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NAVFAC INSTRUCTION 12410.1A

From: Commander, Naval Facilities Engineering Command

Subj: THE NAVAL FACILITIES ENGINEERING COMMAND LEADERSHIP
DEVELOPMENT PROGRAM

Ref:  (a) CHRM 410 — Department of Navy (DON) Civilian Employee Training and Career
Development
(b) DON Leadership Competency Model
(c) NAVFAC Workforce Development Continuum

Encl: (1) Leadership Development Program Handbook

1. Purpose. Provide policy and responsibilities for the implementation and administration of
subject program. Guidance in this policy is in alignment with the provisions of references (a)
through (c).

2. Cancellation. NAVFACINST 12410.1

3. Background. The Naval Facilities Engineering Command (NAVFAC) Leadership

Development Program (LDP) was established as a means to support the Department of the

Navy’s and NAVFAC’s vision for a high-performing workforce by providing robust

developmental opportunities for its future civilian leadership. This program aligns with

references (b) and (c), which outline the leadership competencies and a structured competency- ‘
based approach to developing and establishing leaders.

4. Scope. The program established by this instruction applies to NAVFAC civilian employees
occupying permanent positions who meet the eligibility criteria outlined in enclosure (1).

5. Policy. NAVFAC is committed to developing the leadership competencies of its workforce.
The NAVFAC LDP provides for the competitive selection and development of eligible personnel
to ensure a pool of highly qualified applicants for future leadership positions exists. The
program represents one facet of the leadership development opportunities within NAVFAC. Tt is
designed to provide deliberate development through progressive learning opportunities and an
opportunity for candidates to perform outside their sphere of influence.

6. Equal Employment Opportunity/Merit Principles. The selection and development of
participants will be per all applicable Merit System Principles and equal employment opportunity
principles and requirements.
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7. Responsibilities.

a. The Headquarters Total Force Department shall be responsible for:
(1) Program policy; and
(2) Oversight.
b. The Naval Facilities Institute shall be responsible for:
(1) Implementation; and
(2) Administration of the LDP.
¢. The commands shall be responsible for:
(1) Providing senior leadership support to achieve program goals;
(2) Assigning staff to locally manage and administer the NAVFAC LDP; and

(3) Ensuring compliance with the policies, requirements, and procedures set forth in this
instruction.

8. Procedures. See enclosure (1).

9. Records Management.

a. Records created as a result of this instruction, regardless of format or media, must be
maintained and dispositioned for the standard subject identifications codes 1000 through 13000
series per the records disposition schedules located on the Department of the Navy/Assistant for
Administration (DON/AA), Directives and Records Management Division (DRMD) portal page
at https://portal.secnav.navy.mil/orgs/DUSN/DONAA/DRM/Records-and-Information-
Management/Approved%20Record%Schedules/Forms/Allltems.aspx.

b. For questions concerning the management of records related to this instruction or the
records disposition schedules, please contact the local records manager or the DON/AA DRMD
Program Office.

10. Review and Effective Date. Per OPNAVINST 5215.17A, NAVFAC will review this
instruction annually around the anniversary of its issuance date to ensure applicability, currency,
and consistency with Federal, Department of Defense, Secretary of the Navy, and Navy policy
and statutory authority using OPNAV 5215/40 Review of Instruction. Enclosure (1) will be
updated periodically to reflect current policy and procedures. This instruction will be in effect
for 10 years, unless revised or cancelled in the interim, and will be reissued by the 10-year
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anniversary date if it’s still required, unless it meets one of the exceptions in OPNAVINST
5215.17A, paragraph nine. Otherwise, if the instruction is no longer required, it will be
processed for cancellation as soon as the need for cancellation is known following the guidance

in OPNAV Manual 5215.1 of May 2016.
{

PAJA. POLLOCK
Chief Management Officer

Releasability and distribution:
This instruction is cleared for public release and is available electronically only via the
NAVFAC portal, https://hub.navfac.navy.mil.
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CHAPTER 1
NAVFAC LEADERSHIP DEVELOPMENT PROGRAM

1. INTRODUCTION.

a. The Naval Facilities Engineering Command (NAVFAC) firmly supports leadership
development for-all personnel, at all Ievels of the organization. The NAVFAC trategic Design
and Focus Areas recognize the foundational importance of leadership. development as 4 Line of
Effort, “Strengthen our NAVFAC Team” and the essential need to provide developmental
training and opportunities for current and future leaders. Leadershlp competencies are outlined
in the NAVFAC Community Management Framework, and leadership development stiould be a
part of each employee’s development plan.

~ b. The Leadership Development Program (LDP) represents-one facet of NAVFAC’s
leadership developnienit opportunities. The LDP provides for the competitive selection and
development of eligible personnel to ensure a pool of qualified applicants exist for future
leadership positions within NAVFAC. The LDP is a developmental program and participants
undertake all developmerital efforts without any priof commitment of reward or promotion. The
program is designed to provide deliberate development through progressive learning
opportunities and provides an opportunity for candidates to perform outside their sphere of
influence. Employees selected for the LDP will participate in a structired program. consisting of
formal training, rotational assignments, and other developmental activities. Cadre meinbers will
complete a pré-program assessment upon acceptance and post-program assessment pon
graduation.

¢. While the LDP is highly encouraged as a means for developing leadership capability of
eligible personnel, completion of the program is not. required for promotion within NAVFAC. Tt
is'recognized that some members of the NAVFAC workforce have prior military and/or civilian
Ieadershlp experience and liave achieved the developmental objectives of the LDP. For these
employees, other developmental opportunities may be more bereficial and should be
incotporated into their Individual Development Plan (IDP).

2. PROGRAM OVERVIEW.

a.. The LDP is a program consisting of three levels of developmerit:

(1) Level I - GS-12/GS-13 Nor-supervisors
(2) Level 2 - GS-12/GS-13- Supervisors, WS-12 and above
(3) Level 3 - GS-14/GS-15

b. The program consists of a structured training plan which includes rotational assignmerits,
education and training, a specific development project, mentoring assignments, and
developmental activities designed to broaden the cadre member’s corpotate perspective. Each
cadre member will have an ILDP that contains the elements outlined in the Leadership

Enclosure {1)
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DEVGI_op'm'ent_ Training Plan for their program level. Additionally, each cadre member will
participate in a 360-degree assessment to gain awareness of their developmental needs and focus
areas during their LDP.

3. PROGRAM TIMEFRAME.

a. The LDP Level | program is a one-year program and LDP Level 2 and Level 3 programs
are two- years in length.

b. Cadre assigned to NAVFAC EURAFSWA and NAVFAC Far East are eligible for a one-
year extension at the discretion of their LDP-Component Coordinator. This orie-year program
extension applies to cadre assigned to those OCONUS locations at the fime of acceptance to the
program and to cadre-that accept an assignment at either location during their program. Cadre
miembers not eligible for graduation after the authorized program length will be dropped from
the LDP and they may reapply during a future annovuncement period.

c. Cadre members will adhere to the LDP Handbook of their cadre year.

4. ELIGIBILITY REQUIREMENTS.

a. The LDP is a developmental privilege which uses a competitive process per Merit System
Prineiples, Individuals must meet: all eligibility requirerents prior to the LDP application
closing date.

b. Any employee w.ithin the NAVFAC Systems Commands (SYSCOM) who meets the
following criteria is eligible and may apply for the LDP when announcéd.

¢. Tobe eligible, an applicant must:

| ( 1) Have completed at leastthe 'ﬁrst.yea_r of the probationary period and not be on a time-
limited appointment;

(2) Occupy on a permarient basis at least a GS-12 or WS-12 levelposition;

(3) Have held the minimum GS-12 level for one year;

(4) Be a NAVFAC employee for the past 12 months;

(5) Have completed the supérvisory probationary period, if applicable;

(6) Be fully compliant with mandatory certifications and training requirements;
(7) Have and maintain a performance rating of acceptable or equivalent;

(8) Be able to-attend the LDP Training Sesston in Washington, DC; and

(9) Have familiarity of the NAVFAC organization, structure, and strategy

Enclosure (1)
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d. Graduates of entry-level intern programs are not eligible to apply for the LDP until two.

years after graduation — unless they have a minimum of five years private sector experience
equivalent to the journey-level position.

i-3
Enclosure (1)
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CHAPTER 2
RESPONSIBILITIES

1. NAVFAC COMMANDER: The Commander, NAVFAC, has overarching avthority for the
policy and direction of the LDP. The Commandei designates management of Total Force
Development programs; including the LDP, to the Chief Management Officer (CMO).

2. NAVFAC EXECUTIVE DIRECTOR: The Executive Director (ED), NAVF AC, is the
designated approving official for LDP selections. The ED approves final selections for LDP and
signs.the letters notifying candidates of their selection. All field communications will be sent via
the componerit command CommanderfComr’nanding. Officer, and communications for
Headquarters. cadre members will be sent via the appropriate Deputy/Assistant Commander
level.

3. NAVFAC HEADQUARTERS (HQ) CHIEF MANAGEMENT OFFICER (CMO): The
NAVFAC CMO provides direction for executive and manageient developrnent. Programmatic
authority to lead community management efforts across NAVFAC has been delegated by the
NAVFAC Commander and Executive Director to the CMO ‘who exercises this authority with
support from the Total Force Director and the Naval Facilities Institute,

4. NAVFAC COMMUNITY LEADERS: The Community Leaders have primary respons1b1hty
for cominuriity managenient. The Community Leaders are responsible for promoting Ieadershlp
development oppertunities within their Communities.

5. NAVFAC HQ TOTAL FORCE DEPARTMENT (TFD): The TED 'Sha_ﬂ be responsible for
program policy-and oversight. The TFD will also designate the HQ Component Coordinator and.
provide appropriate demographics.

6. NAVAL FACILITIES INSTITUTE (NFI): The NFI serves as the LDP Program Manager,
administers the program, and acts as the liaison between the HQ and local LDP Component
Coordinators. In this capacity, NFI will make final eligibility or removal determinations in
coordination with the local LDP Component Coordinator as requested. This includes
determination of eligible developmental assignments, such as rotations, projects, and training,
NF1 is responsible for procurement and management of centrally funded training and.
-competency-assessmeﬁt tools with coord_ih_ati_on of TFD:.

7. _NAVF AC HQ TOTAL FORCE DEVELOPMENT DIVISION ( TFDD)_: The TFDD oversees
the command-wide LDP effort. The TFDD will:

a. Provide policy and guidance.
b. Annually assess and determine the appropriate number of cadre members.

2-1 _
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¢. Release the Leadership Development Program Announcement (Appendix A-1),

d. Provide for the evaluation of program nominations and appointments of selection board
members,

. Submit'recomimended selections to-the ED.
f. Provide periodic status briefitigs to the CMO and HQ TED, as required.

8. ECHELON (ECH) 111 AND IV COMMANDERS/COMMANDING OFFICERS: ECHIII
and IV Commanders/Commarding officers shall:

a. Deéi‘g_nate ECHII/ IV Business Directors as Component Coordinators to serve as focal
point for all LDP implementation and administration.

b. Endorse applications of recommended ¢component nominees.
¢. -Approve requests for graduation.

9. COMPONENT COORDINATORS: The Component Coordinator will be responsible for
local management of the. program and act as the focal point for all matters relating to LDP
‘administration. The Component Coordinator may designate-a Component Representative to
manage the day-to-day operations of the LDP. Component Coordinator will:

a. Serve as the local compoenent peint of contact for the LDP and coordinate with the LDP
Program Manager.

b. Manage the LDP locally by:
(1) Providing guidance and assistance to cadre members.
(2) Conducting periodic briefings.
(3} Networking with other Component Coordinators as appropriate.

¢. F ully publicize and distribute the Leadershlp Development Program announcement and
notices.

(1) Oversee receipt-and processing of candidate applications.

(2) Review the self-nomination forms received from eligible candidates fo ensure
applications are.complete and in complianée with the LDP notice.

d. Forward the following to LDP Program Manager for action:
(1) The command endorsement leiter for selection. The-endersement letter must include in

priority order, the names of the nominees and LDP level. The endorsemerit letter must include
the rationale for priority order of nominations.

Enclosure {1)
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(2) Certification of proper component nomination panel composition: The panel was
composed of designated management/siipervisory personnel and/or senior experts, and Merit
System Principles were upheld in deciding upon final recommendations.

e. Serve as Chairperson of the Component Command Nomination. Panel (CCNP).

f 'S_e'lect' and convene the CCNP to review;rate, interview, and recommend component
nomirnees.

g. Send notifications to those applicants not selected.

h. Review and approve each Individual Leadership DeVeIOpme_nt_ Plan (ILDP).

i. ‘Oversee the developmental process by conducting quarterly reviews of the cadre member’s
progress,

j- Ensure there is a process in place to: verify completion of program requirements and any
local criteria.

k. Ensure that each cadre member selects a mentor.

1. Ensure cost data is collected for all expenses related to the LDP and reported quarterly to
the LDP Program Manager.

m. Utilize the LDP database website to track and monitor the progress of cadre members.

n. If a cadre member transfers to another NAVFAC command, ensure completion dates and
information for all required LDP activities are in the LDP database website. LDP requirements
completed at the cadie member’s current command must be approved by the LDP Component
Coordinator in the ILDP' prior to transferting to another NAVEAC commang. Immediately
notify the LDP Program Manager of the cadre member’s transfer,

0. Inform the LDP Program Manager regarding any eligibility or progress detetrninations
resulting in removal from the program.

10. COMPONENT COMMAND NOMINATION PANEL (CCNP): The CCNP must be
configured per Merit System Principles. Panel members should be at an appropriate grade [evel
and representative of Command diversity.. It is recommended that commands have an
HR/personnel specialist as the Equal Employment Opportunity (EEQ) representative on the
panel (hon-voting member). The Component Command Nomination Panel will:

a. Sign Non-Disclosure Agreements.
b. Rate applicants” self-nomination packages using the approved crediting_pl‘an.
c. Conduct candidate interviews and recommends command nominations to the

Commander/Commanding Officer.

Enclosure {1}
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d. Partner with the local Commumty Managers to determine the priority order of Command
nominations to ensure succession planning efforts are considered.

‘. Complete the LDP Level 1 Command Nomination sheet.
f. Notify applicants whose names were not forwarded to the Component Coordinator,

I1. Mentors: A mentor is someone outside of the direct chain of comimand and preferably
outside the cadre member’s community. Use ofa supervisor as a mentor is discouraged but not
prohibited. Mentors will:

a. Complete a training.course in mentoring, if not previously trained.

b. Establish a Mentoring Partnership Agreement .(Append'i'x D-1) between themseélves and an
LDP cadre member.

¢c. Provide ind_ividua_l counseling, developmental guidance, and advice required of their
respective LDP cadre miember.

d. Review and approve Individual Leadership Development Plan (ILDP).

¢. Prepare to be a catalyst in the cadre member*s development by gathering the information
needed about the cadre membeér and his/her developmental needs, In gathering and using the

information, mentors should make use of the tools available (interviews, observations, and
surveys). A specific survey tool available to the mentor is a 360 degree assessment.

f. Assist the cadre member in his/her developmental planning and the design of their ILDP.

g. Partner with the cadre member’s supervisot, LDP coordinator, and other management
officials as required in the execution of the cadre mieimber’s. ILDP.

h.. Construct'ively evaluate developmental progress toward increased skill in leadership
competencies and partner with cadre member’s supervisor to identify additional developmental
opportunities when needed.

i. Communicate areas of needed improvemerit with suggestions of means to finther-develop.

j. Assess ILDP completion and make a recotnmendation for graduation.

k. NOTE: The meéntor must be sensitive to the employee/supervisor relationship throughout
the cadre member’s developmental period. The meritor and supetvisor must work closely

‘together to ensure that each is fully aware of the cadre member’s- developmental needs, plans and
progress.

2-4
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12. Supervisors: The Supervisor will:

a. Help identify individuals with the motivation and potential to complete the program;
engage in critical conversations up front. For those individuals not-endorsed, discuss reasons for
non-endorsement as well as developrerital opportunities available to help their development.
Supervisor must acknowledge arid agree to the time commitinent necessary to complete the
program,

b. Familiarize themselves with the LDP process 'inc_Iuding_-proig_ram-'d'eadlline's cadre will be
expected to meet.

¢. Pariner with the cadre member’s mentor, LDP coordinator, and other management officials
as required in the execution of the cadre member’s ILDP.

d. Actively work with the cadre member to ensure that assig__t'le'd work responsibilities support
and do not hinder ILDP completion.

e. Ensure completion datés and information for all required LDP -activities are in the LDP
database website. In the event a cadre member fransfers to another NAVFAC command, all
LDP requirements completed at the current command must be approved by the supervisor in the
LDP database website prior to fransferring to another NAVFAC command.

f. Provide support for the cadre member with sufficient funds and time away from assigned
duties to complete their training and developmient.

g. Provide frequent feedback on the success of the cadre member to demonstrate mastery of
developrental competencies identified in the ILDP and partner with the mentor to create
additional developmental opportunitiés when needed.

13. Local Community Managers: Local Community Managers will:

a. Endorse applications of candidates.

b. Provide input to the CCNP and participate in determining the priority-order of
command nominations.

14. Cadre Members: The Cadre Member will:

a. In partmership with the mentor, supervisor, and/or LDP coordinator, complete an intensive
competency-based development effort that will include a mix of developmental assignments.
‘The NAVFAC Workforce Development Continaum (Appendix B-1) provides the basis for
progressive competency development. Assignments shall include formal classroom and on-the-
job training, special assighments and tasks, rotational assignments, specific- developmental
projects, and may include relevant off-duty activities. Appendices C-1 through C-5 provides a
listing of competencies-and definitions.

2-5 o
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~ b. Establish a Mentoring Partnership Agreement between themselves and a mentor
{(Appendix D-1).

. In partnership with the mentor, supervisor, an‘dfbr’ LDP coordinator, develop an ILDP, the
basic building block used to plan and organize the individual cadre member’s development
efforts.

(1) The ILDP will be based on existing requirements at the tire of selection.
(2) Due date for Level 1 is no later than 30 days.
(3) Due date for Level 2 and 3 is no later than three months after the program start date.

(4) In developing the ILDP, a 360-degree assessment tool will be one method used to.
evaluate specific Iéadership competency needs. As they design the ILDP, cadre members should
consult with their mentor; supervisor, local community manager, LDP component ¢coordinator,
and local TFD Specialist to determine developmental needs.

d. Meetall program deadlines, regardless of TDY or leave, including those requested by the:
LDP Program Manager for information, training schedules, and other action by cadre members.
Failure to respond may result in a recommendation for dismissal from the program.

e, Complete all competency-based development outlined in the ILDP within the established
timeframe,

f. Enter completion dates and information for all tequired LDP activities in the I.DP database
website, which is used to track and menitor the: progress of all LDP cadre members.

(1) In-the event a cadre member transfers to another NAVFAC command, all LDP
requirements completed at the cadre member’s current command must be approved by the-
supervisot in the LDP database website and by the LDP Component Coordinator in the ILDP
prior to transferring to another NAVFAC comimand.

(2) ILDP and other required LDP documents should be transferred.to the new command
upon arrival.

h. Cadre members will maintain status of their progress using the LDP website:
https://nfi.navfac.navy.mil/ldp_cadre throughout their tenure in the LDP:

Enclosure: (1)
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CHAPTER 3
PROCEDURES

1. GENERAL ANNOUNCEMENT: As a fiist step in'the application process, NAVFAC HQ
publishes a general announcement-outlining the basic aspects of the LDP. This general
anriouncement (Appendix A) provides explanatory information about this initiative and
application procedures.

2. LEADERSHIP DEVELOPMENT PROGRAM (LDP) NO:TIC-E'_:-

a. The LDP Notice activates the general announcement and serves as the s’_pﬁeciﬁc- Tecruiting
bulletin by which candidates are alerted to an open period o apply.

b. Candidates apply for the LDP competition by responding to-a speeific, LDP Notice,
3. ELIGIBILITY:

a. ThelDPisa developmental privilege which uses the competitive process per Merit
System Principles. Individuals must meet all eligibility requirements prior to the LDP.
applieation closing date,

b. Any employee within the NAVFAC SYSCOM who meets the eligibility criteria may
apply for the LDP when announced (see page 5).

4. APPLICATION:

a. Prior to the Leéadership Development Opportunity anneuncement release, each local
Component Coordinator should include the following information on the announcement:

(1) Fill in all local application procedures.

(2) Provide local instructions on how to submit application packages

(3) Provide local Point of Contact information including address and phone number

b. The Self-Nomination Applications will be posted onthe NAVFAC Portal page during the.

LDP announcement timeframe. Applications for the LDP will be accepted during the open notice
period. Interested candidates MUST submit a complete package consisting of the following;

(1) Self-Nomination Form

'(2__) Resume — Resurne must include job titles, series/grade levels, and start/end
employment dates for each position; education and degree information; leadership and technical

training courses with completion dates; and professional licenses and certifications.

(3_) Community Manager and Supervisor Endorsement and Recommendation

3-1
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¢. NOTE: Applicants should present their qualifications concisely. Position descriptions,.
letters of appreciation, certificates of training, and prepared reports should not be included.
Applications must use font size 10 point or larger. Total package may not excéed 10 single-
sided pages.

d. Late, incomplete; or oversized packages will not be considered.

5. REVIEW OF NOMINATIONS:_ As defined under RESPONSIBILITIES, the Component
Command Nomination Panel (CCNP) will make nominee recommendations to the
Commander/Commanding Officer who will endorse the nominees to be forwarded, together with
certification of proper panel composition-and the Level 1 Command Nomination sheet to the
LDP Program Manager via email for action by the TFDD.

6. SELECTION OF LDP CADRE MEMBERS:

a. The TFDD will review component-submitted nominations and recomimeind nominees to
the ED for selection.

b. The ED will:
(1) Approve the final LDP selections.

{(2) Forward official notification letters to the compornent command’sCommander/
Commanding Officer.

¢. Commanding Officers and/or LDP coordinatois will:

(1) Arrange for official announcement and/or ceremony at the local command level to
acknowledge selectees.

(2) Advise and out-brief non-selectees.

d. LDP Program Manager will advise Public Affairs Office of selection notice for
distribution.,

7.. EQUAL EMPLOYMENT OPPORTUNITY / MERIT SYSTEM PRINCIPLES:

a. The LDP is designed to provide developmental opportunities for eligible permanent career
or career-conditional employees of the NAVFAC SYSCOM.

_ b. The selection and-development of cadre members will be per Merit System Principles and
Equal Employiment Opportunity (EEO) principles and requirements,

3-2 _
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¢. An employee who believes they have been discriminated against in & protected covered
class, may contact their servicing EEQ Office to initiate a discrimination complaint, Wheni
complaint activity arises, servicing EEO officials should contact NAVFAC Command Diversity
Officer at the following address:

Naval Facilities Engineering Command
ATTN: Command Diveisity Officer

1322 Patterson Avenue, SE, Suite 1000
‘Washington Navy Yard, D. C. 203745065

8. GRIEVANCE PROCEDURES: An employee who.is dissatisfied with non-selection or other
component action pertaining to completion of the LDP may file a grievance. Grievances must.be
filed through the employee’s component per local negotiated grievance procedures or established
Component Administrative Grievance Procedures.

9. PRIVACY ACT: The provisions of the Privacy Act of 1974 (Public Law 93-579) must be
followed throughout the administration of LDP processes. Title 5 USC 4103, 4115, and 4118,
authorizes the mainténance of a record system for Navy Employee Training and Developinent,
which includes LDP. '

3-3
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CHAPTER 4
CADRE MEMBER INFORMATION:

1. GENERAL:

a. Individuals selected into the LDP cadre will complete a series of development activities, as
outlined on the Leadetship Development Training Plans, for the appropriate program level.
Each cadre member will work with their mentot, supervisor, and/or LDP Coordinator to develop
an ILDP which will contain the elements listed in the Leadership Development Training Plan.
The ILDP satisfies the requirement for each employee to have an Individual Development Plan
and cadre members are not required to maintain-an eIDP in addition to the ILDP.,

b. A planned-and competency-based developmental effort for each cadre member is critical
to the successful developiment of the organization’s future leaders. Developmental activities are
planned to maintain and enhance a high level of performance within a dynamic socjal, economic,
and political environment. '

2. 360 DEGREE ASSESSMENT AND PROGRAM ASSESSMENT/FEEDBACK:

a. The 360 degree assessment will be used to collect feedback for individual competency
development needs. 360 degree assessments involve a candidate receiving helpful and relevant
feedback from peers, managers/executives, subordinate staff, team members, other staff,
customers or anyone whose views are. considered relevant. Feedback is presented using a
scoring or value j udgment system, and typically reflects job skills, abilities, attitudes, and
behavioral criteria. Cadre members will assess themselves using the same feedback instrument
and will receive coaching upon completion. of the process.

b. The results of the 360 degres assessmient will help cadre gain awareness of developmental
needs.and provide them with specific focus areas for the developmental activities they will
experience during the program.

¢. Each cadre member-and their supervisor will be required o complete a pre and post:
prograin assessment.

3. LEADERSHIP DEVELOPMENT TRAINING PLANS: The tables on the following pages
provide minimum requirements of the Leadership Development Training Plan for each Jevel.
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LEADERSHIP DEVELOPMENT TRAINING PLANS

Level 1 Leadership Development Training Plan

Length of
Program

One year (up to two years for NAVFAC EURAFSWA and Far East at the
discretion of the Component Coordinator).

Rotational
Assignments

Minimum of two rotations:

l.a. Public Works Department rotation (minimum of two consecutive
weeks). See description on Page 17 for further details. Objective: Increase
experience and awareness of providing service to our Supported
Commands.
-OR-

L.b. Financial Management or Business Directorate (minimum of two
consecutive weeks). Objective: Develop knowledge of total business
operations.

-AND-
2. Supervisory Rotation (mandatory 2-4 consecutive weeks) After
completion of supervisory training Objective: Obtain some level of
supervisory experience.

JSrpeciﬁc
Development
Project

Cadre members will be required to complete a group project that ideally
crosses business lines or is a cross functional project.

Personal
Assessment

The results of a 360 degree as well as pre/post proficiency assessments will
provide insight on developmental needs and provide cadre members with
specific focus areas for developmental activities that should be included in
the Individual Leadership Development Plan (IL.DP).

Education /
Training

Coordinated by Cadre/local Command:

1. Harvard Business School on-line courses to support requirements
identified on the 360 assessment. Registration guidance can be found at the
link below:
hllps:b’hub.navfac.na\-'y.mil;’wcbgcnterfcm1t__n;m;’conn;'Web(.‘cnterSpaccs_—
ucny/path/Enterprise%20Libraries/nfi/Pages/ldp/Idp_main_files/Instructions for
_Applying_for CLC Modules.pdf?lve.

2. Mandatory Basic HR Training for New Supervisors (provided by local
command HRO).

Corporate
Perspective

1. Interviews with five Business Line Coordinators (BLC), Support Line
Coordinators (SLC), Business Managers (BM) or equivalent within
Command.

2. Attend local governance board meetingsand local activities as determined
appropriate by the LDP Coordinator.

Mentoring

Cadre member will be mentored by a person senior to him/her.
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Funding

Local Command will fund travel to LDP HQ’s Training Session. Cential
funding Defense Acquisition Workforce Development Fund (DAWDF }is

available to fund other developmental activities for Acquisition Workforce.

(AWF) members. Local Command must be willing to fund non-AWF

‘members if central funding is not available.
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'LEADERSHIP DEVELOPMENT TRAINING PLANS CONTINUED

Level 2 [eadership Development Training Plan

Two years (three years for NAVFAC EURAFSWA and Far East at the

Length of Wo ye reey FNAVEAL BUE
Program -dlsc_r_e_hon of the Component Coordinator)
1. Three rotations total:
a. Two rotations will be a minimum of four consecutive weeks each
b. One rotation will be a one week shadowing (cadre member decides)
" Rotations will be within BL/SL/FA or DAWIA Career Field.
Rotational | 5 ECH I Cadre: ECH II, FEC ECH IV, and one TBD by éadre meniber.
Assignments -
3. ECHIII Cadre: FEC ECH IV, NAVFAC HQ ECH 11, and lateral
Echelon counterpatt.
4. ECH IV Cadre: ECH III, NAVFAC HQ ECH II, and lateral Echelon
counterpart.
Objectives: Rotation-outside your immediate organization;
Adoption and transfer of business practices; and
Develop network access across corporation
Specific Cadre members will be required to complete a project, as determined by
Development the LDP Component Coordinator.
Project
The results of a 360 degree as well as a pre/post proficiency assessment
Personal will provide insight on developmental needs and provide cadre members
Assessment. with specific focus areas for developmental activities that should be
included in the Individual Leadership Development Plan (ILDP).
Coordinated by Cadre/local Command:
1. Oneelective course on leadership, based on the results of the 360
Education/Traini assessment
ng

2. Mentoring Skills

3. Presentation Skills (i.e. constructing and delivering executive level
briefs)

4. Additienal training may be required, depending on’ requirenients of the
project Coordinated/scheduled by NFI.

5. Capitol Hill Workshop
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1. Int'erviews'with_S Business Line C(_)jor;dinat'ors.(BLC), Support Line
Coordinators (SLC), Business Manager (BM) or equivalent within

Corporate | command.
Perspective o
2. ‘Attend one local Business Management Board (BMB), one Executive
Steering Group (ESG), Position Management Board (PMB) meeting, and
local activities as determined appropriate by the LDP Comporient
‘Coordinator. '
Mentoring Cadre member will mentor an ifitern or: junior member of workforce
Cadre member will be mentored by a person senior to hira/her
Management | Management coaching sessions (Optional)
Coaching
Central funding Defense. Acquisition. Workforce Development Fund |
Funding %DAWDF- 18 available for -Ac%ilr_l‘sltljp_n Workforce (AWF) members. -Lo_Ca;l
Sl ommand must be willing to fund non-AWF members if central funding 1s

not available,
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LEADERSHIP DEVELOPMENT TRAINING PLANS CONTINUED

Level 3 Leadership Development Training Plan

Length of
Program

‘Two years (up to three years for NAVFAC EURAFSWA and Far East at.

the discrétion of the Component Coordinator)

Rotational
Assignments

Two rotations total;

1. Eachrotation will be no less than 4 consecutive weeks, outside of
DAWIA career field, BL/SL, and external to current command.

2. ECHII Cadre; One rotation will bé to NAVFAC ECH III or 1V, and
one external rotation to NAVFAC HQ. QObjective: Adoption and transfer
of business practices and develop network access across corporation.

3. ECH Il and IV Cadre: One rotation to NAVFAC HQ — Washington
DC. Objective: Develop a NAVFAC HQ petspective of business
operations and corporate managemient issues.

4. Level 3 cadre who do not have recent and/or substantial SUpervisery
experience will be required to complete a supervisory rotation. The

-supervisory rotation will be substituted for the external rotation '_r'a_ther than

the NAVFAC HQ rotation. The TFDD and/or LDP Coordinator have the
option of imposing this requirement.

Specific
Development
Project

Cadre members will be required to complete a.project, as determined by
the LDP Component Coordinator.

Personal
Assessment

The results of a 360 degree as well as a pre- and post-proficiency assessment
will provide insight on developmental needs and provide cadre members
withspecific focus areas for developmental activities that should be included
in the Individual Leadership Development Plan (ILDP).
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Coordinated by Cadre/local Command:
1. Oneelective course on leadership, based on the results of the 360

assessmient.
Education / . )
Training 2. Mentoring Skills
3. Additional training may be required, depending on requirements of the
project. '
4. Level 3 cadre who do not have supervisory experience will be required to
take NAVFAC Supervisory Course for new supervisors..
5. Coordinated/scheduled by NFI.
6. Capitol Hill Workshop or White House Workshop
1. Interviews with'5 Senior Executive Service (SES) personnel, (Cadre
‘member debriefs the LDP Component Coordinator).
Corporate o _ .
Perspective 2. Attend one local BMB, one ESG, one PMB meeting, and other local
activities as determinied appropriate by the LDP Component Coordinator.
Mentoring 1. Cadre member will mentor intern or lower-level cadre members
2. Cadre member will be mentored by a person senior to him/her
Management ‘Management coaching sessions (Optional)
Coaching
Central funding Defense Acquisition Workforce Development Fund
Funding (DAWDF) is available for Acquisition Workforce (AWF) memibers. Local

Command must bewilling to fund non-AWF members if central funding is

not available.
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4. ROTATIONAI ASSIGNMENTS:

-a, Rotational assignments are a critical element of the ILDP and are intended to provide
cadre members with experience outside of their area of expertise, as well as outside of thetr
orgamzation. The rotational assignments require a substantial investment of time and
considerable effort should be made in planning the assignment in order to achieve maximum
benefit to the development of cadre members. The hosting organization, as well as the cadre
member, is responsible for ensuring the experience contributes to ‘the achievement of leadership
competencies. At the end of each rotation, the cadre must meet with the rotation Spornsor to
review objectives.and evaluate the learning experience.. Completed rotational assignments must
be documented in the Quarterly Assessment/Evaluation Summary form (Appendix E-1).

b. Requirements of the rotational assignments:
(1) Level 1 Cadre:

(a) Level I cadre will complete a minimum of two rotations: A required supervisory
rotation, and eithera rotation at a PWD or FEC Business Directorate or Financial Management.
Department, dependent upon development needs.

(b) Mandatory: One rotation intc.a supervisory position within the immediate
command for-a minimum of two weeks is required. This rotation should occur after completion
of superyisory training listed in the Level 1 Leadership Development Training Plan. Ifa
determination is made by the local ‘Component Coordinator that a rotation into a supervisory
position is net practical, an alternate rotational assignment for two weeks will be identified,
which must include a supervisory shadowing assignment outside the immediate organizational
unit. Objective: Obtain a level of supervisory experience to include workload planning, time
‘management, and leadership skills.

(c) One rotation within cadre member’s immediate -command (within AOR for EchTL
and HI Commands) to a Public Works Department. Rotations will be coordinated via the
PWO/DPWO and will expose-the cadre member to the day-to-day operations of the PWD.
Objective: PWI’s are the service delivery platform to installations and their tenant commands.
The objective of this rotation is to experience the wide range of responsibilities within a PWD
(FMD, FEAD, Production).

1. For cadre members curtently within a PWD, the LDP Coordinator will assign
another rotation.

B 2. [f practical, the rotational assignment will be as a Deputy Public Works Officer
(DPWO), which would fulfill both the supervisory and PWD rotation requiremients.

(d) One rotation within cadre member’s immediate command to Financial Management
or Business Directorate for two weeks. Objective: Develop knowledge of total business
operations.
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(2) Level 2 Cadre:

(a) Level 2 cadre will complete three rotations total. Two rotations will be a minimurm
of four weeks each, and one rotation will be & ore week shadowing. Objective: Rotation outside
cadre member’s immediate organization to' develop network across:the corporation, transfer
knowledge of business practices, and gain appreciation for the variety of management issucs
across the corporation.

(b) Rotations will be within the Business Line, Support Line, or DAWIA Career Field

{¢) The cadre member, mentor, and supervisor will decide which rotational assignment
is best suited to the one week shadowing, and which two assighments are best accomplished
with the four week rotational assignments.

(d) Cadre fiom ECH I will perform one rotation at an ECH Il command, one rotation
ata FEC.(ECH IV) and one rotation to be determined by supervisor, menfor, and cadre member.

(e) Cadre from an ECH Il command will perform one rotation at FEC (ECH 1V), one
rotation at NAVFAC HQ (ECH II), and one rotation with their counterpart at a lateral Echelon.

(f) Cadte from an ECH IV command will performi oh¢ rotation at an ECE TIT
¢ommand, one rotation at NAVFAC HQ (ECH II) and one rotation with their counterpart at a
lateral Echelor.

(3) Level 3 Cadre:

(a) Two rotations total. Each rotation will be no less than four weeks, and will be
outside cadre member’s DAWIA career field and BL/SL.

(b) One rotation will be external to cadre membet’s current command. Objective:
Adoption and transfer of business practices; develop network access across corporation.

(c) One rotation will be to NAVFAC HQ —in Washington DC, with the exception of
ECH 1I cadre members, who will perforin orie rotation to a NAVFAC ECH 111 or IV and one
rotation external to NAVFAC HQ. Objective: Develop a NAVFAC HQ perspective of business
operations and corporate management issués.

(e) Cadre members who do not have recent and/or substaritial ; supervisory experience
‘will be réquired to complete a supervisory rotation. The supervisory rotation will be substituted
for the external rotation rather than the NAVFAC HQ rotation. The TFDD and/or LDP
Coordinator have the option of imposing this requirement.

(f) The hosting organization will assign a rotation sponsor and a co-sponsor to cadre
members. at their activity.
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{4) The Rotation Sponsor shall:
(a) Develop a rotation plan with the rotating cadre member.
(b) Provide a work space with computer and telephone (prior to start of rotation).
(c) Meet periodically to assess if the rotation is on track and following the rotation plan.

(d) Anticipate for pre-planned events and schedule changes by having alternate
activities identified.

(e) Conduct an “in-brief" to have the cadre member. introduced to the host’s functional
unit.

(f) Conduct an "out brief" to assess the rotation and accomplishments

(g} Coordinate rotations to coincide with strategy collaboration sessions, leadership
board and strategic leadership board meetings, Board of Directors meetings, etc. Cadre member
should be present in each of these meetings.

(h) Develop and collaborate on the rotation plan with the Component Coordinator to
ensurerotation objectives are specific, measurable, attainable and relevant.
(5) Recommended Rotational Experiences:
(a) Attendance'and participation in periodic strategic events (e.g., the Strategy
Collaboration Session, Leadership Boards, Board of Directors meetings, OPS/BO/BD

conferences, ¢te.).

(b} Attend governance meetings (BL/SL line meetings, BMB, Operations Assessment
Board, and ESG, cte.).

_ (c) Attend other meetings of significance (e.g., briefs to other Navy/CMC senior
leaders).

~ (e) Participate in a budget development event (Resource Allocation Plan, Program
Objective Memorandum, étc.).

(£) Courtesy call with appropriate senior leaders (including Supported Cothmanders, if
possible).

2. SPECIFIC DEVELOPMENT PROJECT

a. LDP cadre members will be reguired to complete a project. The project provides an
.opportunity for cadre to work across business/support lines on issues that will broaden
experience in program management, business analytics, policy development, and/or
identification and implementation of efficiencies.

(1) The type of project will be determined by the LDP Component Coordinator/Business,
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Director and may be a group project or an individual project.

(2) Projects assigned by Community Leaders should also be considered, as they provide the
opportunity to gain corporate wide exposure and experience.

(3) Projects should be challenging assignments and stretch the cadre member’s capability
and analytical skills.

(4) Projects that would normally be assigned as part of the cadre member’s regular job do
not fulfill the project requirement.

(5) Projects cannot be completed in conjunction with LDP rotations.

(6) Specific Development Projects should have broad implications and ideally cross
NAVFAC Business Lines/Support Lines.

b. LDP Project Statement:

(1) An LDP Project Statement will be prepared using the format provided in Appendix G-

(2) The LDP Project Statement is initially prepared when the project is identified and is
updated once the project is complete.

(3) The LDP Project Statements will be posted on a common site in order to provide
corporate-wide visibility of current and completed LDP Projects with the purpose of expanding
opportunities for LDP cadre to collaborate and identify follow-on projects that capitalize on
innovative ideas.

6. TRAINING AND EDUCATION:

a. Required courses are listed on each Leadership Development Training Plan.

(1) Level 1 cadre will utilize Harvard Business School on-line training at
http://icatalog.dau.mil/onlinecatalog/tabnavel.aspx?tab=HBS to meet development goals and
requirements,

(2) Level 2 and 3 cadre training requirements are listed on the training plan. The categories
of training are intentionally broad to accommodate individual developmental needs, ranging
from journey level to executive level development.
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b. Management coaching is eptional for Level 2 and Level 3 cadre members. Cadre
members should consult with their LDP Cootdinator, supervisor, and/or mentor io determine if
management coaching should be pursued. Ifso, management coaching should be included in the
cadre member’s ILDP. '

(1) The Civilian Employees Assistance Prograim (CEAP) provides up fo six sessions to
managers/supervisors to address/resolve a.specific.issue at no cost.

(2) External coaching services are also available on a limited basis.

(3) Interested cadre members should see their local TFD Specialist for additienal
mformation.

(4) Level 3 non-supervisors pursuing management coaching should contact NFI for further
information. '

(3) If management coaching is pursued, a one-page overview of the managentent coaching
experietice is part of the LDP graduation package.

¢. Cadre members who have completed a course listed on the Training Plans within the last
five years will not be required to retake the course, as noted in the above section. Cadre
miembers niay choose to repeat.a course if deemed appropriate for continued leadership _
development or as a refresher based on conversations with their supervisor, mentor, and/or LDP
Coordinatei/Business Director.

7. LDP TRAINING SESSION: An LDP training session is held at NAVFAC HQ at the
beginning of each year for newly selected LDP cadre members. It provides vital information to
assist LDP participants in navigating the LDP program and includes required training. Due to
the:importance of this session, it is a requirement for participation in the L.DP, With the
exception of medical reasons, no requests. for non-participation will be granted. Non-
participation will tesult iny the removal of'a cadre member from the LDP,

8. FUNDING: Central funding through DAWDF is available for developmental activities
including rotations, training courses, and associated travel for Acquisition Workforce (AWF)
members. Central funding for non-AWF members may also be available and is managed
through NAVFAC HQ TFDD; however, if central funding is not available, the local command
must-be willing to fund all associated costs of their cadre members.

9. QUARTERLY PROGRESS ASSES SMENT/EVALUATION: The cadre member, working
with the mentor, is required to document progress on their [LDP. Throughout the developmental
period, the cadre member will provide quarterly assessments/evaluations to their immediate
supervisor, mentor and the LDP Component Coordinator. During the program, the cadre
member will prepare and provide the mentor with written summaries of developmental
experiences. These '%SGSSlnenUGValuati'on's_, plus all supervisory, mentor, and cadre member
evaluations of individual assignments (Appendix E-1) will be included in the cadre member’s
ILDP file. Additionally, mentors should include in the file any recorded interviews and/or
observations, and surveys. Failure to provide required documentation could impact graduation’
fromthe program
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10. WITHDRAWAIL/DISMISSAL/PROGRAM LEVEL CHANGES:

a. Cadre members may voluntarily withdraw from the LDP. Reentry is by re-competition
durmg an open notice period and selection is‘not guaranteed.

b. Cadre members may be dismissed from the program if any of thie below occur:

(1) They fail to meet all program deadlines, regardless of TDY or leave. Failure to respond
may result in a recommendation for dismiissal from the program.

(2) They are not progressing in their development or are determiined to be unlikely or
unable to complete the ILDP within required program length.

(3) Their performance level falls below acceptable.

~ (4) They are not exhibiting one or more of the leadership attributes contained on (Appendix
B-1).

c. If; throughout the course of participation in the LDP, the cadre member voluntarily takes a
position which would otherwise disqualify from applying for the LDP (i:e., accepting a position
‘within NAVFAC at a grade lower than that which is fequired to apply for the LDP), the member
will be required to withdraw from the program.

d. Cadre- members that cannot.complete the requirements within the established progtam
timeframe for personal or professional reasons are encouraged to withdraw from the LDP- and re-
compete for the program dunng a future open announcement.

(1) If a Level 2 mnember receives a promotion making him/her eligible for Level 3, the
member may consult with the LDP Coordinator to determineé if he/she should be considered for
Level 3. The LDP Coordinator may submit a request to the LDP Pro gram Manager to-change
the member’s level. No program extensions will be granted to complete additional requirements
of a higher program level.

(2) If a Level 1 cadre member becomeés eligible and is interested in participating in Level 2
or 3, the cadre member will need to apply dunng an opén annouhcement period. Level [ isa
one-year program and is _substantxally different from Level 2 and 3.

(3) If a former cadre member does not complete the program and is selected again in a
subsequent announcement cycle, they will not be required to repeat activities that were
completed within the past five years (with the exception of the LDP Indoctrination sessmn) The
local LDP Coordinator and the LDP Program Manager will determine ILDP requirements.
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11. PROGRAM EXTENSIONS:

a. Extenston fo the program timeframes will only be considered in the case of a documented
medical condition or cadre members that are activated from the Military Reserve to Active Duty
during their program.

b. Requests for a program extension must be endorsed by the Community Manager and LDP
Coordinator and forwarded to NFI for consideration. of the TFDD. '

12. LEAVING THE COMMAND: Cadre members leaving NAVFAC will be dtopped from the

program. If the cadre member returns to a NAVFAC command, re-entry is by re-competition
during an open notice period and selectionis not guaranteed.
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CHAPTER 5
GRADUATION

1. GRADUATION REQUEST:

a. Upon-completion of-all the élements of the ILDP; the cadre member will schedule a
graduation interview with the Component Coordinator and initiate a “Graduation Request” form
(Appendix F-1). The form is to be completed and submitted to the local component coordinator
prior to the interview. using the local criteria and graduation policy as part of the submittal
package.

b. Local components, using their respective graduate approval process, will determine when
cadre members have completed the ITLDP and demonstrated mastery of all developmental
competencxes

¢. The submittal package will include as a minimum, but is not restricted to:
(1) Graduation Request form
(2) Completed and signed ILDP

(3) Self-Assessment questionnaire which includes the Program Assessment completed by
the cadre member-and the supervisor

(4) One-to-five page summary of developmerital accomplishments while in the program

(5) Career Development Plan or ILDP outlining career goals for the next two years and a
plan of developmental activities to achieve those goals.

(6) Completed LDP Project Statemenit

(7) One page overview of the Management Coaching experience for Level 2 and 3 cadre
members (if applicable)

(8) Digital photo and a brief testimonial for virtual LDP Graduation poital page

(9) Graduation packages will be submitted to the local Component- Coordinator, who will
endorse and forward them to the NAVFAC Program Manager.

2. G_RADUATION.:- Final approval for graduation of LDP cadre resides with the local command
with the review and concurrence of the NAVFAC Program Manager.
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innovation, Leadership, Performance

LEADERSHIP DEVELOPMENT PROGRAM
20XX ANNOUNCEMENT

PURPOSE:

This notice announces the opportunity to apply for the NAVFAC Leadership Development
Program (LDP). This announcement also provides information on eligibility requirements,
application procedures, and the selection process. The Leadership Development Program
Instruction 12410.1A provides specific program information and can be accessed at
https://hub.navfac.navy.mil/go/NAVFAC LDP

Interested candidates should discuss applying for the program with their supervisor. Upon
supervisor and community manager endorsement, candidates should then submit their
applications following their local command procedures outlined below.

LEADERSHIP DEVELOPMENT PROGRAM OBJECTIVE:
The LDP provides for deliberate development through progressive learning opportunities

consisting of formal education and training, rotational assignments, and other
developmental activities.

ELIGIBILITY REQUIREMENTS:

To be eligible, applicants must meet ALL of the following criteria by the LDP application
closing date:

1. Have completed at least the first year of the probationary period and not be on a time-
limited appointment;

2. Occupy on a permanent basis at least a GS-12 or WS-12 level position;
3. Must have held the minimum GS-12 or WS-12 for one year;
4. Be a NAVFAC employee for the past 12 months;

5. Must have completed the supervisory probationary period, ifapplicable;

6. Applicant must be fully compliant with mandatory certifications and training requirements;
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7. Have and maintain a performance rating of record of acceptable or equivalent; and
8. Must be able to attend the LDP Training Session in Washington, DC.

9. Have familiarity of the NAVFAC organization, structure, and strategy

CLOSING DATE:

Applications will be accepted from through

APPLICATION PACKAGE MUST INCLUDE:

Self-Nomination Form;

Resume; and

Community Manager/Supervisor Endorsement/Recommendation Form.

NOTE: Website links will be provided with application forms with the release of the NAVFAC
LDP announcement.

Applicants should present their qualifications concisely. Position descriptions, letters of
appreciation, certificates of training, and prepared reports should not be included.
Applications must use font size 10 point or larger. Total package may not exceed 10 single-
sided pages. Late, incomplete, or oversized packages / pages will not be considered.
LOCAL APPLICATION PROCEDURES:

[To be completed by the Component Coordinator]

1. Insert all local application procedures.

I

. Provide local instructions on submission of application packages.

i

Provide POC information including address and phone number.
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NAVFAC Workforce Development Continuum

Innovation, 1

Career Segments

Competency
Lead Self Lead Team / Projects / People Lead Organizations / Programs
Gl'oup Entry Journeyman Expert
GS1-GS10, WT, WG1-WG7 GS11-GS12, WGB-WG10, WD, WL GS$13-GS15, WG11-WG16, WS

Senior Executive

20. Technology & Data Management
19. Financial Management
P SR i:. ::oj“:&ﬁmnmm

16. Influencing & Negotiating
15. Strategic Thinking

14. Evidence-Based Decision-Making

13. Decisiveness

Supervisory 12. Conflict Management
11. Developing Others
10. Building Diverse Teams

9, Service Motivation

8. Continual Learning

7. Problem Solving

6. Communicating for Results

Foundational  E REIRRRAR S SR SR IREHER
4, Integrity

3. Resilience
2. Initiative
1. Accountability

Technical As determined by Navy Occupational and Career Fields, ICW NAVFAC BL/SL SME

Local Geographic-based requirements determined by the local Command
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NAVAL FACILITIES ENGINEERING COMMAND
LEADERSHIP DEVELOPMENT PROGRAM

COMPETENCY DEFINITION

FOUNDATIONAL COMPETENCIES

COMPETENCY

DEFINITION

Accountability

Takes responsibility and ownership for decisions, actions,
and results. Accountable for both how and what is
accomplished.

Initiative

Voluntarily takes the first steps to identify and address
existing and potential obstacles, issues, and opportunities.

Resiliency

The ability to grow and thrive in the face of challenges and
bounce back from adversity.

Integrity

Behaves in-an honest, fair, and ethical manner. Shows _
consistency in words and. actions. Models high standards of
ethics.

Interpersonal Skills

Treats others with courtesy, sensitivity, and respect. Ability.
1o be a good team member. Considers and resporids
appropriately to the needs and feelings of different people
in different situations.

Cominunicating for Resilts

Clearly and effectively transmits technical and enterprise
concepts, ideas, feelings, opinions, and conclusions orally
and in writing. Listens attentively and for comprehension.
Rehiforces words through empathetic body language and

tone.

Problem Solving

Ant_icipat'es, i_de'nfi_ﬁe__S, and defines problems. Seeks root
causes. Develops and implements practical and timely
solutions.

Continual Learning

Assesses and recognizes own' strengths and weaknesses:
pursues self-development.

Service Motivation

Shows a comumitment to serve the public-and other key
stakeholders. Ensures that actions meet public needs;
aligns organizational mission, objectives, and practices
with stakeholder interests. Demonstrated commitment to
the NAVFAC mission.

Building Diverse Teams

Inspires, fosters, and manages a diverse, inclusive, and
committed team that creates trust and pride to achieve the
NAVFAC vision and mission. Facilitates cooperation and
motivates team members to ‘accomplish:group goals.

Developing Others

Develops the ability of others to perform and contribute to
the organization by providing constructive feedback and
opportunities to learn through formal and informal methods.

Enclosure (1)
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COMPETENCY DEFINITION

SUPERVISORY COMPETENCIES

COMPETENCY

DEFINITION

Conflict Management

The ability to-manage and resolve concerns, disagreentent, and
conflict in & constructive manner. Encourages creative tension
and differences of opinions. Anticipates and takes steps-to
prevent counter-productive confrontations.

‘Decisiveness

Obtains information and identifies key issues and implications
to make informed and objective decisions.

Evidence-based

Guides data collection, analysis, and synthesis with.a varjety of
stakeholders and sources in an unbiased manner to reéach an
objective conclusion, goal, or judgment, and to enable optimal

Decision Making strategic and leadership decision-making.
Stratesic Thinki Innovates through analysis of issues and trends and how these
trategic Lhinking link to responsibilities, capabilitics and potential of the
organization.
_ Uses persuasion to gain support and cooperation; explores
Influencing & positions and alternatives to reach outcomes that gain
Negotiating acceptance of all parties.

Project & Program
Management

Implements, participates in, and evaluates the results of
programs, projects, or-processes, and manages related
resources, personnel, and-activities to successful completion.

Human Capital
Management

Builds and manages workforce based on organizational goals,
budget considerations, and staffing needs. Ensures that
employees are appropriately recruited, selected, developed,
appraised, and rewarded; dcts to address performance
problems. Manages a multi-sector workforce and a variety of
work situations.

Financial Management

Understands and monitors the organization's financial
processes. Prepares, justifies, and administers the program
budget. Oversees procurement and contracting to achieve
desired results.

Technology & Data
Management

Keeps up-to-date on technological developments and makes
effective uge of technology to.achieve results. Ensures access
to and security of technology systems. Plans and manages data
storage and retrieval systems by applymg generally daccepted
data standards and processes.

Enclosure (1)
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Mentoring Partnership =23 INLAT™
Agreement Innovation, Leadership, Performance

The Mentoring Partnership Agreement is a tool to be used to foster fluid communication and understanding of each other’s
expectations. Each party should keep a copy of this agreement; make every effort to fulfill the terms of the agreement and to
document partnership, assignments, and accomplishments in applicable individual development plan.

= MiNneenrg Corrwmeanc

We are voluntarily entering into a mentoring relationship. We want this to be a rich, rewarding experience with most of our time
together spent in professional development activities. To this end, we have mutually agreed upon the terms and conditions of our
relationship as outlined in this agreement.

Initially, we will establish specific and reasonable expectations and set ground rules for our mentoring sessions. Going forward,
we will set timelines, e.g., specific deadlines for skills assessment, drafting the IDP, identifying areas for improvement and
appropriate strategies, based on the mentee's particular needs.

We agree that information about our personal or private lives shared in the course of our mentoring partnership shall not be
disclosed to any other person, unless required by federal, state, or local laws and regulations.

Relationship Expectations follow:

Mentor will help, support, and encourage mentee in managing and mastering work responsibilities. Mentor will share with
mentee professional work experiences and proven development practices. We will learn from and with each other,

We will work together to solve problems that are important to the mentee and issues that are important to mentor for your career
development. Although the mentor may not have all the answers for the mentee, the mentor will help the mentee frame the
questions that will lead to development of answers.

We will treat each other with respect and keep our commitments to each other (e.g., appointments, assignments, and agreed-upon
expectations).

We will treat everything that transpires in our mentoring relationship with confidentiality, within the reasonable bounds upon
which we have agreed.

Frequency of Meetings:

We will attempt to meet at least [XX] time(s) each week/month (circle one) in person or by phone. We will meet for at least
minutes for each session. If we cannot attend a scheduled meeting, we agree to notify one another in advance via our agreed upon
method of communication.

Duration of Agreement:

We agree to abide by this agreement for [XX] months and review in 3-month increments. If circumstances change and/or the
mentoring relationship is no longer desired, it may be ended at any time. If possible, the closure of a mentoring partnership
should be done in a face-to-face session.

Miscellaneous Rules of Engagement:

We agree on dedicating our scheduled time to work on identified arcas. Should there be a need to have access to telephone, email
or other interruptions during our sessions, we will mutually set up our rules of engagement to provide for the most effective use
of our session without compromise to the effort.

Mentee Signature & Date Mentor Signature & Date

D-1
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NAVAL FACILITIES ENGINEERING COMMAND
LEADERSHIP DEVELOPMENT PROGRAM

MEMORANDUM

From: Cadre Member

To:  Menfor _

Subj: LEADERSHIP DEVELOPMENT PROGRAM ASSESSMENT / EVALUATION
SUMMARY

Ref: (a) Leadership Development Program Handbook

In accordance with reference (a), I am providing the following report for the period _
through '

Training: _ o _
(List:dates, competencies enhanced, what the benefit was)
¢y

@)

Work Experiences: |
(List dates, competencies enhanced, what the benefit was)

(1)

(2)

Readings this period:

(List competencies that were enhanced, what the benefit was)

1)

2)

Rotational Assignment: __ _

(List dates, location, assignment sponsor; objective, and description of what was
accomplished ~ Include competencies that were enhanced. )

(1

@)

Assessment on status of completing the ILDP: (i.e., on track or not and what help is needed,
if any.)

Copy to: _
Component Coordinator:

E-1
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LEADERSHIP DEVELOPMENT PROGRAM

'Cadre' Member:

Level:
L] [l ]
GS-12/13 (Non—Supv_)_ GS8-12/13 (Supv) GS-14/15
e-mail address: Telephone Number:
Title: Date Entered: Completion Date:
- Organization: | Code: | Current Series / Grade Level:

Cadre Member's Comments:

Signature and Date:

Supervisor's Comments:

Signature and Date:

Component Coordinator's Comments:

Signature and Date:

Mentor's. Comments;

Signature and Date;

Commander/Commanding Officers' Comments:

Signature and Date:

Enclosure-(1)
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