunities for development.  Intermediate Developmental Education is intended to prepare you for your future duties, which could include a developmental assignment, command opportunity, and increased leadership responsibility.
All officers will be managed deliberately and will engage in some form of Developmental activity, whether in-residence education, distance learning, or through the selection and management of their duty assignments.  Many will receive developmental assignments.  These may be outside their primary career fields or in a new area within their present functional family, which expand the breadth of their AF experience and widen their perspectives on integrating tactical functions to meet the AF mission.

ACSC, AFIT, and the Naval Post-graduate School are just a few examples of IDE.

SLIDE 32 -- Force Development Education
Now on to Senior Developmental Education.
Like IDE, SDE further broadens an officer’s awareness of issues facing the AF, DoD and National Security.  It prepares senior officers to participate in the leadership of our institution.  Air War College, National War College, ICAF, and sister-service schools are examples of SDE.  The next few slides will focus-in on IDE … SDE and potential changes which could affect our more senior field grade officers are in the initial stages of review.  A similar effort will be made to assess BDE and how our most junior officers are developed at the tactical level.  We encourage you to continue to follow the information flow on Force Development as a way to stay in touch with any changes made to the SDE and BDE processes.   

SLIDE 33 – IDE Opportunity Growth

Let’s take a detailed look at Intermediate Developmental Education…
Not only are we presenting Developmental Education in new and innovative ways, the Air Force has significantly expanded IDE opportunities.  Previously, there were only 480 ISS quotas each year.  As you can see, we have expanded the opportunity to well over 700 IDE quotas per year, an increase of over 50 percent.  Not only will as many as 250 more officers be given the opportunity to attend Developmental Education at the intermediate level each year, your chain of command will have more ability to provide input. 

SLIDE 34 – IDE Curriculum

The Air Force has revamped ACSC and AFIT to better prepare officers for their follow-on assignments.  This chart shows the different IDE tracks that can be pursued this year and in the future.  The first line represents ACSC in residence.  You’ll notice it has 3 modules The first module focuses on specific Air Force core competencies, The second addresses how the AF contributes to joint warfighting and, combined with module 1, provides the knowledge needed to receive Joint PME Phase I credit.

The third module deals with learning about complementary areas outside of an officer’s career field. This curriculum is vastly different than in the past.  It has been revamped from head to toe and allows for development beyond your primary specialty.  This is a fundamental change and is designed to provide the knowledge and skills new field grade officers must possess as they broaden their perspectives and progress into positions of greater scope and leadership responsibility. 

The second bar on this chart represents the education that will be provided to those officers enrolled in other forms of IDE.  These programs include a wide variety of AFIT degrees, fellowships, and other emerging IDE programs.  In addition to the education procured through the different programs, each student will complete a robust version of the ACSC, distance-learning curriculum, which also grants Joint PME Phase I credit.  This will be presented in a dedicated period of 5 to 6 weeks prior to, or immediately following the associated graduate degree or fellowship program to supplement the graduate education experience.  

For those officers not afforded the opportunity for in-residence IDE, ACSC by distance learning has been re-designed to better reflect our evolving mission.  And, we’ve done this in 50 lessons versus the old ACSC distance-learning program that contained 73 lessons.  

SLIDE 35 – Old vs New Developmental Selection

Under the old selection system we designated candidates in conjunction with the major’s promotion board.  In so doing, we designated approximately 20 to 25 percent of a given year group as ISS candidates.  Unfortunately, only 70 percent of those candidates actually got the opportunity to attend in residence.  Effectively, we “over identified” by about 30 percent and set many officers’ expectations at a level we couldn’t deliver.
For those who were not initially designated candidates, they had an extremely slim chance to become one later via the non-candidate selection process.  In fact, only 2-3 percent of those non-candidate officers actually got to attend ISS.  

We’ve changed all that.  Under the new system, we’ll still identify a small percentage of officers who will be IDE selects.  DTs will recommend timing and school placement for those officers.  

For those who are not “selected” at the time they make major, they will now be considered candidates so long as they remain in the IDE window.  Each year senior raters will be afforded the opportunity to nominate eligible officers they believe should compete for in-residence IDE attendance.  Development Teams will screen nominated candidates and forward their recommendations for consideration by the Developmental Education Designation Board.  

You should note this slide focuses primarily on officers who are members of the Line competitive category.  For Judge Advocates, members of the Surgeon General community, and Chaplains, the IDE selection process, to include select rates, may vary depending on requirements submitted by your functional communities, particularly for specialized professional education and training programs, but the basic methodology will be the same.  

SLIDE 36 – Position Report

Much has been done to set our Force Development vision in motion.  We still have work to do—the policy, instructions, and basic structure are coming together, but it will take time to work out all the tactics, techniques, and procedures.  Since we’re building on a system that’s working, we need to take the time to get these things right as we continue to climb toward better development of our officer corps.

SLIDE 37 – Force Development

In closing let’s recap the basic premises of FD...The focus of FD is to meet the AF’s current and emerging missions by developing its number one resource – people.  It is a deliberate process.  It links education and training opportunities with challenging leadership and developmental assignments.  FD lets you, your immediate chain of command, and senior leaders who know your career field chart a course to determine and reach your realistic long-term career and developmental goals.  You will see the AF expand current FD efforts to include our enlisted, civilian and reserve forces in the future.  I encourage you to get involved in this process by letting us hear your insights and experience as the process evolves.  Force Development is for you and for your Air Force.  It’s how we’ll help maintain excellence in all we do.  Let’s go…

SLIDE 38 -- Questions
NO NOTES

SLIDE 39 – The End
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