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1.  WHAT IS THE REAL ESTATE CAREER PROGRAM and HOW DOES IT WORK?
    a.  CAREER PROGRAM OBJECTIVES  

The main objective of the U.S. Army Corps of Engineers, Real Estate Career Program is to provide trained, highly qualified realty specialist and appraisers for future technical and managerial/leadership positions to meet current and future staffing requirements.  The real estate mission in the Corps of Engineers involves four major functional areas: planning, acquisition, appraisal, and management and disposal.  The Corps of Engineers has real estate missions for the Department of the Army, the Department of the Air Force and other Federal and non‑Federal agencies as assigned.

    b.  COVERAGE

The Real Estate Career Program covers positions with the U. S. Army Corps of Engineers in Series 1170, Realty Specialist or Realty Officer, and Series 1171, Appraiser.  Employees not currently serving in real estate positions in the 1170, or 1171 but otherwise qualified, including employees in the excepted service who possess personal competitive status, may participate on a voluntary basis.

    c.  REFERRAL

Careerists are required to apply for positions under Merit Promotion procedures with the Civilian Personnel Operations Center (CPOC) announcing the vacancy.  The appropriate CPOC will announce each vacancy for thirty days on the Army Civilian Personnel Online (CPOL) Internet site with an Army-wide area of consideration. Vacancies may also appear on the USA Jobs OPM web site. Applications are to be submitted to the announcing CPOC using the RESUMIX system.  Careerists must carefully follow the application instructions issued by the CPOC for each announcement.

An automated vacancy announcement system is available to all careerists at the OPM web site.  This is a voluntary registration system that enables careerists to register for the 1170 or 1171 job series in any location or agency.  So anytime there is an announcement for a position in the job series for which a careerist is registered, an e-mail notification is sent automatically to the registrant.  To register go to http://profiler.usajobs.opm.gov/ .  However, being registered does not relieve the careerist of the responsibility to personally stay informed on possible vacancies and to apply for positions on time.  Whenever the system is down or there are other technical problems, careerists are still responsible for applying for positions by the closing date of an announcement. 

    d.  ROLES AND RESPONSIBILITIES
         (1)  THE REAL ESTATE CAREER PROGRAM MANAGERS (CPM):  

 Who:  Division/District Chiefs of Real Estate
         (2)  THE REAL ESTATE CAREER PROGRAM MANAGER (CPM) serves as the principal counselor to supervisors on career program matters.  A CPM provides information on career matters, realistic goal settings, opportunities within the command and other commands, and training and developmental activities. The Career Program Manager:

(     Acts As Advisor/Coach/Mentor

· Serves As Counselor For Supervisor

· Monitors Training Of Interns, Realty Specialists, & Appraisers

· Recommends Training For Performance And Career Progression

(3)  THE CHIEF OF REAL ESTATE AT DIVISION/ DISTRICT LEVEL is responsible for assuring that interns receive training in accordance with the Master Intern Training Plan and that other careerists are afforded training and development assignments as defined in Section II of this Handbook.
        (4)  SUPERVISORS, as leaders, have a responsibility to provide career counseling to help employees develop to their highest potential.  Career counseling that logically leads to development of a career plan (Individual Development Plan (IDP)) that includes short and long-range career goals and the actions needed to achieve them.  

Career planning is the responsibility shared by  the employee, supervisor, the CPM and the Training Office.  A realistic, well‑conceived career plan should be flexible enough to accommodate changed or unexpected development opportunities and to recognize multiple ways (where several exist) of arriving at employees’ goals.  Supervisors are responsible for:

· Providing information to employees

· Providing training and development opportunities

· Helping employees develop career development plans and IDP

· Consulting with employees to review training needs and performance

· Providing employee performance counseling and feedback

(5)  CIVILIAN PERSONNEL ADVISORY CENTERS (CPAC’s) are responsible for the effective administration of the Real Estate Career Program in these primary areas:

· Processing promotion rosters, and ensuring regulatory processes.

· Assisting supervisors/managers with training needs and requirements, and processing requests.

· Providing program support and technical assistance on career management actions taken in support of EEO goals.

· Ensuring use of available recruitment sources including those that produce qualified minorities, women and disabled persons.

· Advising on various recruitment strategies to achieve the goal of the Real Estate Career Intern Program.

(6)  YOU ARE PRIMARILY RESPONSIBLE  for your own development, coordination and planning.  However, you may need advice and assistance from your supervisor and management to formulate your career plans to be consistent with your functional needs.  Involving supervisors and career program managers in career planning can ensure that your career development is consistent with both functional and individual interests and needs.  You need to be sure that you:

· Take time to write a good resume.

· Learn how to take an interview

· Actively review training and development plans and carry them out

· Pursue outside training and developmental assignments.

· Take responsibility for learning.
        (7)  MENTOR(S) / MENTORING

It is frequently advantageous to select a mentor from a formal mentoring program, if your activity has such a formal program.  You can also select someone informally, such as a person who has a good perspective of the Corps mission, and how your organization fits into the broader goals and objectives that transcend day‑to‑day routine operations.  If a formal mentoring program is not available for you to use, your Supervisor or Career Program Manager (CPM) can provide the name(s) of possible mentors.

A mentor is a person (or persons) willing and able to devote time to discuss and review your career plans with you and to guide and direct you in career planning.  This person is usually a supervisor or manager who knows your background (or with whom you are willing to share this information) and who also knows or can surmise where you fit most comfortably in your organization.  

A mentor may serve as a sounding board in order for you to clarify your career plans in your own mind.  Then you will be able to incorporate your personal and family requirements more comprehensively with your work situation.

You will want to review your options for a mentor and decide whether to discuss your career desires and needs with:

· A person in another function where you may have an interest in being reassigned.

· A person who does mentoring for a number of employees and has an excellent overview of all types of training, educational and developmental avenues,

· An individual who is a personal friend and can guide you in your career and personal development.

2.  REAL ESTATE TRAINING, EDUCATION, AND DEVELOPMENT SYSTEM (RETEDS)

    a.  OBJECTIVE  
The objective of training and development is to develop real estate professionals and leaders who will acquire a broad general knowledge of Army operations, a specific knowledge of real estate functions, and technical competence in specialized real estate occupational areas as well as necessary managerial and leadership competencies.  In order to be of the most benefit to the Corps and to ensure career progression, individuals must eventually master a number of related skills.  The amount of training afforded to you must be carefully planned to assure the greatest immediate and long range benefits.  The Real Estate Training, Education, and Development System (RETEDS) is broad, permitting adaptation and implementation consistent with varying needs of individuals and organizations.

Guidance for implementing RETEDS in the Corps of Engineers is outlined herein.  The plan blends the  technical, management and leadership training needed by high potential civilians aspiring to higher 

positions in the career program.  It makes maximum use of structures and relationships already established in the Real Estate Career Program and described in ER 690-1-955.  This plan pertains to all Department of the Army civilians eligible for coverage under the Real Estate Career Program.

RETEDS also defines the blend of technical, supervisory, managerial, and leadership training at the appropriate intern or upward mobility (GS 5-9), intermediate or management (GS 11-12), and Executive (GS 13-15) stages of a real estate professional's career.  The Master Intern Training Plan (MITP) is described in detail in ER 690-1-955, Appendix A.  RETEDS provides the structure for assuring that high potential civilians receive the training and development necessary to fill key positions and that the Corps receives maximum productivity with our existing resources.

Specifically, it assures that high potential, motivated professionals who aspire to top positions will:

(     Have opportunities to strengthen their technical knowledge, experience and operating management capability.

(     Have opportunities to strengthen their policy development capability.

(     Have opportunities to strengthen their managerial and leadership skills and abilities.

(     Have opportunities to strengthen their oral and written communication skills

(     Have opportunities to develop business acumen (financial management, human resource management, and technology management)

(     Have a road map to the more complex on-the-job experiences and training.

    b.  STRUCTURE
Real estate and appraisal professionals generally work in four major functional areas: planning and control, acquisition, appraisal, and management and disposal.  These functional areas are defined in ER 690-1-955. This plan uses existing line management, career program management, and human resource management organizations in the operation of the program.  The Director of Real Estate's HQUSACE representative, with the assistance of the Workforce Steering Committee, will guide the operation and advise the director on needed changes.  The chairman may, as needed, set up task forces to accomplish detailed planning and evaluation.
The information provided in this section will help you select and plan for the necessary training needed for progression within the real estate community.  

In addition to attending government-sponsored training, you must be committed to self-development and education and pursue self-development activities outside the training discussed in this section.  The real estate activities of the Corps of Engineers are unique in that no identical counterpart exists in private industry. The range, scope and complexity of work calls for the development of individual skills not generally required in any other organization concerned with real property activities.  You are expected to devote a reasonable amount of time to study, reading, and self-improvement activities, and should be encouraged to participate in appropriate professional societies and associations.  
Although the supervisor is a principal advisor and guide, the Chief of Real Estate as the CPM is an advisory resource to whom the supervisor can refer you for advice outside his or her own area of expertise.   In addition, each district may appoint an independent advisor to counsel those of you who need additional help in establishing career goals.  The advice and counsel of senior personnel can be of immeasurable value in developing your individual plan, whether based on the relatively immediate goal of improving your performance, or on a long-range plan calling for course of study leading to professional degrees.  

All careerists will, with the assistance of their supervisor, prepare an Individual Development Plan (IDP) in accordance with a career ladder and development plan.  The IDP must identify all activities necessary to reach the desired goal; it is not intended to be accomplished in one year.  The IDP must be approved by the CPM and should be updated annually. Career ladders and development plans provided in this handbook will aid advisors in their duties.  DA Pamphlet 690-43 (A Supervisor's Guide to Career Development and Counseling for Career Program Employees) is an excellent guide to develop this plan.

3.  CAREER LADDERS

The career ladders shown below are recommended career paths for progression to advanced positions in Realty Specialist/Appraisal and Realty Officer areas.  These career ladders are NOT considered the only way to reach your desired position, but they are the most likely way.   These ladders provide for crossing between the 1170 (realty specialist) and 1171 (appraisal) job series, however, it should be noted that it is difficult in practice above the GS-09 level.  In particular, the 1171 job series requires specific educational and experience to be qualified at higher grade levels.
These configurations show possible cross-functional moves based upon appropriate training and experience and similarities in basic technical skills and interrelationship of  the missions (i.e., certain functional areas interact to carry out the mission).  Lateral assignments for cross-training within a given job series are possible.   Cross-training between the four main functional areas of real estate is highly recommended to rise to more advanced positions. 
While it is not mandatory that you agree to accept transfers of employment on a Corps-wide basis, it is essential that you understand and appreciate the importance of varied assignments as an integral part of the total career development process.  The duties of some positions, particularly those at senior grade levels, can best be performed by employees who have had a variety of work experiences at lower grade levels or in certain geographical locations.  To this end, you should consider yourself an employee of the Corps rather than an employee of a particular organizational entity.  Career progression may, in measure, be dependent upon your willingness to accept rotational or new assignments that offer developmental opportunities, crossing geographic and functional lines.

The next page shows the possible career ladders for realty specialists (1170) and appraisers (1171).
1171

GS-15

Chief Appraiser, HQ

GS-14

Chief Appraiser, Division

Staff Technician, Division, HQ

GS-13

Chief Appraiser, District

Staff Technician, Division

GS-12

Senior Appraiser or 

Review Appraiser

GS-11

Staff Appraiser

GS-09

Junior Appraiser

                          GS-5/7

                        Real Estate Intern

              College graduates; OPM                        Registers, transfers,

             and  reassignments



1170

 GS-15

Deputy Director, Division Chief, Team

 Leader HQ; Chief of RE Division or District

GS-14

Chief of Real Estate District,

Functional Chief, Division 

Staff Technician or Program Manager, HQ

GS-13

Branch Chief, District;

Staff Technician, Division or HQ

                                                  GS-12

Senior Realty Specialist  

First Line Supervisor

Team Leader

GS-11

Journeyman Realty Specialist

GS-09

Junior Realty Specialist

Legend:

Represents career progression within a series.

Represents possibilities for lateral and progressive

career moves between 1170 and 1171 series.

However, this does not imply that an automatic 

crossover is permitted.  Careerists must meet all

 of the qualifications.

4.  COMPETENCIES 

Senior incumbents in each functional area have identified the knowledges and abilities, (i.e. competencies) required for top performance in the positions.

Competencies are shown below.  Competencies identified are generic and indicate that, given technical experience, careerists in the 1170 & 1171 series can cross functions if they meet the qualifications for the requisite job series.  This was illustrated in the preceding career ladders.

Technical and functional competencies required may vary widely within the 1170 and 1171 job series and there is a mandatory requirement for on-the-job experience in line management within the 1171 series. It is highly recommend that anyone aspiring to a Chief, Real Estate Division position have multi-functional experience.

Important general knowledges and abilities for real estate careerists are shown below.  For example, some general knowledges needed for acquisition positions are:

Knowledge of regulations, policies practices and procedures governing acquisition of real property and related functions.  Primarily AR 405-10, AFR 87-1, and ER 405 1-12 (10)

Knowledge of PL 91-646 (12)

Knowledge of policies and requirements for project cooperation agreements (17)

Ability to develop new or revised policies, methods, procedures, programs, or solutions to problems (g)

Each knowledge has a number in parentheses at the end of the description.  Each ability has a letter in parentheses at the end of the description.  These same knowledge numbers (and ability letters) are also listed in the Master Training plan in the column headed Knowledge - Abilities to indicate what knowledge(s) and ability(ies) each course will address.
Remember, however, that knowledges are obtained through job experience as well as formal training and the courses teach the knowledges at varying levels of complexity.

5.  KNOWLEDGES AND ABILITIES

    a.  BASIC KNOWLEDGES 

· Knowledge of Federal, State, and local realty laws, practices, regulations and procedures (1)

· Knowledge of real estate contracts (2)

· Knowledge of real estate conveyances (3)

· Knowledge of land title and curative procedure (4)

· Knowledge of legal descriptions, plats and technical drawings (5)

· Knowledge of the appraisal process and approaches (6) 

· Knowledge of estates or interests in real estate (7)

· Knowledge of the organizational structure and inter-relationships of elements of the Army Air Force, Corps of Engineers (8)

· Knowledge of environmental and cultural laws and regulations (9)
b.  ACQUISITION

· Knowledge of regulations, policies practices and procedures governing acquisition of real property and related functions.  Primarily AR 405-10, AFI 32-9001, and ER 405-1-12 (10)

· Knowledge of regulations and policies in connection with the planning procedures for real estate acquisition. (11) 

· Knowledge of laws, guidelines, and procedures regarding  DERP and FUDS (12)

· Knowledge of requirements of Title III, PL91-646, in dealing with landowners (13)

· Knowledge of benefits available under Title II, PL 91-646 (14)

· Knowledge of regulations, policies and procedures regarding the leasing of real property (15)

· Knowledge of condemnation process (16)

· Knowledge of policies and requirements for project cooperation agreements (17)

· Knowledge of procedures for relocation of facilities (18)

· Knowledge of closing procedures (19)

· Knowledge of the administration of the Homeowners Assistance Program including the disposal of houses (20)

c.  MANAGEMENT AND DISPOSAL

· Knowledge of regulations pertaining to management of real property (AR,AFR, DAR, DOD1, FPMR, and ER 405-1-12) (21)

· Knowledge of regulations pertaining to disposal of real property (AR, AFR, DAR, DOD1, FPMR and ER 405-1-12) (22)

· Knowledge of outgranting procedures, processing and documentation (23) 

· Knowledge of disposal procedures, processing and documentation (24)

· Knowledge of utilization and compliance inspection procedures, processes and documentation (25)

· Knowledge of timber management practices (26)

· Knowledge of base realignment and closure procedures, policies and regulations (27)

· Knowledge of land management practices (forestry, agronomy,etc.) (28)

· Knowledge of wildlife management practices and techniques (29)

· Knowledge of recreation and natural resource planning and management practices (park management, resorts and marina operations) (30)

d.  APPRAISAL    

· Knowledge of the regulations governing the appraisal process, e.g., Army and Department of Justice regulations (31)

· Knowledge of appraisal practices, principles, approaches, methods and techniques (32)

· Knowledge of natural resource valuation including minerals,  water, water rights, etc. (33)

· Knowledge of timber appraising (34)

· Knowledge of lesser interests appraising, including easements,  leasing, etc. (35)

· Knowledge of industrial appraising (36)

· Knowledge of rural (farm, ranch, orchard) appraising (37)

· Knowledge of urban (residential, apartment, commercial) appraising (38)

· Knowledge of the methods and techniques of gross appraisals for planning documents (39)

· Knowledge of real estate finance practices and the general economic principles including highest and best use analysis (40)

· Knowledge of condemnation procedures in Federal courts (41)

e.  PLANNING AND CONTROL
· Knowledge of regulations, policies, and procedures governing acquisition planning and related functions primarily, AR 405-10, AFI 32-9001 and ER 405-1-12 (42)

· Knowledge of regulations, policies and procedures governing programming, budgeting and management of funds for real estate requirements (43)

· Knowledge of the regulations and procedures governing real estate audits and the documentation thereof (44)

· Knowledge of cartography for real estate mapping including CADD (45)

· Knowledge of the procedures governing the preparation, establishment, retention, management and disposition of real estate records (46)

· Knowledge of methods and procedures governing real property accountability and reconciliation (47)

· Knowledge of application of automated systems (48)

f.  ADMINISTRATIVE   

· Knowledge of the federal position management policy and principles (49)

· Knowledge of Federal performance appraisal policy and it's application to incentive awards, training, and adverse personnel actions (50)

· Knowledge of equal employment and affirmative action regulations, policies and objectives (51)

· Knowledge of real estate programming procedures and scheduling techniques (manpower, budgeting and funding) (52)

· Knowledge of basic economic principles as they apply to the real estate profession and related activities (53)

· Knowledge of organizational policies, program goals, and priorities (54)

g.  GENERAL ABILITIES
· Ability to plan and organize:  Ability to establish objectives, requirements, priorities, and deadlines in order to determine the course of action for work (a)

· Human relations ability:  Ability to interact with others in a one-on-one or group (Often called ‘team work”, “cooperation”, ”interpersonal skills”, “ability to meet and deal”, “tact” and “diplomacy”)  (b)

· Ability to Analyze:  Ability to obtain information, define problems, identify relationships, evaluate quality, assess impacts, and make conclusions / recommendations; includes the ability to determine quality of projects, programs, or performance by comparison against regulations or objectives (c)

· Ability to innovate:  Ability to develop new or revised policies, methods, procedures, programs, or solutions to problems (d)

· Ability to initiate action:  Ability to independently originate action. (one who demonstrates this ability is often called a "self-starter") (e)

· Ability to communicate orally:  Ability to brief, instruct, explain, advise, negotiate, or persuade on real estate matters. (f)

· Ability to write:  Ability to express clear and specific ideas in writing (e.g., reports, memoranda, and manuals) (g)


h.   LEADERSHIP / MANAGERIAL ABILITIES  

· Ability to direct work activities:  Ability to assign or delegate work and to monitor the work of others (h)

· Ability to develop and implement an organizational vision which integrates key national program goals, priorities, values and other factors. (i)

· Ability to balance change and continuity - to continually strive to improve customer service and program performance with the basic Government framework. (j)

· Ability to create a work environment that encourages creative thinking, and to maintain focus, intensity and persistence, even under adversity. (k)

· Ability to design and implement strategies which maximize employee potential and foster high ethical standards in meeting the organization's vision, mission, and goals. (l)

· Ability to make timely and effective decisions and produce results through strategic planning and implementation and evaluation of programs and policies. (m)

· Ability to acquire and administer human, financial, material, and information resources in a manner which instills public trust and accomplishes the organization's mission, and to use the new technology to enhance decision making. (n)


i.  OTHER ATTRIBUTES

· Build relationships

· Seek problem resolution

· Ability to work with diverse groups

· Ability to be proactive
· Flexible

· Adaptable

· Innovative

· Self-starter

· Ability to direct

· Ability to work as a team member

· Write, speak, listen well

· Manage time and resources

· Accept criticism, avoid defensiveness

· Think and act corporately
6.  CAREER DEVELOPMENT PLANS

The career development plans below show the training and developmental assignments, which, along with longer term assignments to positions in the career ladders, provide the competencies necessary for maximum effectiveness in the advanced positions.   Levels at which activities are shown are considered appropriate, but are not to be construed as the only levels at which an activity may occur.  There is a common pattern of emphasis on strengthened training in supervisory, management, leadership, communications, and resource management skills, in both the ll70 and 1171 series.

Developmental assignments are specifically shown in the Career Development Plans.  Some are identified as mandatory to obtain the necessary competencies for certain advanced positions.   A common requirement for candidates for these positions in all functions is extensive management experience in the function far beyond that which can be gained by a temporary developmental assignment.

CAREER DEVELOPMENT PLAN

GRADE 5/7/9   INTERNS – REALTY SPECIALIST/APPRAISERS

FORMAL CLASSROOM
ON THE JOB/DEVELOPMENTAL



REALTY SPECIALIST:
One or more Prospect Course

         -Planning & Control

         -Acquisition

         -Management & Disposal

         -Appraisal & Leasing

         -Relocation Assistance

-Negotiation Techniques

-Real Estate Principles & Practices

-Real Estate Law

-Appraisal Principles

-Appraisal Procedures

APPRAISERS:
         -Appraisal Principles

         -Appraisal Procedures

         -Prospect Acquisition Course

         -Appraisal & Leasing

         -Standards of Professional Practice

         -Basic and Advanced Capitalization

         -Courses that would qualify an 1171 for                    certification/licensing

BOTH:
-Intern Leadership Development Course (DA)

-Action Officer Development Course (DA)

-Basic Environmental Courses

-Effective Communications

-Computer Application as appropriate, i.e.,

         -Word Processing

         -Spreadsheets

         -Windows

         -REMIS

-Customer Service

Teaming Training


Rotational on the job training assignments in all

functional areas of Real Estate per the Master Intern Training Plan

         Planning & Control

         Acquisition

         Appraisal

         Management & Disposal

PLUS

Other organizational elements, i.e.,

Planning, Programs/Project

Management, Natural Resource

Management as available

Membership in Professional Real Estate Societies and other Professional Societies

OFF SITE NON-DUTY HOURS:
-Real Estate Law (usually available at local

colleges/universities/continuing education.

         -Real Estate Sales

         (at 5/7 level – offers basic

         real estate information)

         -Asset Management

         -Real Estate Financing



CAREER DEVELOPMENT PLAN

GRADE GS-11 – REALTY SPECIALISTS/APPRAISERS

FORMAL CLASSROOM
FORMAL CLASSROOM
ON THE JOB/

DEVELOPMENTAL

REALTY SPECIALIST:
Continuing Real Estate Prospect

Courses listed previously adding:

Condemnation

Internal ROW Courses

(IRWA) to include:

-Principles of Real Estate

Acquisition

-Relocation Assistance

-Land Title

-Legal Aspects of Easements

-Property Descriptions

-Federal Real Property Leasing

-Techniques of Negotiating

-Federal Real Property Leasing

-Federal Space Management

   Policies & Procedures

It is recommended that Realty Specialist at the GS-11 level take Appraisal Principles and Procedures

-Basic Project Management Training
APPRAISERS:
Narrative Report Writing

-Eminent Domain

-Real Estate Acquisition

-Advanced Rural Appraisal

-Advanced Rural Case Studies

  (as mission requires)

-Case Studies in Pre-Valuation

-Standards of Professional

   Practice

-Appraising Easements

-Natural Resources

   Valuation

-Courses that would qualify an 1171 for certification/licensing
-Participate in Professional

Societies

         -Professional

           Registration

Assignments between functional areas of real estate recommended

         -Serves as Acting Section

            Chief or Team Leader on

            intermittent basis.

            -Participate in local formal

         leadership programs (“Bridge

         to Leadership”) which

         require an established

         number of non-duty

         hours of self study.

BOTH:
-Environmental Laws &

  Regulations

-Presentation or Briefing Skills

-Report Writing or

  Technical Writing

-Action Officer Development Course (DA)

-CREST Participation (Optional)

-Basic Contracting Course

-Teamwork Conflict Management



CAREER DEVELOPMENT PLAN

GRADE GS-12 – REALTY SPECIALIST/APPRAISERS

FORMAL CLASSROOM
FORMAL CLASSROOM
ON THE JOB/

DEVELOPMENTAL

REALTY SPECIALIST

Continues technical course

Listed at GS-11 level, as 

Appropriate

Courses offered by:

         -Prospect Courses

         -IRWA Courses

         -Management Concepts

         -etc.

-Federal Real Property Lease Law
APPRAISAL

Continue technical course listed at GS-11 level, as appropriate

Courses offered by:

- The Appraisal Institute

- IRWA 

-Advanced Ranch Appraisal

-Advanced Appraisal Review

 (as mission requires)

- Courses that would qualify an 1171 for certification/licensing
-Professional Registration

-Participation in

  Professional Societies

-Experience in Planning,

  Programming, and Budget

  Development

-Supervisory experience

  (generally at section levels) or

  serving as a Senior Realty

  Specialist or Team Leader)

BOTH:
-Environmental Training

-Communications Skills

-Quality Management

-Continued Contracting Courses

-Computer Applications

-Presentation/Briefing Skills

-Team Building & Team Leadership (OPM)

-Supervisory Development Course (DA) (if supervisor or team ldr.)

-Leadership Education and Development (LEAD) Course (DA) 

-Project Management Courses

-Army Management Staff College
-Serve as Acting Branch Chief on

  intermittent basis

-Detail to Division or HQUSACE

-CREST participation (optional)

-Required continuing appraisal

  education to maintain state

  certification

-DLAMP

CAREER DEVELOPMENT PLAN

GRADE GS-13 – REALTY SPECIALISTS/APPRAISERS

FORMAL CLASSROOM
FORMAL CLASSROOM
ON THE JOB/

DEVELOPMENTAL

REALTY SPECIALIST

-Technical refresher courses of all kinds as needed
APPRAISER

-Real Estate Investment

  Analysis

-Quantitative Methods

-- Courses that would qualify an 1171 for certification/licensing
-Participation in Professional

  Societies

-Professional Registration

-Supervisory experience of

  Branch level

-Serves as Deputy Chief or

  Acting Chief on intermittent

  Basis

-Staff Technician at Division

  or HQ level

-CREST participation

  (optional)

-DLAMP

BOTH:

-Seminar for New Managers (0PM)

-Personnel Management for Executives (DA)

-Personnel Management for Executive II (DA)

-Management Development Seminar (OPM)

-Environmental Policy Issues

-Sustaining Base Leadership for Leadership and Management (SBLM) Program  Army Management Staff College

-Leadership Education And Development (LEAD) (DA)

-Supervisory Development Course (DA)

-Organization Leadership for Executives

-Management Development Course (DA)

-Leadership Skills for Non-Supervisors and Non-Managers (OPM)




CAREER DEVELOPMENT PLAN

GRADE GS-14/15 – REALTY SPECIALISTS/OFFICERS/APPRAISERS

FORMAL CLASSROOM
ON THE JOB/DEVELOPMENTAL

-Technical/Functional Training and Refreshers as needed

-Personnel Management for Executives

-Personnel Management for Executives II

-Organizational Leadership for Executives

-Executive Development Seminar (OPM)

-Natural Resource Seminar and other relevant OPM seminars

-Leadership Assessment Program (OPM)

-Leadership Skills for Non-Supervisors and Non-Managers (OPM)

-Management Development Course (DA)

-Management Development Seminar: Leading Organizations (OPM)

-Executive Development Seminar: Leading 

Change

- Courses offered by the OPM Management Development Centers and the Federal Executive Institute to strengthen OPM leadership competencies

-Leadership for a Democratic Society (OPM) The Federal Executive Institute


-Real Estate Chief at District/Division level

-Functional Chief at Division or

   program manager/team leader/division chief at HQ level

-Professional Registration

-Participation in Professional Societies

-Serve in non-Real Estate leadership

  positions

-Serve on special task forces and boards

-DLAMP

7.   DETAILS, DEVELOPMENTAL & ROTATIONAL ASSIGNMENTS
In order to broaden your knowledge, skills, and abilities you should welcome a detail to another position in your own or another work area when a person is on extended leave or assignment to another position. You can also enhance your career by filling in on other employee's jobs during vacation time.  Your supervisor can provide you with information regarding details.

Developmental/rotational assignments within each district are normally for a one-year period; however, there are six month to four year rotations.  Employees who are offered rotational assignments have voluntarily indicated an interest in such assignments.  CPM’s and supervisors usually rotate persons by an exchange with another branch or functional office, or to back-fill behind someone on long term-training (LTT) or other temporary vacancies.  If the job experience requirement is critical to the employee or the Functional Chief, a developmental/ rotational assignment can be initiated without an exchange.  Your supervisor can give you information on developmental or rotational assignments.

You are strongly encouraged to participate in Leadership Development Programs (LDP’s) which may involve formal course work and rotational assignments.  These LDP’s  include programs like the DOD’s Defense Leadership and Management Program (DLAMP) as well as district developed programs.

8.  MASTER TRAINING PLAN

Where a specific source for a course is not listed on the Master Training Plan below it should be understood that the course title is generic and that there are multiple sources.  The cost of training-- tuition, travel and per diem--must be locally funded and provided within a Real Estate district or division's annual training budget.  Definitions of the categories of training used are as follows:

Priority I -- This is vital training required for successful performance on the job (i.e., you cannot perform the duties of the position successfully without it), or to meet certain certification mandated by higher authority (DA, OMB, USACE, OPM, or law).  It must be completed within specified time frames before or after entry into the position or it will have an adverse affect on mission accomplishment.  In the Real Estate career program this training is usually required for individuals initially selected into intern, supervisory/managerial positions, or individuals in the GS-1171 job series. The Real Estate Civilian Career Program Master Training Plan identifies this training with a “P1.”

Priority II -- This category covers important training that you should have for effective performance-- training that directly affects the quality of mission accomplishment.  Although this training should be completed within a specified time period, it may be deferred due to lack of funding.  The Real Estate Civilian Career Program Master Training Plan identifies this training with a “P2.”

Recommended--This category covers training that would be beneficial for the systematic replacement of skilled employees through career management as well as performance enhancement.  The Real Estate Civilian Career Program Master Training Plan identifies this training with an “R.”
Competitive Training -- Includes training for which you will be competitively selected (both short-term and long-term training) to develop you for positions with greater responsibilities in your career field.  Competition involved allows all eligible employees to compete so that those with the highest potential for advancement receive the training.  For short-term training, this category would include executive development programs less than 120 days.  For long-term training, this category includes Army-wide programs such as senior service colleges, university programs, and developmental assignments over 120 days.  The Real Estate Civilian Career Program Master Training Plan identifies this training with a “C.” 
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  KNOWLEDGE – ABILITIES
     INTERN

   INTERMEDIATE


   MANAGEMENT








THAT THE COURSE
       LEVEL

           LEVEL


         LEVEL





1170
1171
                                                         COURSE
 MAY ENHANCE
5
7
9
11
12
13
14
15
                                              SOURCE

1
P2
P1
REAL ESTATE APPRAISAL PRINCIPLES COURSE 110
6,32
X
X
X





APPRAISAL INSTITUTE

2
P2
P1
APPRAISAL PROCEDURES COURSE 120
6,32,53
X
X
X





APPRAISAL INSTITUTE

3
P2
P2
REAL ESTATE ACQUISITION
2,3,4,5,7,10,11,13,14,15,16,17,18,19
X
X
X
X




PROSPECT

4
P2
P2
REAL ESTATE BASIC OUTGRANT / DISPOSAL
2,3,5,7,9,21,22,23,24
X
X
X
X




PROSPECT

5
P2
P2
REAL ESTATE MANAGEMENT & DISPOSAL 
2,3,5,7,9,21,22,23,24
X
X
X
X




PROSPECT

6
P2
P2
REAL ESTATE PLANNING & CONTROL
5,42,43,44,45,47
X
X
X
X




PROSPECT

7
P2
P2
REAL ESTATE APPRAISAL IN LEASING
6,10,11,15,31,32,35
X
X
X
X




PROSPECT

8
P2
R
REAL ESTATE RELOCATION ASSISTANCE
1,13,14
X
X
X
X




PROSPECT

9
P1
P1
INTERN LEADERSHIP DEVELOPMENT COURSE
54,a,b,c,d,e,f,g,
X
X
 





CENTER FOR ARMY LEADERSHIP

10
R
R
LEGAL ASPECTS OF EASEMENTS
7,35
X
X
X





INTERNATIONAL ROW

11
R
R
UTILIZATION AND DISPOSAL OF REAL PROPERTY
21,22,24,25,27
X
X
X





GSA

12
R
P1
BASIC INCOME CAPITALIZATION
6,32,36,38,40,53

X
X





APPRAISAL INSTITUTE

13
R
P1
ADVANCED INCOME CAPITALIZATION
6,32,36,38,40,53

X
X





APPRAISAL INSTITUTE

14
P2
R
FEDERAL REAL PROPERTY LEASING COURSE 1049
10,11,15

X
X
X




MANAGEMENT CONCEPTS

15
P2
R
REAL ESTATE CONDEMNATION
16


X
X
X



PROSPECT

16
P2
P2
REAL ESTATE PRINCIPLES & PRACTICES
1,2,3,4,5,6,7,9,53
X
X






LOCAL ACCREDITED INSTITUTE

17
P2
R
REAL ESTATE LAW
1,2,3,4,7,9
X
X






LOCAL ACCREDITED INSTITUTE

18
R
P1
STANDARDS OF PROFESSIONAL PRACTICE
1,6,32,53

X
X
X




APPRAISAL INSTITUTE AND OTHERS

19
P2
P2
ENVIRONMENTAL LAWS & REGS
1,9,10,11,21,22,23,24,28,31
X
X
X
X




PROSPECT

20
P2
P2
UNDERSTANDING ENVIRONMENTAL CONTAMINATION IN REAL ESTATE COURSE 603
1,9,10,11,23,24,26,28
X
X
X
X




INTERNATIONAL ROW

21
R
N
TECHNIQUES OF NEGOTIATING FEDERAL REAL PROP LEASES COURSE 1081
10,15


X
X
X



MANAGEMENT CONCEPTS

22
N
R
PRINCIPLES OF RURAL  APPRAISAL 
6,37


X
X
X



ASFMRA

23
R
P2
RESIDENTIAL CASE STUDY COURSE 210
31,32,37,38


X
X
X



APPRAISAL INSTITUTE

24
R
P1
REPORT WRITING AND VALUATION ANALYSIS COURSE 540
6,31,32

X
X
X




APPRAISAL INSTITUTE

25
N
P2
EMINENT DOMAIN
16,41


X
X
X



ASFMRA

26
N
R
INDUSTRIAL VALUATION SEMINAR
36,53


X
X
X



APPRAISAL INSTITUTE

27
P2
N
FEDERAL REAL PROPERTY LEASE LAW COURSE 1050
7,10,15

X
X
X
X



MANAGEMENT CONCEPTS

28
P2
N
COST AND PRICING ANALYSIS OF LEASE PROPOSALS COURSE 1031
15


X
X
X



MANAGEMENT CONCEPTS

29
P2
P2
CONFLICT RESOLUTION COURSE 4185
51,54,c
X
X
X
X
X



MANAGEMENT CONCEPTS

30
N
R
STATE CERTIFICATION EXAM PREP SEMINAR - GENERAL
1,6,32


X
X
X



APPRAISAL INSTITUTE AND OTHERS

31
N
R
STATE CERTIFICATION EXAM PREP SEMINAR - RESIDENTIAL
1,6,32,38


X
X
X



APPRAISA INSTITUTE AND OTHERS

32
P1
P1
ACTION OFFICER DEVELOPMENT COURSE
 a,b,c,d,e,f,g,

X
X
   X




Center for Army Leadership

33
N
P2
VALUATION OF CONTAMINATED PROPERTIES COURSE 407
1,6,9,31,32,36,37,38



X
X



INTERNATIONAL ROW

34
P2
N
PRINCIPLES OF PROJECT MGMT COURSE 6100
8,17,54,h


X
X
X
X
X
X
MANAGEMENT CONCEPTS

35
P2
N
PROJECT MANAGEMENT
8,b,d,h


X
X
X
X
X
X
PROSPECT

36
P2
R
BRIEFING TECHNIQUES
E


X
X
X



USDA

37
P2
R
NEGOTIATING TECHNIQUES
c,d,e


X
X
X



USDA

38
P2M
P2M
UNDERSTANDING HUMAN BEHAVIOR
b,c,e,d,50



X
X



USDA

39
P!M
P!M
SUPERVISOR DEVELOPMENT COURSE
49,50,51,a,b,c,h,



X
X
X


CENTER FOR ARMY LEADERSHIP

40
P1M
P1M
INTRODUCTION TO SUPERVISION
49,50,51,b,c,h


X
X




USDA

41
RM
RM
WORKFORCE DIVERSITY COURSE 4098
c,e



X
X



MANAGEMENT CONCEPTS

42
P1M
P1M
FAIRNESS IN THE WORKPLACE: EEO, SEXUAL HARASSMENT, AND THE ADA COURSE 4190
51,54



X
X



MANAGEMENT CONCEPTS

43
N
R
RANCH APPRAISAL
37



X
X



ASFMRA

44
N
R
ADVANCED RANCH APPRAISAL
37



X
X



ASFMRA

45
N
R
ADVANCED RURAL APPRAISAL
37



X
X



ASFMRA

46
N
R
ADVANCED RURAL CASE STUDIES
37



X
X



ASFMRA

47
N
R
ADVANCED RESOURCE APPRAISAL
34,35,37,39



X
X



ASFMRA

48
N
P2
ADVANCED APPRAISAL REVIEW
32



X
X
X


ASFMRA

49
R 
P2
NARRATIVE REPORT WRITING



X
X






50
P2
P2
CE CONTRACT LAW
n




X
X
X

PROSPECT

51
P2
P2
CONTRACTING BASICS FOR ADMINISTRATIVE PERSONNEL
n




X
X
X

USDA

52
P1M
P1M
LEADERSHIP, EDUCATION, AND DEVELOPMENT (LEAD)
8,49,50,51,a,b,c,d,e,f,g,h



X
X
X


ARMY CMD GENERAL STAFF COLLEGE

53
R
R
Sustaining Base Leadership and Management Program (AMSC)
54,a,b,c,d,e,f,g,h





X
X
X


54
P2M
P2M
PERSONNEL MANAGEMENT FOR EXECUTIVES
49,50,a,b,c,d,e,f,g,h




X
X
X
X
CENTER FOR ARMY LEADERSHIP

55
N
R
ADVANCED SALES COMPASISON AND COST APPROACHES COURSE 530
32,40


X
X
X



APPRAISAL INSTITUTE

56
P1M
P1M
MANAGER DEVELOPMENT COURSE
49, 50,51,a,b,c,d,e,f,g,h,





X
X
X
CENTER FOR ARMY LEADERSHIP

57
P2M
P2M
PERSONNEL MANAGEMENT FOR EXECUTIVES II
49,50,51,a,b,c,d,e,f,g,h
      




X
X
X
CENTER FOR ARMY LEADERSHIP

58
R
R
LEADERSHIP SKILLS FOR NON-SUPERVISORS AND NON-MANAGERS
a,b,c,d,e,f,g,h,I,j,k,l,m,n





X
X
X
OPM

59
RM
RM
SEMINAR FOR NEW MANAGERS- LEADING PEOPLE
a,b,c,d,e,f,g,h,I,j,k,l,m,n





X
X
X
OPM

60
P2M
P2M
MANAGEMENT DEVELOPMENT SEMINAR- LEADING ORGANIZATIONS
49,50,51,a,b,c,d,e,f,g,h





X
X
X
OPM

61
RC
RC
THE PRESIDENT'S EXECUTIVE INTERCHANGE PROGRAM
a,b,c,d,e,f,g,h,i,j,k,l,m,n






X
X
WASHINGTON, DC

62
RC
RC
SLOAN FELLOWS PROGRAM
a,b,c,d,e,f,g,h,i,j,k,l,m,n






X
X
MASS INST OF TECH AT STANFORD UN

63
R
R
DYNAMICS OF PUBLIC POLICY
a,b,c,d,e,f,g,h,i,m77






X
X
OPM

64
P2M
P2M
EXECUTIVE DEVELOPMENT SEMINAR-LEADING CHANGE
a,b,c,d,e,f,g,h,i,j,k,l,m,n77






X
X
OPM

65
RC
RC
FELLOWSHIP IN CONGRESSIONAL OPERATIONS
a,b,c,d,e,f,g,h,i,j,k,l,m,n




X
X
X
X
WASHINGTON, DC

66
RC
RC
ARMED FORCES STAFF COLLEGE
a,b,c,d,e,f,g,h,i,j,k,l,m,n




X
X
X
X
ARMED FORCES STAFF COLLEGE NORFOLK VA

67
RC
RC
PRINCETON ED PROG FOR FEDERAL OFFICIALS AT MID-CAREER
a,b,c,d,e,f,g,h,i,j,k,l,m,n






X
X
PRINCETON UNIV

68
P2
P2
ORGANIZATIONAL LEADERSHIP FOR EXECUTIVES (OLE)
a,b,c,d,e,f,g,h,i,j,k,l,m,n





X
X
X
CENTER FOR ARMY LEADERSIP

60
RC
RC
INDUSTRIAL COLLEGE OF THE ARMED FORCES
a,b,c,d,e,f,g,h,i,j,k,l,m,n







X
FT MCNAIR, WASHINGTON, DC

70
RC
RC
US ARMY WAR COLLEGE
a,b,c,d,e,f,g,h,i,j,k,l,m,n







X
CARLISLE BARRACK, PA

71
RC
RC
NATIONAL WAR COLLEGE
a,b,c,d,e,f,g,h,i,j,k,l,m,n







X
FT MCNAIR, WASHINGTON, DC

72
RC
RC
LEADERSHIP FOR A DEMOCRATIC SOCIETY
a,b,c,d,e,f,g,h,I,j,k,l,m,n,







X
FEDERAL EXECUTIVE INSTITUTE



















LEGEND:














P1 = Priority I














P2 = Priority II














R = Recommended














M = Managers or Potential Managers














C = Competitive














N= Normally does not apply











9.  FLEXIBILITY AND MOBILITY

Development assignments will be used to meet the objectives of the career program. They should be incorporated in your Individual Development Plan. Your desire and willingness to be flexible in developmental assignments will be an added advantage when you are considered as a candidate for promotion. 

Another consideration is mobility.  Geographic mobility involves a move to a different city for job purposes, and "occupational mobility" involves a job change (e.g., Appraiser to Realty Specialist, or Realty Specialist to Appraiser).  Occupational mobility may or may not involve geographic mobility.  It's important to remember that the required managerial and leadership training and developmental opportunities often may not be available at your current duty station.  The Corps expects you to demonstrate a willingness to accept training and developmental assignments in different functional and geographical areas in order to attain the requisite training, development and experience qualifications for advanced positions.

Because of the Corps’ investment in your training and career development, the Corps expects you to demonstrate a willingness to compete for other positions outside your own geographical area.  While it is not mandatory that you agree to accept transfers of employment or compete for jobs on a Corps-wide basis, it is essential that you understand and appreciate the importance of varied assignments as an integral part of the total career development process.  The duties of some positions, particularly those at senior grade levels, can best be performed by employees who have had a variety of work experiences at different echelons or in different geographical locations. 

10.  REALITY CHECK

While planning your career goals, you should continually make "reality checks" to assure that you have the required knowledges, skills, and abilities to prepare and qualify for the position in which you are interested.  Remember, you play a major role in establishing your career goals and planning the way in which to achieve them.  The supervisor can mentor and advise you and to make certain that you understand your responsibilities in this area.  The reviewer, the CPM, and your selected mentor are available for advising also.  

11.  SUMMARY 
This handbook provides written guidance to help in the planning process.  Career choices made at the intermediate level are significant to progression to advanced positions.  Self development activities such as pursuing professional registration, off duty education, professional society activities, and outside reading are also important and are the careerist's responsibility.  Self development activities are very important and should be encouraged by your supervisor.  By doing so, it shows the commitment you have made to improve your ability while concurrently being a more marketable person for the Corps of Engineers.

