Career Program CP 11:  Comptroller

DEFINITION:  
The Comptroller Proponency Office   is the focal point within the Office of the ASA (FM&C) for career issues affecting all members of the Army’s Financial Management Team. Our goal is that members be well served in regard to education, training, professional development and future advancement.
We coordinate doctrinal development, force structure proposals, professional development and utilization affecting Functional Area (BC 36) Comptroller. For members of the Comptroller Civilian Career Program (CP 11), we ensure that our members’ best interests are incorporated into civilian professional development. 

For our military and civilian members, we develop training and education opportunities to enhance professional growth. The Resource Management Mentorship Program (RMMP) has been designed to allow all members an excellent means to enhance their skill competencies.

Career Program Designation:

Managers assign Career Program designation to positions based on a comparison of duties and assigned responsibilities to the description of CP11 Comptroller Duties and Responsibilities below.  When the preponderance of duties are representative of those described below, the position description should be coded CP11 and this decision reflected in both FASCLASS and in the Defense Civilian Personnel Data System.  When questions arise over the appropriate Career Program designation – the manager should contact CP11 Comptroller Proponency Office staff at 703-695-7655 for guidance.  The servicing CPAC HR advisor can assist in documenting the career program designator as required.
Occupational Series Exclusive to CP11:  
	110
	501
	503
	505
	510
	511
	525

	530
	540
	544
	545
	560
	561
	896

	1160
	1163
	1520
	1530


Occupational Series Assigned To CP11:
	110
	301
	343
	501
	503
	505
	510

	511
	525
	530
	540
	544
	545
	560

	561
	599
	896
	1160
	1163
	1515
	1520

	1530


CP11 Comptroller Duties and Responsibilities:
Career development is a shared responsibility among careerists, managers, and the organization. The following identifies the minimum actions each should take to ensure effective career development:

a.   Careerist's Role
·   Determine what his or her career goals are today, as well as five years, ten years, and 15-20 years in the future. 

· Assess individual aptitudes, strengths, and developmental needs with supervisor and mentors.
· Seek mentor and supervisor input and prepare a 3-Year Individual Development Plan (3yIDP) supports both the current position and longer term professionals goals. 

· Work with his or her supervisor to schedule appropriate on-the-job training, required complementary formal training, and developmental activities.
b. Supervisor’s Role

The careerist's supervisor is in an excellent position to support his/her development by:
· Providing feedback on your performance in your current job performance and identifying strengths and areas for improvement. 
· Acting as a mentor and coach
· Representing the organization's needs, goals, and opportunities.
· Communicating what is happening around the local installation and within the
Department of the Army and the Department of Defense.

· Helping assess the careerist's advancement potential and qualifications for other positions.
· Acting as a resource and referral for exploring the careerist's development options.
· Supporting the careerist’s training and development, providing training opportunities
And funding, if related to the mission, and ensuring funds are available.
c.  Manager’s Role
· Support the development and training of their subordinates, providing opportunities to discuss career goals and plans with every employee. 

· Determine the job-related knowledge, skills, abilities, and experience careerists need to effectively accomplish the work of the organization. 
· Mentor and coach careerists in their professional development planning.     

· Help the careerist define the short-term and long-term development and training needs.

d.  Leader’s Role
· Ensure an organizational structure exists that supports the required knowledge, skills, abilities, and experience development of its workforce. 

· Provide resources – dollars and time – for development to occur. 

· Provide a clear road map for career development activities.       

· Utilize the talents, abilities, and resources of each careerist in support of organizational goals. 

· Develop a proactive and realistic approach to meeting future staffing needs.
e.  Mentor’s Role
· Assist associate in determining skills and competency strengths and areas for improvement. 

· Monitor an associate’s career development. 

· Listen to the associate. 

· Recommend training and development opportunities. 

· Serve as a role model, coach, guide, and counselor. 

· Provide professional advice on career issues. 

· Motivate the associate to attain higher career goals.
f.  CP 11 Executive Council’s Role
· Assist in overseeing the Comptroller Civilian Career Program (CP 11). 

· Develop policy changes for CP 11 career management. 

· Ensure a viable CP 11 Intern Program and full utilization of all intern allocations. 

· Make decisions on recommendations from the CP 11 Junior Executive Council. 

· Review proposed changes to Army-wide career program management. 

· Develop and monitor CP 11 Strategic Plan. 
g.  CP 11 Junior Executive Council’s Role
· Advise the CP 11 Executive Council on career management issues. 

· Disseminate CP 11 policy guidance to subordinate commands and installation CP 11 careerists and training coordinators. 

· Coordinate applications for developmental assignments and competitive training and professional development opportunities. 

· Act as a liaison in gathering CP 11 training and professional development requirements. 

· Serve as the advisor for CP 11 career issues at the ACOM, subordinate command, or special staff.
h.  Comptroller Proponency Office’s Role
· Oversee all CP 11 career management issues. 

· Publish the Army Civilian Training, Education and Development System (ACTEDS) Comptroller Civilian Career Program (CP 11) Plan. 

· Monitor administration of the Comptroller Civilian Career Program appraisal and referral systems. 

· Communicate career management and planning information to CP 11 careerists. 

· Formulate, justify, and execute FCR CP 11 ACTEDS central funding of all costs associated with centrally funded short-term and long-term training programs, and University and College Long-Term Training. 

· Oversee the nomination and selection processes for CP 11 short and long-term training programs and professional development opportunities. 

· Administer and support Proponency/career management advisory boards, (e.g., CP 11 Executive Council and CP 11 Junior Executive Council). 
