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ISSUE

In May 2025, the U.S. Department of War tasked the military services with implementing targeted reductions 
in permanent change of station (PCS) moves, including modifications to career development pathways. The 
U.S. Air Force (USAF) rotates service members through various assignments to maintain unit readiness and 
foster the development of essential knowledge, skills, and abilities. Assignments are intertwined with career 
development pathways, with frequent moves often associated with markers of optimum career progression—
particularly for intelligence officers. Reducing the frequency of PCS moves by extending assignment durations 
will disrupt these established career development practices and expectations.

APPROACH

RAND researchers assessed existing intelligence career development pathways and identified opportunities 
to modify these pathways in response to longer assignment durations. The team reviewed intelligence career 
field development plans and practices and conducted discussions with six subject matter experts in the USAF 
intelligence officer (14N) and enlisted (1NX) career fields.

CONCLUSIONS

•	 The intelligence community develops officers and enlisted differently, focusing on breadth through frequent 
assignments for officers and depth through career specialization and longer assignments for enlisted 
personnel.

•	 Intelligence officer career development pathways are shaped by cultural expectations that frequent PCS 
moves demonstrate career growth.

•	 Enlisted intelligence career field development is limited by a lack of development management systems and 
minimal oversight for junior and midcareer enlisted career development.
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PROJECT AIR FORCE

•	 Career field managers (CFMs) value flexibility (e.g., waivers, assignment extensions, and individual 
assignment consideration) when aligning career development goals with assignment actions.

•	 Career development opportunities can be realized through local moves within the same assignment 
location if the location offers varied missions or units rather than requiring relocation to a different base. 

RECOMMENDATIONS

•	 CFMs should tailor intelligence career development pathways to reflect variance in assignment locations.
•	 CFMs should identify opportunities to leverage flexible career development practices to promote 

intelligence skill development and career growth without a PCS move.
•	 CFMs should consider creating pathways for intelligence officer specialization to develop officer depth 

through longer assignments in select mission areas rather than frequently moving officers to achieve 
breadth.

•	 CFMs should reassess assignment lengths for intelligence officer milestone developmental opportunities.
•	 The intelligence CFM team should work with the Air Force Personnel Center to reintroduce Talent 

Marketplace (or create other personalized assignment tools) to bolster enlisted intelligence personnel career 
development management and execution.

•	 USAF CFM teams should conduct a detailed assessment of their career development policies, practices, and 
cultural expectations to inform modifications of career pathways.

•	 Enhanced data collection, such as surveys and outcome assessments, can aid USAF CFMs in modifying 
career development pathways on an iterative basis.

•	 USAF CFM teams can conduct road-show briefings or state-of-the-field calls to disseminate new 
expectations for career development pathways to the workforce.

•	 USAF CFM teams can incorporate service member feedback and preferences within modification 
considerations to streamline the implementation of new processes and policies.
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