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FROM YOUR DACM

Welcome to 2021! Over the holidays, I had some 
time to reflect on our accomplishments over 
the last four years. We have lived through a 

Government shutdown, COVID-19, Defense-wide review, 
and a magnitude of National Defense Authorization 
Act mandates! All the while, we continued to move the 
needle forward in areas such as establishing a 4th Estate 
Acquistion Workforce (AWF) brand, upgrading business 
systems for data transparency and integrity, expanding 
leadership and talent management opportunities, and 
continuing to satisfy statutory workforce requirements.

To maintain operational oversight of a geographically-
dispersed human capital program, the Director, 
Acquisition Career Management (DACM) team developed 
a 4th Estate AWF brand with a focus on strategic 
communication and change management. This included 
the creation of a trendy, mobile-responsive website 
that encapsulated the career pages for the 32 defense 
agencies in one centralized location and integrated our 
social media platforms for updates about developmental 
opportunities and pertinent acquisition-related events. 
Through consistent and timely communication, we guided 
talent management strategies, interpreted AWF policies 
and regulations, and spearheaded innovative events that 
drove organizational effectiveness and ensured a high-
quality, productive 4th Estate AWF.

The 4th Estate defense agencies support the military 
Departments with their varied and diverse missions. When 
I arrived in 2016, it was clear to me that the 4th Estate 
would benefit from several enterprise-wide initiatives. To 
enhance talent visibility through improved data analytics, 
my team implemented transformative technology to 
unify workforce strategy and planning. To accomplish 
this, we initiated the sunset of and modernized the 
legacy training application system into the present-day 
Defense Acquisition Talent Management System (DATMS). 
This required close coordination with all of the defense 
agencies to ensure functionality was maintained and data 
was seamlessly migrated. This move to a modern and 
secure platform eliminated the need for two systems, 
created a one-stop shop for the 4th AWF, and reduced 
overall costs.

Next, in order to create a culture of performance, my 
team devised strategies to boost employee motivation, 
engagement, and productivity. A common theme 
throughout the 4th Estate was the lack of mid-level 
leadership opportunities. Honoring agency leadership’s 
desire to groom their workforce and mindful of employee 
professional development needs, my team laid the 
groundwork for an enterprise-wide leadership program. 
After compiling a list of training needs associated with 
task-specific competencies, we solidified the curriculum, 
and launched the first-ever 4th Estate Leadership and 

4th Estate DACM
Scott Bauer

Talent Management Program. 
The cohort-based instruction 
included guest speakers, 
group projects, simulations, 
and coaching opportunities 
at the basic, intermediate, 
and advanced training levels. 
Overall, the program delivered 
concentrated curricula that 
leveraged real-life business, 
cultural, and change scenarios 
to advance participants’ 
leadership and decision-
making skills in support of 
creating a high quality, high 
performing agile acquisition workforce. The resulting 
inclusive and diverse community of 750 emerging leaders 
now has the tools to think critically and tackle 
leadership challenges with creative and 
innovative solutions.

Finally, I want to thank each of you for your 
role in making the last four years both 
rewarding and successful. We have the 
greatest DoD AWF Team Leads who continue 
to inspire and motivate the next generation 
of AWF members. While I will hang up my 
current hat as the 4th Estate DACM, we will 
keep this at “so long” instead of “goodbye” for 
now – and let’s all continue to work together 
in support of the warfighter.

greetings
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THE DEFENSE ACQUISITION WORKFORCE IMPROVEMENT ACT 
(DAWIA) AT 30: A RETROSPECTIVE

While the United States produced an immense 
and varied number of weapon systems and 
supplies during World War II, the conclusion of 

the war brought about a need to modify the acquisition 
process from wartime to peacetime. In 1947, the 
passage of the National Security Act created the National 
Military Establishment, which later would be renamed 
the Department of Defense (DoD) in 1949. The Act also 

established the 
very first 4th Estate 
entity, the Joint 
Chiefs of Staff. 
The legislation 
sought to integrate 
and standardize 
acquisition 
processes that had 
been previously 
left to individual 
services.

Further reform within the DoD occurred with the passage 
of the Department of Defense Reorganization Act of 
1958, which granted the Secretary of Defense greater 
authority over the service secretaries and spurred the 
establishment of multiple defense agencies, including 
the present-day Defense Advanced Research Projects 
Agency, Defense Contract Management Agency, Defense 

Information Systems Agency, Defense Intelligence Agency, 
and National Reconnaissance Office. 

Reform to defense acquisition continued throughout the 
1970s and 1980s. Beginning in 1981, Reagan began an 
expansion to the size and capabilities of the U.S. Armed 
Forces, which entailed major new expenditures, including, 
among other weapons procurements, building up the 
military’s nuclear force and its missile defense system. 

By the mid-1980s, the Project on Government Oversight 
reported the Pentagon had vastly overpaid for a wide 
variety of items, most notoriously by paying $435 for a 
hammer, $600 for a toilet seat, and $7,000 for an aircraft 
coffee maker. In fact, as we will see, these numbers were 
inaccurate. Rather than being intentional, their apparent 
high cost resulted from line-item accounting procedures 
rather than reflecting the actual cost.

However, in response to the increased scrutiny brought 
on by this reporting, Reagan established a commission, 
chaired by David Packard (co-founder of the Hewlett-
Packard Corporation) to study government procurement 
undertaken by the DoD. He tasked the Commission with 
studying defense management policies and procedures, 
including the budget process, the procurement 
system, legislative oversight, and the organizational 
and operational arrangements between the Military 
Departments, Congress, and the Executive Branch. 
Ultimately, the Packard Commission reported there was 
no overarching strategy or system governing defense 
procurement and concluded it was not fraud and abuse 
that led to massive over expenditures but rather overly 
complicated organizations and rigid procedures. One 
example of these procedures was the “equal allocation 
formula” in which the total contract value was divided 
by the number of 
line items, instead 
of ensuring that 
individual line 
items were priced 
based on specific 
line-item value – 
as we saw with 
the notable $435 
hammer story.

“I think that DAWIA helped identify and 
professionalize the entire workforce 
(not just program managers) across all 
acquisition career fields by requiring, 
for the first time ever, appropriate 
professional training, experience,  
and degrees.” 
 
- Dr. Chris Hardy, Director of Strategic 
Planning, Defense Acquisition University

“DAWIA’s greatest positive impact on 
the DoD acquisition workforce was its 
standardization, across all services 
and DoD agencies, of the acquisition 
lifecycle phases, systems, processes and 
accompanying language, acronyms 
and jargon that is understood, and now 
common, to all acquisition personnel.” 
 
- Mr. Matthew Lupone, Executive  
Director, Technical Directorate, DCMA

DAWIA History

1970s-era typing pool in the Pentagon

1950s-era computer in the Pentagon
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The Commission made several recommendations, 
including the creation of the present-day position of 
the Under Secretary of Defense for Acquisition and 
Sustainment (USD(A&S)). Packard, Deputy Secretary of 
Defense under President Richard Nixon’s administration, 
enacted major acquisition reform by issuing the first DoD 
Directive (DoDD) 5000.1 series in 1972. On 1 October 1986, 
President Ronald Reagan signed the Goldwater-Nichols 
Defense Acquisition Act into law, thereby implementing 
the recommendations from the Packard Commission. The 

authority for the establishment of new Defense Agencies 
and Field Activities (DAFA) was then granted to the 
Secretary of Defense as codified in Title 10, U.S.C., Section 
191, first published in 1986, which made secretaries 
responsible for acquisition/procurement and moved the 
operational side over to the Joint Chiefs of Staff (JCS). 

The perception at the time was that the Defense 
Acquisition Workforce underperformed and was too large. 
Years of review of the performance and qualifications 
of the acquisition workforce led to the passage of 
the Defense Acquisition Workforce Improvement Act 
(DAWIA). The FY91 National Defense Authorization Act 
(NDAA) established an Acquisition Corps and provisions 
to professionalize the acquisition workforce through 
education, training, and experience requirements. Due 
to the increasing complexity of weapons systems and 
the need to replace large numbers of retirement eligible 
personnel, Congress appropriated a special fund to recruit, 
train, and retain the AWF.

DAWIA also established the initial framework for the 
Directors of Acquisition Career Management (DACMs). 
DAWIA created a DACM position for each military service 
and established a Director of Acquisition Education, 
Training, and Career Development, which would become 
the 4th Estate DACM. DoDI 5000.66 provides policies for 
DACMs who serve as the principal advisors to the service 
and component acquisition executives on all matters 
pertaining to AWF education, training, experience, and 
career development. In doing so, the 4th Estate DACM 
implements and executes policy for civilian defense 
acquisition-coded employees working outside of the 
services.

Throughout the late 1990s and just after the turn of the 
century, DAWIA continued to be implemented under its 
original constructs; however, it was clear that the original 
law as written would need further refinement. Indeed, 
one of the first primary studies to take a hard look at the 
original DAWIA legislation came in 2007, in the form of the 
Gansler Commission Report.

The Gansler Commission was named for its chair, Jacques 
S. Gansler, a former Under Secretary of Defense for 
Acquisition, Technology and Logistics. In August 2007, 
then United States Secretary of the Army, Pete Geren, 
established the independent Commission on Army 
Acquisition and Program Management in Expeditionary 
Operations to review recent operations and provide 
recommendations as part of this overall process.

It is an unfortunate historical footnote that the Gansler 
Report was born out of a series of tragic events – 
specifically, a number of contingency contracting-related 
scandals involving bribery and fraud in Kuwait and Iraq in 
the aftermath of the Gulf War in the 2006-2007 timeframe, 
including the demise of several high-visibility personnel.

The final report identified three key findings – there 
were not enough Acquisition Workforce (AWF) members 
available to adequately cover all the necessary contracting 
and other critical acquisition functions; AWF members on 
the job had insufficient training, especially in the realms 
of contracting and contingency contracting; and finally, 

DAWIA AT 30: A RETROSPECTIVE

“With regard to improvement, DAWIA’s 
focus has been too rigidly on textbook 
type learning in a highly evolving space. 
As a DoD, we need to move with the 
times and embrace a new frontier in 
knowledge delivery, exploiting the latest 
technologies and virtual experiences” 
 
- Dr. Mary Haley, Director, Acquisition 
Support Office, Information Operations, 
DLA

“The DAWIA framework has served well, 
but it has become rather cumbersome 
as more requirements have been added 
to the certification process. In short, 
it has not kept up with the times. One 
of the complaints from the acquisition 
workforce has been that they have to 
take a lot of training that doesn’t relate 
to their current duties. New reforms will 
shift the certification process from a one-
size fits all construct to a process with 
some basic instruction with additional 
training that can then be tailored by the 
Agency, supervisor, and employee to fit 
the duties currently being performed and 
those on the horizon, more of a just-in-
time construct.” 
 
- Mr. Drew Cawlfield, Chief, Workforce 
Development Division, Workforce Services 
& Development Directorate, DISA



64edacm.dau.edu Winter 2021

AWF members were toiling under increasingly antiquated 
business systems for contracting and training certification. 

To address those key findings, the Commission outlined 
four general areas as critical to future success: 

• Increase the caliber, quantity and career development 
opportunities for contracting personnel — both military 
and civilian, particularly for expeditionary operations; 

• Restructure of the organization and responsibility to 
facilitate contracting and contract management; 

• Increase training and tools funding for overall 
contracting activities in expeditionary operations; and 

• Addition of legislative, regulatory, and policy assistance 
to enable contracting effectiveness, important in 
expeditionary 
operations. 

In addition to 
some of the 
contracting-
specific 
improvements 
suggested by 
the Gansler 
Commission, 
there was 
growing concern 

about the potential “outflux” of experienced talent in DoD 
in the mid-to-late 2000s. In 2008, 57% of the acquisition 
workforce was eligible to retire within 10 years, while the 
number of early career professionals was not sufficient to 
sustain the force. Warfighters in all branches of Services 
were faced with the inability to perform their missions due 
to insufficient equipment and services. 

Faced with this human capital situation, the Executive 
Branch and Members of Congress recognized the need 
to restore DoD’s AWF to its pre-Commission levels. 
The FY2008 NDAA addressed the sufficient and stable 

DAWIA AT 30: A RETROSPECTIVE

“I feel there could have been more 
stringent requirements to take refresher 
training necessary to maintain 
certifications, and to keep the workforce 
abreast of new developments. DAWIA 
should’ve helped avoid the rigidity 
of MDAP-only acquisition process by 
allowing for novel acquisition that the 
community is undergoing adoption 
today (middle-tier, OTA, urgent, etc.).” 
 
- Mr. Matthew Lupone, Executive  
Director, Technical Directorate, DCMA

Dr. Jacques Gansler

Between 1996 and 1999, Congress 
directed the DoD to cut the size of 
the AWF by 80,000.

FY2008 NDAA 
increased the 
AWF.

*Various methods were used for categorizing and counting the DoD AWF over time.
**FY2021-FY2024 DoD AWF estimated at FY2020 count.
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DAWIA AT 30: A RETROSPECTIVE

dedicated funding required to restore, responsibly sustain, 
and continuously improve the quality of the workforce. 
Section 1705, Title 10, U.S.C., “Department of Defense 
Acquisition Workforce Development Fund” (hereafter, 
DAWDA or section 1705), directed the DoD to provide 
funding for the recruitment, training, and retention of 
its acquisition personnel. The purpose of DAWDA was to 
ensure the DoD acquisition workforce had the capacity, 
in both personnel and skills, needed to properly perform 
its mission, provide appropriate oversight of contractor 
performance, and ensure that the Department received 
the best value for the expenditure of public resources.

Since 2009, over $5.2 billion of DAWDA and other 
funds have enabled the DoD to reshape and sustain its 
workforce with sufficient high-quality personnel to meet 
its increasing challenges. Additionally, since 2008, the 10-
year retirement-eligible acquisition workforce decreased 
from 57% to 49.1% while the percentage of early career 
(over 20 years to retirement eligible) increased from 19.8% 
to 25.5%, significantly improving the sustainability of the 
workforce. At the same time, the Department experienced 
an increase in workforce certification rates by 18%, as well 
as significant increases in education levels with 91% now 
having bachelor’s degrees. 

“Do not throw the baby out with the 
bath water, keep the main thing!  
‘Back-to-Basics’ should retain some 
core certification standards for basic 
acquisition career fields with additional 
specific credentials for skills added as 
appropriate.” 
 
- Dr. Chris Hardy, Director of Strategic 
Planning, Defense Acquisition University

“Like the AAF, we are pivoting from a 
one-size-fits-all certification construct 
to a component and workforce-centric, 
tailorable, continuous learning construct 
by streamlining the structure of the 
workforce into six functional areas.” 
 
- Ms. Ellen Lord, Under Secretary of 
Defense for Acquisition and Sustainment

In order to bring about further enhancements to DAWIA, 
in 2014, Mr. Frank Kendall, then Under Secretary of 
Defense for Acquisition, Technology and Logistics, led the 
charge on introducing the AWF to the concept of “Better 
Buying Power” (BBP). The goal of BBP was to achieve 
dominant capabilities through innovation and technical 
excellence. With BBP, the acquisition workforce applied 
newer, streamlined practices within the confines of the 
original DAWIA legislative construct. 

In 2018 – when Ms. Ellen Lord became the first Under 
Secretary of Defense for Acquisition and Sustainment 
(formerly USD(AT&L)) – an updated National Defense 
Strategy (NDS) was released. The new NDS identified three 
lines of effort: building a more lethal force; strengthening 
new and existing alliances; and shoring up existing global 
partnerships. In summary, the latest NDS recognized the 
reality that the U.S. has competition on the world stage, 
and to deal with this, the DoD needs to keep the peace 
through strength by building on our military advantage 
and maintaining important regional balances of power. 

During her tenure, Ms. Lord made streamlining Defense 
Acquisition System and the AWF a priority through several 
initiatives, including: 

Adaptive Acquisition Framework (AAF): A set of acquisition 
“pathways” or solutions to enable the workforce to tailor 
strategies to deliver better solutions at the speed of 
relevance. “AAF embraces the delegation of decision-
making, tailoring program oversight to minimize 
unnecessary bureaucratic processes, and actively 
managing risk based on the unique characteristics of the 
capability being acquired,” said Ms. Lord. 

“Back-to-Basics” Initiative (BtB): As the first major 
acquisition workforce reform effort in 30 years, BtB aims 
to refocus resources on billets that acquire, develop 
and sustain operational capabilities to the warfighter, 
according to the September 2020 memo issued by  
Ms. Lord. 

“Underpinning BBP is the growing 
concern that the United States’ 
technological superiority over potential 
adversaries is being threatened today 
in a way that we have not seen for 
decades. Our military today depends 
on a suite of dominant capabilities 
that originated in the ‘70s and ‘80s, has 
been enhanced and upgraded since, 
but has not fundamentally changed.”  
 
- Mr. Frank Kendall, Under Secretary  
of Defense for Acquisition, Technology  
and Logistics
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2020 DEFENSE ACQUISITION WORKFORCE AWARDS

The Honorable Ellen M. Lord, Under Secretary of 
Defense for Acquisition and Sustainment, hosted 
the 2020 Defense Acquisition Workforce Awards 

ceremony on Tuesday, December 15, 2020, with 
distinguished guest Mr. Thomas F. Carney, Vice Director, 
Force Structure, Resources and Assessment, Joint Staff, 
J8. The Defense Acquisition Workforce Awards recipients 
represent the best of the best across our acquisition 
community. 

During the ceremony, which was held virtually due to the 
ongoing coronavirus pandemic, acquisition professionals 
and organizations were recognized for their commitment 
to acquisition excellence through the presentation of the 
following awards. 

The Defense Acquisition Workforce Individual 
Achievement Awards highlight individuals who 
demonstrate exemplary commitment to excellence 
and professionalism in the acquisition of products and 
services for the Department of Defense (DoD). These 
awards recognize individuals in each of 19 acquisition 
functional disciplines. This year’s program included two 
new Individual Achievement Awards — the “International 
Partnership” Award and “Software” Award  — and one 
new Software Innovation Team Award. The “Software 
Innovation Team” Award recognizes those who 
epitomize innovative ideas and best practices in software 
development and acquisition to deliver high quality  
software capabilities. 

The “Flexibility in Contracting” Award was established 
by Section 834 of the National Defense Authorization 
Act for Fiscal Year 2017, and recognizes outstanding 
professionals who have, in their approach to program 
management and contracting, demonstrated “innovation 
and local adaptation” by using the flexibilities and 
authorities granted by the Federal Acquisition Regulation 
and the Department of Defense Instruction 5000.02 
(Operation of the Defense Acquisition System) to increase 
the efficiency of programs. 

The “Defense Acquisition Workforce Development 
Innovation” Awards recognize excellence by acquisition 
organizations in developing unique and innovative 
solutions to ensure that their workforces are well 
equipped to deliver world-class capabilities to the 
Warfighter.

These awards highlight exceptional out-of-the-box 
thinking and progress in tackling workforce development 
challenges, and the 4th Estate DACM team congratulates 
the following individual and team winners from across the 
4th Estate agencies!

INDIVIDUAL ACHIEVEMENT AWARD WINNERS

Auditing 
Joel M. Lehman, DCAA

As a Branch Manager, Mr. Lehman’s leadership resulted in more than $68 
million in savings on forward pricing and equitable adjustments audits. As a 
result of his guidance, his field audit office realized significant sustention rates 
on forward pricing and incurred cost audits, and met forward pricing agreed to 
dates 100% of the time. Mr. Lehman routinely fosters a motivated workforce, 
enhancing stakeholder relationships and providing the acquisition workforce 
with the right capabilities.

Contracting & Procurement 
Kevin Eversgerd, DISA

Mr. Eversgerd, a Chief at the Transport Systems and Support Branch, 
successfully reduced regulatory requirements by 46% and reduced 362 
individual contract actions to eight in regional network solutions. Mr. Eversgerd 
developed the Covered Defense Telecommunications Equipment contract terms 
and conditions in response to the FY 2019 NDAA. His rapid actions invoking 
National Security and Emergency Preparedness authorities due to COVID-19, 
slashed the normal 30-day contracting processes, enabling U.S. Navy hospital 
ships to receive critical communication capabilities in less than 48 hours.

TEAM ACHIEVEMENT AWARD WINNERS

Small Business Vanguard Award, Verdure Award 
DISA Systems Engineering, Technology and 
Innovation (SETI) Team, Fort Meade, MD

The team awarded a contract vehicle for innovation that was in and of itself 
innovative. They designed a new, 10-year multiple-award $7.5 billion IDIQ 
to capture and grow the Defense Industrial Base by removing barriers for 
25 small businesses. This DISA team promoted innovation in the acquisition 
process, while also reducing the overhead required for industry to respond to 
proposals. 

Workforce Development Innovation  
Award (Small Organization) 
DISA Defense Information Technology 
Contracting Organization, Scott Field Office, 
Scott Air Force Base, IL

This organization executes nearly 50,000 contract actions and obligates over 
$5 billion annually procuring information technology, telecommunications, 
and cyber requirements. The team reengineered its recruiting and candidate 
assessment process, reducing vacancies from 30% to 8% in 12 months. They 
assigned a Training Manager to lead on-boarding and initial training using 
their in-house developed “Contracting Foundations” course. They transitioned 
to 98% telework and executed multiple contracts and agreements, enabling 4 
million DoD employees to continue their mission remotely during COVID-19.

David Packard Excellence in Acquisition Award 
DCMA, Commercial Item Group, Lakewood, CO

This team employs commercial acquisition advisory services to support team 
members within buying Commands. They directly influenced 38, multi-million-dollar 
acquisition strategies, using creative alternative approaches to achieve fair prices 
with limited cost data. Within the submission period, they saved the Department 
almost $1.1 billion in commercial acquisition practices. The team created a DoD-wide 
Commercial Item Determinations database, provided expert support on regulation 
changes, and several rapid COVID-19 procurements.

Workforce Awards
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BACK-TO-BASICS: THE LATEST

In 1990, the Defense Acquisition Workforce Improvement 
Act (DAWIA) was passed to professionalize the 
acquisition workforce by instituting education, training, 

and experience standards. DoD met this mandate by 
developing a three-tiered, front-loaded, one-size-fits all 
certification program. For decades, there were 14 defined 
acquisition career fields, as areas of discipline needed to 
produce end products and services. 

The DoD acquisition workforce (AWF) framework has 
grown to include excessive requirements without the 
flexibility to respond to changing demands in complex 
environments. As such, the current model is no longer 
sustainable. The Back-to-Basics (BtB) initiative refocuses 
resources on acquisition workforce personnel who 
develop, acquire, and sustain operational capability, 
which in turn, forced a redesign of the DoD AWF 
framework. 

The BtB initiative is part of DoD’s shift to a modern talent 
management strategy for the AWF. The output of this 
initiative is six functional areas, where some legacy career 
fields have been combined for an improved learner 
experience (workforce-centric, tailorable, continuous 
learning construct).

While BtB restructured certification requirements for 
six functional areas, there are many acquisition-related 
functions critical to the successful delivery of capabilities 
to the warfighter. For example, international business is 
critical in support of national security. A budget analyst 
may need to understand the implications of the Letter of 
Request (LOR) for price and availability between the US 
Government and a foreign country; a logistician may be 
interested in nuances of tariffs, freight forwarders, and 
shipping schedules/routing; and an engineer may oversee 
different requirements (structural capabilities, metric vs. 
imperial scales, etc.) requested by the foreign government.  

Although functional areas will provide core training 
requirements, the varying battlespaces and AWF career 
advancement will require expanded learning assets over 
time. Learning assets range from video clips to full-scale 
credentials. Whether a workforce member falls directly 
into a functional area or works closely with a knowledge 
area, credentials will be developed to promote lifelong-
learning at the time of need with discrete buckets of 
information. 

Through BtB, acquisition leaders and workforce members 
will have new flexibility with this new workforce-centric, 
tailorable, continuous learning construct.

Back-to-Basics
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In 1984, TED (Technology, Entertainment and 
Design), a nonprofit organization devoted to “Ideas 
Worth Spreading,” began its now world-famous TED 

Conferences. Today, TED topics have been translated into 
more than 100 language and cover topics from science 
to business to global issues. The world’s leading thinkers 
and doers speak for 18 minutes or less and many talks are 
available, free, at TED.com. As an offshoot, independently 
run TEDx events continue Richard Wurman’s belief in the 
value of converging technology, entertainment, and design 
in a more local way. 

After a successful launch in 2019, TEDxDAU has become a 
catalyst to inspire, engage, and empower the Department 
of Defense (DoD) acquisition workforce. TEDxDAU 
provides a platform to learn and exchange ideas and 
best practices worth spreading across the DoD, federal 
government, industry, and academia to accelerate 
innovation and present solutions to our biggest problems 
to give the warfighter the decisive edge.

In September 2020, TEDxDAU returned with the 
theme of “Art of the Possible.” It aimed to embrace the 
unprecedented challenges that 2020 introduced, as well 
as inspire attendees to think about our biggest challenges, 
reimagine new solutions, and soar to new heights in 
creativity and innovation with agility, speed, and scale.

TEDxDAU 2020 was organized across three overarching 
actionable sub-themes – Think, Reimagine and Soar. Given 
the many challenges the workforce faces today, especially 
in a pandemic-focused year, TEDxDAU 2020 touched on 
many suggestions to face and respond to those problems. 

“THINK”
For Ms. Meagan Metzger, the face of innovation has 
changed. While technology advancements can be scary 

and computers have become today’s battlefields, we need 
to “act like 4 year olds,” and continually “ask why” as we 
never stop exploring. 

Mr. Phillip Baptiste discussed the importance of “winging 
it” and improvising at work. While Baptiste recognized 
that improvising when grocery shopping might not be the 
best idea, he contends that at work, it has the potential to 
increase productivity. 

Mr. Luke Shabro said that while “we come together to 
form groups and organizations…at the same time, we are 
creating outsiders.” He added that we all, at times, have a 
need to belong to a group of rebels. 

LCDR Evita Salles conversed about the “silent observer”. 
According to LCDR Salles, “if you hear or see sexual 
harassment at the workplace and say nothing, you are 
a silent observer”. She added that one in four military 
women have reported being sexually harassed and 
stressed the importance of moving away from an 
environment of silence to one of advocacy. 

“REIMAGINE”
Ms. Evanna Hu spoke about traveling to Iraq to inspect 
damage from airstrikes and noting how frequently 

TEDxDAUTEDxDAU: A VIRTUAL SUCCESS IN 2020!
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supplies that were sent were not what was needed. As a 
result, Ms. Hu has dedicated herself to find ways to correct 
and prevent these types of issues from occurring in the 
future. 

Discontented, Mr. Raj Sharma left his lucrative position to 
start up his own firm that would always put employees 
first, in recognition of their value as the firm’s greatest 
asset. Along the way, while he experienced failures, he 
never forgot his “three P” mantra: Purpose, Personal 
Growth, and People. His tenacity paid off when the Wall 
Street Journal voted his firm as one of the Best Small 
Workplaces. “Discussing your employees’ responsibilities 
leads to a more efficient workplace and making work 
joyful keeps your employees happy as well as the firm in a 
good place,” he explained.

Mr Zachery Tyson challenged everyone to consider how 
the Art of the Possible begins with “us.” Recognizing 
that “despite having invested trillions of dollars in 
modernization programs” and sacrificing the lives 
of thousands in combat, “the United States is less 
prosperous, less secure and less relevant on the world 
stage.”

“SOAR”
Mr. Guy Snodgrass referenced the importance of being 
effective and efficient with our time, emphasizing that, 
“Tracking and prioritizing all of your daily activities is 
essential.” He also stressed the significance of taking care 
of yourself, both mentally and physically. “Never wait to 
make a difference in what you do,” he added. 

Ms. Ashlee Floyd spoke about a similar topic and one 
that may be difficult to discuss. Ms. Floyd asked, “Is it 

possible for colored people to be the top leader in their 
Military Organization?” Ms. Floyd discussed the June 
2020 appointment of Air Force General Charles Q. Brown 
Jr. – Chief of Staff of the Air Force – as the first African 
American appointed to lead a branch of the United States 
Armed Forces. 

Air Force Colonel DeDe Halfhill continued the discussion 
begun by Ms. Floyd by addressing the challenges of having 
“difficult conversations” at the workplace. “If people don’t 
have difficult conversations, like the disproportionate 
higher number of non-judicial punishment towards 
African Americans in the military, it may lead to lack of 
clarity, diminished trust and an increase in problematic 
behavior.” COL DeDe Halfhill discovered that Commanders 
were not having these “difficult” conversations with their 
Airmen because vulnerability was holding them back. 
“Building trust and connecting with your employees will 
facilitate having these conversations and build better work 
relationships,” she added. 

Mr. Ryan Connell shared his experience of starting his 
professional career at a young age and the feelings 
of excitement and anticipation that engendered. “The 
feeling of accomplishment was incredible,” he said, “and 
reading, exploring and networking will always help you be 
prepared and set you up for success!”

As the final speaker for the event, LTG L. Neil Thurgood 
emphasized the importance of time and making the 
most of your moment in it. He gave an example of how 
Mary Pickersgill made the Star Spangled Banner Flag on 
a brewery floor, which was then flown at the Battle of 
Baltimore in the War of 1812. “She created a moment of 
time for her family and for her nation. A moment that 
changed the history of our Nation.”

TEDXDAU: THE ART OF THE POSSIBLE
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DODI 5000.87FASTER IS POSSIBLE: DOD PUBLISHES  
NEW SOFTWARE ACQUISITION POLICY

Faster is possible. On October 2, Ms. Ellen Lord, Under 
Secretary of Defense for Acquisition and Sustainment, 
issued DoDI 5000.87, the Department of Defense 

policy for “Operation of the Software Acquisition Pathway”. 
Improved software acquisition is critical for our ability 
to deliver capabilities to the Warfighter and succeed in 
an era of Great Power Competition. This new pathway 
enables the Department of Defense to acquire software 
with modern software development practices and deliver 
performance at the speed of relevance in support of the 
National Defense Strategy. It promotes and streamlines 
adoption of Agile, Lean, 
DevSecOps, and human-centered 
design practices within defense 
acquisition. It implements the 
key recommendations of the 
Defense Innovation Board’s 
Software Acquisition Practices 
study, the Defense Science 
Board report on Software 
Acquisition, and Congressional 
direction in the FY20 National 
Defense Authorization Act. It also 
addresses a top priority for Gen. 
John E. Hyten, Vice Chairman of 
the Joint Chiefs of Staff (VCJCS), to 
insert speed into the Pentagon and provide 21st century 
processes.

Adopting Commercial Best Practices. The instruction 
is a substantial departure from status quo business. It 
provides the framework to rapidly acquire and deliver 
software capabilities with active user engagement. User 
engagement is so critical, the pathway requires a User 
Agreement to establish governance processes and 
help ensure end users are actively involved throughout 
development and provide feedback on Minimum Viable 
Products (MVP). The Sponsor and User Community are 
expected to provide a V alue Assessment at least annually 
that captures the mission impact of delivered software. 
The policy embraces and adopts the DevSecOps culture 
and approach, automation, secure pipelines, modular 
architecture, and leverages DoD enterprise services to 
move faster. These commercial-world concepts such 
as Lean Startup feedback cycles, MVP, DevSecOps, and 
human-centered design are needed to give the United 
States a competitive advantage in an era of rapid learning, 
innovation, and disruption.

Streamlined Acquisition. The Software Pathway 
simplifies acquisition and requirements processes, and 
emphasizes delegated decision authority to empower 
Program Managers. The focus of the pathway is on rapid 
planning and capability delivery based on user priorities 
and stakeholder feedback. In planning, the pathway 
establishes a streamlined, core set of needs, strategies, 
and estimates before beginning development, and then 

iterates on them throughout program execution. This 
enables rapid entrance into execution, and iterative 
software deliveries and value assessments. The FY20 
National Defense Authorization Act also enacted key 
statutory exemptions to facilitate the practices in 
the policy. For example, programs are exempt from 
Major Defense Acquisition Program treatment and 
requirements. Similarly, programs are exempt from 
Joint Capabilities Integration and Development System 
unless the VCJCS, USD(A&S), and the Service Acquisition 
Executives agree on a new expedited process for software 

requirements. There are no 
required milestone reviews and 
only a minimal set of required 
documents. Enterprise services 
and automated testing are 
expected to be used to the 
maximum extent possible and 
cybersecurity is expected to 
be addressed from program 
inception to operations.

Build-Measure-Learn Cycles are 
a Hallmark of the Pathway. The 
Acquisition Enabler’s software 
team prototyped an interim policy 

in January and then collaboratively developed this formal 
DoDI with many stakeholders across DoD, delivering 
one year ahead of Congressional expectation. The DoDI 
5000.87 replaces the interim policy, and completes the 
set of the new 5000 series instructions for each pathway 
of the Adaptive Acquisition Framework (AAF), along 
with a new DoD Directive 5000.01 and DoDI 5000.02 
on the overarching acquisition system and AAF. Similar 
instructions are being published for each acquisition 
functional area.

Keep Iterating and Improving. As Ms. Lord has noted, 
“the thread that runs through all of our programs and 
all that we do is software and I believe that we need 
to catch up with the private sector.” Winning a future 
fight increasingly depends on the United States’ ability 
to deliver software-based capabilities faster than our 
adversaries. The Software Acquisition Pathway and DoD 
DevSecOps Reference Design provides the modern 
framework (people, process, tools, and policy) that 
prioritizes speed and adaptability. We will continue to 
work with the community to continuously improve upon 
the Software Acquisition Pathway. The Software Pathway 
on the AAF website will be continuously updated to reflect 
this new policy along with a wealth of new guidance and 
resources.

DoDI 5000.87 and all the new 5000 series acquisition 
policies can be found on the AAF policies page and to 
learn more about the Adaptive Acquisition Framework 
web page.

Adapted for the 4th Estate Newsletter from original author Sean Brady,  
Office of the Deputy Assistant Secretary of Defense for Acquisition Enablers
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Book ReviewBOOK REVIEW: 
T-MINUS AI

Over the last 
decade, “Artificial 
Intelligence” (AI) 

has been commonly 
referred to in news 
reports, blogs, social 
media, and movies. 
While we have all heard 
about AI, how many of 
us actually understand 
it or its implications? 

Unveiling the mystery of AI is exactly what Mr. Michael 
Kanaan addresses with his 2020 book, “T-Minus AI,” 
recently featured at a DAU Alumni Association virtual 
book club event. A recognized national expert and the 
U.S. Air Force’s first Chairperson for Artificial Intelligence, 
Kanaan is uniquely qualified to not only explain the topic 
clearly and concisely but also help us adopt a common 
vocabulary also links the importance of AI to strategic 
issues of interest to all. 

Acknowledging that the countdown to artificial intelligence 
is over – hence the title “T-Minus AI”, Kanaan references 
Mr. Putin’s remarks made during a nationally broadcast 
speech in 2017, “Artificial intelligence is the future, not 
only for Russia, but for all humankind…Whoever becomes 
the leader in this sphere will become the ruler of the 
world.” (p. xvi) And therein lies the key. Understanding 
AI and its social and geopolitical implications is critical. 
But, to support a meaningful dialogue, we must have a 
common understanding of AI as well as acknowledging 
the various agendas and purposes that organizations 
and countries will follow in their AI journey. And so, with 
“T-Minus AI,” Kanaan walks us through that understanding. 

At the start, he tackles the origins of intelligence from 
the first human beings to the first computers and slowly 
builds a shared base of knowledge, cautioning us about 
accepting the science fiction assumption that, sooner or 
later, AI will develop its own consciousness and its own 
autonomous evil intent. For Kanaan, universal concepts 
will provide the shared understanding:  semantics and 
syntax rules are integral to human language and the 
bedrock of computer language; consciousness as an 
existential awareness of our own existence and of our 
unique and individual place in the world should not be 
confused with intelligence; and the role of memory, 
without which it is impossible for any individual, animal, 
organism, or other structure—computers included—to 
learn. 

Importantly, Kanaan distinguishes between the ubiquitous 
“narrow” AI that focuses on mastery of a single task or 
sequence of tasks and that is, literally, already in use 

all around us versus an AI “general intelligence” that 
computers are still not close to accomplishing. Of the 
narrow AI, Kannaan presents hundreds of examples 
ranging from economic analysis and prediction to fraud 
detection to disease detection and contact tracing to 
pharmaceutical research and development to climate 
analysis and prediction, etc. Ultimately, he distinguishes 
this type of machine learning as falling under the 
overarching term: artificial intelligence. 

By the 1970s, the role of data became a critical 
component of machine learning. Whether it was 
programming efforts designed to “teach” intelligence 
to computers or creating sufficient data scenarios for 

computers to learn on their own, Kanaan writes, “for a 
computer, data is the equivalent of experience. So, the 
more data that a machine learning system processes, the 
better it becomes.” Along with the exponential growth of 
available data came other concepts: pattern recognition 
and bias. In the 19th century, Charles Babbage, thought 
by some to be the father of the computer, posed a 
question: If you put wrong figures into a computer, will 
the right answers come out? While Babbage was referring 
in large part to 
numerical data, 
the question still 
applies. Because 
of its dependence 
on data, artificial 
intelligence cannot 
determine if 
patterns identified 
within data are 
based on “fair and 
desirable attributes” 
or result from 
“unfair, undesirable 
prejudices.”

Michael Kanaan

Separately and together, democracies 
must work to ensure that AI is 
developed and implemented only 
in ways that ensure the rights and 
freedoms to which their citizens are 
fundamentally entitled … and that 
protect their citizens from all contrary 
uses, whether domestic or foreign...” 
 
- Michael Kanaan
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Interestingly, Kanaan seems to say that a discussion of 
consciousness and whether a machine will or will not 
become super-intelligent and go beyond its immediate 
task to rival human being intelligence is not as critical 
right now as we might think. What is more critical at 
this moment in time is putting aside the discussion of 
consciousness and intelligence to focus on the question: 
How can we ensure that AI is used in legal and moral 
ways? He writes, “Of the 195 countries in the world, fewer 
than 30 have specific strategies or initiatives in place for 
AI. …Separately and together, democracies must work 
to ensure that AI is developed and implemented only in 
ways that ensure the rights and freedoms to which their 
citizens are fundamentally entitled … and that protect 

their citizens from all contrary uses, whether domestic or 
foreign.”

For Kanaan, AI can be used as a flashlight or a mirror to 
illuminate and identify otherwise latent patterns that we 
might not have recognized. But, ultimately, AI is not just 
for tech people – it is more like electricity. We may not 
be electricians but we use it. We may not be a master 
carpenter but we know how to use a hammer. In short, 
we may not be technology gurus but we should all have 
an understanding of artificial intelligence in order to 
appreciate its significance and “T-Minus AI” is a good place 
to start that journey.  

DEFENSE CIVILIAN EMERGING 
LEADER PROGRAM (DCELP) 
Per schedule changes and postponements related to the 
global COVID-19 pandemic, DCELP will implement two 
separate cohorts – the first cohort (January to April 2022) 
will include 146 participants from all occupational series 
and interagency partners, and the second cohort (June to 
September 2022) will include 144 participants from the 
Human Resources, Financial Management, and Acquisition 
Functional Communities. DCELP tuition is funded centrally 
by Defense Civilian Personnel Advisory Service (DCPAS), 
and the travel requirements for DCELP participants are 
funded by the Component organizations, unless the 
Functional Community makes other travel payment 
arrangements. The 4th Estate DACM application deadline 
for DCELP Class of 2022 is July 9, 2021. Components 
may each establish earlier deadlines in order to review 
and prioritize applications and to finalize funding 
arrangements. 

EXECUTIVE LEADERSHIP 
DEVELOPMENT PROGRAM (ELDP) 
Due to the global COVID-19 pandemic, ELDP Cohort 35 
was “paused” and did not begin in FY20 and there will be 
no call for a new Cohort 36. Instead, individuals previously 
selected for Cohort 35 will now be invited to participate 
beginning September 2021. As vacancies become available  
DCPAS will fill any 4th Estate agency/field activity vacancies 
from the alternate list generated via the March 2020 
Selection Board results. 

DEFENSE SENIOR LEADER 
DEVELOPMENT PROGRAM (DSLDP) 
DSLDP Cohort 2019 completed their Senior Service 
Schools Professional Military Education (PME) in June 2020 
and are completing their Experiential Assignments. Cohort 
2019 will come together again for Structured Interviews, 
Seminar 3, and Graduation. Due to COVID-19, these events 
will be delivered remotely. 

DSLDP Cohort 2020 members are in their Senior Service 
Schools (PME) and preparing for their Experiential 
Assignments. We are happy to add Space Force and 
the Executive Office of the President to our growing 
list of Experiential Assignment Opportunities. Seminar 
2 is scheduled to take place in August at the Executive 
Management Training Center in Southbridge, MA. 

DSLDP Cohort 2021 has been onboarded. The cohort 
consists of: 7 Army, 4 Navy, 8 Air Force, 5 Intel, and 6 4th 
Estate individuals. Orientation was held remotely January 
26-28, and the online Defense Strategy Foundation Course 
will begin March 15, 2021. Due to COVID-19, Seminar 
1 will be delayed to May and be delivered remotely. All 
participants will report to their assigned Senior Service 
Schools late July/early August. 

DSLDP Cohort 2022 Call for Nominations was released. 
The 4th Estate application packages are due to our office 
July 12, 2021 in preparation for the 4th Estate selection 
process.

DCPAS TRAINING UPDATES
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DAU NEWS: NEW CREDENTIALS & TRANSFORMATION

DAU RELEASES FOUR NEW 
CREDENTIALS

Defense acquisition changes quickly. To ensure the 
Defense Acquisition Workforce can best support the 
Warfighter, they need immediate access to training 

that ensures they have the skills to take the lessons from 
the classroom into the job. DAU credentials are key to 
providing this training and reshaping talent development, 
providing access to responsive and timely knowledge in 
a format that encourages lifelong learning beyond the 
DoD’s three-level certification framework and empowers 
workforce members to self-select the training they need 
to immediately succeed on the job. These credentials 
are curated paths of training that comprise small blocks 
of instruction backed by a hands-on capstone that 
demonstrates the mastery of a subject.

Bound to the objective of perpetuating professional 
growth and depth of skill, DAU recently released four 
new job-specific credentials: CACQ 008 Foundational 
Intellectual Property (IP); CACQ 004 Introduction to Risk, 
Issue and Opportunity Management; CENG 002 Data 
Analytics for DoD Acquisition Managers, and CCYB 002 
Cybersecurity for Program Managers.

The Foundational Intellectual 
Property (IP) credential is a 
cross-functional, general purpose 
credential providing the DoD 
acquisition workforce with the 
knowledge of basic IP and data 
rights concepts and skills. This 
foundational knowledge is 
necessary to effectively acquire, 
license and manage IP into 

acquisition strategies and product support strategies 
to protect core DoD interests over the entire lifecycle, 
as prescribed in the core principles described in DoD 
Instruction 5010.44, IP Acquisition and Licensing. 
“Intellectual property and data rights are very high profile 
topics that have gotten attention from Congress in regards 
to legislation,” DAU Director of Learning (Intellectual 
Property) Vicki Allums, Esq., said, “IP is a critical part of the 
acquisition process from the inception of the need. If the 
subject matter expert doesn’t have the sufficient rights 
to use the technology they acquire, then that impacts 
mission due to cost and availability.”

DAU Professor of Engineering Mr. Mike Caram, developer 
of the Introduction to Risk, Issue and Opportunity 
Management credential, said the credential was 
developed as a response to interviews with students and 
customers who wanted a framework for taking intelligent 

risks. “The Introduction to Risk, 
Issue, and Opportunity (RIO) 
Management Credential was 
developed from this evaluation 
and is based on the current 
DoD RIO Management Guide for 
Defense Acquisition Programs,” 
Caram said. “The credential sets 
a RIO foundation for workforce 
members to build on throughout 

their careers.” The format for CACQ 004 includes a video 
by Vice Chairman of the Joint Chiefs of Staff Gen. John E. 
Hyten, a case exercise and an application-level exercise 
that demonstrates both knowledge of RIO management 
and the ability to apply the tenets of course on the job. 
Carem noted that relevant content such as this creates a 
learning environment that students find engaging.

Data Analytics for DoD 
Acquisition Managers is the 
third newest installation in the 
credential catalog. This credential, 
curated by DAU Engineering and 
Technology Center Director Mr. 
Dave Pearson, trains acquisition 
professionals to manage data 
analytics projects through a 
pathway that combines courses 

available on Coursera from Johns Hopkins University 
and IBM, and a few additional DAU-developed courses 
that focus on DoD-specific information. This robust 
compilation of courses teaches students the fundamentals 
of data science and its methodologies and the techniques 
used to build a data analytics team and manage a data 
analytics project.

The Cybersecurity for Program 
Managers credential enhances 
the Program Manager’s (PM) 
ability to effectively oversee 
the Cybersecurity effort for 
an acquisition program. This 
credential covers the key 
takeaways and tasks for the PM 
in the following areas: developing 

Cybersecurity requirements in support of the Cyber 
Survivability Endorsement; evaluating Cybersecurity 
Test and Evaluation steps a PM should take for an 
acquisition program to operate in a cyber-contested 
environment; evaluating the work products, documents, 
and steps that a PM must be involved in to effectively 
navigate through the six steps of the Risk Management 
Framework (RMF) process; identifying and implementing 
Information Communications Technology Supply Chain 
Risk Management practices that should be undertaken 

DAU News
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throughout the program lifecycle; and analyzing 
contracting statements and requirements for the 
Cybersecurity Maturity Model Certification, Cloud Services, 
and DevSecOps.

To learn more about credential offerings and to register, 
please visit the DAU Credential homepage.

DAU: PLATFORM FOR KNOWLEDGE
The Defense Acquisition Workforce must think critically, 
make smart decisions and move quickly. To better meet 
the workforce’s changing needs, DAU is transforming into 
a modern learning platform delivering continuous learning 
and support tailored to the needs of the acquisition 
workforce.

This transformation echoes other efforts happening in the 
Defense acquisition community. The Office of the Under 
Secretary of Defense for Acquisition and Sustainment 
(OUSD(A&S)) officially released the Adaptive Acquisition 
Framework (AAF) in January 2020. The AAF is a set of 
flexible acquisition pathways designed to empower 
program managers and acquisition professionals to 
tailor strategies, speed up acquisition, and address the 
immediate needs of the Warfighter. In order to take full 
advantage of this framework, acquisition professionals 
need instant access to enhanced training, tools and 
support and to also embrace a mindset that continuous 
learning is critical to success. DAU’s transformation is 
designed to better align to the ever-changing needs of the 
Defense Acquisition Workforce.

“[DAU’s] transformation isn’t happening in a vacuum,” DAU 
President James Woolsey said. “If you look at the AAF, it 
creates an environment that encourages agility and speed 
for the workforce. In order to remain relevant, we too 
have to change and transform into an organization that 
can keep pace and support their demands.”

As part of a 
new rebranding 
effort, Woolsey 
recognized that 
DAU needed a 
logo that reflects 
this change 
and authorized 
a graphic that 
could better 
represent this 
new direction 
and alignment. 
“DAU has built 
a culture of 
support and 
innovation, and 
that is a powerful 

thing,” Woolsey said. “To remind everyone of our new 
direction, we have further represented this change in the 
form of a new logo.”

DAU also dropped “Defense Acquisition University” and 
will simply use the name “DAU” going forward. This name 
better reflects the broader nature of what DAU offers 
the acquisition community beyond classroom training. 
“Defense Acquisition University was a school for training,” 
Woolsey said. “DAU is a platform for knowledge. The logo 
is more than a redesign … it represents DAU both in terms 
of our transformation right now and the platform we are 
developing that is our future.”

While a number of things helped shape this vision of 
becoming a modern learning platform, much of it was 
driven by customer feedback. DAU worked closely with 
leaders in the acquisition community to better understand 
their needs and that of their workforces. To design this 
modern learning platform, DAU is focusing on three areas: 
effortless learning that provides easy access to training 
and resources at the moment of need; world-class content 
that is high-quality, current and relevant; and a dynamic 
network that connects people who need information to 
people who have information. This also better reflects 
how people work and learn today.

One of the intended outcomes of DAU’s transformation 
was to also align to the OUSD(A&S) “Back-to-Basics” 
initiative. This move will bring flexibility and customization 
to acquisition training. The Back-to-Basics initiative is the 
first major reform of the Defense Acquisition Workforce 
management framework in more than 30 years. It 
completely reinvents the structure of career fields into six 
functional areas: Program Management; Contracting; Life 
Cycle Logistics; Engineering and Technical Management; 
Test and Evaluation; and Business – Financial 
Management/Cost Estimating. It will also impact the 
required certification training for each of the functional 
areas.

Back-to-Basics relies on a system of Functional Area 
Taskforces, which include DAU subject matter experts, 
to develop a reduced set of core competencies for the 
functional areas that will compose the required training. 
Individual acquisition professionals will then augment 
their foundational knowledge with highly specialized 
learning, such as DAU credentials, that they need for their 
unique roles.

As workforce members change careers and earn 
promotions, they have the opportunity to continue their 
development and refresh their skills by self-selecting 
the training they need for particular roles. This lifelong 
learning model stands in stark contrast to the current 
talent development model that focuses on long-format, 
course-based learning concentrated at the beginning of 
one’s career. Fortunately, DAU’s transformation makes 
lifelong learning more feasible for workforce members.
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FY21 2ND QUARTER QUOTA MANAGER UPDATE

FY22 DAU SCHEDULE UPDATE

The FY22 DAU Schedule will follow a similar format as 
the FY21 Schedule with partial releases. Q1/Q2 will 
be released in July 2021 and Q3/Q4 released later. 

Unlike previous years, we will not request quota forecasts 
from Agencies for FY22 due to “Back-to-Basic” framework 
changes. Instead, through a data call and data analysis, 
we will work with you in an iterative process to identify 
training needs and determine how the AWF members will 
transition into the new “Back-to-Basics” framework. More 
to come!

DAU STUDENT PILOT COURSES
CON 1100V Student Pilot. DAU will pilot CON 1100V, 
Contracting Foundational Skills, as a virtual instructor-led 
course from March 15 to April 9. Information for CON 
1100V is available in DAU’s iCatalog. DAU has changed 
the end date from April 16 to April 9. It will be the first 
course of the series of four contracting courses deployed 
as part of the DAWIA contracting single level certification 
resulting from the “Back-
to-Basics” initiative. 
Desired candidates 
are newly hired 
contracting employees, 
those assigned to a 
contracting position 
with less than two years 
contracting experience, 
and current employees 
who will NOT be able to 
achieve at least a CON 
Level I Certification by 
September 30, 2021. 
Please note this course 
will have both instructor-
led and self-paced units 
of instructions and that 
instructor-led units will 
be conducted from the 
Mountain Standard Time 
Zone. If you would like to 
nominate one of your agency’s personnel members to be 
part of the CON 1100V Student Pilot, please provide their 
full name and email address to DATMS.Quota@asmr.com. 
Nominations must be received no later than February 15.

CON 7070V Student Pilot. DAU will pilot CON 7070V, 
Advanced Indirect Cost Analysis, from April 26 to May 7. 
CON 7070V replaces CON 320. Information for CON 7070V 
is available in DAU’s iCatalog. There will be two student pilot 
offerings scheduled concurrently with the class date of April 
26 – May 7. Both classes will be conducted from the Eastern 
Time Zone. The maximum class size will be set at 30 for 
each offering. The seats will be open to all customers on a 
first-come-first-serve. The reservation close window will be 
set at 14 days prior to the class start date. DAU will provide 
a confirmation once the pilot offerings are loaded and ready 
for registration.

TRAINING NOMINATION REQUESTS
PMT 4020V Nomination Request (SCH: 508, CLS: 303, 
Location: VILT, Available Quotas: 1, Class Dates: March 
8 to March 26). Requirements for this course may be 
found in DAU’s iCatalog. If you have a qualifying personnel 
member you would like to submit for consideration, please 
request a “PMT-4020V Nomination Form” via DATMS.
Quota@asmr.com. Nominations must be received no later 
than February 22.

RQM 310V Nomination 
Request (SCH: 508, CLS: 
304, Location: VILT, Class 
Dates: March 1 to March 
5). Requirements for this 
course may be found in 
DAU’s iCatalog. The March 
RQM 310 class is now open 
for nominations. The 4th 
Estate was earlier given 
one seat for RQM 310V 
and the seat has been 
filled. However, additional 
nominations are being 
taken and added to the 
waitlist. If all seats are not 
filled, we would like to be 
ready with names, as the 
seats are usually offered 
on a first-come, first-serve 
basis. Please provide any 

nominations your agency may have to DATMS.Quota@asmr.
com as soon as possible. The class is virtual (via Microsoft 
Teams) so all nominees must have an active DAU ID. Prior 
to nomination, please be sure they have completed both 
prerequisites: CLM 041/CLR 101 and RQM 110.

Quota Manager
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FY2021 2ND QUARTER QUOTA MANAGER UPDATE

4E DACM TEAM UPDATES

The flow of new, departing, and transitioning colleagues 
is a normal part of our professional lives. The 4th Estate 
DACM team is delighted to have two new colleagues join 
the team!

Scott Hanger brought his expertise as graphic designer 
and videographer to the team in mid-summer 2020, 
providing visual and graphical design support to a number 
of communications initiatives and projects within the 4th 
Estate office. 

Diego Arboleda joined the 4th Estate DACM team as a 
project manager in late summer of 2020. He is supporting 
a variety of projects and programs, including conference 
and communications initiatives. 

Welcome, Scott and Diego!

DAU TRAINING UPDATES
ACQ 340 and ACQ 340V Now Retired. DAU recently 
announced that ACQ 340 and ACQ 340V are now retired. 
All offerings in FY21 are cancelled. Affected students 
with reservations were 
notified via DATMS and the 
instructor will be sending 
notifications as well.

Upcoming RQM 403 
Classes. If your agency 
has GO/FO/SES personnel 
that are interested in 
attending RQM 403, please 
contact Lori Frumkin at 
lori.e.frumkin.ctr@mail.mil. 
There are only six seats per 
class and, unlike the RQM 
310 classes where we have 
a set number of seats, RQM 
403 is filled on a first-come, 
first-served basis. We want 
to make sure we get our 
people in. Upcoming dates 
are February 17, March 17, 
April 21, May 19, and June 
16.

BFM 0060: Congressional 
Enactment (New OLT/
CL Course). Additional 
information may be 
found in DAU’s iCatalog. 
Registration is available for students through CSOD. BFM 
0060 replaces CLB 010. CLB 010 is retired effective January 
21. Enrolled students may continue to access the course 
and complete it until March 21. Students will automatically 
be dropped after March 21 if they have not completed the 
course.

ENG 0880: Procurement for R&M Engineering (New 
OLT/CL Course). Additional information may be found 
in DAU’s iCatalog. Registration is available for students 
through CSOD.

LOG 0640: Diminishing Manufacturing Sources and 
Material Shortages - What The PM Needs To Do and 
Why . (New OLT/CL Course). Additional information may 
be found in DAU’s iCatalog. Registration is available for 
students through CSOD. LOG 0640 replaces CLL 200. CLL 
200 is retired effective January 20. Enrolled students may 
continue to access the course and complete it until March 
20. Students will automatically be dropped after March 20 
if they have not completed the course.

LOG 0660: Diminishing Manufacturing Sources and 
Material Shortages - Executive Overview (New OLT/CL 
Course). Additional information may be found in DAU’s 

iCatalog. Registration is available for students through 
CSOD. LOG 0660 replaces CLL 202. CLL 202 is retired 
effective January 4. Enrolled students may continue to 
access the course and complete it until Mar 4. Students 
will automatically be dropped after March 4 if they have 
not completed the course.

LOG 0670: Diminishing 
Manufacturing Sources 
and Material Shortages 
- Basic Component 
Research (New OLT/
CL Course). Additional 
information may be 
found in DAU’s iCatalog. 
Registration is available 
for students through 
CSOD. LOG 0670 replaces 
CLL 207. CLL 207 is 
retired effective January 
8. Enrolled students may 
continue to access the 
course and complete it 
until March 8. Students 
will be automatically 
dropped after March 8 if 
they have not completed 
the course.



194edacm.dau.edu Winter 2021

WEB RESOURCES APPEARING IN THIS ISSUE 

The following resources were referenced throughout this newsletter edition and are aggregated here for your 
convenience.

4th Estate DACM:  https://4edacm.dau.edu

Adaptive Acquisition Framework (AAF):  https://aaf.dau.edu/

Back to Basics:  https://www.hci.mil/btb.html

Defense Acquisition Talent Management System (DATMS):  https://www.atrrs.army.mil/datms

4th Estate DACM FY21 Leadership & Talent Management Catalog: https://4edacm.dau.edu/fy21_ltm.html

Defense Acquisition Workforce Awards:  https://www.hci.mil/what-we-do/Awards.html

TEDxDAU:  https://www.dau.edu/tedxdau

Faster Is Possible: DoD Publishes New Software Acquisition Policy 
https://www.dau.edu/News/Faster-is-possible--DoD-Publishes-New-Software-Acquisition-Policy

DoD Instruction 5000.87, Operation of the Software Acquisition Pathway: 
https://www.esd.whs.mil/Portals/54/Documents/DD/issuances/dodi/500087p.pdf

DCPAS Training, Education and Professional Development:  https://www.dcpas.osd.mil/CTD/Training

DAU Credentials Program: https://www.dau.edu/training/pages/credentials.aspx

Defense Acquisition Workforce Reform and DAU’s Transformation: 
https://www.dau.edu/News/Defense-Acquisition-Workforce-Reform-and-DAU’s-Transformation

DAU iCatalog: https://icatalog.dau.edu/
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