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SECTION I -- BACKGROUND

Purpose

This guide provides general information on career development for all officer, enlisted and civilian Credentialed Space Professionals (CSPs) governed by the Space Professional Development Program (SPDP).  It consolidates information from Air Force publications applicable to Space Professionals.  This guide builds on traditional, time-tested Air Force personnel development principles, supplemented with Force Development (FD) guidance.  It also contains information collected and analyzed from recently created Space Professional Databases that were used to forge some initial career vectors.  It is designed to assist CSPs as well as their commanders, supervisors and mentors during the career planning process.  This guide should be used in conjunction with other Air Force development publications:


a. AFDD 1-1, Leadership and Force Development 

b. AFPD 36-26, Total Force Development 


c. AFPD 36-26 Vol 1, Total Force Development (Active Duty Officer) 

d. AFI 36-2110, Assignments 


e. AFI 36-2611, Officer Professional Development 


f. AFI 36-2618, The Enlisted Force Structure 


g. AFI 36-3401, AF Mentoring


h. AFSPCI 10-1202, Crew Operations

i.  Career Development Guide for Scientists and Engineers


j.  Force Development Pamphlet

Definition of Terms

Space Professional Development Program (SPDP).  An Air Force-level personnel development program designed to build a group of space experts who thoroughly understand the medium of space--from concept to sustainment--including design, acquisition, fielding, operations, maintenance.  The SPDP is a multi-faceted plan to ensure deliberate, purposeful individual development highlighted by expanded space education, training, and experience-building opportunities.  The elements of this program are formalized through a three-level certification program to create and manage a knowledgeable community of CSPs to meet the nation’s space needs and national security objectives.  SPDP is the official Air Force response to the 2001 Space Commission’s recommendation to “develop the space cadre the nation needs.” 

Space Professional Functional Authority (SPFA).  The SECAF identified the Commander of Air Force Space Command (AFSPC/CC) as the Space Professional Functional Authority.  In this role the Commander, in concert with other Air Force Functional Authorities, is responsible for the overall health and development of the community of Air Force Credentialed Space Professionals (see below).  The SPFA provides strategic oversight of this group to include prioritization of functional requirements based on mission needs.  

Space Professional.  The Air Force Total Force population of officers and enlisted personnel, government civilians, and Guard and Reserve personnel supporting the overall DoD space effort.  This includes a broad range of career fields such as acquisitions, operations, communications, intelligence, maintenance, logistics, weather and security forces.  

Credentialed Space Professionals (CSPs).  Formerly known as Space Cadre members.  This is a subset of the larger category of Space Professionals, identified in the Space Commission Report as experienced operators and acquirers specializing in the space arena.  This group includes scientists, engineers, program managers and space operators who require specialized space education, experience coding and tracking to meet rigid certification requirements.

Credentialed Space Professional Community (CSPC).  Formerly known as the Space Cadre.  The collective group of CSPs consists of space-experienced scientists, engineers, program managers and operators, which includes officer, civilian, and enlisted personnel.

Space Experience Codes (SPECs).  A series of three-digit identifiers used to track and develop CSPs and space billets.  Each SPEC denotes a specific area of space expertise and allows for detailed recording of CSPC experience.  The first character captures the function performed (e.g. staff, acquisition, or operations).  The second character identifies the weapon system category (e.g. Satellite Systems, Warning, Space Control, Intelligence, Surveillance and Reconnaissance [ISR], Space Warfare Command and Control, Nuclear, Spacelift, Kinetic Effects and Space Other).  The third character captures even more detail about the actual type of weapon system.  These codes describe both an individual’s experience as well as billet requirements.  

Air Force Personnel Center (AFPC).  Organization responsible for executing the USAF personnel development programs through the assignment processes. 

Mentoring.  Mentoring is a fundamental responsibility of all Air Force personnel where officers, NCOs and civilians pass on principles, traditions, shared values and lessons of the Air Force profession.  Mentoring is a relationship in which a person with greater experience and wisdom guides another person to develop personally and professionally.  The goal of mentoring is to help each person reach their full potential.

Air Force Specialty Codes (AFSCs).  Five digit codes used to distinguish between career fields within the Air Force.

Force Development

The Air Force’s Force Development (FD) construct is designed to ensure the right people with the right technical and leadership skills are placed in the right positions.  This development program applies to the Total Force; consequently, changes are being made to training, education and assignment processes for officer, civilian, enlisted, National Guard and Air Force Reserve personnel.  

SPDP complements Force Development by recognizing the continuing need for depth in functional areas while presenting opportunities to achieve the wider perspective required by future Air Force leaders.  For CSPs this means development will be more tailored and deliberate within identified space career fields.  Specialists requiring depth of experience will need more relevant and focused space education and training.  After acquiring sufficient depth, future senior leaders will have more opportunities to gain a greater breadth of experience.  SPDP complements and builds upon FD concepts.  The emphasis of both these programs is to offer the right education, training and experience opportunities, combined with a more deliberate assignment system, to match the right person to the right job at the right time.

A key component of Force Development is the steady flow of professional development guidance from career field Functional Authorities (FAs) to Development Teams (DTs) and ultimately to Assignment Teams (ATs).  The FAs provide oversight and guidance related to specific functional families, referred to as Air Force Specialty Codes (AFSCs).   FAs ensure their AFSCs are adequately equipped, developed and sustained to meet Air Force needs.  DTs, made up of senior officers within an AFSC, are responsible for translating FA top-down guidance into career path guidance in the form of recommended assignment vectors.  The ATs at the Air Force Personnel Center work closely with the DTs to execute these vectors in the form of individual assignments to fulfill Air Force needs.

In their final report, the Space Commission recognized the need for the most senior Air Force space leader to manage all aspects of the “space career field.”  In response to this recommendation, the SECAF designated AFSPC/CC as the Space Professional Functional Authority in July 2003.  The SPFA is unique in that his/her oversight extends across a number of FAs and space-related career fields including officer, enlisted, civilian and ARC components.  In this role the AFSPC/CC provides space specific guidance regarding CSPs to AFSC-specific FAs in the Pentagon.  This guidance includes Space Professional assignment prioritization plans, recommended career path development vectors, information on the proper balance of space authorizations versus inventory, and notices of mission changes or organizational realignments.  Additionally, the Chief of the AFSPC’s Space Professional Management Office (SPMO) acts as the SPFA’s representative on the DTs for Space Operator (13S), Scientist (61S), Engineer (62E) and Program Manager (63A) career fields.  While details for Total Force Development are still evolving, current status and changes are available on the Force Development Web Site at https://www.dp.hq.af.mil/dpx/dpxf/fd_home.htm or http://www.afpc.randolph.af.mil/fdso/.

Professional Development

Professional development is a continuous decision-making process merging an individual’s goals, interests, talents, family and other personal factors with Air Force needs.  Planning is paramount, but flexibility is required as there are many different paths to space professional development.  The CSP career guidance in Section II does not provide the one and only path, but provides suggestions to develop an attainable, realistic and flexible career plan.  Professional Development requires in-depth knowledge of Force Development concepts, an understanding of the AF assignment system, self-assessment of an individual’s goals, abilities, interests and desires and, most importantly, communication with mentors, supervisors and AFPC assignment team personnel. 

Defining career goals.  This is a three-pronged approach.  First, each CSP should determine a personal version of success, identify specific career goals (short-, mid- and long-term), and develop a flexible career plan to achieve those goals.  Second, individuals should consider personal, family, and professional goals when determining overall career goals.  Mentors, supervisors and assignment personnel can further help to refine these goals.  Third, CSPs should work with mentors to build a realistic and flexible plan.  This is not a one-time exercise; the plan should be periodically reviewed as personal goals change.  For some, success may be measured by attaining a certain rank, such as colonel or chief master sergeant; position, such as a System Program Office (SPO) Director, Senior Engineer or Commander; or may be defined by a personal goal such as family stability, exemplified by living in one region to minimize family turbulence.

Strengths and weaknesses.  CSPs should assess their strengths and weaknesses.  Again, supervisors and mentors can augment the self-assessment of strengths and weaknesses with formal and informal feedback.  Each person brings a variety of talents to the Credentialed Space Professional Community.  Those talents are further developed through Air Force opportunities in education, training and assignments.  When addressing gaps in experience, CSPs should consider alternative ways to satisfy requirements such as deployments, advanced academic degrees, special assignments or additional training.

Performance.  The key to continued advancement is sustained outstanding duty performance.  Performance is the primary indicator of potential for advancement and greater professional opportunities, and serves as the cornerstone of the SPDP.  Again, feedback from supervisors and an engaged mentor are great resources.  Daily job performance, experiences gained through assignments, deployments, and education and training opportunities help develop the type of CSPs needed by the Air Force.

Depth and Breadth of Experience.  The Space Commission called for “more depth of experience in their field” and also cited a requirement for greater breadth when they stated, “Tomorrow’s Space Professionals need a broader understanding of operations across the range of space mission areas.”  Depth is considered the more important element and should be achieved during the early years of a CSP’s career.  Depth establishes a solid foundation by requiring an individual to focus on technical development within one or two mission areas or programs, or by learning the different lifecycle phases of a system.  Breadth of experience begins to build at the 10-year point and is accomplished by demonstrated performance in more than one area of expertise or discipline.  Breadth comes from exposure to a broader range of functions within the Air Force and Joint communities.  CSPs can also broaden within the space community by cross-flowing between operations, acquisitions, planning and integration disciplines.

Developmental and Professional Military Education.  In addition to the other elements listed above, all CSPs are expected to complete progressive levels of Developmental Education (officers) or Professional Military Education (enlisted members) as they advance in rank.  These programs provide a broader understanding of the Air Force and Joint military environments in which they must perform.

Space Professional Development Program

The focus of SPDP is to develop, through individual career management, a group of CSPs with a thorough understanding of the space medium and its effective application to joint warfighting.  SPDP’s goal is to build CSPs who are skilled and knowledgeable in the development, application and integration of space concepts, doctrine and capabilities to achieve national security objectives.  Complete details of SPDP are on the Space Professional Website:  https://halfway.peterson.af.mil/spacepro or http://www.peterson.af.mil/spacepro.  Every aspect of this program addresses one or more of the “space experience” deficiencies identified in the Space Commission Report.  The core of SPDP consists of four main elements:

· A continuum of Space Education courses spread throughout one’s career

· An experience coding and tracking system called Space Experience Codes (SPECs)

· Space Professional Databases that track individual space-relevant experience, education, and training milestones while providing a picture of the collective state of the CSP community

· A Space Professional Certification Program (SPCP) that merges aspects from the three elements above to recognize distinct levels of space expertise

Space Education.  The foundation for CSP development is a continuum of educational courses spread throughout a career.  These courses are intended to advance the knowledge of all officer, enlisted and civilian CSPs.  The courses bring members together at key increments in their careers to stay current on evolving space missions, technologies and capabilities, and to further professional relationships.  Space 100 is taught to accessions to give them a foundation in space fundamentals and indoctrinate them into a unique “space culture.”  Space 200 is taught to CSPs at the 8-10 year point and focuses on the operational environment, the design and acquisition of space systems, and the integration of space capabilities into joint warfighting.  Finally, Space 300 will be offered to more seasoned CSPs at the 13-15 year point, and will focus on space policy, doctrine and the strategic use of space capabilities.  It is being designed to prepare individuals for more senior leadership roles in the National Security Space arena. 

Space Experience Coding and Tracking.  SPECs are experience tracking codes designed to identify and categorize the unique space expertise that differentiates CSPs from other Air Force professions.  SPECS are used to document the unique combination of skills possessed by individual CSPs and the prerequisite qualifications for duty in each Space Billet.  SPECs are critical for identifying individual breadth and depth of experience and are a dominant factor in determining the level of space certification.  

The Space Professional Database.  The Space Professional Management Office (SPMO) maintains several databases to track CSPs for the Air Force.  These databases rely on information from the Air Force Military Personnel Database System (MilPDS) and are updated monthly.  There are separate officer, enlisted and civilian versions that summarize individual CSP experience portfolios by SPECs, breadth and depth of experience, education, training and the resulting Space Professional Certification level.  This information is used to produce a Space Professional SURF (Single Unit Retrieval Form), a one-page personnel summary for CSPs and their supervisors.  An example SURF is contained in Attachment 2.  These databases can also produce useful metrics to assist in the assignment and mentoring process.  They’re currently maintained by Air Force Space Command’s Space Professional Management Office and are also used by the National Reconnaissance Office (NRO) and AFPC.  The goal is to migrate these experience tracking databases into an Air Force sustained system, either MilPDS or the Defense Integrated Military Human Resources System (DIMHRS).    

Career Opportunities Guide (COG).  One of the biggest challenges in building and implementing SPDP is locating and codifying every Air Force-owned billet within the CSPC.  This includes Air Force space billets in a wide variety of joint commands, government agencies and organizations.  As each position is identified, it is recorded in the COG.  This is a living document and is updated constantly.  It will soon be available on the Space Professional Website and provide an excellent resource for CSPs, supervisors and mentors.  Information contained in the COG relative to each space billet includes a position number, AFSC or series code, duty location, prerequisite experience (SPEC) needed to enter the position, and the applicable SPEC earned while occupying the job.  An example of a COG entry is at Attachment 3.
Space Professional Certification Program (SPCP).  There are three levels of Space Professional Certification appropriately tailored for officers, enlisted and civilian personnel serving on active duty, as well as within the Guard and Reserve components.  CSPs will progress from a foundation of technical competency (Level 1), through demonstrated depth of knowledge and experience in application (Level 2), to extensive knowledge and experience in space and warfighting operations (Level 3).  Criteria for the various levels are tied to the three fundamental characteristics of Air Force personnel development--education, training and experience. 

This certification process is the roadmap for the entire SPDP, and thus serves as the point of departure for the career guidance in Section II.  Since the Space Commission highlighted the lack of experienced space leaders in key positions as well as a lack of depth in certain mission areas, the SPCP emphasizes substantial space experience as the main ingredient that qualifies an individual for higher levels of responsibility.  The SPCP sets consistent and attainable standards for education, training and experience at several career points.  These standards comply with Air Force Force Development goals, are directly linked to Space Commission recommendations, and facilitate guidance for assignment processes.  Additionally, the SPCP serves as a “forcing function” that encourages individuals to meet standards in order to stay on track and competitive with their peers.

SECTION II – CAREER GUIDANCE

Officer Guidance

Approximately 6000 individuals make up the officer component of the CSPC.  The officer corps provides leadership, breadth of experience, and a space integration perspective that includes acquisitions, operations and planning.  It is their responsibility to ensure space systems are developed, acquired, operated, and integrated within the nation’s total military capability.  Officer development encompasses education, training, and experiences that bring the “big picture” of space capabilities to warfighting and to all aspects of national security.  This category consists of all core space operators (AFSC 13SXX) and officers from the acquisition community (AFSC 6XXX) with space experience.  In particular, the high-tech world of space relies on a steady supply of space-experienced scientists (61SXX), engineers (62EXX) and program managers (63AXX).  Some of these individuals eagerly pursue a career-long focus on space and work to attain Level 3 CSP status, while others choose to limit their space acquisition experience to one or two assignments and remain at the basic certification level.  Fortunately, based on Air Force requirements, there is ample room to accommodate both sets of desires.  In addition, career broadening between these specialties is encouraged to increase both breadth and depth of expertise. Finally, CSP positions cover the entire officer spectrum from second lieutenants to senior general officers.  The following chart summarizes officer certification.  
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Officer Certification Requirements

•

Level 1:  

•

Education – BA/BS & Space 100; Value Added – Degree relevant to CSPC 

•

Training – Current with position requirements

•

Experience – 1 year satisfactory performance in a Space Billet 

•

Level 2:  

•

Education – Space 200; Value Added – Masters Degree relevant to CSPC

•

Training – Current with position requirements

•

Experience – 6 yrs satisfactory performance in Space Billets 

•

Level 3:  

•

Education – Space 300; Value Added – Masters Degree relevant to CSPC

•

Training – Current with position requirements

•

Experience – 9 yrs in Space Billets; Value Added – 6 years within a SPEC

•

Value Added:  40 hours per year of continuous space learning

Space 100 Space 200

Space 300

Individuals            Level 1                        Level 2                        Level 3

Positions         Level 1                             Level 2                      Level 3


Level 1 – Tactical Development (O-1 to O-3, Years 1-10)  In this initial phase of development, company grade officers initially focus on developing a foundation of space expertise and knowledge upon which they will continue to build and rely throughout their career. 

· Education – All officers enter the Air Force with a bachelor’s degree.  Space 100 begins the SPDP continuum of space education.  During this initial development phase, Space Professionals often take advantage of the Tuition Assistance program to obtain a master’s degree.  Whenever possible, these officers should consider enrolling in a graduate program relevant to the space profession.

· Training

· Space Operations:  Following Space 100, most operators attend Initial Qualification Training (IQT) followed by Unit Qualification Training (UQT).  After attaining Combat Mission Ready status, monthly recurring training required by the position will be accomplished.  Mastering the intricacies of the weapon system is the first and foremost priority.  If time and individual progress permit, CSPs might consider enrolling in the on-line Defense Acquisition University (DAU) fundamentals course (Acquisition 101).  Completing this and other DAU courses build valuable knowledge and may even enhance follow-on assignment opportunities.  Naturally, for some individuals, these courses will be more appropriate at a later time in their careers.  As CSPs move to new assignments and different weapon systems, they will attend additional IQT/UQT courses.

· Space Acquisition (Scientists, Engineers and Program Managers):  The goal of the Air Force is to source its space acquisition professionals from officers who have experience in Space Operations and who have earned space wings.  If prior attendance to Space 100 has not been completed, officers will (upon assignment to a Space Professional acquisition position) attend Space 100.  Afterwards, they can begin taking DAU acquisitions courses required by their duty positions.  Often there are additional technical and local mission orientation courses required.  

· Experience

· Space Operations:  The first half of a CSP’s career is most important for building depth, as 90% of all tactical space positions are coded for junior officers.  Based on this requirement, core space operators should expect to serve two or three operational tours (both combat and non-combat mission ready) during their first ten years.  Optimally, two of these assignments should be focused in a primary SPEC and one assignment in a secondary SPEC.  Occasionally, a career broadening tour is necessary after the first or second assignment for such things as instructor duty at ROTC, USAFA or SOS, followed immediately by a return to operations.  Of note, CSPs will usually only have three assignments before meeting a promotion board to major, so it’s important to perform well right out of the starting gate.  Depth can be acquired through relationships between assignments as well, for example:

· Complement ground-based missile warning experience with an operational tour in a space-based warning squadron or as an acquirer in missile warning program office.  The Space Commission recognized value in having both space operations and acquisition experience; therefore, acquisition assignments serve critical roles in adding depth and breadth to a CSP’s experience base.  

· Follow a missile operations tour with a missile operational test assignment at the 576th Flight Test Squadron or a missile instructor tour.  Instructor duty at the 381st Training Group will certainly increase an individual’s depth of experience.  

· After a space surveillance assignment at the 20th Space Control Squadron at Eglin AFB, capitalize and deepen this experience in the Space Control Center at Cheyenne Mountain Air Force Station.  

· Similarly, after a space operations assignment at the 50th Space Wing, a move to the National Reconnaissance Office would deepen satellite systems experience.  Again, the Space Commission saw value in CSP members having experience in both “unclassified” and “classified” space systems.  

· Space Acquisition:  Acquisition personnel are vital to the CSPC and are responsible for delivering the world’s best space systems to meet mission objectives.  Officers in this category include scientists, engineers and program managers who become experts in the design, acquisition, delivery and sustainment of space systems.  Once again, some of these individuals will focus the majority of their careers in the space business, while others will choose to serve the space community in a more temporary capacity.  Generally speaking, individuals desiring to compete for senior space program director positions should be thoroughly steeped in the specialized knowledge and experience that distinguish complex space systems from other types of acquisition programs.  Optimally, officers pursuing this path are encouraged to fill two or three space acquisition jobs along the way.  In addition, a space operations tour is an excellent way to deepen space experience and knowledge.  An objective of the CSPC is to get every space acquisition professional an operational tour before an acquisition tour.  This can be accomplished via the Operations Exchange program (OPEX). Of course, there may be additional Acquisition Professional Development Program (APDP) certification standards required by the Defense Acquisition Workforce Improvement Act (DAWIA).  This requires dual certification, for interested CSPs, in order to comply with both APDP and SPDP certification requirements.  The SPCP was designed with that in mind.  However, acquisition officers are in high demand throughout the Air Force, so individuals wanting to pursue higher levels of CSP certification need to communicate that desire to their 6XXX assignment team.  As with space operators, relationships between assignments and systems help build the much-needed depth of experience for acquirers.  For example:

· Complement a ground-based warning operational (OPEX) tour with an assignment at the Ground-Based Warning Radar program office. 

· Balance space acquisitions experience with a career broadening opportunity at another Product Center, Lab or Logistics Center. 

· Gain additional experience working in a classified space acquisition program at the NRO or other locations.  

Communication is vital during this initial phase of development.  Supervisors and mentors should provide timely feedback, evaluate strengths and weaknesses and help develop career path options.  CSPs should communicate their desires to assignment teams via the Transitional Officer Development Plan (T-ODP).  Individuals can increase their value by pursuing continuing education or by enrolling in a space-related graduate education program.  There are more opportunities within the CSPC than ever before, so it is imperative that CSPs thoroughly understand the total program and the timeline to accomplish key milestones. 

Level 2 – Operational Development (senior O-3 to junior O-4, Years 10-15)  At this stage of development, CSPs transition to field grade leadership and management positions.  The specialization and depth of experience gained in the Tactical Development phase enable CSPs to step up to leadership opportunities and begin building breadth of experience.  In the Officer Certification Requirements chart, note the expected phase points for attaining the three levels of certification.  Transitioning from Level 1 to Level 2 is not a specific milestone or point, but rather a window of opportunity for attainment.  Factors such as assignment timing and Space 200 class availability will dictate the actual attainment of Level 2.  One aspect that hasn’t changed is job performance is still the most important factor.

· Education – Accomplished near the end of the Tactical Development phase, Space 200 deepens a CSP’s understanding of space systems application and integration, and prepares them for the challenges of the next phase.  CSPs should consider competing for a graduate level education program, attending Intermediate Developmental Education (IDE) in residence or using Tuition Assistance to enroll in a space-related MA/MS degree program to enhance their value.  For instance, some acquisition positions require a specific type of degree as a prerequisite.  These and other requirements are identified on the SPMO website.  If not accomplished during Level 1, individuals should now consider enrolling on-line in Acquisition 101 to broaden their understanding of Air Force budgets and programs.  

· Training – Space operators may continue to attend operational IQT/UQT courses if required for operational jobs.  Space acquisition personnel should remain current in APDP certification requirements.  Also, enrolling in courses dealing with space systems management or self-study can expand breadth of knowledge.

· Experience – The SPCP was not designed to “lock” an officer into the space stovepipe.  The experience requirements for each certification level leave ample opportunity to gain experience outside the CSPC.  To attain Level 2 by the 10-year point, a CSP requires just six years in space-coded billets.  This was intentionally designed for officers who want to pursue career broadening opportunities such as ROTC, USAFA or Developmental Education (DE) instructors.  It also pertains to acquisition specialists who may want to gain experience across the entire lifecycle of a weapon system by pursuing assignments in labs, product centers, and logistics centers.  This flexibility develops CSPs with a wider view of overall Air Force requirements and operations.  

· Space Operations:  The depth of experience gained in Level 1 is leveraged in staff and leadership assignments at higher headquarters.  CSPs should seek competitive positions that build on their strengths while broadening space expertise.  Staff positions at Wing, NAF, MAJCOM and joint levels are excellent assignment opportunities.  These positions further develop staff skills, apply expertise to space issues at higher levels, and expand knowledge of the National Security Space Community.

· Space Acquisition:  By this phase of development, field grade acquisition officers should have communicated their desire to remain competitive in the CSPC.  Again, this does not lock an officer into only space assignments.  However, if an individual desires to attain Level 3 certification and remain highly competitive for key leadership roles (e.g., Space SPO Director), the preponderance of experience should be focused in the space arena.  The majority of the leadership positions are at the program office level, but there are plenty of other organizations that afford great opportunities such as AFSPC, Air Force Materiel Command, Space and Missile Systems Center, NRO, Air Staff, Joint units and other government agencies.

Level 3 – Strategic Development (senior O-4 and above, Years 15 and higher)  During this stage of development, CSPs capitalize on the depth and breadth gained in previous phases, combined with a wide range of leadership and management skills, to lead and command operational and acquisition organizations at all levels.  Senior space leaders should now have extensive operational and acquisition experience, coupled with a clear understanding of the successful application of aerospace power.  These leaders will command squadrons, groups, and wings, lead SPOs and hold key senior staff positions across the National Security Space arena. 

· Education – Space 300 will prepare CSPs for these senior leadership roles (initial offering is planned for Oct 2005).  It will focus on space policy, doctrine and the strategic use of space capabilities.  By this point, a space-related master’s degree is highly valuable. 

· Training – At this point, very few detailed training courses are required.  Additional specialty training relating to a current job might be applicable.  As before, space acquisition personnel must remain current with APDP certification requirements.

· Experience – As previously discussed, the SPCP allows flexibility in gaining the requisite amount of space experience for each certification level.  To attain Level 3 by the 15-year point, a CSP requires nine total years in space-coded billets, preferably with at least six of those years in a specific mission area (SPEC).  Generally speaking, the more space experience acquired by an individual, the greater the possibilities for senior space positions.  Those officers that have operational and acquisition space experience, as well as familiarity with black and white space systems, have a broader range of assignment possibilities throughout the National Security Space arena.

Throughout a CSP’s career, 40 hours of continuous learning is encouraged each year.  Due to resource limitations, this is not a mandatory requirement.  However, it is still a very important component of SPDP education.  If fact, continuous learning is one of the best ways for CSPs to stay current on the latest changes affecting their career field.  There are a wide range of offerings, some at little or no cost, which will all suffice.  These can include attendance at the space 100, 200, and 300, professional readings, seminars, symposia, specialized courses, and even advanced degree programs.  Since certified acquirers already have a mandate for 80 hours every two years, these individuals would benefit by devoting half that time to space-related learning.  As a starting point, over 400 space courses are listed on the SPMO website.

To sum up officer guidance, some sample career paths are provided below.  These are merely examples and do not presume to imply the existence of any ideal career path.  For simplicity, the chart focuses only on space assignments and does not depict other Force Development or broadening opportunities that all CSPs should pursue at relevant points in their career.  Four different CSP paths are outlined—deep acquisition focus with operational experience, deep acquisition focus, deep operations focus with acquisition experience, and deep operations focus.  Once again, all members are strongly encouraged to work with a mentor in building an achievable timeline based on their own goals and circumstances.  When diagramming a 20+ year career, it might seem a bit intimidating to consider all the important milestones that must be accomplished.  Rest assured, with proactive mentoring, along with flexibility and a little fortitude, success will follow.
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NOTE:  For simplicity, the chart focuses on only space-related assignments and does not depict other Force Development or broadening opportunities that all CSPs should pursue at relevant points in their careers. 

Enlisted Guidance

The enlisted component of the CSPC brings “hands-on” technical expertise, a warfighting mentality and uniform continuity to the space mission.  There are approximately 1100 Enlisted Space Operators (AFSC 1C6XX) covering the entire spectrum from new accessions (airmen) to senior space leaders in the rank of chief master sergeant.  The primary goal of enlisted professional development is learning each assigned mission area in great depth, providing mission-focused career guidance and leadership to junior enlisted personnel, and preparing them for expanded responsibilities and higher leadership positions across the National Security Space arena.  The SPDP was not designed to “lock” a person into the space stovepipe.  The experience demands for each certification level leave ample opportunity to serve the Air Force and DoD outside the space arena for purposes of professional development.  For example, to attain Level 2 by the 10-year point, a CSP requires just six years in space-coded billets.  From time to time, individuals may be asked to fill non-space positions such as recruiter, PME instructor or Military Training Instructor.  These opportunities develop CSPs with a wider view of overall Air Force requirements and operations.  Even when they’re assigned outside the CSPC, members will still be tracked via the Space Professional Database.  The following chart summarizes enlisted certification levels.  
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Enlisted Certification Requirements

•

Level 1:  

•

Education – Space 100 

•

Training – Complete Career Development Courses

•

Experience – 1 year satisfactory performance in a Space Billet 

•

Level 2:  

•

Education – Space 200; Value Added – CCAF degree in assigned specialty

•

Training – Current with position requirements

•

Experience – 6 years in Space Billets 

•

Level 3: category 

•

Education – Space 300 and CCAF degree in specialty

•

Training – Current with position requirements

•

Experience – 9 years in Space Billets; Value Added – 6 years within a SPEC 

•

Value Added:  40 hours per year of continuous space learning

Space 100

Space 200 Space 300

Individuals          Level 1                          Level 2                          Level 3

Positions         Level 1                             Level 2                     Level 3


Level 1 – Tactical Development (E-1 to E-6, Years 1-10)  In this entry-level phase of development, enlisted CSPs should focus on developing depth in their assigned space system.  

· Education – Basic Military Training is followed by Space 100, the first course in the continuum of space education.  After completing Combat Mission Ready certification and Career Development Courses (CDCs), CSPs should visit the base education office to determine the amount of Community College of the Air Force (CCAF) course credit they’ve already earned and the additional coursework they need to complete for a two-year associate degree.  Continuous learning is necessary throughout an enlisted CSP’s career, so a long-term education plan should be developed.

· Training – Following Space 100, operators attend Initial Qualification Training (IQT) in their assigned weapon system, followed by Unit Qualification Training (UQT).  Depending on the complexity of the system, this process may take more than a year.  After attaining Combat Mission Ready status, enlisted CSPs are immediately enrolled in the appropriate CDCs to increase their Air Force skill level.  Mission ready monthly recurring training is also required.  In some cases, commanders may direct Advanced Space Training (AST) within a particular mission area.

· Experience – Enlisted CSPs have a more structured and restrictive assignment process than the current officer assignment system.  The primary driver for enlisted members is based on programmed training requirements.  Depending on mission needs, a typical airman may have three to four assignments during this development phase in several different SPECs.  Therefore, personnel are expected to deepen their system experience through opportunities in the following positions:  line instructors, line evaluators, operational support staff, operational group evaluation positions or Air Education and Training Command (AETC) instructor duties.  When the assignment process allows, CSPs should volunteer for positions that build on their system depth.  Some examples are:

· Complement ground-based missile warning experience with an operational tour in a space-based warning squadron.  

· After a space surveillance assignment at the 20th Space Control Squadron at Eglin AFB, deepen this experience in the Space Control Center within Cheyenne Mountain or at the 614 Space Operations Squadron.  

· After an assignment in the 50th Space Wing, move to the 460th Space Wing to deepen satellite systems experience with a space-based warning assignment.  

This initial phase of development is critical for acquiring technical depth and knowledge that will be built upon during an entire career.  The primary focus is on becoming a systems expert in an assigned space system, but CSPs must also understand where they fit into the overall SPDP and when key career milestones need to be accomplished.  Communication is essential during this phase.  Supervisors and mentors must understand many elements of SPDP in order to provide feedback, evaluate strengths and weaknesses, and discuss career path options.  In addition, CSPs should communicate their desires via AF Form 392 (Airman Assignment Preference Statement).     

Level 2 – Operational Development (E4-E6, Years 10-15)  In this stage of development, enlisted CSPs transition to first line supervisor and mid-level leadership/management positions.  There are still opportunities for building depth in crew positions, but most mid-level NCOs are expected to broaden their experience as crew chiefs or Non Commissioned Officers in Charge (NCOICs).  The transition from certification Level 1 to Level 2 (and subsequently, to Level 3) should not be viewed as a specific point in time but rather a window of opportunity for attainment.  One aspect that hasn’t changed is job performance is still the most important factor in determining future employability.

· Education – Accomplished near the end of the Tactical Development phase, Space 200 deepens understanding of space systems application, and prepares members for the challenges of the next phase.  Enlisted CSPs should be executing their education plan and be well on their way towards a CCAF degree.  At this point, individuals may consider enrolling in a bachelor’s degree or graduate-level program related to the space profession.  Members who already possess a bachelor’s degree, with the appropriate prerequisites, are also eligible for an AFIT Graduate Space Systems degree.

· Training – Applicable IQT/UQT courses may be required when assigned to new mission areas.  

· Experience – The depth of experience gained in Level 1 now comes into play for mid-level staff and leadership roles.  Deep technical expertise is applied in crew chief and other key NCOIC positions.  Instructor/evaluator duty at Wing level or the 381st Training Group can continue to deepen as well as broaden space experience.  Staff positions at Group, Wing, Numbered Air Force, MAJCOM and Joint levels are also excellent broadening opportunities.  These positions help develop staff skills, as well as the ability to apply expertise to space issues at higher levels and expand knowledge and perspective of the National Security Space Community.  

Level 3 – Strategic Development (E-7 and above, Years 15 and higher) – In this stage of development, senior enlisted CSPs apply the depth and breadth of experience gained in previous phases, combined with leadership and management skills.  These individuals compete for operations superintendent positions and other leadership roles within squadrons, groups and wings, or serve as key staff members throughout the National Security Space arena. 

· Education – Space 300 will help prepare individuals for these senior leadership roles (initial offering is planned for Oct 2005).  It will focus on space policy, doctrine and the strategic use of space capabilities.  By this point, enlisted CSPs will have completed their CCAF degree and may want to consider enrolling in a space-related bachelor’s degree program.  Again, individuals who already possess an undergraduate degree are eligible for the AFIT Graduate Space Systems degree program.

· Training – At this stage, very few detailed training courses are required.  Applicable IQT/UQT courses may be required when assigned to new mission areas.  

· Experience – As previously discussed, the SPCP allows flexibility in gaining the requisite amount of space experience for each certification level.  To attain Level 3 by the 15-year point, senior enlisted members require just nine years in space-coded billets.  Of these nine years, it is desired to have six years in a specific SPEC.  The more space experience a CSP possesses can facilitate greater assignment possibilities throughout the National Security Space community.

Throughout a CSP’s career, 40 hours of continuous learning is encouraged each year.  Due to resource limitations, this is not a mandatory requirement.  However, it is still a very important component of SPDP education.  If fact, continuous learning is one of the best ways for CSPs to stay current on the latest changes affecting their career field.  There are a wide range of offerings, some at little or no cost, which will all suffice.  These can include attendance at the space 100, 200, and 300, professional readings, seminars, symposia, specialized courses, and CCAF degree programs.  As a starting point, a listing of over 400 space courses is available on the SPMO website.

To sum up enlisted guidance, some sample career paths are provided below.  These are merely examples and do not presume to imply the existence of any ideal career path.  For simplicity, the chart focuses only on space assignments and does not depict other Force Development or broadening opportunities that all CSPs should pursue at relevant points in their career.  Three different enlisted CSP paths are outlined—satellite operations focus, space warning operations focus and space control operations focus.  Once again, all members are strongly encouraged to work with a mentor in building an achievable timeline based on their own goals and circumstances.  When diagramming a 20+ year career, it might seem a bit intimidating to consider all the important milestones that must be accomplished.  Rest assured, with proactive mentoring, along with flexibility and a little fortitude, success will follow.
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NOTE:  For simplicity, the chart focuses on only space-related assignments and does not depict other Force Development or broadening opportunities that all CSPs should pursue at relevant points in their careers.

Civilian Guidance
Since the early days of the Air Force’s space program, civilians have played a unique and valuable role in our space successes.  The SPMO continues to identify series and job codes in the civilian CSPC.  Civilian CSP concepts are still in development, as is Civilian Force Development.  However, the civilian SPDP will follow a path similar to the one described here.

There are approximately 2000 civilian CSPs, with the majority in the higher grades of GS-13 and above.  This component is reflective of the overall Air Force civilian workforce—our civilian CSPs are aging and the pipeline for new hires has been limited by reduced hiring, downsizing and out-sourcing over the past few years.  Additionally, competition from the private sector to hire the best and brightest from a dwindling pool of potential candidates further inhibits hiring and retention.  Therefore, proper development of our civilian CSPs is even more critical at this time.  

Civilian Force Development.  As previously discussed, new Force Development initiatives are being designed for the civilian force.  In the “Chief’s Site Picture, Civilian Force Development” dated 2 May 2003, Gen Jumper provided the strategic vision for the program and emphasized the goal of Civilian Force Development is to expose civilians to a broader scope of Air Force operational activities to prepare for senior leadership positions.  This does not mean civilians will undergo numerous moves similar to their military counterparts.  Mobility can facilitate gaining skills and experiences necessary to perform at higher levels.  Choosing not to move will not detract from the contribution an individual makes to the Air Force mission, but it can constrain possible career opportunities at a later time.  Details for Civilian Force Development are still evolving, but some initial information is available on the Force Development Web Site at https://www.dp.hq.af.mil/dpx/dpxf/fd_home.htm.

Career Management Factors.  While civilian CSPs work closely with their uniformed counterparts, additional career management factors can influence their development within the CSPC.  Specifically, civilians:

· Are hired into positions and, with the exception of those who are part of a career program, are expected to develop their own career strategy and development plan.

· Assume the grade of the position they occupy.  Grade can change with reassignment to a new position—unlike uniformed personnel who carry their rank in person.

· Are not generally subject to mandatory relocation to meet mission needs.  This stability provides the technical and programmatic continuity required for complex space systems.

· Are able to remain in a specific position or program for extensive portions of their careers—no “up or out” restrictions.  While their uniformed counterparts typically remain on a specific program for just 3-4 years, civilians often stay with programs for many years—in some cases, throughout the life of the system.  

· Are primarily focused on the research, development, and acquisition aspects of space systems with limited opportunities for operational experience.

· Can enter the Air Force’s scientific and engineering career field at different grade levels, depending on previous military or civilian experience.

These last two factors are further explained in the “Career Development Guide for Scientists and Engineers,” published in May 2003.  This guide is an excellent source of information, especially since most civilian CSPs tend to be focused in the areas of space systems research, engineering, design, acquisition and sustainment.  Civilian career path options developed for scientists and engineers are Technical Expert, Manager/Leader, and Senior Leader.  As a civilian CSP, the most critical step is clarifying individual goals to determine their civilian career path, including certification level (basic, senior, or master) and the desired rank they wish to attain during their career.  Civilians have the ability to remain in one career path or to migrate between specialties.  Without the “up-or-out” mandate, some civilians may be very comfortable remaining at the basic level of development.  These individuals provide long-term, deep technical expertise rather than management broadening, which is appropriate and beneficial to the corporate Air Force and the CSPC.  The following chart summarizes the proposed civilian certification levels:
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Civilian Certification Requirements

•

Level 1:  

•

Education – BA/BS and Space 100; Value Added – Degree relevant to CSPC

•

Training – Current with position requirements

•

Experience – 1 year satisfactory performance in Space Billet 

•

Level 2:  

•

Education – Space 200; Value Added – Masters Degree relevant to CSPC

•

Training – Current with position requirements

•

Experience – 6 years in Space Billets 

•

Level 3:  

•

Education – Space 300; Value Added – Masters Degree relevant to CSPC

•

Training – Current with position requirements

•

Experience – 9 years in Space Billets; Value Added – 6 years within a SPEC 

•

Value Added:  40 hours per year of continuous space learning

Space 100

Space 200 Space 300

Individuals           Level 1                         Level 2                         Level 3

Positions         Level 1                             Level 2                      Level 3


Level 1 -- Tactical Development (Grades GS 9-11) – In this entry-level phase of development, civilian CSPs focus on acquiring technical depth and experience.  This is the most important phase for developing a sound foundation they can rely on throughout their careers. 

· Education – All civilian CSP positions require a BA/BS degree in any discipline; however, a space-related degree is desired.  Successfully complete Space 100.  Since civilian CSPs are recognized for deep technical expertise, an advanced degree in a program relevant to the space profession is desirable at an earlier stage. 

· Training – The civilian CSPs in acquisition, science and engineering positions must complete APDP certification requirements.  Enrolling in short courses dealing with space systems management or self-study will deepen space expertise.

· Experience – As an entry level CSP, one year of satisfactory performance in a space-coded billet is required.  Similar to their uniformed counterparts, the first 10 years is critical for building depth of experience that will be drawn upon throughout one’s space career.  As previously stated, civilians are not expected to rapidly transition between programs, but it is feasible to be exposed to at least two major programs during this first stage of development. 

Level 2 -- Operational Development (Grades GS 12-14) – At this intermediate stage of development, civilian CSPs transition to mid-level leadership/management positions.  The depth of experience gained in initial development enables CSPs to step up to leadership opportunities and begin building breadth.

· Education – Successfully complete Space 200.  A space-related MA/MS degree is also desired that will enhance value to the CSPC.

· Training – Acquisition personnel should remain current with APDP requirements.  Enrolling in short courses dealing with space systems management or self-study can expand breadth of knowledge.

· Experience – Similar to uniformed CSPs, Level 2 certification requires at least six years of satisfactory performance in space-coded billets over the first ten years.  Civilian CSPs will be considered for mid-level staff positions which provide opportunities to expand staffing skills and gain a “bigger picture” of the space profession.  

Level 3 -- Strategic Development (Grades GS 15 and higher) – During this stage of development, civilian CSPs capitalize on the depth and breadth gained in previous phases, combined with a wide range of leadership and management skills, to assume senior responsibilities.  These leaders will have extensive space acquisition and planning experience, and will be competitive to manage System Program Offices and hold key senior staff positions across the National Security Space arena. 

· Education – Space 300 will help prepare individuals for these senior leadership roles (initial offering is planned for Oct 2005).  It will focus on space policy, doctrine and the strategic use of space capabilities.  At this point, a space-related Masters Degree is highly desired through AFIT, the Air Force Developmental Education system or a civilian university.

· Training – By this stage, very few detailed training courses are required.  Additional technical specialty training relating to a current job might be applicable.  As before, acquisition personnel should remain current with APDP certification requirements. 

· Experience – As previously discussed, the SPCP allows flexibility in gaining the requisite amount of space experience for each certification level.  To attain Level 3 by the 15-year point, a civilian CSP requires nine years in space-coded billets.  It is desired to have at least six of those years in a specific SPEC.  It should be clear that the more and varied types of space experience obtained will facilitate greater opportunities for senior space positions.  Those civilians with operational and acquisition space experience, as well as familiarity with “black” and “white” space systems, will have a broader range of assignment possibilities throughout the National Security Space arena.

Throughout a CSP’s career, 40 hours of continuous learning is encouraged each year.  Due to resource limitations, this is not a mandatory requirement.  However, it is still a very important component of SPDP education.  If fact, continuous learning is one of the best ways for CSPs to stay current on the latest changes affecting their career field.  There are a wide range of offerings, some at little or no cost, which will all suffice.  These can include attendance at the space 100, 200, and 300, professional readings, seminars, symposia, specialized courses, and even advanced degree programs.  Since certified acquirers already have a mandate for 80 hours every two years, these individuals would benefit by devoting half that time to space-related learning.  As a starting point, a listing of over 400 space courses is available on the SPMO website.

To sum up civilian guidance, some sample career paths are provided below.  These are merely examples and do not presume to imply the existence of any ideal career path.  For simplicity, the chart focuses only on space assignments and does not depict other Force Development or broadening opportunities that all CSPs should pursue at relevant points in their career.  Four different civilian paths are outlined--Senior Leader, Manager/Leader, Technical Expert, and transfers between active duty and civil service are common within the Air Force space arena, so a path demonstrating this transition is also shown.  Note that previous active duty space experience will count toward certification for a civilian CSP.  Once again, all members are strongly encouraged to work with a mentor in building an achievable timeline based on their own goals and circumstances.  When diagramming a 20+ year career, it might seem a bit intimidating to consider all the important milestones that must be accomplished.  Rest assured, with proactive mentoring, along with flexibility and a little fortitude, success will follow.
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NOTE:  For simplicity, the chart focuses on only space-related assignments and does not depict other Force Development or broadening opportunities that all CSPs should pursue at relevant points in their careers.

SECTION III -- SUMMARY

Summary
The Space Professional Development Program affects and benefits thousands of Air Force officers, enlisted personnel and civilians.  The extent of that impact depends on rank, length of time in the space community and current position.  Regardless of where they start, all CSPs should become thoroughly familiar with the program in order to serve as strong mentors for more junior members.  SPDP is already netting positive results.  These are exciting times to be in the CSPC, but it will take time to fully realize the benefits of this new program.  In fact, it will be 2018 before the first CSP is developed entirely under the SPDP construct.  That is simply because it will take a minimum of 13 years for an individual to complete the required continuum of space education (Space 100/200/300) and acquire enough space experience to qualify as a Level 3 Credentialed Space Professional. 

The Space Professional Management Office has already notified the majority of active duty CSPs by letter and provided them with a copy of their Space Professional SURF.  Most have also received a comprehensive overview of Space Professional Development from the SPMO briefing team.  The program is certainly not static, so members are encouraged to keep up with all developments by frequently visiting the Space Professional Website at https://halfway.peterson.af.mil/spacepro or http://www.peterson.af.mil/spacepro.  They may also want to contact the Space Professional Management Office via phone at DSN 692-3236 or commercial (719) 554-3236.

SECTION IV -- ATTACHMENTS

Attachment 1

GLOSSARY OF ABBREVIATIONS AND ACRONYMS
AEDC—Arnold Engineering Development Center

AETC—Air Education and Training Command

AFB—Air Force Base

AFI—Air Force Instruction

AFIT—Air Force Institute of Technology

AFMC—Air Force Material Command

AFPC—Air Force Personnel Center

AFSC—Air Force Specialty Code

AFSPC—Air Force Space Command

AFSPC/CC—Commander, Air Force Space Command

AOC—Air and Space Operations Center

APDP—Acquisition Professional Development Program 

APMC—Advanced Program Managers Course

ARC—Air Reserve Component

AST—Advanced Space Training

AT—Assignment Team

C2—Command and Control

CCAF—Community College of the Air Force

CDCs—Career Development Courses

C/JAOC—Combined/Joint Air and Space Operations Center

CMR—Combat Mission Ready 

COG—Career Opportunities Guide

CSP—Credentialed Space Professional

CSPC—Credentialed Space Professional Community

DAU—Defense Acquisition University

DAWIA—Defense Acquisition Workforce Improvement Act

DE—Developmental Education

DIMHRS—Defense Integrated Military Human Resources System

DoD—Department of Defense

DSN—Defense Switched Network

DT—Development Team

ESC—Electronic Systems Center

FA—Functional Authority

FD—Force Development

GS—General Service

IDE—Intermediate Developmental Education

IQT—Initial Qualification Training

ISR—Intelligence, Surveillance and Reconnaissance

MAJCOM—Major Command

MilPDS—Military Personnel Data System

NAF—Numbered Air Force

NCO—Non-Commissioned Officer

NCOIC—Non-Commissioned Officer In Charge

NRO—National Reconnaissance Office

OPEX—Operational Exchange Program

PME—Professional Military Education

ROTC—Reserve Officers Training Corps

SAEP—Space Acquisition Experience Program

SBIRS—Space-Based Infrared System

SECAF—Secretary of the Air Force

SMC—Space and Missile Systems Center

SOPS—Space Operations Squadron

SPCP—Space Professional Certification Program

SPDP—Space Professional Development Program

SPEC—Space Experience Code

SPFA—Space Professional Functional Authority

SPMO—Space Professional Management Office

SPO—System Program Office

SURF—Single Unit Retrieval Form

T-ODP—Transitional-Officer Development Plan

UQT—Unit Qualification Training

USAFA—United States Air Force Academy

                                         Attachment 2 – Sample SURF                                                       
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Attachment 3 – Example COG Entry
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