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Topical Issues in DoD HR

Outline
• CPP/CPMS Reorganization
• Total Force Management
• Employment Programs//VETS
• Strategic Human Capital Planning
• Hiring Reform
• The Evolution of the HR Profession - Thoughts
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Why Did We Reorganize
Organization Structure 

Challenges Key Quotes

Current CPMS organization 
is bureaucratic

 “People do not want to work for CPMS [because] they can’t make decisions--
things take forever to get out.“

 “CPP/CPMS operates in a bureaucratic culture where anyone can say ‘no’ but 
nobody can say ‘yes’.”

Unclear lines of authority 
between CPP and CPMS

 “CPP tasks down and CPMS does the actual work.  CPP is supposed to go 
through the Director of CPMS, but that doesn’t happen in most cases.”

 “Folks in CPP are going directly to people in CPMS…the ‘Many to Many’ 
relationship is not effective.”

Unclear roles and 
responsibilities across the 

CPP/CPMS workforce

 “We need a clear plan of what we are trying to do.  We don’t know who’s doing 
what, there are no clear lines of responsibility.”

 “CPP and CPMS staff need to know what is in each other portfolios. Staff on 
both sides know very little about their authorities, contacts, and 
responsibilities.”

Inconsistent separation of 
policy and operations

 “[We need] clear designation of responsibility for policy areas [and] clear 
identification of the individuals responsible for specific policy areas.”

 “In many cases, it is not clear who is responsible for what. Sometimes policy 
and operations overlap.”

Difficult for customers to 
navigate CPP/CPMS  

divisions and branches

 “[Customers] don't know who has authorities to do certain things, [and] need 
more transparency.”

 “There is currently no transparency with customers on who to go to for policy 
versus operations.”
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Aligned to OPM Lines of Business

Recommended Portfolio Structure
CPMS is organized into executive portfolios 

managed by SES with access to CPP

Value of Portfolio Structure

Status Quo Structure
13 divisions currently provide support to CPP 

through the CPMS Director*

CPP

CPMS 
Director

CPP

CPMS 
Portfolio

CPMS 
Portfolio

CPMS 
Portfolio

CPMS 
Portfolio

The recommendation offers a solution to the status-quo communication bottleneck and 
organizes functions to improve customer ability to navigate through the organization

CPMS Divisions
(*)Note: The relationship between CPP and CPMS is based on technical 
authority, not lines of reporting

All information flows 
through the CPMS 
Director, creating a 

bottleneck

Authorities and information 
flow are distributed across 

Portfolio Executives, 
mitigating the bottleneck

Directorates formed by grouping 
existing divisions by HR Line of 

Business sub-functions
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Civilian Personnel Policy (CPP)
Defense Civilian Personnel Advisory Service (DCPAS)

CPPDASD(CPP)
Pat Tamburrino

Principal Director (CPP)
Paige Hinkle-Bowles

DCPAS

DHRA 
HQ

Compensation 
Seth Shulman

Benefits and Worklife 
Programs

Johnny McLean
Staffing and Civilian 
Transition Programs

Jeff Nelson
Labor & Employee 

Relations
Darryl Roberts

Non-Traditional 
Personnel Programs 

Betty Duffield
International 

Programs
Donna Brown

Non-appropriated 
Funds

Donna Tranum

HR Compliance and 
Investigations

Chris Brown

HR Operational 
Programs and 

Advisory Services
Tony Whitehouse

HR Strategic 
Programs and 

Advisory Services
Pat Tamburrino, 

Acting

Enterprise HR 
Automated Systems
Deb Breining, Acting

Emerging Personnel 
Programs

Pat Tamburrino, 
Acting

Mission Support

Berthina Jamison

Strategic Analysis 
and Reporting
Karen Spracher

Leadership, Learning 
& Development

Dave Rude

National Security 
Personnel System

Roberta Key

Information Systems
Richard Mercer

Corporate Support
Juanita Shanks

Resource 
Management
Pamela Gee

Strategic Human 
Capital Planning
Mary Beth Lepore

Evaluations
HCAT/DE&PPPHR-BITS

Investigations and 
Resolutions

TBD

Civilian Senior 
Executive 

Management
Mary Lamary

Recruitment 
Assistance Programs

Carin Otero
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How Do We Balance & Achieve Fit?

Total Force Management
• DASD CPP has assumed leadership of our Total Force 

Management efforts
– Global demands placed on the Department will not abate at a 

time we are also facing significant resource challenges.  
– Strategic Human Capital Management cannot be viewed in 

isolation from the other components of the Total Force. 
– We cannot fail to challenge assumptions and increasingly 

focus on the “front end,” the “demand end,” of Total Force 
Management

• And subsequently, acquire and develop the right kinds and numbers of 
personnel (or service contracts) to satisfy authorized requirements.
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Strategic Human Capital Planning
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GAP ANALYSIS

• S trengths
• W eaknesses
• O pportunities
• T hreats/Risks

REQUIREMENTS

• Mission
• Manpower
• Resource

WORKFORCE

• Competencies
• Proficiency Levels
• Forecasts
• Career Paths

780,000+ DoD Civilians
Acquisition

Civil
Engineering

Information 
Technology

FUNCTIONAL
COMMUNITIES

vs.

Financial 
Management

Law
Enforcement

Cover 80% of the 
civilian workforce

STRATEGIES TO CLOSE GAPS

• Recruitment
• Retention
• Succession
• Development

Strategy Must Integrate The Mission Needs Of The Department Across Three 
Axes:  War Fighting Platforms, Personnel, And The Supporting Infrastructure.  



Strategic Human Capital Planning
• Leadership relies on our Strategic Workforce Plan:

– Understand the demand signal for personnel resources;
– Implement analytically-based methods which support long-term workforce 

planning; and
– Identify the strengths and weaknesses in the skill portfolio of our workforce, and 

develop targeted programs and strategies. 
• At the individual level, employees are counting on us:  

– Deliver career roadmaps which allow them to develop their functional and 
leadership skills in response to mission needs; and

– Implement corresponding individual development plans.
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Core  Com
petencies –

Technical and Leadership 

Other Education/Training

Mid-Career Development

Senior Development

Summit Development

Other Education and Training, e. g. War College

Other Education/Training

Basic 
Development

Leadership & Development Throughout

Organization Specific  Training Throughout

SES / Leading Scientific Tech Expert –
Broad Assignments requiring contact 
w/ DoD senior  leaders and 
Government Officials

Supervisor / Manager 
Sr. Tech. Spec. – broad 
responsibilities 
emphasizing leadership 

Team Leader / Journeyman – Complex assignments with
emphasis on developing supervisory /management  and 
interpersonal skills

Intern / Entry – assignments and training to develop 
competence  job, Commands, functional area, general
skills; communication, interpersonal skills; project planning
data assimilation; team work; time management

GS 
5 -7 or 
equivalent

Management – Graduate study, 
speaking and writing, professional 
association activities

Increase technical knowledge
Gaining on-the-job skills for various 
Functional areas

Leadership
Management

Sustainment
of tech comps  

GS 
9 -11 or 
equivalent

GS 
12-13 or 
equivalent

GS 
14-15 or 
equivalent



Hiring Reform
7/21/2011
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•Presidential initiative
•DoD High Priority Performance Goal

Strategic 
Imperative

•Updates for automated staffing tools (USAJOBS/USA Staffing)
•Deployment of Enterprise Candidate Assessments
•Hiring Managers: Training and Accountability
•Veterans Employment: Veterans Acquisition Intern Program
•Disability Employment: DoD IwD Operational Plan
• Student Training and Academic Recruitment Program (STAR)

Current Issues & 
Priorities

•Continue to serve as a model for Federal hiring best practices
•Meet or exceed hiring timeline targets, and improve applicant and manger 

satisfaction
• Improve transparency and accountability for hiring metrics
• Innovative implementation of executive orders on Veterans, Disabled, and 

Student hiring
•Continuation of successful hiring programs (e.g. Hiring Heroes)

Success Factors

Need for Better Planning; Manager Engagement; 
Standardization



Accountability & Hiring Metrics
7/21/2011
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CMIS TIME TO HIRE SUMMARY FOR FY2010 AND Q1-3 FY2011*

FY2010 Quarter Avg Time to Hire for All Hires Avg Time to Hire for DE 
Hires

Avg Time to Hire for 
External Hires

Avg Time to Hire for Internal 
Hires

1 79 117 105 64
2 81 126 110 63
3 69 125 85 56

4 75 113 98 60

Weighted Average: 76 120 98 61
FY2010 Total Volume: 242,121 20,482 95,363 146,758 

FY2011
1 80 118 110 62
2 80 125 114 62

3 76 118 89 65

YTD Weighted Average: 79 120 105 63
FY2011 YTD Volume: 150,906 11,601 54,061 96,845 

* Full volume of hires used in calculation

80 Days?  
…. The rest of the story is …..?



Total Force Management 
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Military 
Mission

Platforms

People

Infrastructure

Mix of 

CIV

KOR
MIL

How Do Evaluate?

How Do We Establish Mix?

How Do We Adjust & Predict?



Employment Programs//VETS
• President Signs Executive Order (EO) 13518 – Employment of 

Veterans in the Federal Government – November 2009
– Interagency Council – 24 Cabinet-level agencies (CHCOs)
– Steering Committee – OPM, DoD, DHS, VA and DOL
– DoD Collaborative Effort:  CPP/CPMS and WWCTP
– Veterans Employment Office established within CPMS - December 2009
– Veterans Employment Operational Plan submitted to OPM - May 2010; 

refreshed in October 2010
– Veterans Acquisition Intern Program – DoD is “lead” for program design 

and development (interagency initiative)
– Facilitate and “drive” communication, coordination, and collaboration 

among DoD Stakeholders

7/21/2011
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VETS Employment a Key Focus



The Evolution of the HR Profession - Thoughts

• Professional Certification?
• Knowledge Transfer?
• Balance between Technician & Strategic 

Advisor
• The “Shadow Community”
• “No”  versus “How”
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Please Remember!

14Collections As Of 7-15-2011 = 195,000 lbs 

7/21/2011

Fact:  For 1 in 6 Americans, hunger is a reality.

The 2011 Feds Feed Families Federal Campaign runs through 
August 31st with the goal of donating 2 million pounds of 

food to food banks across the country.

The DoD goal is 733,800 pounds, not even a pound per 
employee.  We have plenty, please donate to help those 

in your community who are less fortunate.

The DoD Family Delivers the Groceries…



What Can I Do For You?
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