








































































































































































































relationships with past, current, and potential industry partners. The third critical success
factor, monitoring and providing oversight to achieve desired outcomes, requires us to
consider whether and to what extent RAPIDx oversees contractor performance and
develops its own staff of contracting professionals. The fourth critical success factor,
enabling financial accountability, requires us to consider whether and to what extent
RAPIDx tracks and communicates financial information (GAO, 2005). We developed

seven interview questions to evaluate RAPIDx’s performance against this element.

C. Element 3: Promoting Successful Outcomes of Major Projects

The promoting successful outcomes of major projects element consists of two
critical success factors. The first critical success factor, using sound capital investment
strategies, requires us to consider whether and to what extent RAPIDx has an effective
capital investment strategy. However, after receiving our introductory brief with RAPIDX,
we found this first critical success factor to not be applicable, because RAPIDx does not
receive funds to invest in major physical capital investment projects. Therefore, it did not
make sense to develop a question to specifically evaluate RAPIDX on this critical success
factor. On the other hand, the second critical success factor, employing knowledge-based
acquisition approaches, is applicable and requires us to consider whether and to what
extent RAPIDx obtains sufficient knowledge to monitor and improve its performance
(GAO, 2005). Given the single relevant critical success factor, we only developed two

interview questions to evaluate RAPIDx’s performance against this element.

2. Cornerstone 3: Human Capital

The third cornerstone of the GAO Framework focuses on an acquisition function’s
use and management of its human capital. This cornerstone contains four elements and
eight critical success factors (GAO, 2005). We developed a total of 10 interview questions

to evaluate RAPIDX’s performance against this cornerstone.

a. Element 1: Valuing and Investing in the Acquisition Workforce

The valuing and investing in the acquisition workforce element consists of two

critical success factors. The first critical success factor, commitment to human capital



management, requires us to consider whether and to what extent senior leaders invest in
RAPIDx’s human capital. The second critical success factor, role of the human capital
function, requires us to consider whether and to what extent RAPIDx employs and manages
human resource specialists (GAO, 2005). However, after receiving our introductory brief
with RAPIDx, we learned that there are no human resource specialists in RAPIDX to
evaluate. Instead, Air Force Contracting (SAF/AQC) and the Contracting Career Field
Manager manage RAPIDx’s manning, and they do not reflect how RAPIDx ensures “that
human capital professionals have the appropriate authority, competencies, and experience”
(GAO, 2005, p. 32). Given this feedback, we only developed one interview question to
evaluate RAPIDx’s performance against this element.

b. Element 2: Strategic Human Capital Planning

The strategic human capital planning element consists of two critical success
factors. The first critical success factor, integration and alignment, requires us to consider
whether and to what extent RAPIDx grows and aligns its workforce to achieve
organizational goals. The second critical success factor, data-driven human capital
decisions, requires us to consider whether and to what extent RAPIDx leverages data to
balance the size and workload of its workforce, as well as capture feedback from departing
members (GAO, 2005). We developed four interview questions to evaluate RAPIDX’s

performance against this element.

C. Element 3: Acquiring, Developing, and Retaining Talent

The acquiring, developing, and retaining talent element consists of two critical
success factors. The first critical success factor, targeted investments in people, requires us
to consider whether and to what extent RAPIDx develops and implements a training
strategy that invests in its members’ knowledge and skills. However, after receiving our
introductory brief with RAPIDX, we learned that RAPIDx’s core members do not award
any contracts or have the capacity for a formalized training staff. Therefore, it did not make
sense for us to develop questions that explored how RAPIDX’s training strategy influenced
the planning, implementation, and sustainment of programs that do not exist within

RAPIDx. The second critical success factor, human capital approaches tailored to meet
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organizational goals, is applicable and requires us to consider whether and to what extent
RAPIDx offers competitive incentives to attract and retain its workforce (GAO, 2005).
Given the single relevant critical success factor, we only developed two interview questions

to evaluate RAPIDX’s performance against this element.

d. Element 4: Creating Results-Oriented Organizational Cultures

The creating results-oriented organizational cultures element consists of two
critical success factors. The first critical success factor, empowerment and inclusiveness,
requires us to consider whether and to what extent RAPIDx obtains feedback from its
members to develop organizational goals. The second critical success factor, unit and
individual performance linked to organizational goals, requires us to consider whether and
to what extent RAPIDX leverages a system to connect an individual’s performance with
RAPIDx’s organizational goals (GAO, 2005). We developed three interview questions to

evaluate RAPIDx’s performance against this element.

D. SUMMARY

In this chapter, we introduced the two cornerstones that we used to inform our
interview questions. Furthermore, we explained how we conducted our interviews and
collected the resulting data. Finally, we summarized the elements and critical success
factors relating to the second cornerstone, Policies and Processes, and the third
cornerstone, Human Capital, under the GAO Framework. In the next chapter, we discuss

the results of our interviews.
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V. RESULTS AND RECOMMENDATIONS

A INTRODUCTION

In this chapter, we synthesize and present the data collected from our 13 interviews
by applying these results to the second cornerstone, Policies and Processes, and the third
cornerstone, Human Capital, under the GAO Framework. All of the responses collected
from our interviews will inform the answers to our primary and two supplementary
research questions. We must point out that we conducted the following analysis in an
environment in which there were no direct, measurable outcomes (as listed in Section B as
an area of concern). Thus, the best practices listed are based on the direct effect on each
element, but not necessarily the final performance outcomes associated with PPOs. These
results will also shape our recommendations concerning the GAO Framework and the
future of RAPIDx. Furthermore, we will provide a sixth recommendation in our post
review section, which we developed after we shared the completed assessment with our

sponsors at RAPIDx.

B. RESULTS OF THE INTERVIEWS

In this section, we summarize the results of our 13 interviews. We also present
tables that capture RAPIDX’s best practices and areas of concern for each element under
the GAO Framework’s second and third cornerstones. This data helps us compare RAPIDx
against each element and critical success factor that is relevant to this study in order to
determine if RAPIDx meets all the criteria outlined within the second and third

cornerstones of the GAO Framework.

1. Cornerstone 2: Element 1 — Planning Strategically

All nine of the original interviewees answered the five questions pertaining to the
planning strategically element under the second cornerstone. The four follow-up
interviewees provided responses that supplemented these answers. Of all these responses,
we captured four best practices. We also identified one area of concern. The results from

our interviews are shown in Table 7.
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Table 7. RAPIDx Best Practices from Cornerstone 2: Element 1

+ Leveraging LNO Network and Multi-
Functional Teams

+ Engagement with Academia, Industry,
and AFWERX

+ Leveraging Relationships, Social
Networks, and Open Source News

+ Rapid Communication through
Microsoft Teams Channel

- No Standard Operating Procedures

a. Partnering with Internal Organizations

b. Assessing Internal Requirements and
the Impact of External Events

a. Critical Success Factor 1: Partnering with Internal Organizations

We captured two best practices relating to the partnering with internal
organizations critical success factor. The first best practice captured is leveraging LNO
network and multi-functional teams. RAPIDx’s LNO network consists of at least one
contracting professional assigned to each SCO, along with LNOs attached to many
operational and systems contracting units across every MAJCOM. Those who volunteer to
support RAPIDX’s efforts tend to be those who are intrinsically motivated and self-starters.
Likewise, these members who form the Coalition of the Willing bring together multiple
connections and perspectives that other members are not necessarily privy to. For example,
the geographical and organizational diversity of this LNO network empowers RAPIDx
members to employ multidisciplinary approaches by leveraging Airmen from various
backgrounds, like finance and legal, to participate virtually from different locations. The
flexibility offered by this LNO network promotes clear communication and enables
Airmen to cooperate and identify innovative solutions regardless of one’s physical
location. RAPIDx’s LNO network also promotes the integration of innovative contracting
training opportunities for its members, as facilitated by the members’ diverse experiences
and perspectives through monthly LNO meetings.
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The second best practice captured is engagement with academia, industry, and
AFWERX. Like other effective network managers, RAPIDx’s core team members spend a
large portion of their time engaging with people hailing from non-traditional and emerging
technology businesses, colleges, universities, and other innovative DAF organizations like
AFWERX. By engaging with these individuals from all axes of innovation, RAPIDXx serves
as a locatable and approachable entry point for those entering the B2G marketplace.
RAPIDx also integrates the different civilian perspectives with innovation initiatives and
then coordinates them to an appropriate contracting unit for execution. For example,
RAPIDx’s core members attended the previous two Fed Supernova collider events at
Austin’s Capital Factory. Here, they connected with entrepreneurs and industry members
to open the door for collaboration in pursuit of dual-use technology solutions for the DOD.

b. Critical Success Factor 2: Assessing Internal Requirements and the
Impact of External Events

We captured two best practices relating to the assessing internal requirements and
the impact of external events critical success factor. The first best practice captured is
leveraging relationships, social networks, and open source news. The core members of
RAPIDx leverage a variety of different sources to track new or pending legislation that
might affect general acquisition policies and processes. Of all the sources, RAPIDx’s most
impactful source for tracking updates is its Linkedin account (located at
https://www.linkedin.com/company/r-a-p-i-d-x/). The over 1,400 followers connected to
RAPIDx’s LinkedIn account tend to provide the core team with the timeliest updates.
RAPIDx also leverages its members’ relationships built over years of networking to
informally obtain the latest news. Moreover, its current organizational position under SAF/
AQCP is useful, in that those who develop and implement contracting policies work in the
same Policy Division. This colocation makes it easier for RAPIDXx’s core members to stay
abreast of the latest contracting policies. Once obtained and synthesized, these core
RAPIDx members share the latest news and updates in both their monthly LNO meetings

and RAPIDx Microsoft Teams channel.

The second best practice captured is rapid communication through RAPIDXx’s

Microsoft Teams channel. RAPIDx’s Microsoft Teams channel functions as an open forum
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where contracting professionals from around the globe can quickly communicate and share
their ideas with each other at any time of the day. This channel facilitates knowledge at a
rapid pace, because Microsoft Teams is readily accessible on a wide assortment of devices
for the purposes of unclassified communication. RAPIDX’s core team members also
established a culture of informal and open communication within this channel, which
enabled LNOs to connect with each other, ask questions, and share solutions without
fearing reproach. Moreover, after securing initial connections with academia and industry,
RAPIDx’s core members can then reach out to all of the LNOs connected to this channel
to quickly coordinate efforts from outside of the DAF to those inside of the DAF.
Ultimately, this Microsoft Teams channel strengthens RAPIDX’s ability to assess internal
requirements, as they relate to a non-executing acquisition function, and it provides more

touch points for RAPIDx to share news of external events.

The area of concern identified is no standard operating procedures. Given its small
size and focus on innovation and network management, RAPIDx does not have an official
set of standard operating procedures. Although the lack of standard operating procedures
offers organizational flexibility, that flexibility comes with many tradeoffs. For example,
by not having any standard operating procedures, RAPIDx lacks some sense of resiliency.
If the RAPIDX’s current team of core members changed jobs, then RAPIDx could undergo
another significant pivot, as experienced during the transition from RAPiDx to RAPIDXx.
Similarly, RAPIDx lacks a systematic method for capturing or controlling the innovative
ideas and solutions shared on the Microsoft Teams channel. Thus, RAPIDx could lose track

of or fail to sustain innovative ideas shared in its channel.

2. Cornerstone 2: Element 2 — Effectively Managing the Acquisition
Process

All nine of the original interviewees answered the seven questions pertaining to the
effectively managing the acquisition process element under the second cornerstone. The
four follow-up interviewees provided responses that supplemented these answers. Of all
these responses, we captured six best practices. We also identified six areas of concern.

The results from our interviews are shown in Table 8.
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Table 8. RAPIDx Best Practices from Cornerstone 2: Element 2

+ Hosting Industry Crosstalks

+ Coordinating and Facilitating
Communication Within LNO Network
a. Empowering Cross-Functional Teams  [+/- Attending Innovation Conferences,
Events, and Summits

- Some Friction when Engaging with Non-
Acquisition Government Entities

+/- Leveraging LinkedIn Connections

+ Participating in Industry Days

+ Leveraging LNO Network to Connect
Suppliers with Appropriate Units

- Limited Capacity to Maintain
Relationships

b. Managing and Engaging Suppliers

c. Monitoring and Providing Oversight to
Achieve Desired Outcomes
d. Enabling Financial Accountability - No Budget to Promote Autonomy

- No Measurable Outcomes

a. Critical Success Factor 1: Empowering Cross-Functional Teams

We captured three best practices relating to the empowering cross-functional teams
critical success factor. The first best practice captured is hosting industry crosstalks. There
are instances in which RAPIDx’s core members invited innovative industry participants to
attend the monthly LNO meetings and discuss the innovative solutions or type of
innovative work their companies engage in. These crosstalks provided RAPIDx and its
LNO network with opportunities to broaden their perspectives on the current state of the
innovation ecosystem. The perspectives gained from these crosstalks empowered
RAPIDx’s LNOs to engage in further discourse with diverse stakeholders at the LNOs’

home duty stations.
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3. Cornerstone 2: Element 3 — Promoting Successful Outcomes of Major

Projects

All nine of the original interviewees answered the two questions pertaining to the

promoting successful outcomes of major projects element under the second cornerstone.

The four follow-up interviewees provided responses that supplemented these answers. Of

all these responses, we did not capture any best practices. However, we identified two areas

of concern, and we confirmed that one critical success factor does not apply to RAPIDX.

The results from our interviews are shown in Table 9.

Table 9. RAPIDx Best Practices from Cornerstone 2: Element 3

a. Using Sound Capital Investment
Strategies

N/A

b. Employing Knowledge-Based
Acquisition Approaches

- Leveraging Coalition of the Willing

- No Measurable Outcomes

a. Critical Success Factor 1: Using Sound Capital Investment Strategies

We did not capture any best practices or identify any areas of concern for this

critical success factor. As explained in some of the interviews, RAPIDx does not have a

budget or any guaranteed funds to spend. Moreover, there are no buildings or equipment

dedicated solely for the use of RAPIDx members. Therefore, RAPIDx does not make

capital investments themselves. Consequently, there is nothing RAPIDx does that can be

used to provide an effective assessment against this critical success factor.
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b. Critical Success Factor 2: Employing Knowledge-Based Acquisition
Approaches

This critical success factor does not directly relate to RAPIDx’s efforts. However,
we still identified two areas of concern that loosely relate to the employing knowledge-
based acquisition approaches critical success factor. The first area of concern identified is
leveraging Coalition of the Willing. Since RAPIDX is supported by a Coalition of the
Willing, there is only so many people available that are willing to promote RAPIDX’s
mission. Even then, the LNO role is not classified as a primary or additional duty.
Therefore, some of the LNOs put forth minimal effort, because RAPIDX’s core team cannot
direct any LNOs to complete any type of work. Likewise, since some LNOs are not actively
engaged or consistently attend the monthly LNO meetings, it is challenging for RAPIDx
to obtain and share sufficient knowledge needed to democratize innovation.

The second area of concern identified is no measurable outcomes. Again, the lack
of direct, measurable outcomes is a concern. Since its genesis, senior contracting leaders
have not provided RAPIDx with any objective benchmarks or metrics. Itis also challenging
for RAPIDx to employ any knowledge-based acquisition approaches when it does not
award or manage contracts. Instead, the loose metrics that RAPIDx has used thus far are
focused on building the SCO LNO network and ensuring at least one LNO was attached to
each contracting unit. Beyond that, most of our interviewees assumed that the DAF’s

innovation-related metrics were managed by AFWERX, not RAPIDx.

4. Cornerstone 3: Element 1 — Valuing and Investing in the Acquisition
Workforce

All nine of the original interviewees answered the one question pertaining to the
valuing and investing in the acquisition workforce element under the third cornerstone. The
four follow-up interviewees provided responses that supplemented these answers. Of these
responses, we captured one best practice. We also identified two areas of concern, and we
confirmed that one critical success factor does not apply to RAPIDx. The results from our

interviews are shown in Table 10.
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Table 10. RAPIDx Best Practices from Cornerstone 3: Element 1

a. Commitment to Human Capital +/- Leveraging Coalition of the Willing

Management - -
- Only Two Full-Time Billets Secured

b. Role of the Human Capital Function N/A

a. Critical Success Factor 1: Commitment to Human Capital Management

We identified one best practice relating to the commitment to human capital
management critical success factor. The first best practice identified is leveraging
Coalition of the Willing. RAPIDx’s core team members consistently demonstrate their
commitment to the LNO network by remaining approachable, treating their members as
assets, and openly advocating for the growth of the LNO network. This effort appears to
be one of the key reasons why the LNO network has grown to its current level of
membership. Additionally, RAPIDx’s core members promoted the mantra that once
someone becomes a member of RAPIDX, that person will always be a member of RAPIDx.
This mantra, along with the desire to democratize innovation across Air Force contracting,
helped inspire more members to join the LNO network. As more people became LNOs,
awareness of RAPIDx increased, which resulted in more contracting professionals joining
the LNO network. This cycle helped fuel RAPIDx’s growth.

However, we also consider the Coalition of the Willing to be an area of concern. In
contrast to RAPIDx’s full-time members, the amount of time that the LNOs invest in
supporting RAPIDx’s mission is highly variable. Some LNOs will spend a few hours per
month on actions resulting from RAPIDX’s referrals, whereas others invest many hours per
month. Other LNOs may not volunteer any of their time to support RAPIDx. Despite this
variability, RAPIDx’s core team cannot hold any of its LNOs accountable regarding their

level of involvement, because their participation is completely voluntary.
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The other area of concern identified for this critical success factor is only two full-
time billets secured. As noted earlier, RAPIDx core team consists of a couple of full-time
members. These core, full-time members consistently invest more than 40 hours per week
supporting RAPIDx’s mission to democratize innovation. So, there is a limit to their
availability and capacity. The more time these members spend on managing its workforce,
the less time they have to interact with non-traditional businesses or connect them with
other contracting organizations.

b. Critical Success Factor 2: Role of the Human Capital Function

We did not capture any best practices or identify any areas of concern for this
critical success factor. RAPIDx does not have anyone within the organization who fills the
role of a human capital official. Consequently, there is nothing RAPIDx does that can be

used to provide an effective assessment against this critical success factor.

5. Cornerstone 3: Element 2 — Strategic Human Capital

All nine of the original interviewees answered the four questions pertaining to the
strategic human capital planning element under the third cornerstone. The four follow-up
interviewees provided responses that supplemented these answers. Of these responses, we
captured no best practices. We also identified three areas of concern. The results from our

interviews are shown in Table 11.

Table 11. RAPIDx Best Practices from Cornerstone 3: Element 2

a. Integration and Alignment - Missing Strategic Human Capital Plan

- Manually Updating LNO Directory

b. Data-Driven Human Capital Decisions — -
- Limited Capacity to Track Workload
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a. Critical Success Factor 1: Integration and Alignment

The area of concern identified for this critical success factor is missing strategic
human capital plan. RAPIDx does not have a strategic human capital plan, because it does
not employ any human capital officials. The interviewees could not identify any type of
succession plan or explain how RAPIDx’s lack of a strategic human capital plan would
influence the future of RAPIDX. A few of the interviewees suggested that anyone who fills
RAPIDx’s core, full-time slots need to have the right type of personality. These
interviewees also expressed their support for those currently filling RAPIDx’s full-time
roles, indicating that they were approachable, flexible, good at developing relationships
with industry partners, good at providing feedback, and good with handling informal
communication. These traits mirror those of effective network managers. However, their
positive traits do not negate the fact that RAPIDx is missing a strategic human capital

plan—a necessary feature for the strategic human capital planning element.

b. Critical Success Factor 2: Data-Driven Human Capital Decisions

We identified two areas of concern relating to the data-driven human capital
decisions critical success factor. The first area of concern identified is manually updating
LNO directory. RAPIDx uses two Microsoft Excel spreadsheets to track the membership
of its SCO LNOs and general LNOs. One of RAPIDx’s full-time members updates both of
these spreadsheets. However, there is no method established for tracking or confirming
when LNOs change contracting units or leave the Air Force. Therefore, as the LNO
network continues to grow, there are more opportunities for errors to be made, and it will

be harder for RAPIDX to ensure that its LNO directories are accurate.

The second area of concern identified is limited capacity to track workload.
RAPIDx can only leverage the time of a couple full-time members. Due to their capacity
limits, these full-time members are unable to develop a skills inventory that tracks or
identifies who within the LNO network has a specific type of contracting experience or
exposure to a certain innovation initiative. Similarly, RAPIDx’s LNOs do not have the
additionally capacity to track this workload, because their involvement in RAPIDX is

voluntary. They still must fulfill their obligations to their full-time jobs, whatever and
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wherever that might be. Just as RAPIDx cannot track when LNOs change contracting units,
they do not have the capacity to conduct exit interviews with any of the LNOs who leave
RAPIDx or the Air Force. As a result, there is no capacity to explore the performance
measures or goals that can be used to evaluate the effectiveness of RAPIDx’s human capital

approaches.

6. Cornerstone 3: Element 3 — Acquiring, Developing, and Retaining
Talent

All nine of the original interviewees answered the two questions pertaining to the
acquiring, developing, and retaining talent element under the third cornerstone. The four
follow-up interviewees provided responses that supplemented these answers. Of these
responses, we captured three best practices. We also identified four areas of concern. The

results from our interviews are shown in Table 12.

Table 12. RAPIDx Best Practices from Cornerstone 3: Element 3

a. Targeted Investments in People + Hosting Monthly LNO Meetings

+/- Leveraging Coalition of the Willing

b. Human Capital Approaches Tailored to

" — -
Meet Organizational Needs - Indefinite Membership

- Only Two Full-Time Billets Secured
- Competing Priorities

a. Critical Success Factor 1: Targeted Investments in People

We identified one best practice relating to the targeted investments in people critical
success factor. The best practice identified is hosting monthly LNO meetings. By hosting
monthly LNO meetings, RAPIDX invests in and enhances the value of its LNO network.
The monthly meetings often include some form of training that improves the LNOs’
awareness and comprehension of topics, to include the SBIR program, CSOs, and the
STRATFI/TACFI program. Also, LNOs who recently executed a SBIR Phase 111 award or
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participated in any type of industry mixer leverage these meetings to teach other LNOs
what they learned from these experiences. Moreover, the monthly meetings address
contemporary updates to contracting policies, which the LNOs can then share with

members of their respective contracting units.

b. Critical Success Factor 2: Human Capital Approaches Tailored to Meet
Organizational Needs

We identified two best practices relating to the human capital approaches tailored
to meet organizational needs critical success factor. The first best practice identified is
leveraging Coalition of the Willing. By leveraging its volunteer workforce, RAPIDx is able
to work around its manpower restrictions and instead maximize its ability attract skilled
workers that can support RAPIDX’s mission. Moreover, since anyone in contracting can
volunteer to become an LNO, RAPIDx implements a fair and equitable approach to its
onboarding process.

However, we also consider the Coalition of the Willing to be an area of concern. In
particular, there is no guarantee that the LNO network will generate a sufficient number of
volunteers to execute the mission, which introduces risk and generates some concern.
There are a few incentives to get LNOs to volunteer and contribute to RAPIDx’s efforts.
For example, many interviewees referenced the sense of fulfillment they experienced when
they exercised their patriotic duty and spoke about their desire to work on teams that pushed
innovative solutions or supported the National Defense Strategy. Other interviewees
mentioned their love for contracting and viewed RAPIDx as an avenue for sharing and
expanding their love for this career. Some even conceded that their involvement as an LNO
helped to distinguish themselves from their peers when it came time for quarterly or annual
awards. Beyond these reasons, though, there are few other incentives for contracting
personnel to volunteer and become LNOs for RAPIDx. Therefore, some of these
motivations highlight that RAPIDx operates more like a volunteer organization.

The second best practice captured is indefinite membership. RAPIDX’s core
members promoted the mantra that once someone becomes a member of RAPIDX, that

person will always be a member of RAPIDx. Consequently, RAPIDX is able to work
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around its manpower restrictions and instead maximize its ability maintain its cadre of

skilled contracting professionals by leveraging its growing list of LNOs.

However, we also consider the indefinite membership to be an area of concern.
Anyone in Air Force Contracting can become an LNO. Yet, those who become an LNO
may never be active or contribute anything to support RAPIDX, and these LNOs would
always be members of RAPIDx. Simply put, there is no policy or process in place to ensure
that LNOs provide value to the network or help LNOs maintain their engagement with
RAPIDx. Give the aforementioned lack of direct, measurable outcomes, it would be

impossible to quantify the vale to the network as well.

We also identified two other areas of concern relating to the human capital
approaches tailored to meet organizational needs critical success factor. The third area of
concern identified is only two full-time billets secured. At one point, RAPIDx was supposed
to receive more full-time billets. However, senior leadership changes resulted in those
additional billets getting redirected to a different organization. Unless senior leaders
provide RAPIDx with more full-time billets, RAPIDx’s core team members will continue

to be limited in how much work they can accomplish.

The fourth area of concern identified is competing priorities. Competing priorities
come in various forms. For example, senior leaders change positions every few years, and
new senior leaders tend to have different priorities than the previous leaders. This type of
turnover is commonplace for the DOD and DAF. However, RAPIDx suffers from
inconsistent support from its senior leaders, which includes a lack of measurable,
actionable, and auditable strategic goals for the organization. RAPIDx relied upon the
support from senior leaders to function during its first few years of existence. Moreover,
LNOs also struggle with many competing priorities, because LNOs are still beholden to
their primary and additional duties at their home station first. Those duties will almost
always trump the opportunities provided by RAPIDx. Consequently, the competing
priorities that currently persist above and within the organization will ultimately impact
RAPIDx’s ability to explore human capital approaches.
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7. Cornerstone 3: Element 4 — Creating Results-Oriented Organizational
Cultures

All nine of the original interviewees answered the three questions pertaining to the
creating results-oriented organizational cultures element under the third cornerstone. The
four follow-up interviewees provided responses that supplemented these answers. Of these
responses, we captured two best practices. We also identified two areas of concern. The

results from our interviews are shown in Table 13.

Table 13. RAPIDx Best Practices from Cornerstone 3: Element 4

+ Promoting Engagement in Monthly
LNO Meetings

a. Empowerment and Inclusiveness

+/- Relating Performance and Goals to
SAF/AQC Flight Plan
- No Measurable Outcomes

b. Unit and Individual Performance
Linked to Organizational Goals

a. Critical Success Factor 1: Empowerment and Inclusiveness

The best practice identified for this critical success factor is promoting engagement
in monthly LNO meetings. RAPIDX’s core members promote engagement in their monthly
LNO meetings. Their efforts encourage members of the LNO network to speak up, provide
feedback, and get directly involved in shaping RAPIDXx’s trajectory and future initiatives.
Consequently, many interviewees expressed that they felt a sense of ownership regarding

RAPIDX’s progress and achievements.

b. Critical Success Factor 2: Unit and Individual Performance Linked to
Organizational Goals

The best practice identified for this critical success factor is relating performance
and goals to the SAF/AQC flight plan. RAPIDx’s efforts and performance is directly tied
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to the third objective under the third line of effort in the 2021 SAF/AQC flight plan, which
IS to optimize the acquisition experience by developing “RapidX support capability” (Air
Force Contracting, 2021, p. 12). Many interviewees referenced this line of effort when they
described how they linked their performance to organizational goals. This type of common

purpose and linkage is a nice start for RAPIDX.

However, we also consider the relating performance and goals to the SAF/AQC
flight plan to be an area of concern. This area of concern is best explained by the second
area of concern identified, which is a recurring theme—no measurable outcomes. As of
September 2022, nobody within RAPIDx could identify or define a set of direct,
measurable outcomes that the organization should pursue. This lack of measurable
outcomes might change in the future, pending the results of SAF/AQC’s latest initiative—
the A-P-S lens—which stands for Alignment, Prioritization, and Simplification. This effort
from the DAF’s senior contracting leaders seeks to make the SAF/AQC flight plan more
aligned with the DAF’s operational imperatives, while prioritizing and simplifying
guidance to accelerate change (A. Trevino, personal communication, September 6, 2022).

For now, RAPIDx focuses its time and effort on building connections with non-
traditional businesses and coordinating with other contracting units through the LNO
networks. These actions are tough to measure, with the only tangible output being how
many connections RAPIDx made within a specific time frame. Ultimately, these
connections RAPIDx enables are subjective, since RAPIDx does not have a way to confirm
that the connections it made resulted in the execution of contract awards for any innovative
solution or technology. Consequently, RAPIDx members struggle to leverage metrics or

provide data points to senior leadership to validate or justify its actions.

C. RECOMMENDATIONS

This section contains our top five recommendations as of 26 October 2022. The
first recommendation addresses our biggest area of concern—that RAPIDx lacks direct,
measurable outcomes. The second recommendation addresses the need to adapt the GAO

Framework to better evaluate new, agile, and innovative organizations. The three final
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recommendations consist of actionable items that can shape, if not improve, the future
effectiveness of RAPIDx.

1. Define Measurable Inputs and Outputs to Inform Outcomes

RAPIDx currently lacks direct, measurable inputs, outputs, outcomes, and the
ability to monitor any spend resulting from the connections it secures. Even though
RAPIDx was conceived as an agile and innovative organization, it can benefit from
outcome measures. Leading minds in startup strategy and entrepreneurship still
recommend that such organizations create actionable, accessible, and auditable measures
of performance toward intended goals (Ries, 2011). Before RAPIDx can solidify its
outcomes, it must first identify measurable inputs and outputs. Therefore, we recommend
that RAPIDXx identifies and defines inputs and outputs that are relevant to promoting its
accountability and transparency. Below is a list of potential measurables that RAPIDx
could attempt to use to shape the outcomes it seeks to achieve. We also recommend that,
if RAPIDx attempts to define and track these outputs and senior leaders do not find value
in these measurables, then RAPIDx can discard the old outputs, iterate, and develop new
outputs until RAPIDx can point to direct, measurable outcomes. RAPIDx should also avoid
using and dedicating time tracking vanity metrics. Vanity metrics do not provide any
meaningful value, because they do not “demonstrate clear cause and effect” (Ries, 2011,
p. 143). It may take a few iterations, though, for RAPIDx to determine which metrics do

and do not provide value to the DAF’s senior contracting leaders.

a. Potential Measurable Inputs

¢ Number of non-traditional businesses (or universities) contacted.
e Number of non-traditional businesses linked to LNOs.

e Number of hours spent on RAPIDx-related requirements.

e Number of SCO LNOs engaged (within a certain time frame).

e Number of general LNOs added (within a certain time frame).
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e Number and type of events engaged with by RAPIDx members.

b. Potential Measurable Outputs

e Number of Phase I/1I/11B/I11 awards resulting from RAPIDx connections.
e Total money awarded from contracts resulting from RAPIDx connections.
e Number of innovative solutions that transitioned from Phase 11/11B to III.

e Number of manhours saved by innovative solutions.

e Customer feedback from the executing organizations that awarded contracts

resulting from RAPIDx connections.

e RAPIDx’s Yelp! Rating, if created, would help the organization track how

well it is performing (Newcombe, 2015).

2. Adapt the Second Cornerstone of the GAO Framework for Innovative
Organizations

One minor adaptation can be made to the second cornerstone, Policies and
Processes, when benchmarking innovative organizations. We recommend adding a new
critical success factor to the planning strategically element, which we call partnering with
external organizations and potential partners. For context, the planning strategically
element “requires attention to the larger context within which acquisitions occur,” (GAO,
2005, p. 13) which means that attention should also be given to other factors that are
external to an agency’s policies and processes (GAO, 2005). The first critical success
factor, partnering with internal organizations, does not consider factors external to an
agency. Instead, this critical success factor considers the relationships that exist within an
agency. The other critical success factor, assessing internal requirements and the impact
of external events, addresses the need to conduct market research while being “cognizant
of congressional mandates, administration initiatives, socioeconomic policy objectives,
governmentwide fiscal imbalances, and other factors external to agencies” (GAO, 2005, p.

14). However, this critical success factor focuses more on external factors like budgets and
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government legislation. Neither critical success factor explores one of the key aspects that

we observed with RAPIDx—engagement with academia and non-traditional businesses.

Some may argue that this gap is addressed in the managing and engaging suppliers
critical success factor. However, the vast majority of our interviewees commented that
RAPIDx does not have or maintain any supplier relationships. Instead, our interviewees
explained that they leaned further to the left side of the acquisition timeline, engaging with
businesses who are not yet described as suppliers.

Our new critical success factor, partnering with external organizations and
potential partners, fills this gap. Many of the DAF’s innovation initiatives seek to identify
emerging technology solutions or create novel solutions. However, those private entities
who engage in this type of innovation tend to not be the same, traditional businesses that
the DAF interfaces with—Ilike the aerospace DIB’s five major defense contractors. As
informed by some of RAPIDx’s best practices in the planning strategically element,
innovative organizations partner with non-traditional businesses to experiment and
innovate. With this information, we created a list of key questions, what to look for, and
cautions to consider when applying this new critical success factor to innovative

organizations:

a. Key Questions
e How does the agency identify innovative solutions and technologies that are

currently in progress or recently realized?

e How frequent, if at all, is the agency engaging with members of academia and

industry?

e Does the agency interact with other innovative organizations external to its

department or organization when conducting market intelligence?
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b. Look For

e The agency empowers its members to communicate with members of
academia and industry to determine the available and anticipated commercial
technology capabilities.

e The agency frequently engages with members of academia and industry.

e The agency develops strategies that support the agency’s missions rather than

the needs of an individual unit.

¢ Innovative solutions and related information are shared with other government

departments and organizations.

e The agency has structures in place that require coordination and facilitate

open communication regarding innovative solutions with external agencies.

C. Cautions

e There are limited to no mechanisms in place for coordinating engagements

with academia and non-traditional businesses.

e There are limited to no mechanisms in place for sharing the market
intelligence of available and anticipated innovative commercial technology

capabilities with other government departments and organizations.

An updated version of the second cornerstone, adapted for innovative

organizations, is shown in Table 14.
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Table 14. Second Cornerstone Adapted for Innovative Organizations

Cornerstone Element Critical Success Factor

a. Partnering with Internal Organizations
b. Partnering with External Organizations
Planning Strategically and Potential Partners

c. Assessing Internal Requirements and
the Impact of External Events

a. Empowering Cross-Functional Teams

Policies and Processes Effectively Managing the Acquisition |- Managing and Engaging Suppliers
Process ¢. Monitoring and Providing Oversight to
Achieve Desired Outcomes
d. Enabling Financial Accountability
a. Using Sound Capital Investment
Promoting Successful Outcomes of Major | Strategies

Projects b. Employing Knowledge-Based
Acquisition Approaches

3. Keep the LNO Network, but Merge RAPIDx with AFRL/RGK

RAPIDx’s current placement within SAF/AQCP should be temporary. After
completing all of our interviews, we learned that AFWERX now has its own contracting
capability through its AFRL/RGK office (C. Eiserman, personal communication, October
12, 2022). Therefore, the AFRL/RGK office is effectively executing the function that
RAPIDx was originally designed to complete. Moreover, given the recent organizational
realignment, RAPIDx’s autonomy appears to be in flux. There is no indication that
RAPIDx will be granted a budget of any size, and the number of billets for its core, full-

time members does not appear to be increasing in the near future.

Despite these concerns, RAPIDx possesses a few key features that need to persist.
First, RAPIDx built up strong brand recognition since 2018, given the core team’s
grassroots efforts and successful connections secured through its LinkedIn account.
Second, RAPIDx’s LNO network has connected the DAF’s contracting professionals
across many locations and levels of leadership. This network, which has an established
battle rhythm for meeting and sharing ideas, promotes the communication and innovation
culture that RAPIDx has tried to democratize since its genesis.

To ensure these two features survive, the RAPIDx brand should relocate and apply
to AFWERX’s AFRL/RGK office. This realignment would bring RAPIDx back to its
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roots—providing contracting support for AFWERX’s innovation initiatives. Additionally,
if RAPIDXx regained its execution function, then this alignment would give their efforts a
more direct connection to measurable outcomes. Moreover, RAPIDx’s full-time billets
could be used to send contracting professionals to any of AFWERX’s innovation hubs.
These full-time members would still function as the central connectors that manage the
LNO network, connecting contracting professionals with each other from around the globe.
RAPIDx’s core team members would continue to serve as boundary spanners within
AFWERX, connecting non-traditional businesses and those belonging to other career fields
with the appropriate contracting unit. Those already assigned to AFRL/RGK do not need
to change their duties or responsibilities. Instead, they could become the information
brokers or peripheral specialists that will help RAPIDx thrive.

Furthermore, by working under AFWERX, the efforts of RAPIDXx’s core team
would better promote the use of multi-functional teams, given that AFWERX consists
primarily of Airmen whose backgrounds do not include contracting. This integration would
also reduce the likelihood of different government entities working separately while trying
to solve the same type of problem. Additionally, RAPIDx would need to develop a
communications strategy to inform the wider workforce about RAPIDx’s new alignment,

mission, and capability.

Finally, by having RAPIDx realigned under AFWERX, RAPIDx would be better
prepared to track its initiatives and respond to contingencies that require innovative
solutions. For instance, rather than relying upon their home station DODAACSs, RAPIDX’s
LNOs could be granted temporary access to AFRL/RGK’s DODAAC and given
appropriate privileges in PIEE. This way, RAPIDx’s LNOs can provide contract support
for RAPIDx while avoiding some of the logistical headaches experienced by some of the
LNOs who supported the Air Force’s Acquisition COVID-19 Task Force. At the same
time, RAPIDx can secure a greater level of transparency by having their LNOs’ actions
tied to its DODAAC.
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4. Provide RAPIDx with Funding to Purchase an Enterprise Resource
Planning System

The DAF should provide RAPIDx with sufficient funds to purchase an enterprise
resource planning (ERP) system that RAPIDx’s core team members can leverage to
oversee the LNO network. ERP systems effectively normalize information by enabling
data to flow between various sources and eliminate data duplication. ERP systems are so
valuable that thousands of businesses use ERP systems to manage their daily activities,
including those that relate to procurement, risk management, and supply chain operations.
In short, ERP systems make organizations more transparent, and they function as a viable

technology solution that integrates people, processes, and technologies (Oracle, n.d.).

As noted in our results, RAPIDx manually updates its LNO directory and has a
limited capacity to track and follow up with the connections it makes. An ERP system
would simplify and align many of RAPIDx’s efforts, which would ultimately help
RAPIDx’s core team locate its LNOs who have specific experiences, work in specific
locations, or have needed talents within the LNO network. Furthermore, an ERP system
could help RAPIDx’s core team track the connections LNOs have made with non-

traditional businesses, along with tracking those who awarded any type of SBIR contract.

5. Strengthen Ties with the Defense Innovation Unit

The need to accelerate change and innovate applies to more than just the DAF—
this necessity applies to the entire DOD. Innovation is a joint effort, but the current defense
innovation ecosystem is disjointed. As noted in the introduction, there are more than 30
different innovation organizations trying to find and transition innovative commercial
technologies into defense solutions. With so many organizations tackling innovation, we
would not be surprised to learn about the duplicative efforts that these organizations might

be exploring.

Therefore, RAPIDX, and by extension AFWERX, should strengthen its ties with
DIU, an innovation organization that claims to be “the only DOD organization focused
exclusively on fielding and scaling commercial technology across the U.S. military at

commercial speeds” (Defense Innovation Unit, n.d.). By strengthening the relationship

ACQUISITION RESEARCH PROGRAM
w/ DEPARTMENT OF DEFENSE MANAGEMENT
NAVAL POSTGRADUATE SCHOOL

78



between the Defense Innovation Unit (DIU) and RAPIDX, the DAF could ensure that its
contracting units are deconflicting innovation efforts with other DOD organizations and
are learning from each other’s efforts and progress. Furthermore, the DAF would be
helping the DOD find, develop, and transition innovative solutions and technologies to

those who truly need it—the warfighter.

D. POST RAPIDX REVIEW

On 28 October 2022, we shared our assessment with our sponsors at RAPIDx, who
reviewed this entire MBA professional report and provided some feedback. In all, our
RAPIDx sponsors provided 25 comments, ranging from minor administrative corrections
to detailed responses for our recommendations. Of note, our sponsors emphasized that
RAPIDx is more of a CONOP versus a formalized organization. They also explained that
RAPIDx is not inextricably tied to the SBIR and STTR programs. If these programs would
have expired, then RAPIDx would have still persisted and instead focused on promoting
the use of other acquisition tools. Moreover, our sponsors noted that the post-award issues
relating to the Acquisition COVID-19 task force were not unique to RAPIDX, but rather
applied to many other units who awarded innovative and crowdsourced solutions during
this time period. Finally, we learned that, as of the week of 17 October 2022, RAPIDx no
longer resides under SAF/AQCP. RAPIDx is now more closely associated with AFWERX,
but RAPIDx does not fall under AFWERX’s formal chain of command or organizational

structure.

In the end, we addressed 20 of our sponsors’ comments on 28 October 2022 without
harming the integrity of our research. Then we resolved the five outstanding comments and
concluded the feedback with our sponsors on 1 November 2022. We concluded that, if
RAPIDx wants to serve as a true acquisition function, then it should take on our top five
recommendations. However, if RAPIDx is meant to be a purely innovative social network,
then it should create and implement a communication strategy that clarifies its function,

purpose, and expectations.

During this same time span, we also created two informal polls that some of our

Air Force contracting officer and enlisted peers at the Naval Postgraduate School
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completed to see if our sample of interviews from the main study was skewed. The first
informal poll, called the 22 Cohort Post RAPIDx Lecture Survey, consisted of four
questions. The first three questions were built using a Likert 5-point agreement scale, and
the final question was open-ended. Eight of our peers in the Class of 2022 cohort, who
were officers in Air Force Contracting and enrolled in the “815” Acquisition and Contract
Management curriculum, completed this survey after they listened to our 90-minute
RAPIDx presentation on 27 October 2022.

The second informal poll, called the 23 Cohort RAPIDx Survey, consisted of three
questions. The first two questions were built using a Likert 5-point agreement scale, and
the final question was open-ended. Nine of our peers in the Class of 2023 cohort, who were
officers in Air Force Contracting and enrolled in the “815” Acquisition and Contract
Management curriculum, completed this survey. Unlike the Class of 2022 cohort, these
participants did not attend our 90-minute RAPIDX presentation on 27 October 2022. The
results of both of the first and second informal polls are shown below.

1. Results of First Informal Poll

The first question stated, “I understood what RAPIDx’s function was before the
student lecture.” Of all eight responses collected, two respondents answered, “strongly
disagree,” four respondents answered, “disagree,” and two respondents answered, “neither
agree nor disagree.” None of the respondents answered with “agree” or “strongly agree.”
Therefore, none of our peers could confidently identify or explain RAPIDX’s current

function before our 90-minute presentation on 27 October 2022 as shown in Figure 17.
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| understood what RAPIDx's function was before the student lecture.
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« Strongly disagree 25.00% 2
v Disagree 50.00% 4
« Neither agree nor disagree 25.00% 2
v Agree 0.00% 0
« Strongly agree 0.00% 0
TOTAL 8

Figure 17. Question 1 Results of First Informal Poll

The second question stated, “I understand what RAPIDx’s function is after the
student lecture.” Of all eight responses collected, two respondents answered, “strongly
agree,” five respondents answered, “agree,” and one respondent answered, “neither agree
nor disagree.” None of the respondents answered with “disagree” or “strongly disagree.”
Therefore, most of our peers could confidently identify or explain RAPIDx’s function after
our 90-minute presentation on 27 October 2022, assuming our presentation accurately

captured and explained RAPIDx’s current function as shown in Figure 18.
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| understand what RAPIDx's function is after the student lecture.
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Figure 18. Question 2 Results of First Informal Poll

The third question stated, “It is clear what RAPIDx brings to the Air Force
Contracting mission.” Of all eight responses collected, one respondent answered, “strongly
agree,” five respondents answered, “agree,” one respondent answered, “neither agree nor
disagree,” and one respondent answered, “disagree.” None of the respondents answered
with “strongly disagree.” Although the responses were different slightly from the second
question, most of our peers thought it was clear what RAPIDx brings to the Air Force
Contracting mission after our 90-minute presentation on 27 October 2022, assuming our
presentation accurately captured and explained what RAPIDx currently brings to the Air

Force Contracting mission as shown in Figure 19.
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Figure 19. Question 3 Results of First Informal Poll

100%

The fourth question asked, “How many years of contracting experience do you

have?” Of the eight responses, the median years of contracting experience was 4.25 years.

The minimum amount of contracting experience recorded was 1.5 years, whereas the

maximum amount of contracting experience recorded was 11 years as shown in Table 15.

The respondents’ years of contracting experience did not skew their initial understanding

of RAPIDx’s function before attending the student lecture.
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Table 15. Question 4 Results of First Informal Poll

Years of Contracting Experience
Mean 4.75
Median 4.25
Standard Deviation 2.93
Range 9.50
Minimum 1.50
Maximum 11.00
Count 8.00

Initially, all of the members of the Class of 2022 cohort reported that they had very
little idea about RAPIDx and its function. Their perception of RAPIDx was not impacted
by their years of contracting experience. The student lecture that we presented on 27
October 2022 seemed to somewhat help the members of the Class of 2022 cohort better
understand RAPIDx’s function. However, their confidence dipped slightly when asked if
it was clear what RAPIDx brings to the Air Force Contracting mission. We also tried an
ordered logistic regression to see if the respondents’ years of contracting experience

influenced each of their answers, and we found no significant results.

2. Results of Second Informal Poll

The first question stated, “I know what RAPIDx is.” Of all nine responses collected,
three respondents answered, “strongly disagree,” two respondents answered, “disagree,”
two respondents answered, “agree,” and two respondents answered, “strongly agree.” None
of the respondents answered with “neither agree nor disagree.” Therefore, more than half

our respondents had never even heard of RAPIDx as shown in Figure 20.
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Figure 20. Question 1 Results of Second Informal Poll

The second question stated, “lI know what RAPIDx brings to the Air Force
Contracting mission.” Of all nine responses collected, three respondents answered,
“strongly disagree,” three respondents answered, “disagree,” one respondent answered,
“agree,” and two respondents answered, ‘“strongly agree. None of the respondents
answered with “neither agree nor disagree.” Therefore, only one third our respondents
knew or thought they knew what RAPIDx currently brings to the Air Force Contracting

mission as shown in Figure 21.

ACQUISITION RESEARCH PROGRAM
DEPARTMENT OF DEFENSE MANAGEMENT

y NAVAL POSTGRADUATE SCHOOL
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Figure 21. Question 2 Results of Second Informal Poll

The third question asked, “How many years of contracting experience do you
have?” Of the nine responses, the median years of contracting experience was 3 years. The
minimum amount of contracting experience recorded was 0 years, whereas the maximum
amount of contracting experience recorded was 16 years as shown in Table 16. The
respondents’ years of contracting experience may have skewed the Class of 2023 cohort’s
answers to the first question of this second informal poll. The three respondents with the
most years of contracting experience responded with “agree” or “strongly agree,” whereas
five of the remaining six respondents with six years or fewer of contracting experience
responded with “disagree” or “strongly disagree.” Similarly, the three respondents with the
most years of contracting experience responded with “agree” or “strongly agree,” whereas

the remaining six respondents with six years or fewer of contracting experience responded
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with “disagree” or “strongly disagree.” Only one of these respondents claimed to know
what RAPIDx was and answered that they did not know what RAPIDx brings to the Air
Force Contracting. Although this sample is small, we ultimately observed that fewer
respondents claimed to know what RAPIDx brings to the Air Force Contracting mission

when compared to the number of respondents who claimed to know what RAPIDX is.

Table 16. Question 3 Results of Second Informal Poll

Years of Contracting Experience
Mean 4.75
Median 3.00
Standard Deviation 5.31
Range 16.00
Minimum 0.00
Maximum 16.00
Count 8.00

Ultimately, fewer respondents from the Class of 2023 cohort claimed to know what
RAPIDx brings to the Air Force Contracting mission versus what RAPIDx is. Also, unlike
the results captured in the first informal poll, the respondents’ perceptions of RAPIDX in
this second informal poll were more skewed by their years of contracting experience. In
particular, the three respondents with the most contracting experience responded to the first
two questions of this second informal poll with more confidence than the other respondents
who had six years or fewer of contracting experience. Finally, we tried an ordered logistic
regression to see if the respondents’ years of contracting experience influenced each of

their answers, and we found no significant results.

3. Sixth Recommendation

Given the results of our study and these two informal polls, RAPIDx seems to have
a general identity crisis within the workforce. The confusion may stem from its constantly
shifting mission focus and organizational alignment. We are not certain about the cause,

but we do recommend a best practice to combat this issue. RAPIDx should build a

ACQUISITION RESEARCH PROGRAM
w/ DEPARTMENT OF DEFENSE MANAGEMENT
NAVAL POSTGRADUATE SCHOOL

87



marketing communications plan. This communications plan should seek to fulfill the
following four objectives: (1) increase awareness of and participation in RAPIDx, (2)
improve relationships between RAPIDx and industry, (3) provide resources to industry to
facilitate greater participation, and (4) create reliable and consistent messaging that reflects
RAPIDx’s realistic expectations and experiences (Passarella & Ocampo, 2020). When
creating this communications plan, RAPIDx should identify its internal and external
stakeholders who would benefit or be impacted by this effort. RAPIDx should also consider
practice market segmentation, in which RAPIDx separates its marketing efforts into
quadrants based on the combination of an industry’s level of information and level of
availability. Furthermore, RAPIDx should leverage both print and digital media to raise
awareness of RAPIDx’s function and purpose (Passarella & Ocampo, 2020).

As it stands, RAPIDx has experienced many organizational changes up to and
through the completion of this study. This constant change makes it difficult for anyone to
understand RAPIDx’s function and purpose. It is also challenging for RAPIDx to develop
and implement an effective and coherent communication plan while it is in a constant state
of flux. Therefore, RAPIDXx needs to stabilize before it can clean up and improve its current
marketing efforts. Special attention should be given to RAPIDx’s LinkedIn page, which
currently adds to the state of confusion, because the hyperlink referenced under the
“Website” section on RAPIDx’s LinkedIn webpage (http://82cons.com/services-table/)
contains information that refers to RAPIDX.

Finally, RAPIDx could advertise its function and purpose by saying that “RAPIDXx
is a social network that shares best practices and alerts mission partners to new and
emerging sources and technology.” This way, RAPIDx is clear and concise when
advertising its function and purpose to everyone else working both inside and outside of

the defense innovation ecosystem.

E. SUMMARY

In this chapter, we provided the results of our 13 interviews by (1) creating seven
tables that outlined RAPIDX’s best practices and areas of concern and (2) including a short

narrative explaining the best practice or area of concern. We then used these results to
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inform our six recommendations. The next chapter contains a summary of this entire study,
a conclusion that answers our primary and two supplementary research questions, an
acknowledgement of this study’s many limitations, and a recommendation for how to

further build upon our research.
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VI. SUMMARY, CONCLUSIONS, AND AREAS FOR FURTHER
RESEARCH

A. INTRODUCTION

In this chapter, we conclude our report by summarizing our research. Then we
present a conclusion that (1) encompasses the results of our interviews and (2) answers our
primary and supplementary research questions. Finally, we acknowledge the limitations of
our research and identify areas for further research.

B. SUMMARY

In this study, we assessed RAPIDx using the second cornerstone, Policies and
Processes, and third cornerstone, Human Capital, under the GAO Framework and captured
RAPIDX’s best practices and identified some areas of concern. Our research focused on
the way RAPIDx functioned and managed its organizational structure between July 2018
and September 2022. To better understand what RAPIDx did and where it fit within the
defense innovation ecosystem, we explored innovation-related topics that included the
SBIR and STTR programs, the aerospace DIB, the CSO program, and AFWERX. Our
methodology consisted of nine structured interviews, supplemented with four unstructured
interviews, which were informed by the second and third cornerstones under the GAO
Framework. Our study ultimately offered insight and visibility into RAPIDx’s overall
effectiveness, which informed our recommendations for evaluating new, agile, and

innovative organizations in this era of strategic competition.

C. CONCLUSIONS
1. Interview Results

Our first nine interviewees answered thirty structured questions, which were
supplemented by four interviewees and informed by the second and third cornerstones of
the GAO Framework. For each element of the second and third cornerstone, we created a
table that captured RAPIDx’s best practices and identified some areas of concern. We

consolidated RAPIDX’s 16 best practices and 20 areas of concern into Table 17.
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Table 17.

Policies and Processes

Framework

Planning Strategically

a. Partnering with Internal Organizations

RAPIDx’s Best Practices and Areas of Concerns from the GAO

+ Leveraging LNO Network and Multi-
Functional Teams

+ Engagement with Academia, Industry,
and AFWERX

b. Assessing Internal Requirements and
the Impact of External Events

+ Leveraging Relationships, Social
Networks, and Open Source News

+ Rapid Communication through
Microsoft Teams Channel

- No Standard Operating Procedures

Effectively Managing the Acquisition
Process

a. Empowering Cross-Functional Teams

+ Hosting Industry Crosstalks

+ Coordinating and Facilitating
Communication Within LNO Network

+/- Attending Innovation Conferences,
Events, and Summits

- Some Friction when Engaging with Non-
Acquisition Government Entities

b. Managing and Engaging Suppliers

+/- Leveraging LinkedIn Connections

+ Participating in Industry Days

+ Leveraging LNO Network to Connect
Suppliers with Appropriate Units

- Limited Capacity to Maintain
Relationships

¢. Monitoring and Providing Oversight to
Achieve Desired Outcomes

- No Measurable Outcomes

d. Enabling Financial Accountability

- No Budget to Promote Autonomy

Promoting Successful Outcomes of Major
Projects

a. Using Sound Capital Investment
Strategies

N/A

b. Employing Knowledge-Based
Acquisition Approaches

- Leveraging Coalition of the Willing

- No Measurable Outcomes

Valuing and Investing in the Workforce

a. Commitment to Human Capital
Management

+/- Leveraging Coalition of the Willing

- Only Two Full-Time Billets Secured

b. Role of the Human Capital Function

N/A

Strategic Human Capital Planning

a. Integration and Alignment

- Missing Strategic Human Capital Plan

b. Data-Driven Human Capital Decisions

- Manually Updating LNO Directory

- Limited Capacity to Track Workload

a. Targeted Investments in People

+ Hosting Monthly LNO Meetings

Human Capital Acquiring, Developing, and Retaining +1- Leveraging Coalition of the Willing
Talent b. Human Capital Approaches Tailored to |+/- Indefinite Membership
Meet Organizational Needs - Only Two Full-Time Billets Secured
- Competing Priorities
a. Empowerment and Inclusiveness N Promotln_g SigrgaEi iy
. . - LNO Meetings
Creating Results-Oriented Organizational .
. L +/- Relating Performance and Goals to
Cultures b. Unitand Individual Performance SAF/AQC Flight Plan
Linked to Organizational Goals g
- No Measurable Outcomes
2. Primary Research Question

How well does RAPIDx perform in the Policies and Processes and Human Capital

cornerstones for efficient, effective, and accountable acquisition functions, as identified in

the GAO Framework?

Overall, RAPIDx performed somewhat poorly in the Policies and Processes and

Human Capital cornerstones. More specifically, for the second cornerstone, Policies and
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Processes, we captured 10 best practices and identified seven areas of concern. Our biggest
area of concern, which we observed across multiple elements, was that RAPIDx lacked
any semblance of direct, measurable objectives. As a result, the best practices we identified
were based on the direct effect that the practices had on each element, and not necessarily
on the final performance outcomes. In truth, RAPIDx excelled by leveraging its LNO
network to help create multi-functional teams and engage with innovators from academia
and industry. RAPIDx also promoted rapid communication through its Microsoft Teams
channel and obtained news quickly through RAPIDx’s LinkedIn account and personal
relationships with various entities. However, RAPIDx lacked a set of standard operating
procedures and experienced some friction whenever they engaged with Airmen from non-
acquisition backgrounds. RAPIDx also lacked the manpower capacity to manage

relationships with non-traditional businesses.

For the third cornerstone, Human Capital, we captured six best practices and
identified 11 areas of concern. Again, our biggest area of concern was that RAPIDx lacked
any semblance of direct, measurable objectives that could tie the LNOs’ individual
performance with organizational goals. Despite this major concern, we identified
RAPIDx’s monthly LNO meetings as a best practice, and we observed that RAPIDX’s core
members consistently demonstrated their commitment to the LNO network by remaining
approachable, treating their members as assets, and openly advocating for the growth of
the LNO network. However, RAPIDx ultimately lacked the sufficient manpower needed
to effectively manage its human capital, and there are concerns with how RAPIDx manages

certain processes, such as manually-updating the LNO directory.

3. Supplementary Research Questions

Is the current version of the GAO Framework appropriate for analyzing new, agile,

and innovative organizations?

Yes, as it currently exists, the GAO Framework is robust and appropriate for
analyzing new, agile, and innovative organizations. However, depending on the maturity
of the new, agile, and innovative organization, it may be challenging to identify the best

practices or areas of concern relating to the promoting successful outcomes of major
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projects element. From our experience, capital investment strategies and knowledge-based
acquisition approaches align better with more mature organizations. Besides this single
instance of incompatibility, all of the other elements and critical success factors discussed

in this study are relevant to new, agile, and innovative organizations.

If necessary, how should the two cornerstones analyzed in this study be reshaped
to improve how the Government measures the acquisition function of new, agile, and

innovative organizations?

We recommend one minor adaptation be made to the second cornerstone, Policies
and Processes, when analyzing new, agile, and innovative organizations. Specifically, we
recommend adding a new critical success factor to the planning strategically element,
which we called partnering with external organizations and potential partners. This new
critical success factor addresses a gap that we observed during our study of RAPIDX. In
particular, we observed that none of the critical success factors considered an agency’s
engagement with external partners, to include academia and non-traditional businesses.
Therefore, our new critical success factor will help other evaluators consider whether, to
what extent, and how effectively another innovative organization interacts with members
of academia, non-traditional businesses, and other external innovation organizations at the
beginning of the acquisition process. Beyond this minor adaptation, we also determined
that no changes needed to be made to the third cornerstone.

D. LIMITATIONS OF THIS RESEARCH

There are some limitations to our research. First, this MBA professional report is
limited, because we interviewed members located primarily within the RAPIDx office and
its LNO network. Due to some time constraints and the inward focus of the interview
questions, we did not interview many individuals outside of the RAPIDx ecosystem, and
we did not interview any of the contractors or non-traditional businesses impacted by
RAPIDx’s efforts. Second, our interview questions focused on the second and third
cornerstones of the GAO Framework. Consequently, we did not generate enough content
through our interviews to apply the first and fourth cornerstones of the GAO Framework

to RAPIDX, leaving our overall application of the GAO Framework incomplete. Third, our

ACQUISITION RESEARCH PROGRAM
w/ DEPARTMENT OF DEFENSE MANAGEMENT
NAVAL POSTGRADUATE SCHOOL

94



selection of interviewees contains bias, because we interviewed those who were either
active in the organization, very interested in sharing their RAPIDx experience, or happened
to be present in RAPIDx’s monthly LNO meetings held in August. This likely means that
our interviews contain a conservative bias, and there may be further areas for improvement,
not less, should further exploratory interviews be conducted outside of the LNO network.
Fourth, our research is limited in that we could not obtain any spend data that would
otherwise bolster our evaluation and understanding of the RAPIDx office, because no
spend data exists for RAPIDx. Fifth, due to some time constraints, this report is limited in
that we did not compare RAPIDx against any of the other new, agile, and innovative
organizations working throughout the DOD’s innovation ecosystem. Finally, our study is
limited given that RAPIDXx’s transition from an ad hoc contracting organization to CONOP
was somewhat unclear and may have impacted our evaluation of RAPIDXx in accordance
with the GAO Framework.

E. AREAS FOR FURTHER RESEARCH

First, we suggest that future researchers continue to study RAPIDx by building
upon this study. In particular, future researchers should reanalyze RAPIDx based on the
details outlined in RAPIDx’s future communications plan, as suggested in our sixth
recommendation. Additionally, future researchers can focus more on RAPIDXx’s impact
beyond the LNO network, to include AFWERX Spark, contracting organizations, and non-
traditional businesses. When engaging other contracting organizations, future researchers
could simultaneously collect spend data pertaining to the awarded contracts that resulted
from RAPIDXx’s connections with those organizations. When expanding upon this study,
future researchers could also apply the first and fourth cornerstones of the GAO
Framework to RAPIDx. Furthermore, future researchers could compare RAPIDXx to other

new, agile, and innovative organizations in the innovation ecosystem.

We also suggest that future researchers apply the second cornerstone, Policies and
Processes, and the third cornerstone, Human Capital, of the GAO Framework to
AFWERX’s new contracting arm, the AFRL/RGK office. This new office awards the Open
Topic SBIR Phase 1 and 2 contracts (C. Eiserman, personal communication, October 12,
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2022), which is a function we thought RAPIDx executed before completing this study. In
addition to conducting a qualitative study, these interested students should also conduct a
spend analysis, given that the AFRL/RGK office awards contracts and should have the
resulting spend data readily available. Furthermore, researchers could conduct a similar
mixed-method study by benchmarking other innovative organizations such as the Defense

Innovation Unit, Kessel Run, Kobayashi Maru, and Space Camp.
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APPENDIX A. FRAMEWORK FOR ASSESSING THE

ACQUISITION FUNCTION (GAO, 2005)

[Cornerstones

Elements

Critical Success Factors

Organizational
Alignment and
Leadership

Aligning Acquisition with Agency's
Missions and Needs

* Assuring Appropriate Placement of the
Acquisition Function

* Organizing the Acquisition Function to
Operate Strategically

* Clearly Defining and Integrating Roles and
Responsibilities

Commitment from Leadership

* Clear, Strong, and Ethical Executive
Leadership

* Effective Communications and Continuous
Improvement

Policies and
Processes

Planning Strategically

* Partnering with Internal Organizations
* Assessing Internal Requirements and the
Impact of External Events

Effectively Managing the
Acquisition Process

* Empowering Cross-Functional Teams

* Managing and Engaging Suppliers

* Monitoring and Providing Oversight to
Achieve Desired Outcomes

* Enabling Financial Accountability

Promoting Successful Outcomes
of Major Projects

* Using Sound Capital Investment Strategies
* Employing Knowledge-Based Acquisition
Approaches

Human Capital

Valuing and Investing in the
Acquisition Workforce

* Commitment to Human Capital
Management
* Role of the Human Capital Function

Strategic Human Capital Planning

* Integration and Alignment
* Data-Driven Human Capital Decisions

Acquiring, Developing, and
Retaining Talent

* Targeted Investments in People
* Human Capital Approaches Tailored to
Meet Organizational Needs

Creating Results-Oriented
Organizational Cultures

* Empowerment and Inclusiveness
* Unit and Individual Performance Linked to
Organizational Goals

Knowledge and
Information
Management

Identifying Data and Technology
that Support Acquisition
Management Decisions

* Tracking Acquisition Data

* Translating Financial Data into Meaningful
Formats

* Analyzing Goods and Services Spending

Safeguarding the Integrity of
Operations and Data

* Ensuring Effective General and Application
Controls
* Data Stewardship

S PRAESTANTIA PER SCIENT Az )
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APPENDIX B. INTERVIEW QUESTIONS

Opening Questions:

1. What is the purpose of RAPIDx? (The purpose could include its mission, vision, etc.)
2. What is RAPIDXx’s organizational structure?
3. What is/was your role in RAPIDX’s organizational structure?

Cornerstone 2 — Policies and Processes Questions:

Element 1 — Planning Strategically

Partnering with Internal Organizations

4. Who are RAPIDx’s primary mission partners or stakeholders?

5. How does RAPIDx develop and maintain relationships with other contracting offices and its
mission partners?

Assessing Internal Requirements and the Impact of External Events

6. How does RAPIDx assess its mission partners’ needs and develop acquisition approaches to meet
their needs?

7. How does RAPIDx track new or pending legislation that might affect acquisition policies,
processes, and workload?

8. What are RAPIDx’s processes for dealing with unforeseen external events or emergencies?
Element 2 — Effectively Managing the Acquisition Process

Empowering Cross-Functional Teams

9. To what extent does RAPIDx use cross-functional teams?
10. How well or poorly does communication flow in these cross-functional teams?

Managing and Engaging Suppliers

11. What is the process RAPIDx uses to identify key vendors?
12. How does RAPIDx manage relationships with former, current, and future vendors?

Monitoring and Providing Oversight to Achieve Desired Outcomes

13. To what extent does RAPIDx monitor the contracts it awards?

14. What actions has RAPIDx taken to ensure that it has, or the organizations it supports have,
adequate staff with the right skills, knowledge, and training to implement policies and processes and
to oversee contractors?

Enabling Financial Accountability

15. How does RAPIDx record, track, and manage the financial data for the work the office completes?
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Element 3 — Promoting Successful Outcomes of Major Projects

Employing Knowledge-Based Acquisition Approaches

16. What metrics or benchmarks does RAPIDx use to monitor its performance or demonstrate its
capability?

17. How does RAPIDx learn lessons from or make improvements to its acquisition process?

Cornerstone 3 — Human Capital Questions:

Element 1 — Valuing and Investing in the Acquisition Workforce

Commitment to Human Capital Management

18. Can you describe RAPIDx’s workload per person?

Element 2 — Strategic Human Capital Planning

Data-Driven Human Capital Decisions

19. What data or processes does RAPIDx use to manage or justify its manning?

20. How does RAPIDx determine the appropriate size of its LNO network?

21. How does RAPIDx track the workload of its acquisition personnel?

22. How does RAPIDx track and conduct exit interviews with departing employees or LNOs? If so,
then how does RAPIDXx capture the feedback?

Element 3 — Acquiring, Developing, and Retaining Talent

Human Capital Approaches Tailored to Meet Organizational Needs

23. What flexibilities does RAPIDx have, regarding its manning? Please discuss the results or
implications.

24. What laws, regulations, or policies, if any, are limiting RAPIDX’s manning.

Element 4 — Creating Results-Oriented Organizational Cultures

Empowerment and Inclusiveness

25. How has RAPIDx communicated its expectations and reported its progress with its members?
Unit and Individual Performance Linked to Organizational Goals

26. How is RAPIDx’s performance linked to organizational goals?

27. How well does RAPIDx’s performance and achievements translate to annual performance reports

and the organization’s goals?

Closing Questions:

28. What are RAPIDX’s major concerns, that have not otherwise been addressed in this interview?
29. Do you consider RAPIDX’s existence a necessity, luxury, or liability? Why or why not?

30. What recommendations would you give to the other service branches regarding the
implementation of their own agile, innovative contracting organizations.
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