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Preface
The Secretary of Defense Corporate Fellows Program (SDCFP), initiated in 1994 by then Secretary of Defense William Perry and continued today by Secretary of Defense Robert Gates, is a long-term investment and a key part of the Department of Defense’s (DoD) strategy to achieve the transformation of our military forces and capabilities.  In a 2002 address to the National Defense University (NDU), then Secretary of Defense Donald Rumsfeld believed this program to be a cornerstone of his transformation vision:

“We must transform not only our armed forces, but also the Defense Department that serves them by encouraging a culture of creativity and intelligent risk taking.  We must promote a more entrepreneurial approach to developing military capabilities – one that encourages people to be proactive, not reactive, and to behave less like bureaucrats and more like venture capitalists…”

Annually, two or more officers from each Service with highly successful operational command and staff backgrounds are selected to receive their senior service college credit outside their traditional career paths by training with Corporate America in sponsoring institutions, i.e., corporations, companies, commercial enterprises, etc., who have earned a reputation for insightful long-range planning, organizational and management innovation, and implementation of new information and other technologies.  In this program, officers are exposed to businesses reshaping organizational structures and methods of operations to provide innovative and competitive advantages.  Additionally they are able to glean the best of change, innovation, and leading edge business practices that can be implemented to transform the DoD.  SDCFP alumni form a cadre of future Service leaders more knowledgeable in the organizational and operational opportunities made possible by the revolutionary changes in information and other technologies.

Prior to arriving at their corporate assignments, new officers receive a month of general and specific training to acquaint them with the strategic issues and other factors facing the DoD.  This training included lectures by subject matter experts on current political/military issues and leading edge technologies; meetings with senior DoD officials; business executives; Members of Congress; the press; NDU faculty, and former SDCFP officers and sponsors, and an intensive executive education program through the University of Virginia’s Darden School of Business.  During their one-year assignment, SDCFP officers, as a group, conduct discussion-level meetings with the senior leadership of each sponsoring company, and update senior leaders in the Office of the Secretary of Defense (OSD) and the Services on relevant observations and recommendations.  At the conclusion of the assignment, each member of the SDCFP submits an individual final report and the group, as a whole, provides individual briefings to the Secretary of Defense and Deputy Secretary of Defense, Service Secretaries and Chiefs, and over three dozen other senior OSD and Service leaders.

Over the past 13 years, 90 civilian companies have sponsored corporate fellows to observe, interact, and learn the intricacies of corporation and business methodologies and the world-class business transformations that they have achieved.  Officers have been assigned to such diverse and innovative businesses as:  Amgen, Boeing, CNN, Caterpillar, Cisco, Citicorp, DuPont, FedEx, General Dynamics, Honeywell, Hewlett-Packard, IBM, Lockheed Martin, McKinsey, Merck, Microsoft, Northrop Grumman, Oracle, Pfizer, Raytheon, Sears, Southern Company, Sun, 3M, and United Technologies.  Although in different types of corporate structures, each is placed at the senior leadership level of their respective companies.  In addition to learning, they provide the DoD an opportunity to showcase some of its finest officers at the highest levels in the corporate world, allowing each to share his or her leadership capabilities, critical and analytical insights, and a first-hand knowledge of military life.  The payback for these assignments is enormous, not only for the respective officer, but also for the Services and DoD at large.  With their experiences at leading edge companies, SDCFP officers return to their respective services the knowledge of today’s corporate realities, such as change management, adaptive and collaborative structures, knowledge management, the virtual workplace, and how to leverage the best of new technologies and human intellect.  Furthermore, they apply this knowledge in a myriad of ways throughout their following military careers.
Nine officers participated in the 2007-2008 cycle.  The sponsoring companies and locations were:  3M Company (St. Paul, MN); Amgen, Inc. (Thousand Oaks, CA); The Boeing Company (St. Charles, MO); CACI International Inc. (acquired the former Athena Innovative Solutions, Inc.) (Arlington, VA); Cisco Systems, Inc. (San Jose, CA); CNNMoney.com (New York, NY); Lockheed Martin Corporation (Orlando, FL); Oracle Corporation (Reston, VA); and SRA International, Inc. (Fairfax, VA).  At the writing of this paper, the SDCFP website could be found on-line at:  http://www.ndu.edu/sdcfp/index.htm.
Executive Summary
My year as a SDCFP Fellow was broken into two very distinct phases:  the time period working at the mid-size company called Athena and then the time period working at the large company called CACI.  By the time I began my fellowship at Athena on 30 July 2007, Veritas Capital (Veritas), the parent company of Athena, had made the decision to sell Athena.  The decision was made based on estimating that Athena was a very attractive sale opportunity to a company looking to broaden their intelligence solutions portfolio.  Athena had acquired a unique set of core competencies; a majority of their employees had high-level security clearances; and these same employees were senior level, highly experienced subject matter experts (SME) embedded in critical Intelligence Community (IC) and DoD activities.  Based on these factors, Veritas knew they could get a premium for their return on investment (ROI) while the intelligence services market was still hot and growing.  The other option was to invest in building the company, but that would have required an influx of monetary capital; the growing of Athena’s infrastructure and business development processes; the probable acquisition of an information technology (IT) firm to round out Athena’s services portfolio; and additional years of patience to recoup these investments with no guarantee of the same ROI as the late 2007 timeframe.  Athena sold to CACI on 1 November 2007.
Rather than provide a synopsis of my time with Athena and then CACI, this thesis paper will detail my observations during a specific, focused period of business development (BD) activities early in my tenure with Athena before they were absorbed by CACI.  I will start by giving a history of Athena; an overview of their growth; a breakdown of their corporate structure; and a brief overview of Veritas and CACI.  This will be followed by a discussion of Athena’s BD activities and specifically their bid and proposal (B&P) processes.  I will finish by highlighting lessons learned from my B&P activities and by highlighting DoD activities that can improve and save businesses and ultimately the DoD money.  In conjunction with my writings during my time as a Capture Manager working Athena’s BD activities, this thesis paper will fulfill my fellowship’s writing requirements.
Introduction

Athena Innovative Solutions, Inc. Overview

History
Athena was established in October 2005 when Veritas Capital acquired select assets and liabilities from the predecessor company, MZM, Inc. (“MZM”).  MZM was dissolved and the assets sold when its previous owner, Mitchell Wade, was being indicted for bribing California Congressman Randy Cunningham in June 2005.  In order to save the assets and the employees of MZM, the remaining management, namely LTG James King, USA (Ret.), and Veritas’ owner, Bob McKeon, identified an opportunity to create an elite intelligence company by allowing the experienced and talented employees of the predecessor company to form the core of Athena and provide a base for rapid growth.  Athena commenced operations with 368 employees and virtually no backlog due to the structure of the acquired contracts.  Over the course of its first six months of operations, Athena had to re-compete all of its existing 39 contracts (to remove the taint associated with MZM) and achieved a 94% win rate.  By the summer of 2007, Athena grew its operations to approximately 600 people and over 100 contracts.
In order to expand Athena’s service offerings in the intelligence arena and expand its customer base, Athena acquired BDS Corporation (“BDS”), including its sister corporation Operational Concepts (“OpCon”), and IPA International, LLC (“IPA”) in May 2006.  These acquisitions allowed Athena to supplement its existing capabilities in the areas of HUMINT operations support, intelligence analysis, training and technical development services with critical National Security customers.  In December 2006, Athena completed its first full fiscal year of operations with over $100 million in revenue and an earnings before interest, taxes, depreciation, and amortization (EBITDA) margin in excess of 15%, well above the industry average of 8%.  The company’s growth timeline is shown in Figure 1.
Since its inception, Athena focused a significant amount of time and resources on re-building into a world-class company with the highest level of ethics and integrity.  When James King assumed the position of President and CEO in June 2005, Athena worked diligently to build a reputation as the premier professional services provider to the IC and National Security community.  As part of the process of building world class business practices, ethics, and integrity, the Company was reviewed by the U.S. Government, which found that the Company had been established and was being operated with the proper corporate governance and leadership.  In other words, Athena had been able to remove the taint of its previous association as MZM and its previous owner Mitchell Wade.
In July 2007, Veritas, a private equity investment firm, decided it had earned its return on investment and decided to sell Athena.  CACI announced in September 2007 its intentions to buy the company and the sale closed on November 1, 2007.  Throughout the rest of 2007 and the beginning of 2008, Athena was gradually integrated into CACI’s National Solutions Group (NSG) business group under the direction of VADM Jake Jacoby, USN (Ret.).
Growth Timeline
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Figure 1.  Athena’s Company Growth Timeline
Company Structure
Athena was a privately-held C-Corporation headquartered in Arlington, VA with offices in Charlottesville, VA; Arlington (Crystal City), VA; and Chantilly, VA.  The company had a full-time staff of approximately 600 SMEs.  Ninety-eight percent of these SMEs had security clearances; over 95 percent of whom possessed security clearances at the Top Secret level, or above.  Seventy percent of the SMEs had current full-scope or counterintelligence (CI) polygraphs.  The company labeled itself as an elite provider of specialized professional services and solutions to the U.S. Intelligence Community, Department of Defense, and National Security clients.  Athena offered core competencies in five areas:  human intelligence (HUMINT), CI, counterterrorism (CT), all-source analysis, and strategic policy development.  Over 90 percent of their services were provided on-site at customer locations throughout the U.S. and overseas.  Athena maintained a relatively flat, lean organizational structure with a small headquarters (HQ) staff of 19 (3% of their workforce) in order to keep overhead and general and administrative charges to a minimum.  Athena was able to keep a great majority of expenses direct charged to contracts they were working.  They kept their infrastructure costs to a minimum by the low number of HQ staff and by being in residence at most government locations.  This enabled Athena to be very agile and responsive to new business opportunities.  However, this also meant they didn’t have the personnel or infrastructure to work BD effectively without utilizing their General Managers (GM) and pulling Program Managers (PM) off direct contract work to team bid and proposal activities.  The company’s organizational chart is shown in Figure 2.  This figure is followed by a description of each strategic business unit (SBU).
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Figure 2.  Athena’s Organizational Chart
Strategic Business Units (SBUs)
Athena operated in three SBUs organized by competency areas; their customers served; and the solutions they provided.

Analysis and Operational Support (AOS) SBU

AOS was run by a GM and based in Charlottesville, VA.  They had approximately 200 employees (only 6 charging to overhead) supporting primarily the National Ground Intelligence Center and a few other DoD clients.  They specialized in all-source analysis & CT; document and media exploitation; and system integration.

Business Defense and Security (BDS) SBU

BDS was run by a GM and based in Chantilly, VA.  This SBU was comprised of the acquired and integrated firms of BDS, Opcon, and IPA.  They had approximately 215 employees (only 5 charging to overhead) in support of a sensitive government client.  They specialized in HUMINT operations support, intelligence analysis; and training.

Counterintelligence and Security (CIS) SBU

CIS was run by a GM and based in Arlington (Crystal City), VA.  They had approximately 160 employees (only 4 charging to overhead) and supported the DoD and other national counterintelligence activities.  They specialized in CI; CT; and security.
Strengths & Weaknesses

A snapshot of Athena’s strengths and weaknesses with regard to their placement in the industry, reputation, structure, and BD activities follows:

Strengths

· People were its greatest strength – recognized as the elite in the intelligence market space.
· Senior, highly experienced SMEs working directly with their clients.
· Employee placement in key positions on critical government programs.
· Ability to recruit and retain cleared personnel.
· Embedded relationships with integral Athena personnel working on-site with key customers.
· Extremely strong and time-tested relationships with key client base.
· Unique alignment of core competencies with critical IC and National Security objectives.
· Clear mission focus, strong corporate values, strong business success performance.
· High ethics and integrity (took a lesson learned from their days as MZM and what not to do).
· Lean operating structure footprint near each client which they leveraged across their organization.
Weaknesses

· Lean operating structure did not allow for funds to hire full time personnel who could work business intelligence, BD, B&P, or capture management activities.
· Forced GMs and PMs to time share or spend long hours outside of normal working hours to work new business opportunities.
· No one focal point to manage potential business opportunities and ensure a streamlined process was followed.
· This resulted in a very reactive business development cycle with no time or personnel available to become proactive and begin thinking about strategic development or positioning on larger contracts.

· Only a limited few had formal Project / Program Management training or certifications.
· They only became certified when a contract required it.
· No consistency across the company on PM skills.
· No standardized ways of presenting contract data during reviews.
· No formal capture management or proposal writing training or process.
· All proposal attempts were based on corporate knowledge and finding previous proposal samples to re-use.
· No standardized format for showcasing Athena’s best efforts.
· Had to re-invent the wheel each time a proposal was written.
· No standardized IT processes or common databases shared among the GMs/PMs.
· Each SBU stood alone and did not share information freely with the other SBUs.
· Each individual computer was networked, but they did not employ network drives to back up data.
· There was no common proposal writing repository for past proposal efforts.
· There were no standardized IT processes for configuration and document management.
Veritas Capital Overview

Veritas is a private equity investment firm headquartered in New York.  Founded in 1992 by Robert McKeon, Veritas invests in public and private middle-market companies specializing in outsourcing services to the government, primarily in the areas of defense and aerospace security and infrastructure.  They invest in a broad range of companies through buyouts, growth capital investments, and leverage recapitalizations.  Through investment funds, Veritas manages equity capital committed from leading financial institutions, pension funds, and high net worth individuals.
Veritas’ primary objective is to partner with experienced management teams to develop leading companies in their respective markets.  In addition to providing long-term capital, Veritas works closely with these management partners in creating and executing a well-defined strategic plan that exploits a company’s core competencies as well as industry dynamics.  Veritas also established a Defense & Aerospace Advisory Council consisting of former high-ranking government officials and military officers.  The Council provides insight into industry trends from both a business and policy perspective.  The Council’s members also assist in the evaluation of new investment opportunities.
Veritas’ portfolio prior to the sale of Athena consisted of:  Aeroflex Incorporated; Athena Innovative Solutions, Inc.; Continental Electronics; DynCorp International; McNeil Technologies; Trawick & Associates; Vangent, Inc.; The Wornick Company; and Worthington Precision Metals.

CACI International Inc. Overview

CACI is a publicly traded $1.9B international IT and enterprise services company with headquarters in Arlington, VA and London, England.  Founded in 1962 on computer simulation technology and publicly traded since 1968, CACI has approximately 11,000+ employees at locations in 120 offices world-wide.  Their core lines of business are:  systems integration; managed network services; engineering & logistics; modeling and simulation; business transformation / management, and knowledge management.  As part of the Athena purchase, they extended their business base into:  homeland security; information assurance; and intelligence solutions areas with a focus on national defense and IC work.

Bid & Proposal Work
Introduction
The raison d’etre of any company is to make a profit, whether you are publicly traded or privately owned, as was Athena.  The way to make a profit and the life blood of any company vying for government or commercial business is by winning contracts through B&P type activities.  The way to win business is to showcase your company through a “glowing” proposal submission.  A company needs to delineate itself from the pack by showing how their value proposition meets the solicitor’s needs and is a better value than the other submissions.
Business Development at Athena
When I was assigned to Athena as a fellow in July 2007, one of my primary job assignments was to work BD activities for all three SBUs.  This was a two-fold move for my training:  one – it allowed me to delve into the core competencies of Athena and learn their business sphere, and two – it allowed me to understand how a company competes in its market space, how it discriminates itself from the pack, and how it wins business.  Athena had no BD team at the corporate headquarters level to conduct bid and proposal work for government solicitations or Request for Proposals (RFPs).  They assigned BD to the cognizant SBU who had the business lines closest to the type of work called for in the solicitation.  This SBU’s GM would then pull a senior PM off direct charge work to man the technical writing team.  As needed, they would pull other personnel with specific job skills off of direct charge to work proposal layouts, design work, and proposal reviews or red team (a panel of senior company employees with significant proposal development experience and a thorough knowledge of the companies’ business competencies who were not involved in creating the proposal are asked to read through and critique the document) events.  For the most part, all proposal work was conducted in the evenings after a normal work day and on the weekends to avoid losing direct charge work.  All proposal costs were borne by the SBU and very little was attributed to the corporate level.
My Experiences
Since I was essentially free labor not clocking to Athena’s payroll and I had a significant acquisition and program management background, I initially worked several final proposal review teams and then became the Capture Management lead for one of these teams vying for a contract worth $452M.  Being a capture lead was a significant learning experience, since I had not been given any formal training by the company, a standardized checklist to follow, or a pointer to other proposal submissions as examples.  They handed me the solicitation, gave me a list of companies who were signed up to be subcontractors to the Athena team, told me which SBU and GM to interface with, and said go forth and do good by running the team and winning us this business.  I learned by asking many questions, leveraging the experience of the GM who was in charge of this proposal effort, and tapping many resources within the company to finalize the proposal submission.  I ended up working long days and weekends for five weeks and made a few missteps, but the final submission was a showcase for Athena and provided a standardized format (one of my end goals during this process) to follow for the future (as short as that future ended up being).  Unfortunately I found out some months later that they did not win the contract bid for the NSG business group.
After leading this effort, I continued to work BD activities throughout my last month with Athena and also during the integration period as they transformed into a division of CACI.  This experience gave me the insights to be able to present Athena’s BD portfolio to CACI as they were integrated into their fold.  The remaining months of my fellowship focused on working the integration of Athena into CACI’s NSG business group, learning how to work BD activities within this larger and very process oriented company (they excelled at PM and B&P training and had many unique offerings through their virtual university which is available to every employee), and becoming familiar with CACI’s core competencies and the “CACI Way” of doing business.
Lessons Learned


I offer a few insights from my time as a Capture Manager working BD within both companies.  I will break these down into two groups:  the processes that worked from the commercial and government side and the areas for improvement across both sides of the table.  
Processes that Worked

The following are processes that worked:
Government

· White Papers – soliciting information from the commercial sector on potential technologies or methodologies to meet a service or program requirement.  When requested and used as input to solicitations, these typically add detail and depth for RFPs released later.  Allows the contractor base more time to better understand the requirements and be better prepared to respond.
· Requests for Information (RFI) – sending out a draft of the RFP and asking for information or questions on responding to the requirements, how to improve the document, or where there are inconsistencies or missing data in order to proffer a response.  These RFI responses from industry are in the form of questions to the government.  This process results in a much better solicitation when it is subsequently released.
· Industry Days – after sending out a draft RFP or RFI, the government agency holds an industry day to answer any questions in person.  Industry representatives attend and are given the opportunity to gain clarifications on any areas of the draft RFP.  It is also an opportunity for each company to set up a booth and showcase their offerings for other companies to view.  Many times this results in teaming arrangements and synergies between companies which ultimately can bring a better value to the government.
· Facility Days (may also be in the form of Small Business Days) – government facilities hold open forum information sessions to showcase the type of work conducted at those facilities, discuss business base, funding for future projects, contracting nuances of that facility, and even list upcoming RFPs scheduled for release.  Primarily focused toward small businesses and those with special designations, i.e., Veteran Owned, Minority Owned, Woman Owned, Disabled Owned, etc.  These offer great opportunity to hear directly from the government as to how to compete and allow interested companies to network to potentially team for winning business.  This allows the government to meet contracting requirements for small businesses and get the best value for contract awards.
Commercial

· Training – standardized capture management and BD training with accepted terminology.  Training all the employees in a company on the resources and activities required when writing proposals and how to effectively work business opportunities saves time and allows an employee to be effective from day one when placed on a proposal team.
· Checklists and documented processes and methodology – providing a standard template to follow and a proven methodology saves time and missteps during the process.  Giving the team similar tools allows them to work much more efficiently and to make sure the best product of the company is put forth for every proposal.  This in turn will create future efficiencies and a reduction in reaction time for RFP responses.
· Common proposal template repository – keeping a database of proposal tools and proposal submissions allows a proposal team to pick an example or select portions of previous like submissions to maximize their efficiency when writing a new document.  Allows the proposal team to select from winning submissions that showcase the value proposition of the company.
Areas for Improvement


The following are areas for improvement within the government contracting process when preparing to release solicitations asking for proposals.  These areas, if heeded, have the potential to reduce contracting turn around time by the contractor and the government; reduce government end costs; and promote good relations between the government and the contractor.  This list is not all encompassing, but serves to highlight significant areas of deficiency that I observed during my time working B&P:
· Set a date for solicitation release and stick with it.  Be mindful that contractors and government folks schedule their time and lives around solicitation release dates.
· Changes to solicitation release dates affect everyone involved, whether government or contractor.  This has a ripple affect to impact many other areas:  vacations will be cancelled, training will need to be rescheduled, and vying for other solicitations may need to be ignored.

· Any slides in release dates cost the contractors additional B&P monies to keep people working the proposal write-ups.  This also will keep the company from assigning these human resources to other billable work, which in turn drives up proposal creation costs.
· All these costs will be passed on to government when winning contractor submits their proposal creation costs (recoupment of proposal creation costs is allowed by most types of contracts).
· Proof read the solicitation before sending it out for accuracy and clarity of request.
· One proposal I worked had 5 amendments in order to update or add missing data and sections.  The contractor can only write to the accuracy of the information that is provided.
· If there are multiple amendments with significant changes then the proposal will be rewritten multiple times before submission.

· This is not cost effective to the contractor nor the government.
· One amendment actually updated a poorly written section, but then inadvertently deleted an untouched section.  This required another amendment to add back in the inadvertently deleted material.
· This has the effect of making the government appear to be inexperienced and foolish.

· Contractors will budget higher rates in the proposal to account for risk in government delays and inexperience when invoicing and reimbursement of costs.
· Red team (senior government employees not used in creating the solicitation are asked to read through and critique the document) the solicitation like a contractor will before releasing it.
· Think like the contractor – what will be their understanding of the requirements and needs that are being asked for when they are reading through the RFP?
· Is their clarity in the program requirements and services requested?
· What questions will the RFP bring to the contractor’s mind?

· What details may be missing from the RFP?
· Give as much information as possible.  Don’t assume the contractor understands the intent of minimal information.
· Don’t leave the contractors guessing about:
· Required job skill levels and experience and pay bands?
· What is in allowable costs or not?
· Locations to be worked – cost of living adjustments based on location?
· What is considered Government Furnished Equipment / Items (GFE/I) versus Contractor Furnished Equipment / Items (CFE/I)?
· Who is responsible for upkeep of GFE/I or CFE/I end items?

· Give a deadline date for final notification to awardee(s) and stick to it.
· The clock continues to tick-tock for companies as they await award announcements.
· Each company will have to keep proposal team members on call during this time to ensure the team who wrote the proposal is available in case there are any updates or clarifications necessary for the government contracting activity.

· This incurs greater financial costs to the company to bring employees off other contract work and requires charging to the indirect costs of the company.  This has a ripple effect and drives up employee labor rates for future proposal cost submissions.

· Employees scheduled to be assigned to the new contract cannot be assigned to other contracts while awaiting contract award.  These employees charge to the indirect costs of the company.  These costs affect proposal rates for this and other future proposals thereby driving up costs to the government.

· Sunk costs to prepare a proposal – a company would like to recoup monies used for proposal preparations as soon as possible.  This cannot occur prior to contract award.
· Electronic proposal submissions

· Each proposal I worked required submissions of multiple hard copy paper formats and inclusion of all files on CD ROMs.

· Significant reduction in paper and binding costs and labor savings can be had by moving to electronic submission of documents.  These cost savings can be passed on to the government.

· Many government contracting activities have the ability to use electronic proposal tools to evaluate proposal submissions for compliance with solicitation requirements.  Efficiencies can be realized with these tools which will result in reducing time to contract award and the commencement of contract services.
Summary


When I began my fellowship journey, my expectation was that I would gain some insights into a private company, their financials, and what affected their profit margins.  I would learn how they conducted day-to-day operations and what drives a person at the Vice President level.  I would take back some revelations on what motivates a company that I would subsequently be able to leverage as a senior PM to either reduce cost, reduce schedule time, or increase end item performance.  In other words, how could I apply my corporate learning to my role as a PM in the government; what could I do more efficiently with a greater understanding of the contractor base; and therefore what could I do to make things better for the DoD and IC?
I could not have foreseen how my corporate fellowship experiences would far exceed my expectations.  I was afforded glimpses into corporate life and given the opportunity to gain insights into two markedly different companies and their cultures, one medium-sized and private – Athena, and one large-sized and public - CACI.  Both companies were driven by similar financial goals (to increase profit), but they were motivated to do so by different market place measures and by the will of their executives and/or their shareholders.  I was able to see and experience work with each of these companies and their operations from the lowest level worker up to the board room and the board of directors.
My exposure and experiences across the two corporate enterprises touched the following major areas and other not so minor areas too numerous to count:

· Management presentation team for divestiture.

· Merger and acquisition advisory services.

· Divestiture transition team.

· Acquisition integration team.

· Financial model development for new company structure – private to public.

· Venture capital discussions.

· Profit and loss discussions.

· Business development.

· Capture manager.

· Proposal writer.

· Project management training from the corporate perspective.

· Employee benefits development.

· Contracting.
· Strategic company reorganization and horizontal account development.

· Employee development and training initiatives.

· Executive education and training development.

My only regret is that I did not have a full year with each company.  I essentially had two fellowships and received snippets of learning and processes from each that could have easily been a year long learning experience from either one.  I look forward to applying my “corporate” training and my understanding of the contractor base and their motivations as I move on to future program management positions during my career progression with the United States Navy.  I see this experience guiding me as I build rapports with my future contractor bases and truly apply the principles needed to build “One Team” for future program endeavors.
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