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A.  BACKGROUND:


1. The purpose of the Emerging Leaders Program (ELP) is to provide individuals who have exhibited leadership potential at the GS-09 through GS-12, Wage Rate-09 and above, and company-grade officer levels, the opportunity to further develop and refine their leadership skills.  Additionally, ELP participants will have the opportunity to observe the leadership styles of their peers and the Corps Senior Leadership.  


2.  Attending the Emerging Leaders Conference (ELC) is one of the early steps in developing leaders for the future of the Corps.  Upon completion of the conference and the associated workshops, participants are expected to continue their self-development.

B.  PURPOSE:

In keeping with the Corps goals to revolutionize effectiveness, seek growth opportunities, and invest in people, each Commander and Director shall develop and implement steps to incorporate the Emerging Leaders (EL) into their own strategic plans and operations.  Steps shall provide the following: (a) Command emphasis, (b) a written plan that encompasses selection, mentorship, and utilization of Emerging Leaders, and (c) maintenance and measurement of the plan.    Cornerstones of the plan include:  (a) involvement, (b) teaching/montoring, (c) publicity, and (d) experience.  Plans are designed to be flexible and enhance creativity.  To receive the highest rate of return on our investment, we must use the Emerging Leader resource pool to its fullest extent.  The SWD plan focuses primarily on 5 years after attendance to the SWD Emerging Leader Conference or promotion to GS-13.  This plan contains “above the line”, or mandatory, elements (indicated by bold print), as well as “below the line” elements that may be implemented at the Commander’s discretion.
C.  ROLES:

1.  HQUSACE:  

(a) Provide the Command emphasis necessary to ensure Commanders fully understand the purpose of the program and its importance in implementing the USACE Strategic Vision.

(b) Administer the program from a corporate perspective, and provide/support opportunities for ELP participants to hone leadership skills.

(c) Serve as role models for emerging leaders.

2.  Division Commander:

(a) Provide the Command emphasis necessary to ensure subordinates fully understand the purpose of the program and its importance in implementing the Strategic Vision.

(b) Provide guidance to ensure that people with high leadership potential are nominated/selected to attend the ELC.

(c) Use ELC members/alumni for special projects and developmental assignments.

(d) Select Command Council Liaison  member to support the Division Commander.  The EL will act as a shadow to the Division Commander at HQ BOD meetings for a period of  one year and one month overlap. . 



(e) Maintain and measure success of this plan.


(f) Schedule time with ELP members during Staff Assistance and other visits to 
Districts/Projects.



(g) Use ELP members as pulse checks for new initiatives/procedure.



(h) Provide for appropriate funding for developmental assignments, training and 


professional development to sustain the viability of the Emerging Leaders Program.

3.  District Commander:



(a) Provide the Command emphasis necessary to ensure subordinates fully 
understand the purpose of the program and its importance in implementing the 
Strategic Vision.

(b) Develop specific plans to ensure that people with high leadership potential people are nominated/selected to attend the ELC.  Participants should exhibit characteristics that mark them as future leaders.

(c) Use ELP members/alumni for special projects and developmental assignments.  
Ensure coordination with supervisors prior to assigning projects to ELP members.

(d) Communicate with the ELP members on a regular basis (at least once a year) to discuss mentoring, mission-related issues and any other appropriate topics.



(e) Incorporate ELP members into mentoring programs both as mentors and 
proteges.

(f) Provide resources to allow ELP members to fully participate in developmental activities, including the opportunity to act as Command Council Liaison member.



(g) Use ELP members as pulse checks for new initiatives/procedures.

(h) Set up committees using ELP members and alumni for PDTs in special tasks or projects, especially those requiring a “working level” point of view.



(i) Provide for appropriate funding for developmental assignments, training and 
professional development to sustain the viability of the Emerging Leaders Program.

4.  Supervisor:

(a) Understand and actively support the Emerging Leaders Program and its goals.

(b) Ensure IDP’s contain follow-on training, assignments, and vehicles to focus on leadership skills.


(c) Coach/teach/mentor ELP members/alumni in the following ways:

(1) Encourage ELP members to attend Leadership Education and Development 
 (LEAD) course and to apply for Organizational Leadership for Executives (OLE), Army Management Staff College (AMSC), and other service school and development programs.

(2) Encourage ELP members to position themselves to meet the requirements for mobility and breadth of experience necessary for leadership positions.  Notes indicate we change mobility to diversity but I believe breadth of  experience covers that.



(d) Support the ELP member's participation in developmental activities.

5.  Career Program Manager (MACOM and local):
(a) Understand the Emerging Leaders Program and its goals.
(b) Ensure ELP members have career program information (Army CivilianTraining Education Development System plans, etc.) 



(c) Coach/mentor as appropriate.

6. ELP Participants:  
(a) Brief the Commander/Director/Supervisor on HQ ELC experience within one month of attendance.

(1) HQ ELC Coordinators and shadows will brief their division or district on their responsibilities and experiences during the SLC.

(2) New HQ ELC participants will brief their division or district on their role, including an abbreviated presentation of the HQ ELC briefing presented at the HQ SLC.

(b) Communicate with new HQ ELC participants prior to their attendance at the conference.  Briefly describe the HQ ELC experience and provide information on what they might expect at the conference.  Caution should be exercised not to over-inform new attendees, but rather to explain the logistics/structure of the conference.  Each person needs to experience the conference in his or her own way.

(c) Share experiences of the HQ ELC with the workforce during the 1st quarter following their attendance using town hall meetings, local publications, websites, email or other appropriate format.

(d) Participate with USACE and Division Boards of Directors (BOD), CMR's, and other task force efforts by responding to surveys/data calls and volunteering for projects/task forces as requested.

(e) Continue to mature leadership skills through self-development activities such as:




(1) Complete an honest, objective self-assessment and set professional and 

personal goals to further develop strengths and take advantage of growth 



opportunities to overcome weaknesses.  Identify a career path; periodically review 

career plans and appraise progress.  Ensure IDP is kept current and focuses on 


leadership as well as technical skills.




(2) Actively seek a mentor to assist in career planning and self-assessment.  

Volunteer as a mentor to others.

(3) Apply for developmental assignments and educational opportunities (graduate degree programs, LEAD, OLE, AMSC, etc).  Apply to become a LEAD facilitator. 




(4) Attain professional certifications where available.

(5) Stay abreast of the Vision as well as current Corps missions and work to support them.  Bring corporate perspective to District level.




(6) Take every opportunity to market the U.S. Army Corps of Engineers.



(f) All ELP participants will abide by this charter for the duration of their involvement in the program.

D.  PROGRAM CRITERIA

1.  Eligibility for the Emerging Leaders Program:

Individuals who exhibit leadership potential and are within the GS-09 through GS-12 (all series), WG-09 and above, or company-grade officer levels may apply.  Applicant must also be a full-time, career or career conditional employee and have a minimum 3 years full-time service.  

2. Nomination Process:  

There are three possible methods for nomination to the SWD EL program.  They are self-nomination, nomination from supervisor, or nomination by a Senior Leader at the District or Division level as appropriate.


3.  Application Process:

The candidate will complete the attached application package.  Upon completion of the package, the candidate will submit the package and a copy of the last performance appraisal, in accordance with the process outlined in Appendix B.  The applicant should obtain supervisory approval prior to submission of application.  The potential EL's application should be submitted through their chain of command to an Emerging Leaders Board (ELB), which will be created in each office and will be made up of leaders from diverse organizations within the district and current ELP members.


4.  Selection Process:


(a) Selection to SWD ELP:

Nomination packages will be submitted for review through the appropriate supervisory chain.  Each Division Chief will review and evaluate the packages, offer comments as appropriate, and submit them to the ELB.  The ELB will then panel all or a portion of the applicants, offering them the opportunity to interview.  The ELB will offer additional input and submit a recommendation for selection to the District/Division Commander. The District/ Division Commander will then select 2/1 nominee(s) to represent the District/Division in the ELP.

      
(b) Selection to USACE HQ ELC:

New members, during their first year of membership in the SWD ELP, will be considered for attendance to the HQ ELC. The Division Commander will convene a selection panel comprised of Senior Leaders from the Districts and Division, and at least one current SWD ELP who has attended the USACE HQ ELC.  The panel will interview all new ELP members.  The panel members will then select two new members to attend the HQ ELC, based on input from the interview process.  Other members may be included if additional slots become available through the at-large slots available nationwide for attendance to the conference.  New members will be considered through their application and interview.  Current EL’s can also be considered for attendance, provided they have not attended a previous national conference.  These members should submit an application packet to the EL Chairperson prior to the interview of the new EL’s.  The Division Commander will consider both new and current members for selection to the at large pool and make a final decision for attendance based on slots available.

      3.  Program Completion:

An EL completes the ELP when one of the following occurs:

 
(a) Graduation:

When the EL has been in the program for 5 years after attendance of their first Southwestern Division Emerging Leaders Conference (SWD ELC), and has not been promoted, terminated, or resigned, the EL will graduate from the program and become an ELP Alumnus.  The Chairperson of the ELP will notify the EL of their graduated status.

For purposes of calculating tenure of all members in the program at its inception, April 1999 will be considered the initiation date, whether or not the EL was present for the ELC/SLC held in that timeframe. 


(b) Promotion:

The Emerging Leader Program is designed for Southwestern Division employees below the grade level of 13.  Once an Emerging Leader is promoted to a GS/GM-13, the Emerging Leader is considered "emerged" and no longer a member of the program.  The EL will notify the Chairperson of the ELP when he or she is promoted.  The "emerged" leader will be recognized as an ELP Alumnus.


(c) Termination:


During the program, the EL will be tasked with various assignments.  If the EL 
consistently rejects assignments, and has not responded to any of the program's


requests within one calendar year, the EL may be terminated from the program.


The EL will receive a letter of termination from the Chairperson of the ELP.


Once the EL is terminated, re-instatement is not an option, and the EL will not


be considered as an "ELP Alumni".

    
(d) Resignation:


At any time within the 5 years, an EL may resign.  Separation from Southwestern 
Division Corps of Engineers is an automatic resignation. To initiate the resignation 
process, the EL must submit a letter to the Chairperson of the ELP.  The Chairperson of 
the ELP will notify the EL in writing once the resignation has been accepted.  Once a 
resignation is accepted, re-instatement is not an option, and the former EL will not be 
considered as an ELP Alumnus. 
  E.  PROSPECTUS:

The SWD ELP is a 5-year program that allows employees to broaden their professional horizons through mentoring opportunities, shadowing senior leaders, and actively participating in the program.  The program offers opportunities for individuals to learn more about leadership qualities through self-evaluation, a combination of formal and correspondence courses, and active participation in fulfilling the Corps of Engineers Vision.


1. Involvement



(a) The EL members will elect a chairperson and a vice chairperson each year.  The vice chairperson will serve a two year term by converting to chair for the second year.



(b) EL’s will participate in Division and District PDTs as assigned to identify and solve business related issues. 



(c) A SWD ELC will be conducted yearly in conjunction with the SWD SLC or 

other functions within SWD.  The conference will provide 
opportunities for EL’s 

to interact with Senior Leaders (SL’s) and opportunities for joint education.



(d) Subcommittees of the EL body will be formed as necessary.  Each sub-


committee will elect a subcommittee chair and vice-chair.

(e) EL members can assist in the selection of new members to attend the yearly 


HQ ELC, if selected to sit on the panel, as described in D (2)(b) above.



(f) The EL body will recommend to the SWD Commander an individual to serve 

on the CCLT for a period not to exceed  one year and one month overlap .



(g) EL’s are responsible to provide leadership within the organization as 


opportunities arise.


2. Mentoring and Teaching:



(a) First year EL’s will complete at least one self-assessment and  


develop a statement of professional and personal goals. 



(b) EL’s will evaluate their current IDP and make changes as necessary to insure 

consistency with the statement of professional and personal goals.



(c) First year EL’s will be assigned a senior SWD EL who will provide them with 
 
guidance on their goals and assistance in developing mentoring opportunities 


within SWD. 



(d) A senior EL will be assigned to the incoming class to provide guidance in completion of their project.  



(e) All EL’s will seek to participate in either formal or informal SWD mentoring 

programs.



(f) EL’s will actively seek opportunities to enhance their skills.  This can include 

District level LEAD Programs, OLE, AMSC, LEAD Facilitator, etc.


3.  Experience:

(a) Each year EL’s should pursue opportunities to shadow a SL within the Corps 

of Engineers.  This could include assisting an SL on a site visit within their District, attending a staff meeting or attending a Regional Management Board.  

(b) EL’s should actively seek opportunities to apply for developmental 

assignments.

(c) Participation in self-development programs such as Toast Masters is

 encouraged. 

(d) ELP Alumni may be organized to research, analyze, study and make recommendations on Corps wide issues.  These groups should be engineered to ensure diversity of technical skills, experience, learning styles and personality types. 



(e) Design specific leadership experiences such as:

(1) Shadow a senior leader during their regular job performance (as

opposed to the conference).  Shadow experiences could vary in length from one day to several weeks depending on the desires of the senior leaders involved.




(2) Accept rotational assignments within their own Districts/Division to 


familiarize them with other organizational elements. 


4.  Publicity

(a) An EL Web Page has been established and accessed through the SWD 

Website. 

(b) An EL Newsletter will be published annually and distributed

 electronically.

(c) Establish District plaques naming Emerging Leaders.  EL's are responsible to 

develop an ELP's recognition board within their District/Division where names of past and present members of the SWD EL’s and HQ ELC’s are displayed.  This should encourage others to participate in the program as well as show the developmental possibilities of the program.

(d) Conduct ELP Brown Bag seminars to explain the purpose of the program, 

selection criteria and process, etc. to interested parties.

(e) Send ELP members/Alumni to high schools, colleges and job fairs to market 

the Corps and describe the EL and other leader development programs.


(f) Post a copy of this Charter on the ELP Website.
F.  BUDGET

1.  The Chairperson of the Emerging Leaders Program will appoint, on a fiscal year basis, an EL member to be responsible for requesting and monitoring a budget for this program.  This budget person will solicit input from  the EL Planning Committee and prepare a budget, considering availability of funds.  Funds can be made available from two sources.  One is through CESWD-HR by requesting Executive Development funds in July of each year.  The second resource to be considered for funding is Office of Human Resources at Headquarters (CEHR).  The SWD Commander can request grant monies from the director of CEHR.  Any additional sources will be considered should they become available. The budget person will do any CEFMS database entries needed.  The budget will be prepared and ready for submission by the end of May.

2.  Requests for funding not specifically set forth in the annual budget submission will be submitted to the budget person in writing allowing as much lead time as possible.  The EL member should state the purpose of the cost request and provide a breakout of anticipated costs.    The request should also include an explanation of how funding of the activity would benefit both the individual as well as the entire EL program.  The Chairperson and Division Commander, or his designee, will review the request and make a determination as to funding.   

3.  The budget person will also prepare the response to USACE Human Resources’ data call for funding grants for leadership programs.   This response will be coordinated with Human Resources for Southwestern Division.  

4.  At the end of the fiscal year, the budget person will submit to the Chairperson a year-end report recapping budget income and expenses for the year.  In addition, all budget documents, papers, or files will be provided to the Chairperson for record keeping purposes or retention.  

5.  The budget person will designate an EL member to serve as an alternate to assist with these duties and to serve in any absences.

Appendix A.
GLOSSARY
AMSC – Army Management Staff College

BOD – Board of Directors

CEFMS - Corps of Engineers Financial Management System

CEHR – Office of Human Resources at Headquarters

CMR – Command Management Review

CPM – Career Program Manager

ELB- Emerging Leaders Board

ELP – Emerging Leaders Program

ELP Alumni – SWD Emerging Leaders who has completed the Emerging 

  Leaders Program (Graduation, Promotion or Resignation)
ELSS – Emerging Leaders Support Staff

HQ ELC – Headquarters Emerging Leaders Conference

IDP – Individual Development Plan

LEAD – Leadership Education and Development course

LDP – Leadership Development Program

MACOM – Major Army Command

OLE – Organization Leadership for Executives

SKAP – Skills, Knowledge and Abilities

SWD ELC – Southwestern Division Emerging Leaders Conference

USACE – United States Army Corps of Engineers

Vision – USACE Strategic Vision

Appendix B

Procedures for Completing ELP Nomination Packages

ELC Nomination packages consist of the four parts listed below. 
1.  Nomination/Referral Form (ELP-03 Form 1): Part I of this form is to be completed by the individual who is nominating a candidate to be considered for participation in the ELC. Part II is to be completed by the commander, director or staff principal who is authorizing the nomination/ selection.  This form also serves as the cover sheet for each candidate’s nomination package. 

2.  Justification / Supplemental Narrative: If the nomination is made by supervisor or senior leader it is requested to provide a written justification describing why his/her nominee should be selected as a member of the upcoming ELC class by addressing the criteria below.  It is highly recommended that this also be done for self-nomination packages.  Briefly describe and provide examples of the candidate’s accomplishments and future potential in the areas of Leadership, Management, and Development.  

Leadership: Describe how the candidate demonstrates leadership.  Examples include how he/she sets and achieves high goals and exhibits initiative and creativity in accomplishing assignments; effectively works with and motivates others; earns the trust and confidence of co-workers and managers; confronts and tactfully resolves conflict; understands and upholds the vision, values and culture of the organization. 

Management: Describe how the candidate demonstrates management skills and abilities.  Examples include how he/she plans and manages work; sets goals; communicates effectively with co-workers and management; demonstrates through actions the value of customer service; applies innovation in work assignments; and delivers quality results in a timely manner. 

Development:  Describe how the candidate demonstrates the value of personal growth.  Examples include what he/she has done in pursuing on the job career developmental opportunities; enrolling in additional academic courses or advanced degree programs; demonstrating, through work performance, a steady increase in responsibility and career progression. Also, provide examples of how the candidate promoted the development of others in the organization.

3.  Candidate Profile (ELP-03 Form 2): Each nominee is to complete a biographical outline according to the format provided in ELP-02, Form 2. No other format will be accepted.

4.  Leadership, Management and Development Questions.  Each candidate is to address the following questions and provide a brief written narrative for each.

Leadership:

a. What do you perceive as your key leadership strengths?

b. Describe a successful example of your leadership.

Management:

a.  In your experience, describe the most valuable lesson you have learned

from managing a project / program / team?

b.  What do you think should be the most important priorities and 

expectations of a manager?

Development:

a.  Describe your most significant accomplishment in your personal 

career development.

b.  What do you see as a leader’s role in developing others and why?

2003 EMERGING LEADERS PROGRAM

Nomination / Referral Form

Part I: To be completed by individual nominating candidate for consideration

Nominee:

Position Title. Series and Grade: 

Career Program:  

Major Subordinate Command / Organization:

Office Symbol:  


Mailing Address:
(Do not use a P.O.

Box address)

E-Mail Address:


Telephone / Fax Numbers:  

Name, Office Symbol and Phone Number of Individual Making Nomination / Referral:  


Part II:  AUTHORIZATION - PLEASE CHECK APPLICABLE BLOCK BELOW:

To be initialed by chain of command:


             Immediate supervisor


 / 
Branch Chief


            Division Chief
ELP-03 Form 1

2003 Emerging Leaders Program

Candidate Profile 

Outline

Each ELP nominee is to prepare a candidate profile in the format outlined below.

Name:

Current Position, Title, Series, Grade/Career Program:

Organization:

(Include office-symbol and complete mailing address – do not use a P.O. Box as your mailing address)

Office Telephone / Fax Numbers:

E-Mail Address:

Career Objectives:

Work Experience:

(Limit to positions you have held in the past ten years.  Include position title, location and a brief description of responsibilities and accomplishments)

Education:

(Include all educational institutions and degrees held)

Special Training / Coursework:

(Coursework taken that is not part of a degree program.  Include professional and personal development)

Awards / Special Recognition:

Volunteer and Community Service:

Special Interests:
 

Provide one example of how you have made a difference.

(This example can be derived from an action you took that was work-related or associated with activities outside the workplace)

ELP -03   Form 2
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