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W
hether you’ve been with 
the Defense Contract 
Management Agency 
for years or have just 
entered the agency, 
consider DCMA’s 

career guides your road maps for 
professional development. 

The guides, which have been 
in development since 2004, 
give employees an idea of the 
knowledge, skills and abilities they 
need and are expected to possess 

at certain grades, according to Dan 
Mielke, workforce development 
division chief. “[The guides] give 
employees some ownership of the 
level of professional development 
that they need to achieve,” 
Mielke said. “It gives employees 
the opportunity to look at the 
competencies they need to  
be successful.”  
 
As stated in the “Overall Career 
Guide,” competencies are 
observable, measurable patterns of 
skill, knowledge, ability, behavior 
or any other characteristics that 
an employee needs to perform a 
work role successfully. “In general, 
competencies are the brainpower 
or the know-how required to 
accomplish the mission now and 
into the future,” according to  
the guide. 

Although career guides are not 
available for every career series, 
Mielke said, they are available for 
the major occupational series: 
1101, 1102, 1103, 1150, 200, 
300 and 500. Guides are not yet 
available for the 800 and 1900 

series. If a guide is not available 
for your particular series, the 
“Overall Career Guide” includes 
a comprehensive overview of 
the workforce and professional 
development philosophies and 
opportunities available at each 
level. All available Career Guides 
may be found on DCMA’s Web 
portal at https://portal.dcma.mil/
portal/server.pt?open=512&objID
=3956&PageID=0&cached=true&
mode=2&userID=6745.

The broad-reaching goal of the 
career guides is to communicate 
DCMA’s career development 
philosophy and provide guidance 
on career progression, educational 
choices and developmental 
opportunities at DCMA. One 
of DCMA’s strategic goals is to 
enable its employees to excel, and 
by achieving this goal, DCMA is 
able to accomplish its mission of 
delivering strong customer service 
through efficient business processes. 

Each career guide has learning 
maps that lay out a variety of 
skills and competencies needed 
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to advance at different career 
levels; primary and secondary 
courses required to gain these 
competencies; names and duration 
of courses; method of instruction; 
and course providers. Additionally, 
if an upper-level employee wishes 
to take a course from a lower career 
level, he/she is free to do so.

Mielke stressed the importance 
and usefulness of computer-based 
training courses through SkillPort/
SkillSoft, which are available to 
any employee at any time. Mielke 
said employees can take these 
courses on their own time or, 
with supervisory approval, may 
be able to coordinate time during 
duty hours to complete some CBT 
courses. “Every employee coming  
 
 

in and every employee already 
in should self-evaluate and see 
what gaps he or she has and use 
the guide to map out how to fill 
those gaps,” Mielke said. “Even in a 
tight budget year, you can still use 
CBTs.” Computer-based courses 
are available for a wide variety of 
competencies, including human 
resources certifications, Six Sigma 
training, Microsoft applications 
and leadership, to name a few.

Although development of the 
career guides was a costly venture 

at approximately $1.5 
million, it was well worth 
the effort, especially for 
completing individual 
development plans, 
Mielke said. IDPs are 
formal documents 
that identify specific 
competencies 
and training 
needed to develop 

professionally, including 
developmental activities or 
assignments for on-the-job 
education, costs and projected 
milestones for completion of 
activities, according to the “Overall 
Career Guide.” Added Mielke, 
“Professional development is a 
commitment by you to excel. The 
agency will help out, but if you 
want it, you have to go out there 
and get it.”  
 
When compiling an IDP, Mielke 
said, the employee should focus 
on one technical, one leadership 
and one overall competency he/
she needs to improve in order to 
complete a plan that is practical 
and executable for the year. “I 
would never sit down and write an 
IDP, and as a supervisor I would 
never review for approval an IDP, 
without using a career guide,” 
Mielke said. For current employees, 
IDPs should be reviewed at least 
semi-annually to evaluate progress.

Mielke stressed that the main 
reason DCMA developed the 
career guides is that every 
employee can take a look and 
determine what competencies are 
expected of him or her for his or 
her particular series and grade. 
Then, the employee can do a self-
evaluation and determine where 
his or her competency gaps are and 
use the career guides to map that 
competency to courses available for 
professional development.

Professional development is a commitment by you to excel.

The agency will help out, but if you want it, you have to go out there 

and get it. — Dan Mielke

The “Career Guides” learning maps are useful tools to help you decide what 
competencies you need to advance to the next career level. First, locate the 
competency you need to develop. Then identify your career level and locate the 
learning map code that corresponds to your targeted competency and level. Finally, 
look up the learning map code in Table B of the “Career Guide” for more information 
about the course, its duration, instruction method and provider.
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