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Introduction	Successful businesses know with reasonable certainty what is working well and what needs to be changed.  These businesses rely on measured evidence of performance rather than intuition.  They take inventory of their products and services.  They expect change and prepare for developing their organizational performance. Organizations conducting Logistics functions will require a planned and determined effort to create a learning organization that is based on proven business principles.





This program is a competency-based model as specified by congressional requirements.  The program is intended to provide structure and logic for learning and development decisions required to perform Materiel Management services. 





This guide provides some definitions commonly used in competency-based programs, lists of validated standards that describe the competencies required for successfully accomplishing organizational missions and, examples of instruments used to conduct the competency inventories that are part of the program’s model.  The guide describes processes and procedures that can answer three important questions needed to conduct the business of managing organizational competence.

















1.  What general and technical competencies does it take to effectively perform Logistics jobs?





2. What specific critical and important competencies must employees performing Logistics functions learn in order to achieve their organization’s business mission and goals?





3.  How can we optimally  provide learning and competence development for employees to close performance gaps?  








�






Definitions	Most programs have specialized terms and meanings.  The following definitions are common in a competency-based environment.  They have been derived from national and international sources.








Competence is demonstrable behaviors that distinguish individuals, groups, and organizations from their peers and characteristics that identify discrete levels of performance based on established criteria.  





Competency is defined as, “a cluster of related knowledge, skills, and other attributes that affect a major part of one’s job, that correlates with performance on the job, that can be measured against well-accepted standards, and that can be improved via training and development.”  





Self-Directed Learning is the process by which an individual takes responsibility for his or her own training in partnership with the employing organization.  The individual contributes a real and personal commitment to learn, acceptance of responsibility, and self-discipline.  The organization contributes such real factors as the opportunity (time and attitude) for learning and competence development, feedback, equipment and/or resources; e.g., publications, multimedia, assignments, details, etc.











Classification of Competencies





Technical Competencies are function-specific and describe the work to accomplish the job; e.g., Designs system processes and procedures (manual and/or automated) that ensure financial management integrity.





General Competencies describe categories of behaviors (such as Teamwork, Customer Service and Consulting) that contribute to successful work regardless of the job series or function; e.g., Facilitates cooperation, pride, trust, group identity and team spirit.











Prioritizing of Competencies





Critical Competencies: Those specific technical and general competencies that are essential for performing operational tasks to accomplish the mission: when a person cannot perform the duties of the position successfully without it, to meet certain certification requirements associated with the position, for health or safety requirements, or is mandated by higher authority; e.g., Executive Order, Congressional Mandate, or by the direction of The Secretary of Transportation or FAA Administrator.  The criteria for this category of competency justify deliberate organizational support for competence development and probable expenditure of funding for the development.





Important Competencies:  Those technical and general competencies that have been identified as frequently used and/or they contribute considerably to successful work; however, they do not meet the criteria associated with a critical competency.  The criteria for this category of competency normally can support self-directed learning activities during work time.





Other Competencies:  Those technical or general competencies that are rarely used or are minimally important to accomplish the job.  The criteria for this category of competency suggest voluntary self-development with no expenditure of organizational resources.  These competencies will be retained in a central file; but they will not be part of the organization’s Competency Standard.
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How it Works	This program allows participants to understand what competencies are needed to do their job, to estimate their competence, confidence, and currency with regard to applying each competency and, to determine any need for learning and development opportunities.








What general and technical competencies does it take to effectively perform Logistics jobs?





Competency Standards for Acquisition (1102), Real Estate (1170), and Materiel Management, Maintenance, and Transportation  activities in the Office of Acquisition, Logistics Center, Regional Logistics Management Offices, and/or Airways Facilities Offices are located in section Two.  These consolidated listing have been validated for the type of work required in order for those organizations to accomplish their mission.  They provide the structure and logic for learning and development decisions that will support their mission.  








Figure 1, is an example of the Materiel Management Competency Standard.











Materiel Management Specialist





CRITICAL COMPETENCIES


(Applies: Q=AMQ, L=AML, R=Regional Functions)





No.	Competencies 	Applies 


�
Applies and supports the intent of federal internal control systems that operate to avoid fraud, waste abuse, and conflict of interest.�
Q,L�
�
�
Applies laws and regulations related to the reporting, liability, and accounting for lost, damaged, or destroyed property�
All�
�
�
Uses the structure, contents, internal and external interfaces, integrated files, and update procedures of the logistics automated systems; e.g., FAST, ACQUIRE, LIS, CDS.�
R,L�
�
�
Applies the policies and procedures relevant to integrated logistics support of equipment throughout the overall life cycle for systems and equipment.�
Q�
�
�
Provides assistance or advice to resolve Materiel Management problems.�
R,Q�
�
�
Provides technical advice and guidance to management, staff, peers and/or customers.�
R�
�






IMPORTANT COMPETENCIES


(Universal)





No.	Competencies	 


�
Conducts inventory accounting processes, including physical inventory; reconciliation; location survey; location record audit; and the accurate processing of receipts, issues, adjustments, loans, etc. to maintain the integrity of the FAA's accounting records.�
�
�
Applies the regulations and policies governing the inventory management process, including using statistical and analytical techniques applicable to all functions of integrated inventory management.�
�
Figure 1.
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What specific critical and important competencies must employees performing Logistics functions learn in order to achieve their organization’s business mission and goals?  





The Employee Competency Inventory provides an opportunity for each employee to estimate his/her need for learning for each Critical and Important competency that is needed by his or her organization.  This process allows employees to consider ongoing changes in policies, procedures, regulations, and technology when estimating their learning needs.  Figure 2 is an example of the Employee Competency Inventory.














Employee Competency Inventory





FG-1170 Real Estate Specialist








This document is designed to gather specific information about competencies that you may need to successfully accomplish your job.  You know the subtle facts about each competency: how competent, confident, and current you are with them considering the dynamics of changing policies, regulations, and technology associated with your work.





Instructions:  Indicate your current need to develop competence  for each of the listed competencies by filling in one of the following numerical values in the boxes under the “Need” column: 








1= No Need,  2= Minimal Need,  3= Moderate Need ,  4= High Need,  5= Critical.Need





	Item	Competencies	Need


�
Applies real estate laws, principles, and practices for the acquisition, management, administration, condemnation and disposal of real property to support the FAA mission.�
�
�
�
Makes reasoned decisions, independently.�
�
�
�
Writes clear, concise, and well-organized documents.�
�
�
�
Speaks in a clear, concise and well-organized manner.�
�
�
�
Takes responsibility for personal decisions and actions.�
�
�
�
Uses office automation applications; (e.g. word-processing, spreadsheets, communication practices, and database management).�
�
�
�
Analyzes and evaluates pertinent real estate information that supports acquisition.�
�
�
�
Considers the factors that influence the selection of the appropriate acquisition method; (e.g., condemnation, purchase, lease, service agreements, or other agreements).�
�
�
�
Negotiates interests in real property; (e.g., leases, agreements, outgrants, permits, easements, reimbursables).�
�
�
�
Demonstrates skill in negotiation, persuasion and other conflict resolution techniques to achieve goals.�
�
�
�
Coordinates with program manager and/or customer on matters concerning regulatory requirements.�
�
�
�
Applies best practice real estate principles in accordance with the Acquisition Management System (AMS).�
�
�
		Figure 2
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How can we optimally provide learning and competence development for employees to close performance gaps?








The employee’s estimations on this inventory should be the basis for discussion with the employee’s supervisor (or team leader) when planning learning opportunities.  The leader and employee should compare the employee’s estimations of training needs with the competency criteria listed in their organization’s Competency Standard.  This process will show relative gaps; e.g., no gaps, minimal gaps, large gaps.  The process will also provide some structure for determining the criticality for training.  (Is the employee’s perceived need for learning for a Critical or Important competency?)
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Individual Competencies and Competence	Organizational Competence Requirements


	Critical Competencies	Critical Competencies


	Important Competencies	Important Competencies








After the competency inventory is administered and the employee’s learning needs are identified, then an Individual Development Plan (IDP) can be prepared.  Referring to the Competency Standard can facilitate the process of developing an IDP.  The competency learning needs should be sorted by the employee’s perceive needs 5,4,3,2,1.  Then those needs can be compared to the Competency Standard to justify selection of learning modes.  Most urgent is matching the employee’s critical learning needs with the organization’s Critical Competency requirements.





Identifying learning for those critical needs can be aided by using the Critical Competency Learning Options Reference.   This reference lists optional learning opportunities for each critical competency.  The reference also lists the level that the competency normally applies: 1 Entry, 2 Journey, and 3 Senior Journey/Leader.  The levels generally suggest the level of learning: 1 Basic, 2 Intermediate, and 3 Advanced. An example of this Reference is shown at Figure 3.








Critical Competency Learning Options Reference








	Critical Competencies 	Level	Optional Sources


Uses the structure, contents, internal and external interfaces, integrated files, and update procedures of the logistics automated systems; e.g., FAST, ACQUIRE, LIS, CDS.�
1,2,3�
Automation Fundamentals    (CON-101) DAU


Advanced ACQUIRE            (CON-401) FAA


Detail to program office


Special Assignments, Projects�
�
Uses data sources and procedures, methods and techniques for collecting and using data to evaluate the effectiveness and economy of programs, projects, plans or systems.�
2,3�
Sampling                                     (28434) FAA


Business Statistics            (B-5228)  CD-ROM


OJT, Details, Assignments�
�
Evaluates technical and price related factors in offerors’ proposals to compare offers and determine best value.�
2,3�
Price Analysis                               (2299) GSA


Executive Cost and Price Analysis 


                                               (CON331) DUA�
�
Figure 3 
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A Learning Organization	expects change and prepares for developing their employees to achieve in a dynamic work environment.  The following activities can be used to plan, schedule, and evaluate learning opportunities. 








Sort the employees’ competency development needs by Critical or Important categories.


Determine the best method for acquiring the needed Critical Competence by answering....





...Should the learning be classroom, details or computer-based support?


...can the learning and development best be a combination of learning modes?








Ask some of the following questions with regard to optional learning sources to help define the learning and competence development plan.  





Which opportunities address the most critical competencies?


What are the comparative developmental costs: learning options, travel, per diem?


What is the past history of the source delivering performance-based learning?


		Which alternative learning opportunities will best fit; e.g., tutorials, distance learning 		   sessions (CD-ROM learning stations, Internet/satellite-based classes, etc.)?








 Plan practical application assignments that can improve competence.





Detail on project team?


Assignments to practice skills?  Implement procedures?, etc.


Conducting mini-training sessions for peers?














Determine evaluation criteria:  List the specific tasks, format, and performance expectations associated with the competency to be learned and developed..








Conduct ongoing evaluation of the learning and competence development process.





Document the training process:  source (FAA Academy), activity 


(SOW 07860) and practical results:


	What new work can be accomplished?


		What performance has developed/ increased?


	What behavior has changed?


	What competence was not achieved?
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