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1. Facilitate Discussion...
◦ What is a Workforce Development Program?
◦ What Do We Mean by Value?
◦ How Can We Measure Value?
◦ How Can We Increase Value?
◦ Example:  Increasing External Value of DSLDP*
◦ Example:  Increasing Internal Value of DSLDP*

* Defense Senior Leader Development Program
2. Propose Next Steps
3. Promote Networking

Presenter
Presentation Notes
Goals:	Conversation, not a lecture
	Understanding terminology
	Understanding methodology
	Understanding value added
	Illustrations

Next Steps—Action plan for the future

Closing—Contact information
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Fig. 1.  Workforce Analysis, Succession Planning, 
and Workforce Development Program
Definition, Planning, and Resourcing

Fig. 2.  Workforce Development Program Execution

Evaluation Goal 1--Determine the extent to which the 
program requirements, resources, definition, and 
content are optimal.

Evaluation Goal 2--Determine the extent to which the 
defined program is effective and efficient in meeting 
given program requirements with available resources.

1—Gains from other Federal agencies and the 
private sector.

2—Losses to other Federal agencies and the private 
sector.

3—Movements of employees within the civilian 
workforce, both vertically and horizontally within 
the Department of Defense.

4—Employees who meet program eligibility requirements.

5—Eligible employees who do not apply for admission.

6—Eligible employees who apply for admission.

7—Applicants who are not nominated for admission.

8—Applicants who are nominated for admission.

9—Nominees who are not selected for admission. 

10—Nominees who are selected for admission.

11—Selectees who do not participate in the program.

12—Selectees who participate in the program.

13—Participants who do not complete the program.

14—Participants who complete the program. 
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Presenter
Presentation Notes
Context—Workforce Analysis, Succession Planning, Program Definition, Planning & Resourcing

Generic Program Value Model:
Optimize requirements, resources, definition & content (e.g., targeted competency gaps)
Maximize effectiveness & efficiency given the requirements, resources, definition & content

Generic Program Evaluation Goals:
External value (ROI)—increasing bench strength
Internal value (ROI)—improving results
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 Competency-based approach to the development 
of senior civilian leaders for higher responsibilities
◦ Lead Organizations
◦ Lead Programs

 Focus on “Enterprise-wide Perspective” (Joint, 
Interagency, and Multinational Environments)
◦ Joint Perspective
◦ National Security

 External Value: Increasing Leader Bench Strength
 Internal Value:  Improving Program Results

Presenter
Presentation Notes
DSLDP: Preparing civilian leaders for higher responsibilities (organizations/programs)

Identifying, targeting & closing competency gaps (Enterprise-wide Perspective & ECQs)

Goals: Increase leader bench strength
	Improve program results
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 Workforce Analysis (SES & DoD Internal Pipeline)
◦ Forecast leader strengths, separations & requirements
◦ DoD Civilian Personnel Data System (DCPDS) data

 Leader Development Framework & Continuum
◦ Executive Core Qualifications (ECQs)
◦ Enterprise-wide (Joint Perspective & National Security)
◦ DoD Leader Competency Assessment Survey data

 Improving Leader Bench Strength Forecasts
◦ DoD Status of Forces Survey data
◦ Federal Human Capital Survey data
◦ HumRRO Prototype Model, by Targeted Competency
◦ DCPDS Pilot Test Model, by Targeted Competency

Presenter
Presentation Notes
Workforces: SES & GS-14/15/EQ pipeline
Current & future workforce characteristics
DCPDS data (strengths/weaknesses)
Competencies: DoD civilian leader model 
ECQs & Enterprise-wide Perspective
DoD survey data (strengths/weaknesses)
Separation Intentions:
DSoFS, FHCS data (strengths/weaknesses)
HumRRO, DCPDS (strengths/weaknesses)



6
DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010

13,36416,61019,422GS -14/15
26

514
55

302
249

78SESVision

13,87816,91219,734GS -14/15
27

514
56

302
253

78SESPolitical Savvy

13,36416,61019,422GS -14/15
26

514
55

302
249

78SESStrategic 
Thinking

15,93419,63022,854GS -14/15
31

514
65

302
293

78SESNational 
Security

14,39217,81820,748GS -14/15
28

514
59

302
266

78SESJoint 
Perspective

Bench 
StrengthN

Bench 
StrengthN

Bench 
StrengthN

201320112009

Competency/Level

13,36416,61019,422GS -14/15
26

514
55

302
249

78SESVision

13,87816,91219,734GS -14/15
27

514
56

302
253

78SESPolitical Savvy

13,36416,61019,422GS -14/15
26

514
55

302
249

78SESStrategic 
Thinking

15,93419,63022,854GS -14/15
31

514
65

302
293

78SESNational 
Security

14,39217,81820,748GS -14/15
28

514
59

302
266

78SESJoint 
Perspective

Bench 
StrengthN

Bench 
StrengthN

Bench 
StrengthN

201320112009

Competency/Level

By the end of 2009, there 
are projected to be 266 
GS - 14/15 and equivalents 
with the requisite 
proficiency on Joint 

Perspective to replace 
every SESer retiring. 

By the end of 2009, there 
are projected to be about 266
GS-14/15 and equivalents
with the requisite proficiency  
level on Joint Perspective

to replace every SES member 
projected to retire. (Source: HumRRO) 

Presenter
Presentation Notes
HumRRO:  Forecasting retirements using group intentions & group competencies.

Results:  Useful to plan program resources & intake requirements to replenish leader bench strength.

Note:  Gains from new hires/promotions are not incorporated into leader bench strength forecasts.
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1. Are you considering leaving your current organization within the 
next five years, and if so, when?
A. No, I am not considering leaving my current organization
B. Yes, within one year
C. Yes, between one and two years
D. Yes, between two and three years
E. Yes, between three and four years
F. Yes, between four and five years

2. If yes, why are you thinking about leaving?
A. To retire
B. To take another job within the Department of Defense
C. To take another job within the Federal Government
D. To take another job outside the Federal Government
E. Other

Presenter
Presentation Notes
Using Individual Versus Group Measures
Enables the correlation & evaluation of personal characteristics & competencies at the level of a single individual employee
Reduces survey limitations (e.g., sampling errors, response bias, measurement errors & technical errors)
Provides maximum forecasting accuracy
Enables individual-level succession plan
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 Measure Competency Gaps (Supervisors)
◦ Current proficiency level of employee
◦ Required proficiency level of position

 Measure Separation Intentions (Subordinates)
◦ Leaving your current organization within 5 years?  
◦ If so, when and why?

 Forecast Leader Bench Strengths & Separations
◦ For SES and DoD Internal Pipeline (GS-14/15/EQ)
◦ By Target Competency & Groups of Competencies

 Set DoD leader bench goals & review effectiveness, 
efficiency & external ROI of DSLDP in meeting goals

Presenter
Presentation Notes
Leadership FCM will be in DCPDS pilot test
First-Line Supervisors (Executives and Managers) will rate the competencies of their Subordinates (Executives, Managers, or Supervisors, as appropriate).
Subordinates will indicate separation intentions (i.e., leaving? when? why?).
Bench strengths & separations will be forecast for SES & GS-14/15/EQ pipeline by target competencies & competency groups.
Results will be used to evaluate DSLDP.
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Bench Goal > 3 * Vacancies; Grad%=10-50-20-(20)

0

50

100

150

200

250

300

350

Vacancies 50 55 60 70 80 95 110

Intakes 100 100 100 100 100 100 100

Graduates 10 60 80 80 80 80 80
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Goal:  Continuous improvements in...
 Solicitation/nomination/application/selection 

processes
 Representativeness/diversity of program participants
 Identifying leadership strengths/developmental needs
 Targeting and closing leadership competency gaps
 Enhancing enablers/eliminating barriers to success
 IDPs, Action Learning, and other program elements
 Career advancement/success of program graduates
 Effectiveness, efficiency & internal ROI given current 

program requirements, resources, definition & content
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 OPM Assessment Center
 Applicant Survey
 360 Degree Leadership Developmental Needs 

Assessments
 Pre-DSLDP & Post-DSLDP Surveys
 Portfolio Assessments (e.g., “CCAR”)
 Stakeholder Interviews
 Interim Surveys (1 & 2)
 Supervisor Survey
 Action Learning Stakeholder Survey/Interviews
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 Suggestions:
◦ Incorporate gains/promotions in leader strengths and 

requirements, not just losses from the DoD workforce
◦ Evaluate DCPDS pilot test and institutionalize method
◦ Evaluate DSLDP value (ROI) and make improvements
◦ Apply method to other workforce development 

programs (other than Leadership Functional Community 
Manager (FCM) programs, such as Information 
Technology FCM and Non-Acquisition Logistics FCM 
programs)

 Others:
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Dr. James L. “Jim” Raney
703-696-8730, DSN 426-8730
James.Raney@cpms.osd.mil

www.cpms.osd.mil/LPDD

Please remember to fill out the evaluation form located in 
your program and drop it off at the back of the room or  

at the registration desk.

Presentations will be posted on the Summit website 
at the conclusion the of event.

mailto:James.Raney@cpms.osd.mil�
http://www.cpms.osd.mil/LPDD�
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