CP12 - Safety Management Plan 

1. Introduction. This Safety Training Education and Development System (SAFTEDS) plan provides the concept and procedure for the professional development of safety management careerists. SAFTEDS has the goal of meeting Army needs for accident prevention expertise and providing careerists with a clear pattern for managing their careers. 

2. Objective. The SAFTEDS Plan has the following specific objectives: 

a. To provide procedures for the development of fully competent and highly motivated safety careerists with the required skills, experience and mobility to meet total Army accident prevention needs for the foreseeable future. These procedures require the definition of competencies, key positions, mobility requirements, and specific training requirements and sources. 

b. Provides careerists with clearly defined career development patterns to assist in planning their careers and fully developing their capabilities. 

c. Define long-term, special and formal training procedures to include selective competitive training that ensures selection of best qualified personnel for advanced training opportunities in a fair and equitable manner. 

d. Outline practical funding strategies sustainable under foreseeable constraints. 

3. Structure. Development, coordination, implementation, and management of the SAFTEDS Plan is the overall responsibility of the safety management career program proponent (SCPP)/Functional Chief (FC) - the Director of Army Safety. The SCPP/FC has delegated responsibility for execution, management, and oversight of the SAFTEDS plan to the Functional Chief Representative (FCR). The FCR has established the Career Management Office (CMO), U.S. Army Safety Center (USASC) as the safety management career program proponent action office. The SCPP/FC will fully coordinate all SAFTEDS developments with the MACOMs. The SCPP/FC and FCR will use advisory bodies such as the Career Planning Board and Affirmative Action Advisory Committees as appropriate to assist in SAFTEDS implementation and future development. Critical to the success of the SAFTEDS provides the model, but careerists and their advisors provide the motive power. 

4. Key Positions.
a. Definition and selection procedure. Key positions in the safety management career field are the top policy and operating positions having a significant impact on program effectiveness and mission support. The SCPP/FC is the final authority for approval of key positions based on recommendation of the FCR. Selection is based on position reviews conducted by the FCR to assess the significance and impact of various candidate positions with full MACOM Career Program Manager (CPM) involvement. Key positions are listed at Appendix 1. Key positions are divided into five general categories representing common career progression patterns. Crossovers are encouraged, especially early in the career development pattern. 

b. Management.

1. Positions at HQDA, USASC, and MACOM level. All such safety manager positions on the key position roster will be filled using competitive ASARS procedures. The FCR will designate the panel to select the highly qualified list and the list will be provided to the selecting official. 

2. Positions below MACOM level. All key positions below MACOM level will be filled using competitive ASARS procedures. Unless otherwise directed by command authority, the MACOM safety manager will designate the panel to select the highly qualified list for all key positions. 

5. Career Ladders. Career ladders depicting typical position patterns progressing toward various key positions are at Appendix 2. These patterns are guidelines only as individual training and personal characteristics may be more relevant to the selection process. 

6. Competencies. The competency list at Appendix 3 was developed by a combination of reviews of qualification standards, evaluation of Army and other course materials, and input by subject matter experts. The key factor in designating the timing for delivery of training is the principle of front-loading training to prepare careerists to successfully perform assignments before placement in a job. A unique characteristic of the safety management career field is the scope of technical and management competencies required. This broad scope arises from the involvement of the safety function in virtually all Army operations. It makes it highly desirable for the safety function to front-load maximum training into the intern phases to minimize technical training required of journeymen. This ensures that journeymen will be able to get needed management training following internship without facing extensive technical training needs. 

7. Master Intern Training Plan (MITP) See Link 


8. Master Training Plan (MTP). See Link 


9. Competitive Development Group (CDG).
The safety management career program will sponsor a competitive development group. The CDG is intended to prepare high potential journeyman careerists to occupy key positions as defined at appendix 1. The following procedures will be used to manage the CDG. 

a. Eligibility requirements for entry. All careerists in grades GS-9 to GS-12 who have an exceptional, highly successful, or fully successful rating and a signed mobility agreement are eligible as candidates for the CDG. 

b. Intake schedule. All CDG members will be selected every three years at the same time for a three year program. Intake will normally be on or about 1 October unless otherwise dictated by funding considerations. Membership will consist of 25 personnel. 

c. Applicant procedures. All candidates will submit CDG applications in response to the CDG announcement. The application will be submitted through the formal chain of command with endorsements supplied by intermediate safety managers including the MACOM safety manager. 

d. The competitive and selection processes. 

1. All documentation required by the CDG announcement is rated by a panel, comprised of at least five senior safety managers, chaired by a representative of the SCPP/FC and advised by a CPO representative. A point-system evaluation is used. Points are awarded based on the level of performance ratings; degree of supervisory endorsements; originality and quality of 500-word essay on standard topic titled "How Army Safety Should Develop in the next 15 Years"; and evaluator's technical, supervisory, managerial, and professional overall assessment of documentation in terms of the potential benefits derived from the CDG. Because the rating system is designed to encompass all required forms, candidates/supervisors must ensure submission of required documents, including responses to all queries. 

2. Using professional judgement, each panel member independently rates candidates' documentation based on criteria. Then, collectively, the panel reviews each candidate's scores for significant differences. If major disparities are noted, discussion of job-related factors associated with the criteria ensues toward reaching a consensus. 

3. A significant or natural break resulting from the scores is the determinant factor in setting a cut-off score. Considering equal employment opportunity profiles, twenty-five candidates positioned above the cut-off score will be referred to the SCPP/FC. 

4. All records used during the proceeding; including the panel members' names, titles, pay plans, series, grades, and organizational location, as well as the identity of the SCPP/FC's representative; are maintained for a two-year period. 

5. The panel forwards candidates' documentation to the SCPP/FC for review and approval of the panel's selections. 

6. Candidates who respond to previous CDG announcement but are not selected and want to be re-considered must reapply to receive consideration for selection. 

e. The CDG core program. The core CDG program is a three-year program targeted at enhancing performance in key positions consisting of the elements established by the Assistant Commandant, U.S. Army Safety School (USASS). All program elements will be centrally funded. The CDG core program is outlined at appendix 5. 

f. Counseling and IDP procedures for CDG members. Counseling and IDP procedures for CDG members follow normal procedures using career advisors except that the IDP for CDG members will cover the three-year period of CDG membership. This three-year IDP will be based on an assessment of the careerists development needs and will be explicitly integrated with the core training. Copies of appraisals and the three-year IDP will be provided annually to the SCPP/FC by the career adviser within 30 days of completion, or on revision. IDP elements requiring central funding are subject to SCPP/FC approval. Results of CDG member training or other professional development activities will be provided to the SCPP/FC within 30 days of completion by CDG members or their immediate supervisor. The SCPP/FC will maintain complete records on all CDG members. 

g. Termination and graduation procedures. 

1. CDG members may be terminated by the SCPP/FC for any of the following reasons: 

a. Refusal to attend prescribed training. 

b. Voluntary request for withdrawal. 

c. Failing an evaluated program element based on preestablished pass/fail criteria established for that element (e.g., failure to pass a course) 

d. Misconduct during any aspect of job performance warranting punishment IAW applicable local chain of command regulations. 

2. Graduation procedures. At the end of three years, CDG members will graduate if they have met prescribed requirements. Members who have not met all requirements may be retained at the discretion of the SCPP/FC if there is sound reason to believe requirements will be met. If the SCPP/FC determines requirements will definitely not be met, the member will be terminated from the program without a graduation certificate. 

h. Referral procedures for CDG members and graduates. CDG members and graduates will use Army Safety Announcement and Referral System (ASARS) procedures in the same manner as all other careerists to apply for positions. CDG members will retain membership in the group even if promoted to GS/GM-13 positions during membership. CDG members will also retain membership if transferred to other Army safety positions. Transfer to positions outside the safety career field may result in termination from the group at the discretion of the SCPP/FC. The quality of the training provided should ensure competitiveness for key positions. 

i. Mobility and continued service requirements. All candidate CDG members will complete the mobility and retention commitment form in the announcement as a part of their CDG application. Reliance will be placed on the personal integrity of the careerist to meet commitments rather than on legal penalties or sanctions. 

10. Mobility requirements.
Mobility is an essential prerequisite for effective professional development. Reasonably mobile employees benefit from diverse job requirements and exposure to new challenges. They also free the positions they leave for occupancy by other developing careerists. The safety management career program relies on voluntary mobility. At the discretion of the hiring official in consultation with the MACOM career program manager, careerists may be asked to complete the mobility agreement at appendix 6 for positions playing a key role in the overall career program development process. 

11. Mentoring, self-assessment, and career planning. 
Career development is fundamentally an individual employee responsibility within the SAFTEDS environment designed to provide essential opportunities. The safety management career program identifies career advisors as the first safety manager in the careerists command structure and directly charges these advisors with a key role in careerist progression to include creation and execution of individual development plans. Additionally, the SCPP/FC will provide each employee promoted to GS-9 with a copy of self-assessment and individual career planning materials to assist in career development. The SCPP/FC will recommend alternative advisors to provide advice in career planning matters when local resources are inadequate or unsatisfactory. The contact is the Career Management Office (CMO), ATTN: CSSC-CMO, USASC. 

