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DoD Lifecycle Talent Management Framework

Mission and Organizational Goals
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Development Planning
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Presentation Notes

Three levels of leadership have guided the vision, requirements, and functionality of DoD’s SES Talent Management framework

Talent Management is defined as the “Life Cycle Management of Executive Talent”
The DoD framework for accomplishing the life cycle management of executive talent will be a “System of Systems” – integrated components under common architecture, standards, lexicon, tools, and business rules defined by OSD
DoD will adopt a “Spiral Approach” for designing components of the framework beginning with Succession Management
DoD has developed common approaches for Compensation and Performance Management 
Guiding elements of any/all Spirals include common data, evaluation process, and business rules






		DoD Lifecycle Talent Management Framework




Developing A Leadership
Strategy

Defense Leadership Summit

William Pasmore
SVP, Organizational Leadership
Center for Creative Leadership





Overview

 The call for continued improvement in
leadership

e How do we create the future leaders we
need?

 What kind of organization is capable of
supporting the development of more
advanced leadership?

© 2010 Center for Creative Leadership. All Rights Reserved.





Where are we growing?

How fast are we growing? Where will we
need them ? Make or buy?

How many

lcad Rl ve Where are we shrinking? =1o/ 1=

need?

What do we
need our
leaders to be
able to do?

Diversity? What kind of

leadership
culture do we
require ?

i ‘ . | Or‘ speCial is_rs? © 2010 Center gg!!t&begoggiim%;?s Reserved.

leaders will we
need?





— Ties leadership development directly to the
organizational strategy

— Enables everyone to be clear about what is required to
succeed

— Justifies expenditures of time, money and energy

— Clarifies executive responsibilities for talent
management

— Provides the context for talent management processes,
systems and policies

— Heightens the relevance and purpose of leadership

© 2010 Center for Creative Leadership. All Rights Reserved.





Leadership
Delivery

Do not copy
without

permission
© 2010 Center for Creative Leadership. All rights reserved
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Presentation Notes

This is the surround that determines whether our leadership interventions are effective
This also shows us what we’ve been leaving on the table
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This is the surround that determines whether our leadership interventions are effective
This also shows us what we’ve been leaving on the table
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Increasing Complexity Demands
Different Leadership

Specialization

Integration

Complexity

Leadership

Lawrence & Lorsch, 1967, Organization and Environment ) ) )
© 2010 Center for Creative Leadership. All Rights Reserved.
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Presentation Notes

An example of a vision statement that received a high rating for value-based core comes from the CEO of a large pharmaceutical company. When stating his vision, he describes the core value of the company as focusing on patients (their customers). This company’s vision is focused on its customers with references to how its products impact the rest of the world. It identifies the need to keep “looking through the eyes” of its patients as the key ingredient to focus on customers. This vision statement also references how the business impacts humanity by emphasizing that the CEO does not want patients to choose between “food and medicine.” This executive was able to articulate his company’s core values in a clear and persuasive manner.
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Presentation Notes

Here’s an example of a vision statement that did not include any background or current situational context. In this vision from an executive in the oil and gas industry, we do not know why each employee must understand how he/she contributes to the company’s goals, why the company needs to grow, or in what sector it needs to grow.
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Here’s an example of a vision statement that did not include any background or current situational context. In this vision from an executive in the oil and gas industry, we do not know why each employee must understand how he/she contributes to the company’s goals, why the company needs to grow, or in what sector it needs to grow.





What kind of leaders are
required to guide these
organizations?






DoD Civilian Leader Development Framework

Leading
Change

This core competency
involves the ability to
bring about sirategic
change, both within and
outside the organiza-
tion, to meet organiza-
tional goals. Inherent to
this competency is the
ability to establish an
organizational vision
and to implement it in a
continuously changing
and highly ambiguous
environment. Balances
change with continuity
and addresses
resistance.

Creativity and Innovation
External Awareness
Strategic Thinking
Vision

Flexibility

Resilience

Leading
People

This core competency
involves the ability to lead
and inspire a muli-sector
group [not only employ-
ees (civilian and military),
but also other government

agency personnel at the
Federal, State, and local

levels, aswell as
contractors and grantees]
toward meeting the
mission, and goals.
Inherent to this compe-
tency is the ability fo
provide an inclusive
workplace that fosters the
motivation and develop-
ment of others, facilitates.
empowerment,

sacrifice, and risk for

the good of the mission,
as well as trust, confi-
dence, cooperation and
teamwork, and supports
consiructive resolution of
conflicts.

Conflict Management
Leveraging Diversity
Developing Others
Team Building

Results
Driven

Defin

This core competency
involves the ability to
meet organizational
goals and customer
expectations. Inherent
to this competency is
stewardship of
resources, the ability to
make decisions that
produce high-quality
results by applying
technical knowledge,
analyzing problems,
and calculating risks.

Business
Acumen

itions

This core competency
involves the ability to
manage human,
financial, and information
resources strategically.
Inherent to this
competency is the ability
to devise solutions with
an understanding of
how to impact business
results by making
connections between
actions andfor
performance and
organization goals

and resulis, as well as
external pressure
points.

Competencies

Accountability
Decisiveness
Entreprensurship
Customer Service
Problem Solving
Technical Credibility

Financial Management
Human Capital Management
Technology Management
Computer Literacy

Building
Coalitions

This core competency
involves the ability to
build coalitions
internally and with other
Federal agencies, State
and local governmenis,
nonprofit and private
sector organizations,
foreign govemments, or
international organiza-
tions to achieve
common goals.

Political Savvy
Influencing/Megoliating
Partnering

DEPARTMEMT oF DEFEMSE

CpITSs

Civiilan Feriaanel Managem el

Enterprise-Wide
Perspective

This core competency
involves a broad point of
view of the DoD mission
and an understanding

of individual or organiza-
tional responsibilities in
relation to the larger DoD
strategic prionties. The
perspective is shaped by
expenence and education
and characterized by a
strategic, top-level focus
on broad requirements,
joint experiences, fusion
of information, collabora-
tion and vertical and
horizontal integration

of information.

Joint Perspective

- Mission Orientafion

- DoD Mission and Culture

- Dol Comporate Perspeciive

- National Defense Integration
- Global Perspective

National Security

- National Security Foundation
- National Security Environment
- National Security Strategy

Fundamental Competencies

= Wiitten Communication
+ Oral Communication

= Interpersonal Skills
* Integrity/Honesty

= Confinual Leaming

These competencies are the foundation for success in each of the core competencies. i ) R
* Public Service Motivation
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DoD Civilian Leader Development Framework

Results Business Building Enterprise-Wide

Leading
Change

This core competency
involves the ability fo
bring about strategic
change, both within and
outside the organiza-
tion, to meet organiza-
fional goals. Inherent to
this competency is the
ability to establish an
organizational vision
and to implement it in a
continuously changing
and highly ambiguous
environment. Balances
change with continuity
and addresses
resistance.

Leading
People

This core competency
involves the ability to lead
and inspire a multi-sector
group [not only employ-
ees (cvilian and military),
but also other government
agency personnel at the
Federal, State, and local
levels, as well as
contractors and grantees]
toward meeting the
i
mission, and goals.
Inherent to this conpe-
tency is the ability to
provide an inclusive
workplace that fosters the
motivation and develop-
ment of others, facilitates
effeciive delegation,
empowerment, personal
sacrifice, and risk for
the good of the mission,
as well as trust, confi-
dence, cooperation and
teamwork, and supports
consiructive resolution of
confiicts.

Driven

This core competency
involves the ability to
meet organizational
goals and customer
expectations. Inherent
to this competency is
stewardship of
resources, the ability to
make decisions that
produce high-gquality
results by applying
technical knowledge,
analyzing problems,
and calculating risks.

Acumen
itions

This core competency
involves the ability to
manage human,
financial, and information
resources strategically.
Inherent to this
competency is the ability
to devise solutions with
an understanding of
how to impact business
results by making
connections between
actions andfor
performance and
organization goals

and results, as well as
external pressure
points.

Competencies

Coalitions

This core competency
involves the ability to
build coalitions
internally and with other
Federal agencies, State
and local governments,
nonprofit and private
sector organizations,
foreign govemments, or
international organiza-
tions to achieve
common goals.

Perspective

This core competency
involves a broad point of
view of the DoD mission
and an understanding

of individual or organiza-
tional responsibilities in
relation to the larger DoD
sirategic priorties. The
perspective is shaped by
expenence and education
and characterized by a
sirategic, toplevel focus
on broad requirements,
joint experiences, fusion
of information, collabora-
tion and vertical and
horizontal integration

of information.






Who are our leaders today?






Comparison of Leadership Skill Importance: Now versus Future (5 years from now)

e 64% - Strategic planning 86% - Strateqic planning

86% - Inspiring commitment

[ A AR EAR RSN ISR R RSN RN IR RS RSN PRI RO AR PO RSN AR RSNl RN )]

o 64% - Resourcefulness 82% - Managing change

82% - Resourcefulness
@ 62% - Inspiring commitment 81% - Participative management
0 60% - Being a quick learner 79% - Being a quick learner
9 60% - Decisiveness 79% - Employee development

e 57% - Building and mending relationships

@ 57% - Composure 76% - Balancing personal life and work

£ The percentage figures denote the percentage of managers who rated skill using the top 2 peoints on the

provided rating scale.





Leadership Strength - Skill Gap
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Over-investments: Competencies that are strengths
but not considered important.

Reserves: Competencies that are not strengths
and not considered important.

On Track: Competencies that are strengths
and important.

Key Gaps: Competencies that are not strengths
but are important.






The Future Leadership Gap

* Building and mending relationships

* Being a quick learner
» Compassion and sensitivity * Resourcefulness
* Culturally adaptable * Participative management
* Respecting individual differences * Doing whatever it takes
* Composure

* Self-awareness

Reserves

* Confronting people

Key Gap

* Leading people
* Putting people at ease + Strategic planning
* Managing one’s career * Inspiring commitment

* Managing change

* Employee development

* Balancing personal life and work

(R EX R IR EX RS RSN RN RN SR RN RS RS R RS R R R RO RN R N N RS AR RS R RN E T RS R E Y RN RS R R AR Y

* Decisiveness





Boundary Spanning Leadership:
Perspectives from the Executive Suite

A study conducted
with 128 senior
executives who

participated in CCL’s
Leadership at the

Peak program
(Yip, Ernst, & Campbell, 2009).

© 2010 Center for Creative Leadership. All Rights Reserved.






How important is it for you to collaborate effectively
across boundaries...and how effective are you?

4 A

100% +

99%

90% +
80% +

70% +

60% T % 0
2009 Boundary Spanning - 7 9 /0

. . 50% + oz
study with 128 senior ’ the critical gap
executives 40% +

30% +

20% +

10% —+

13%

0%

Importance Effectiveness
M Very Important M Very Effective

Important Effective

arved.
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Presentation Notes

2009 LAP (white paper received pre-read) 79% importance/skill gap – largest gap anyone can ever remember in history of collecting LAP data. 





Elliott Jaques

Time Span of Discretion and Individual Potential
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Presentation Notes

Work through examples of a few big changes
-Submarine warfare
-Naval aviation
-Expeditionary warfare
-Budget cuts
-Cold war
-Fall of the Soviet Union

Have them work in groups on blank congruence model - what did and didn’t change during the gunfire case - where was there incongruence/congruence as a result?

Also work an analysis of what DIDN’T change during gunfire case and note that  single focused-change efforts are doomed to failure

Sims was successful in the end - but you could argue that it took him 2 years longer than it should have to bring an important innovation forward, because he didn’t understand how organizations work

The Navy wasn’t DESIGNED to accept change - what could have been different/ made it easier for Sims to introduce his innovation?








LEADERSHIP LOGICS
Discerning Readiness — Getting Bigger Minds

~ Interdependence

R

" Leader Logics
Transformer
Collaborator
Freethinker
Performer
Specialist

Moderator

Dominator

© 2010 Center for Creative Leadership. All Rights Reserved.
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Presentation Notes

Frame of reference refers to the organization’s or industry’s current state or history.





LEADERSHIP MINDSETS
Change & Feasibility

Leadership Logics

Culture Individual Descriptions

Leadership : Leader
Logics Logics

‘

Transformer *alchemist, shape-shifter, imaginer
Interdependent-Collaborator Collaborator *strategist, partner, both/and
Transitional Freethinker *individualist, initiator, nonconformist
Independent-Achiever Performer *achiever, winner, high flier
Transitional Specialist *expert, technician, niche connoisseur
Dependent-Conformer Moderator *diplomat, pleaser, conflict avoider

Dominator *opportunist, authoritarian, dictator

© 2010 Center for Creative Leadership. All Rights Reserved.
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Frame of reference refers to the organization’s or industry’s current state or history.





We Don’t Have Enough of
the Right Leadership for the
Future






What do we need to address this?

1. A leadership strategy

2. A leadership development
strategy

3. An organization that is designed
to produce the leaders we need

= A leadership delivery system

© 2010 Center for Creative Leadership. All Rights Reserved.





Creating A Leadership Delivery System

Requires attending to BOTH those who are developing AND the context within which
they develop

© 2010 Center for Creative Leadership. All Rights Reserved.





= What we need

Where are we growing?

Where will we

How fast are we growing?
need them ?

Make or buy?

How many
leaders will we
need?

Where are we shrinking? =[cii G

What do we
need our
leaders to be
able to do?

Retirements? Innovate?
o Loyal?
Diversity? What kind of
leadership
culture do we

require ?

What kinds of
leaders will we
need?

Execute?

. S Collaborative?
Generalists or specialists?

can we spend?

DoD Civilian Leader Development Framework L II.E

Definitions

Leading Leading Results Business Building Ents
Change People Driven n Coalitions Pe
¥ Tha o "

pertormanee and
negaeir
-

Competencies
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= How we build them

DoD Civilian Leader
Development
Continuum

DEPARTMBNT ©F DHEFEMSE

CLpITIS

Civilian Pervanasl Mesagrmene Srevies

Lead the Institution

Lead Organizations/Programs

Human Capital Management
aging Diversity
Management

yping Others

DoD Corporate Perspective

National Security Foundation Lead People

Team Building
Accountability

Influencing/Negotiating
DoD Mission and Culiure -
Lead Teams/Projects

Flexibility IntegrityHonesty Interpersonal Skills
Resilience Cusiomer Service Oral Communication
Confinual Leaming  Problem Solving Wiitten Communication
Senvice Motivation  Technical Credibility  Mission Orientation

Computer Literacy
Lead Self

© 2010 Center for Creative Leadership. All Rights Reserved.






An organization designed to
support creating the leaders we
need

1 Delivery

© 2010 Center for Creative Leadership. All Rights Reserved.
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Presentation Notes

This is the surround that determines whether our leadership interventions are effective
This also shows us what we’ve been leaving on the table





Matching Leaders to Organizational
Logics

Leader Logics :
Transformer Interdependent

Collaborator Collaborative

Freethinker Entrepreneurial

Performer Independent

Specialist Expert
Moderator Legislated

Dependent

=Y

Dominator

o < oo ""-iiféinnmiedness
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Frame of reference refers to the organization’s or industry’s current state or history.





New Leadership Challenges

N/

v

Design + Leadership






B
It’s Not as Simple as “From-To”

Today Tomorrow

© 2010 Center for Creative Leadership. All Rights Reserved.
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Work through examples of a few big changes
-Submarine warfare
-Naval aviation
-Expeditionary warfare
-Budget cuts
-Cold war
-Fall of the Soviet Union

Have them work in groups on blank congruence model - what did and didn’t change during the gunfire case - where was there incongruence/congruence as a result?

Also work an analysis of what DIDN’T change during gunfire case and note that  single focused-change efforts are doomed to failure

Sims was successful in the end - but you could argue that it took him 2 years longer than it should have to bring an important innovation forward, because he didn’t understand how organizations work

The Navy wasn’t DESIGNED to accept change - what could have been different/ made it easier for Sims to introduce his innovation?








Relationships / Culture

Organization / Environment
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All of these things are happening at the same time
Changes need to happen in a shorter time frame
Therefore,
Change is no longer “Manageable” in a traditional sense
Everything can’t be top priority
but it is


 Urgent
 Multiple units/ levels
 New strategies
 Essential
 Visible
Consequential

Acquisition
 New products
 Going global
 Joint venture
 ERP
 Reorganization






Thesis

The speed and extent of an
organization’s development is
a function of the development

of the organization’s
leadership

Relationships / Culture

Organization / Environment

© 2010 Center for Creative Leadership. All Rights Reserved.
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All of these things are happening at the same time
Changes need to happen in a shorter time frame
Therefore,
Change is no longer “Manageable” in a traditional sense
Everything can’t be top priority
but it is


 Urgent
 Multiple units/ levels
 New strategies
 Essential
 Visible
Consequential

Acquisition
 New products
 Going global
 Joint venture
 ERP
 Reorganization
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Employee Engagement

by Seth Kahan

April 27, 2010

Executive Management
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Employee Engagement
Doing the right thing for the Organization
_|_

Doing the right thing for the Employee

INn ways that Inspire and Activate

(09" VisionarylLeadership.com





Doing the right thing
Generating VALUE for the Organization

&
Generating VALUE for Employees

Organizational

" Value Sweet

Spot Employee
Value
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Getting Change Right

1. Create Rapid Widespread Engagement

(09 VisionaryLeadership.com





The Wrong Model of Communication

Information |

(

Transmitter Receiver

Shannon & Weaver

“The Mother of all Models”

(09> VisionaryLeadership.com





A better way: Social Construction

1. The ways we come to understand the world and
ourselves are created in relationship.

2. There is no requirement by the world that we
Interpret it in a particular way.

3. The shared understanding we construct together
springs from its utility

4. Our understandings influence the ways we
behave and possibilities for our future.

5. Reflection on assumptions, what we take for
granted, is vital to effectiveness.

(09" VisionarylLeadership.com





Getting Change Right

1. Create Rapid Widespread Engagement

2. Communicate so People Get It and Spread It

(09 VisionaryLeadership.com





Skills for Getting Ideas to Spread

1. Lead Conversations that Engage
a) Weave People into Work
b) Make them Co-Collaborators

c) Co-Create a Shared Future

2. Generate Cascades of Activity

Set off chain reactions of meetings and conversations

3. Conduct Strategic Engagement
1. Coordinating Events instead of Music
2.  Timing, Emphasis, Highlight Virtuosos, Feedback
3. Create a Balance that is Cohesive, Compelling, Powerful

(09" VisionarylLeadership.com 8





Getting Change Right

1. Create Rapid Widespread Engagement
2. Communicate so People Get It and Spread It

3. Energize Your Most Valuable Players

(09" VisionarylLeadership.com





Who are the MVPs?

Political leaders
Policymakers
Resource providers

Practical visionaries
Frontline executers

. Partnhers
(time, people, All
money) |an§es
Influencers Suppller§
Thought leaders Competitors
Detractors

Technical experts

Researchers and
academicians

(09> VisionaryLeadership.com 10
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What do with MVPs?

Activate!

Equip!

Energize!

VisionaryLeadership.com
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Getting Change Right

1. Create Rapid Widespread Engagement
2. Communicate so People Get It and Spread It
3. Energize Your Most Valuable Players

4. Understand the Territory of Change

VisionaryLeadership.com
12





StoryListening

1. Create a Reconnaissance Report & Share Widely
> Names
> Bullets

>  Quotes without Attribution

2. Five StoryListening Gems
. Red Lights
. Yellow Lights
. Themes

V. Educational Deficits

(09> VisionaryLeadership.com 13





Getting Change Right

1. Create Rapid Widespread Engagement

Communicate so People Get It and Spread It

s

Energize Your Most Valuable Players

Understand the Territory of Change

ol °

5. Accelerate Change through Performance
Communities

(09" VisionarylLeadership.com 14





Three Dimensions of Successful
Performance Communities

1. Business Benefits

Improved Operational Performance  Innovation Greater Reach

Better Product/Service Design Increased Engagement

1. Community Concerns

Championing a Cause Contributing to a Field of Expertise

Group Recognition Executing a High-value Task

1. Participant Payoffs

Recognition Skill Building Advancement Support Problem Solving

)
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Getting Change Right

1. Create Rapid Widespread Engagement

s

Communicate so People Get It and Spread It

Energize Your Most Valuable Players

ol °

Understand the Territory of Change

5. Accelerate Change through Performance
Communities

6. Generate Dramatic Surges in Progress

VisionaryLeadership.com
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Creating Dramatic Surges

TouchStone Events

v Dive Deep

v' Make Contact with What is Real, Essential, Core

v' Like a Tuning Fork, Strike the Keynote of Powerful Authenticity
v

Design Events that Move Professionals

Know & Engage Embrace Current Perceptions
Spring from Now to the Future Tell Your Story

Put Audience in the Story Show What is Possible
Pick Your Strong Points Convey Emotion

Close with Impact

)

O VisionaryLeadership.com =
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Getting Change Right

1. Create Rapid Widespread Engagement

s

Communicate so People Get It and Spread It

Energize Your Most Valuable Players

ol °

Understand the Territory of Change

5. Accelerate Change through Performance
Communities

6. Generate Dramatic Surges in Progress

7. WorkLifeSuccess in the Midst of Change

VisionaryLeadership.com
18
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WorkLifeSuccess

-« Care for Yourself in all Situations

- Work for What you Believe In

- Be a Force of Nature

VisionaryLeadership.com
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Getting Change Right

1. Create Rapid Widespread Engagement

s

Communicate so People Get It and Spread It

Energize Your Most Valuable Players

ol °

Understand the Territory of Change

5. Accelerate Change through Performance
Communities

6. Generate Dramatic Surges in Progress

7. WorkLifeSuccess in the Midst of Change
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Book Signing Outside

Email or Business Card for:

- New Courses
- Special Events
- Learning Guides

FASSTGMPANY SethFast.com

\@hﬁ ‘mﬂﬁhiﬁl@mm ﬂ@ﬂﬁﬁ SethPost.com

(09 VisionaryLeadership.com
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Kirkpatrick Then and Now

Using the Four Levels to Create Results

Dr. Donald L. Kirkpatrick
Wendy Kayser Kirkpatrick

e,

Defense Leadership Summit
April 27, 2010
Southbridge, MA

KP KIRKPATRICK PARTNERS

The one and only KIRKPATRICK™

(314) 961-4848 information@kirkpatrickpartners.com www.kirkpatrickpartners.com





REQUIREMENTS FOR AN EFFECTIVE PROGRAM

2. Aimed at

3. Scheduled at theright

4. Held at the right

5. For the right

6. Conducted by an effective

7. Using effective

WHY EVALUATE?

1. Should the program be continued?

2. How can the program be improved?

3. How can trainers justify their existence?

_—-
The one and only KIRKPATRICK™™
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THE KIRKPATRICK FOUR LEVELS

Level 1: To what degree participants react favorably to the training.

Reaction

Level 2: To what degree participants acquire intended knowledge, skills and attitudes
Learning based on participation in the learning event.

Level 3: To what degree participants apply what they learned during training back on
Behavior the job.

Level 4: To what degree targeted outcomes occur, as a result of the learning
Results event(s) and subsequent reinforcement.

_—-
The one and only KIRKPATRICK™™
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GUIDELINES FOR EVALUATING REACTION

= Decide what you want to find out.

= Design a form that will quantify reactions.
= Encourage written comments.

= Get 100% immediate response.

= Determine acceptable standards.

= Measure future reactions against the standard.

GUIDELINES FOR EVALUATING LEARNING

= Measure before and after attitudes, knowledge, and skills
= Use a paper and pencil test for knowledge and attitudes.
= Evaluate during and after the course.

= Use a performance test for skills.

= Get 100% response.

= Use a control group if practical.

_—-
The one and only KIRKPATRICK™™
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GUIDELINES FOR EVALUATING BEHAVIOR

= Measure on a before / after basis if practical.
= Allow time for behavior change to take place (anywhere from one day to 3-6 months).
= Survey and/or interview at least two of the following:
o Learners
0 Bosses of the learners
0 Subordinates of the learners (use caution)
o0 Others who know the behavior of the learners
= Get 100% response or a sampling.
= Repeat at appropriate times.

= Consider cost vs. benefits.

CHANGE IN BEHAVIOR REQUIRES:

1. Desire to Change

2. Necessary Knowledge and Skills

3. The “Right’ Job Climate

4. Encouragement and Help

5. Rewards for Change

_—-
The one and only KIRKPATRICK™™
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THE JOB CLIMATE

DEPARTMENT HEAD / SUPERVISOR

CLASSROOM JOB CLIMATE
K P
S D
A N
E
R

GETTING MANAGERS ON BOARD

1. Ask for help in determining needs.

2. Ask for help in encouraging learners.

3. Ask for help in evaluating Level 3 and 4.

4. Provide training for the managers.

_—-
The one and only KIRKPATRICK™™
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GUIDELINES FOR EVALUATING RESULTS

= Measure on a before and after basis

= Allow time for possible results to take place (suggest 3-6 months)
= Repeat at appropriate times

= Use a control group if practical

= Consider cost vs. benefits

= Consider “Evidence” if “Proof” is not possible

REDUCING TURNOVER

It was determined by the training department that the main reason for high turnover was the
poor induction and training of new employees by their supervisors.

A training program was conducted in April for supervisors and foremen called, “How to Induct
and Train New Employees”

Goal: Reduce monthly turnover to 2% or less.

Employee Turnover
Jan Feb Mar Apr May Jun Jul Aug Sep Oct Nov Dec
4% 5% 6% 5% 2% 2% 1% 2% 2% 1% 1% 2%

Training
Program

Proof or evidence?

What else could have caused the reduction?
1. Employment department hires different types of employees.
2. The organization has granted new benefits.
3. The economy is worse than before — fewer organizations are hiring.
4

. Aleadership development or other course has raised morale.

_________________________________________________________________________________________________________|
The one and only KIRKPATRICK™™
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KIRKPATRICK FOUNDATIONAL PRINCIPLES

1. The end is the beginning.
Level 4: Results

Level 3: Behavior

Level 2: Learning

Level 1: Reaction

Action Points:
e Ask, “What will success look like?”
e Ask, “How does this help us to achieve our company goals and mission?”

o Ask, “How will this measurably contribute to the bottom line?”

2. Return on Expectations®™ (ROE®") is the ultimate indicator of value.

Action Points:
¢ Identify your key business stakeholders
e Spend time with them and ask their needs

e Make sure your actions are driven by their most critical business needs

_—-
The one and only KIRKPATRICK™™





4. Business partnership is necessary to bring about positive ROE.

Action Points:
e Getinvolved in the business
e Make their goals your goals

e You will know you are making progress when your business partners wouldn’t dream of
having a strategy session without you

The one and only KIRKPATRICK™™





4. Value must be created before it can be demonstrated.

The New World Kirkpatrick Four Levels

LEVEL 1

*Engagement

* Customer
satisfaction

*Relevance

LEVEL 2
LEARNING

* Knowledge

= Skills

« Attitude

* Confidence
* Commitment

* Leading * Desired
Indicators Outcomes

Action Points:

e Think about Level 3 methods of learning support, reinforcement, monitoring, and reward
in addition to measurement

e Shift resources away from traditional classroom training and measurement to on-the-job
support and informal learning

-—
The one and only KIRKPATRICK™
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5. A compelling Chain of Evidence® demonstrates your bottom line value.

Chain of Evidences»

level 1 level2 level3 level4d
Reaction Learning Behavior  Results

Action Points:
e At the beginning of any initiative, identify each link in your Chain of Evidence
e Build your measurement tools and methods as you build your program

o Keep it simple

CONTACT INFORMATION
Don Kirkpatrick don.kirkpatrick@kirkpatrickpartners.com (262) 695-5851
Wendy Kirkpatrick information@kirkpatrickpartners.com (314) 961-4848

COPYRIGHT NOTICE

© Copyright 2010 by Kirkpatrick Partners, LLC

All rights reserved. In plain language: please do not post this handout on your website, link to it in your blog, email it to people who
did not attend this event, create your own seminar or webinar using the contents, use these ideas as a means to obtain consulting
and contract business for yourself, or represent these ideas as your own.

If you enjoyed the program, we welcome you to refer people to our website for free content.

Your only indication that you may legally use these materials for anything other than personal use within your own organization is
written permission from:

Kirkpatrick Partners, LLC (314) 961-4848
124 N. Rock Hill Road information@kirkpatrickpartners.com
Saint Louis, MO 63119 kirkpatrickpartners.com

The following marks are the property of Kirkpatrick Partners, LLC:

The Kirkpatrick Business Partnership Model®, KBPM*™, Return on Expectations®, ROE*™, Chain of Evidence®", and The One and
Only Kirkpatrick™

_—-
The one and only KIRKPATRICK™™





< lsvee KIRKPATRICKALEVELS

Early part of the journey - Ensuring effective training

¢ Discuss effective training vs. training
effectiveness in your organization

® Enhance your Level 1 and 2
measurement processes and tools

Participate in
.. . . i Kirkpatrick Four Level
¢ Participate in Maximizing Business Evaluation Certificate
Results from Training webinar Program

Farther down the road - Building training effectiveness

-

¢ Join the Kirkpatrick Evaluation

discussion group on LinkedIn SSUIEHIS AT

® Enhance your Level 3 and 4
measurement processes and tools

¢ Align the Four Levels by using powerful

hybrid tools
e Implement a systematic evaluation Obtain Kirkpatrick Participate in '
. . Business Partnership Training on Trial
decision-making process Certification Workshop

Nearing the final destination - Maximum organizational ROE®" (Return on Expectations®")

® Consider a Kirkpatrick Business -
Partnership Analysis Bl Misplech Laiatig
i Aemain Relevant

TRAINING
ON TRIAL

® Form in-house business partnership
forum

e Consider a Kirkpatrick Impact Study

¢ Present your compelling Chain of
Evidence®M to your corporate jury

I<P KIRKPATRICK PARTNERS (314) 961-4848 @ information@kirkpatrickpartners.com @ www.kirkpatrickpartners.com
Register for FREE resources and our e-newsletter at kirkpatrickpartners.com
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Leadership in a (Permanent)
Crisis: Managing
Disequilibrium at the
Department of Defense

Jeff Lawrence, Principal
April 27, 2010
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“CLA | Adaptive Leadership Culture

Five Qualities of an Adaptive
|_eadership Culture

» Shared Responsibility

 Elephants on the Table

e Institutionalized/Continuous Learning
e Sensitivity to Authority

e Personal and Professional Growth

2

www.cambridge-leadership.com






& CLA \ Adaptive Leadership Culture

Shared Responsibility: To what extent do people take
responsibility for the organization as a whole?

40

35

30

25

20

Respondents

15

10
| l l .
0 T T T . T T T T T - T 1
1 P 3 4 5 6 7 8 9 10

< Their own piece of turf-1 Only operate on behalf of the organization — 10 >






= CLA \ Adaptive Leadership Culture

Respondents

40

35

30

25

20

15

10

Elephants on the Table: To what degree are difficult
issues brought up in meetings so they can be addressed?

--Illlllll
1 2 3 4 5 o] 7 & 9 10

Not brought up, not dealt with—1
Brought up, not dealt with -5
Brought up, and dealt with — 10





= CLA \ Adaptive Leadership Culture

Respondents

35

30

25

20

15

10

Institutionalized and Continuous Learning:
To what extent are mistakes seen as a learning for the whole
organization?

1 P 3 4 6 7 8 9 10

Mistakes are a bad thing for those involved -1
50% of the time it is a bad thing for those involved - 5
Mistakes are a learning opportunity for those involved — 10

5






“CLA | Adaptive Leadership Culture

Respondents

25

20

15

10

Sensitivity to Authority: To what extent are people
expected to use their own judgment?

I T I T I T I T ‘ T I T I T I I T I 1
1 2 3 4 5 6 7 8 9 10

< Doing what your boss would like - 1 Exercising your own judgment — 10 >
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CLA | Adaptive Leadership Culture

Respondents

40

35

30

25

20

15

10

Personal / Professional Growth: To what extent do people
know where they stand and what they have to do to grow?

1 2 3 4 5 6 7 8 9 10

Don’t know where they stand, or don’t how to reach success in the organization — 1
Know one but not the other—-5
Know where they stand, and know how to reach success — 10






“CLA | Insanity: Doing the Same Thing

Hoping for a Different Result!

www.cambridge-leadership.com
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CLASSIC ERROR |

The Leap To Action

www.cambridge-leadership.com





= CLA \ Adaptive Leadership

|_eadership Capacities

Observation
Interpretation
Intervention

www.cambridge-leadership.com





“CLA Reframing

Reframing—Problem

Interpretations
Interpretation Possibilities

Individual :> Systemic

Technical j> Adaptive

Benign j> Confllctual

ww.cambridge-leadership.com






So, Who’s Job i1s 1t to Lead?

www.cambridge-leadership.com





= CLA \ Adaptive Leadership

CLASSIC ERROR I

Confusing Authority and
Leadership

www.cambridge-leadership.com





= CLA \ Adaptive Leadership

L_eadership =
Disappointing your own people
at a rate they can absorb.

www.cambridge-leadership.com





= CLA \ Adaptive Leadership

CLASSIC ERROR I

Treating
Adaptive Challenges
as If they were
Technical Problems

www.cambridge-leadership.com
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Technical and Adaptive Work

Kind of
Work

Problem &
Solution
Definition

Locus of Work

Technical Clear Authority Optimize Execution
Technical
& Adaptive
Adaptive Requires Stakeholders Experiments & Smart
Learning Risks

www.cambridge-leadership.com





= CLA \ The Nature of Adaptive Work

Precious Experimentation Disciplined
Versus & Smart Risks Assessment
Expendable

Introduction to Adaptation

C N

=

Determining what Running smart Integrating new
practices are core to experiments and testing practices and aligning
the future and which new practices people across the

are obstacles organization to execute

www.cambridge-leadership.com





= CLA \ Nature of Adaptive Work

Limit of Tolerance

_____ A

Threshold of Change

Productive
Zone of
Disequilibrium

DISEQUILIBRIUM

Adaptive
Challenge

Technical

Challenge

TIME

www.cambridge-leadership.com





Avoliding Loss

THE CEESEIAN Hﬁlmﬂ;lﬂwﬂi%
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= CLA \ eadership Strategy

Diagnosis Is the Most Important Leadership Skill

e Get on the Balcony

— Distinguish Technical from Adaptive
Work

— Find Out Where People Are At
— Listen to the Song Beneath the Words
— Read the Authority Figure for Clues

www.cambridge-leadership.com





= CLA \ Seven Adaptive Leadership Tasks

e |dentify the Adaptive Challenge
* Develop Responsibility

 Create a Holding Environment
 Think/Act Politically

e Regulate the Temperature

» Hold Attention on the Hard Stuff
e Stay In the Game/Stay Alive

www.cambridge-leadership.com





= CLA \ Adaptive Leadership Assignment

1. Determine Precious From Expendable

2. ldentify Challenges to be Undertaken
3.Distinguish the Technical from Adaptive
4.Run “Smart Experiments”

5.Create Productive Disequilibrium (Hand on
the Thermostat)

6.Get on the Balcony

www.cambridge-leadership.com
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Diversity Education:
A world-wide Conversation

- Australia- Inclusion of the Aborigines

- Asia — Increasing Harmony between Hindus and
Muslims

- South Africa — Adjusting to the removal of Apartheid

- European Union — Offered to develop capacity to
Include people across countries in the union and cultures





Diversity Education in America

- 1960’s - A response to the Civil Rights Movement

- 1970’s & 80’s - Protect against and settle Civil Rights
Lawsuits

- The 215t Century - Accepting the reality of a diverse
marketplace, Diversity Education’s value is more tied to
boosting Productivity and Innovation in an increasingly
diverse work environment.





. |VERS|TY |n the Workplace
The Gathgrmg of POSSIBILITIES _
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Directors of The DOD
Field Activity

Director — Cost
Assessment and Program
Evaluation

Defense

Assistant Secretary of






MD-VF
Mission Driven

Maximizing the Human Potential - Embracing Diversity





DOD’s Mission

...Provide the Military Forces needed to deter War and to Protect
the Security of the United States

DOD’s Civilian Personnel Mission

...\We develop and implement innovative human resource
management solutions that enable our customers—Ieaders,
managers, and employees throughout the Department of Defense-to
ensure the DoD civilian workforce is ready and able to effectively
support the warfighter and the national security Mission.





MD-VFE

Vision Focused

Maximizing the Human Potential - Embracing Diversity





Shared VISION: Key to Embracing Diversity

“The VISION is a force in people’s hearts, a force

of impressive power. It acts as the guiding force

and a shared point of reference. A powerful
vision will motivate, energize and inspire people
in a certain direction by providing a shared goal
and common caring.”

- Peter Senge

A Shared Vision...

1. Provides an effective way to design your plans of action

2. Promotes integration throughout the organization
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the/Gathering of POSSIBILITIES

Leadershlp Matters!






eadership Setting Standards

“Leadership sets the values and
the standards of an organization,
not with speeches, but behavior.”

o]
'.f

."1' I r
Péfer Drucker

Behavior Matters!
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“Your People will do what they see you do.”
- Bob Stevens: CEO, Lockheed Martin

MISSION SUPPORT






Imagine the Possibilities of your Leadership

A Team Fully Engaged!

A Fully Engaged team Is not automatic!

It’s Intentional!





Imagine the Possibilities of your Leadership

To Ensure A Team Fully
Engaged...
What iIs the #1 Item on
Your Agenda?






Encounterlng Incluswlty

| encountered Community branded by R.A.1.,
Respect, Affirmation and Inclusion

All Three Energized My Commitment To Serve!





The Need For R.A. |. Has Not Changed...

RESPECT AFFIRMATION INCLUSION

Respect...

Looks like non-judgmental acceptance of others, valuing their contributions and
speaking honestly of their efforts in their presence or in the presence of others.

Affirmation...

Looks like individual acts of validation support shared with another person
privately or in the presence of others.

Inclusion...

Looks like an open and accepting environment where all are anticipated,
welcomed and valued.






Your Leadership is Critical!

Let’s break open R.A. |,

How should Respect Look in 20107
How should Affirmation Look 20107
How should Inclusion Look 20107





The Impact of R.A.l.

RESPECT AFFIRMATION INCLUSION

R.A.IL. Drives > Individual Performance @ All Levels

R.A.IL Develops > Operational Excellence

R.A.L. Delivers > Personal Fulfillment






46 Years Later, An Energized
Commitment @ All Levels Still
Matters!

Your Leadership is Critical!





It Is Not A Marathon Race!
Mission Focused, Results Oriented & A High
Performing Culture

SRRER S
EsdnEsaqussag |-

Leadership is Brlnglng Others Along'





If the Department of Defense Is to Maintain and
Grow Its reputation as a Mission Focused, Results-
Oriented, High Performing Culture...You must
Imagine the Possibilities within each Team
Member.

Understand, Embrace & Fully Utilize Their
Diversity(Skills, Experiences and Perspectives)!





Our People/Our Diversity Source

- In 10 years, the
population of the
United States
increased by 13.2%.

- This is the largest
growth EVER in the
history of the United
States.

2000 Census










“If we do what we have always done, we will get what we have always

gotten.”
Albert Einstein

|_eaders, sometimes we have to Challenge our
Mental Models

“Mental models are deeply held internal images of how the
world works. Images that limit us to familiar ways of
thinking and acting. Very often, we are not consciously

aware of our mental models or the effect they have on our
behavior.” - Peter Senge






|_eaders - Diversity in your Workplace is...

your Reality
your Opportunity

your Challenge

your Priority

your Commitment
your Strategic Focus





POSSIBILITIES within






Your Team: Fully Engaged
Skills, Experiences and Perspective Maximized

Personal Attributes Your Mission Needs

Trust, Vision, Integrity, Intelligence, Honesty,
Flexibility, Courage, Compassion, Consistency, Agility,
Boldness, Conviction, Authenticity, Motivator, Focus,
Strategic Mind-Set, Accountability, Commitment,
Listening Skills, Caring, Effective Personal Skills,

Values, High EQ, Objectivity, Sense of Purpose,
Confidence, Communication Skills, Decisiveness,
Technical Knowledge, Superior Cognitive Ability





Your Team: Fully Engaged

Skills, Experiences and Perspective Maximized

Your Mission Source -

Integrity = Agility |Cemmitment’ Caring.| Boldness | Intelligence
Motivator. | Trust Honesty  Cou rage | Compassion| —Flexibility
Authenticity | Consistency |~ ViSion | | Conviction | FOCUS | Accountability






These Personal Attrlbutes that You have
noted as significant to the Mission’s
Success are not found In your Hard

Assets...But in the People Around You-

All of Them






|_eaders: Build the Culture to Maximize their Presence

“Building Community is key to ensuring an environment
branded by Respect, Affirmation and Inclusion.”

— Clifton L. Taulbert

“Building Community is your commitment to ‘wholeness’
within the various agencies and departments. This porcess
allows for pluralism and diversity to not be swallowed up by

homogeneity and likewise for pluralism and diversity to not
be a constant threat to a shared vision.”

— Dr. John W. Gardner






The Power of Community is a
stabilizing force in the face of history ] EIGHT HABI'TS
and change. Community brings of the HEART
about Intentional Unselfishness and

a greater sense of inclusivity as
timeless principles are embraced and (( ﬂ
lived out. 5

CLIFTON TAULBERT

THE EIGHT HABITS OF THE HEART
L_eadership Tools






Powerful & Transformative Leadership Principles
Timeless & Universal

Confiabilidad | Amistad

EIGHT HABITS .I : 3 CEAS EIGHT HABITS
OF THE HEART ; " Py
Dependability

Clifton Tiulbert | . Litton Laulber
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Thank you for

Slowing Down...to Lead

America will be
Better Served!

SLOW DOWN

TO LEAD

Clifton L.

uilding communiry in the workplace is the dy-
namic process that connects leadership to those
who follow. Leadership and followership are one
coin with two sides—they are interdependent

eaders cre-

and essential for each other'’s success. Effecrive
ate and support an environment that lends itself to pro-
ductive followership. They pur in the time required to
know their people and to ensure that employees buy into
the company’s vision and fully understand thar cheir
imagination and participarion marter. They create a com-

munity h.SSC on murual respect and common purpose.

Peter Drucker systematically called attention to the fact
that people are the most valued element within the
equarion for any leader’s success. In Drucker’s words,
“Leadership is lifting a person’s vision to higher sighrs,
the raising of a person’s performance to a higher stan
dard, the building of a personality beyond its normal

limirations.”

r some leaders, providing necessary atrention ro the

d-sert of the team scems relatively simple. Thus it is
fren overlooked until serious relationship problems

production slows down, and innovation comes to

t halt—and leadership is called into question. It is during
these periods that we end up with age-old workplace
ns. “If the |

» their people, none of this would have happened.

ders had only engaged with and lis-

iployees felt left out.” Productive followership re

consistent and intentional leadership focus

This concepr of unleashing the power of community

does not represent a new wave of thought—quite the

Taulbert

contrary. For many years, business thinkers such as Peter

Senge, Ken Blanchard, Steven Covey—and an array of
others—have espoused the positive outcomes from such
an approach ro leadership. In my own personal experi

ence, the power of community has a dramaric impacr
on the lives of individual employces, the organization—
and the broader society—if embraced, lived our, and

passed along.

You Are Being Watched

Even though employees have signed on to your team—
or, more likely, been assigned to it—their productive

followership is not guaranteed. To get the best of what

they have to offer, leaders must give their people rea-
sons to commit and follow through. In today’s flattened
work environment, employees bring incredible “knowl-
edge value” ro the process. Their value extends far be-
vond blindly following orders. They are indeed partners
and members of the community, and as such respond

best when welcomed into the decision-making process

are looking for specific personal rrairs in

Employee
their leaders as their signal to productively follow

going above and beyond minimum work requirements.

As a former consultant and leadership development
workshop facilitator for Lockheed Marrin, [ recall after
a large dinner presenrarion one evening the company’s
CEOQ, Baob Stevens, looking out on the audience of his
senior team and saying, “Your people will do whar they
see you do.” Those nine words carried more weight in

my mind—and in the minds of the Lockheed Marrin
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Overview

Functional Community Manager Perspective
o Medical

> Financial

o Acquisition

Panel Discussion

Lunch with the FCMs

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Civilians are key force providers

> Need to ensure the capabilities (numbers) and the competencies (skill set) to
meet current and future (7 years out) mission requirements

Civilians are, and will continue to be, called to support contingency operations

> Requires a civilian expeditionary force that is ready, trained, and cleared, and
whose capabilities can be easily identified

Retirement wave could deplete the Department of skills necessary to mission
success

> Robust Ioipeline/succession plans need to be developed to ensure capabilities
are in place and knowledge transfer is occurring

An optimum workforce balance of military/civilian and contractors must be
achieved

The Department must be positioned to compete for skilled talent

Planning is a statutory requirement (NDAA 06, 07 and 10)
> Also included in QDR, page 55

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

Enablers

Impact

National Defense
Authorization Act

(NDAA)

Emergent Missions

« President Obama’s
Agenda

- NSC Objectives
- QDR Updates
« New Threats

- Evolving /Changing
Responsibilities

DoD Program Initiatives

- In-Sourcing

- Military /Civilian
Conversions

- BRAC

* A collaborative approach
through OSD Functional
Community Managers,
supported by HR,
Manpower, and Budget

» Scoped enterprise-wide
planning efforts by
mission critical
occupations (MCOs)

* Managed centrally but
executed de-centrally
through Functional

Community Managers
(FCMs)

Workforce Forecasting

+ Identifies current & future mission
requirements

« Identifies environmental factors/DoD goals

 Analyzes demographic trends

+ Establishes recruitment/ retention goals

Competency Assessment

- Identifies knowledges, skills, abilities
* Assesses gaps

* Provides Readiness and Talent Index
« Creates Talent Roadmap

Strategy Development

« Identifies requirements, e.g. POM

« Defines acquisition, development, and
retention strategies

« Implements Succession planning

Overarching Goal: Shape and maintain a mission-ready workforce

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010
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Strategies at each level - A

supported by:

- Reports to Congress and other Stakeholders
- Provides enterprise view

- Command. & InsiellEien Strategic Level - Cross-fertilizes information and strategies
Leadership - Drives Strategic Human Capital Planning Process
0SsD (CPP) - Shares best practices

runctional Gommuntty ? ~
-Aggregates and analyzes workforce data )

Human Resources _ _ .
-Develops and implements integrated recruitment,
compensation, development, and retention strategies for

- Manpower BUSineSS LEVEI the Community
-Creates foundation for resource allocation and other
- Budget 0OSD Functional Communities decisions

DoD Instruction
DoDI 1400.25,
Volume 250,
Civilian Strategic
Human Capital
Planning (SHCP),
11/18/2008

-Gathers Community data for Component
-Provides Component analysis and recommendations

Operational Level -Develops, implements and refines strategies

. -Provides feedback on effectiveness for further refinement
Component Functional

Communities

] Components Retain Command and Control

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Defining the future of Civilian Leadership in the DoD

SHCP Planning SHCP

Reporting
CPP Implementation Report
: . CPP
Requirements, tools, guidance

A it
OSD FCM

_____ Component Forecasts and
OSD FCMs Integrator Assessments
! / Component
M = Integrator
Component Component c t c t
FCMs = HR/Manpower/ Fgrl\;:ponen Homporé:en o
Budget Teams uman Lapita
Forecasts Planning
E=T=3)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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MCO Description MCO
(Series)
ACq u ISItI on Contracting 1102
WGSBS I Engineering (Construction) Quality Assurance 1910
occupations that are Civil Engineering 0810
key tp Curren.t/fUture FlnanCIaI Man ag em ent Financial Administration 0501
mission requirements,
as well as those that Human Resources Accounting 0510
present a challenge Auditing 0511
regarding recruitment Information Technology Budget Analysis 0560
and retention rates and Mamt
for which succession 9 Human Resources 0201
planning is needed. Installations & Environment Computer Engineering 0854
Electronics Engineering 0855
I ntel l I g ence Information Technology Management 2210
Law Enfo rcement Computer Science 1550
Ll n g u iStS/Lan g u ag e Safety & Occupational Health 0018
Firefighter 0081
Logistics Mgmt (non- Intelligence 132
DAWIA) Police 0083
Med | Cal Language Specialist 1040
Logistics Management 0346
Security Medical Officer 0602
Nurse 0610
Executives and Senior Professionals Pharmacist 0660
Expeditio_n ary Psychologist 0180
Leadership _ Cut across occupations Social Work 0185
National Security Professionals
Language Capabilities Security Administration 0080

Science & Technology — Modeling & Simulation .
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- Summit
®  Defining the future of Civilian Leadership in the DoD
|

o At the DoD level, will focus on a limited number of occupations

o Competencies will be developed enterprise-wide, with
Component add-on’s as needed

- Will use a standard process to identify/validate enterprise-wide
competencies

o Valid competencies will be entered into Oracle Self-Serve; pilot
scheduled for FY 10

- Components can undertake competency development in
addition to DoD occupations; however, effort must be
coordinated across the Components

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






"'I.EIKBHES‘ESHIP DoD Competency Pilot - A Three Phase
:) fining the f :rsi‘(mmi;g rship in the DoD Ap p ro aC h
\/ « Uses existing validated Enterprise Competencies
Phase 1 » Tests process of loading competencies into tool
Oracle Tool * Pilot Competency Focus: Leadership, Contracting,

& Logistics

» Uses existing validated Component Competencies

(€

Phase 2 » Tests process of reaching consensus on additional

common Enterprise-Wide Competencies
Processes

« Competency Focus: IT, Financial, HR

» Uses existing validated Component Competencies

$

Phase 3 » Tests ability to load remaining existing component
competencies into Oracle Competency tool

Transition

{

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Functional Community Managers:

Medical
Financial
Acquisition

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Medical Functional
Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Medical Functional Community

SERIES COVERED:
All occupations in 06 XX Occupational Category,
Psychologist-0180 and Social Work-0185

FOCUSED MISSION CRITICAL OCCUPATIONS:
0602 Medical Officer

0610 Nurse

0660 Pharmacist

0180 Psychologist

0185 Social Work

FUNCTIONAL COMMUNITY MANAGER:

Ms. Maureen Viall, Chief Human Capital Officer, ASD
Health Affairs

COMPONENT FCMS:

AF: Maj Gen Kimberly Siniscalchi, AF/SG1

DON: J. Jerry LaCamera, Director, Total Force
Navy Medicine,

AR: Ms. Joann Robertson, HR Director
MEDCOM,

DTRA: John Jacocks, Chief Medical Officer,

Occupational Health Division (BE-BP)

Snapshot

Key Mission Imperatives Supported:

» Care for Wounded Warriors
* In-sourcing
« Joint basing (JTF CAPMED) (METC)

Challenges:

» Competition with the Private Sector
* Aging Workforce

» Keep pace with the growing needs of the
Medical workforce

*Repeal of NSPS

Strateqgies:

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010

* Develop and execute a multi-pronged
recruitment/compensation plan
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A mission-focused team of 130,000 health care professionals serving 9.6
million beneficiaries
Partnerships with:

Network of more than 200,000 civilian TRICARE providers
Department of Veterans Affairs/VHA

Civilian facilities across the country

Medical leaders in government and academia

World-class facilities; 70 hospitals, 413 medical clinics, and 413 dental clinics

A robust research and education infrastructure, including the Uniformed

Services University of the Health Sciences (USUHS) Bethesda - “The Nation’s
Medical School”

Tri-Service campus for health education in San Antonio, TX and arguably the
best set of integrated Graduate Medical Education programs in the world

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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. Quadruple Aim defines the MHS
strategic imperatives

Enabling a medically ready force, a ready medical force,
and resiliency of all MHS personnel.

Eliminate waste and reduce unwarranted variation;

- Managing the cost of providing care for the population.
reward outcomes, not outputs.

Readiness

Patient and family centered care that is seamless and
integrated. Providing patients the care they need, exactly
when and where they need it.

Improving quality and health outcomes for a defined
population. Advocating and incentivizing healthy
behaviors.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Workforce forecasting
— PHRAMS - Psychological Health Risk-Adjusted Model for Staffing

Competency assessment

— Critical care nurses

— Perioperative nurses

— Medical/surgical nurses

— Emergency/trauma nurses

— Adult psychiatric and mental health nurse practitioner

Strategy development
— Human Capital Strategic Plan Refresh

Partnerships
— Title 38 authorities

Succession planning

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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ol MHS Human Capital Office
Accomplishments

Human — Developed Tri-Service Special Pay and Incentive Matrix
Capital — Identified areas for trend analysis to impact current and future incentives (e.g., Take Rates)
Lifecycle

— Created Health Professionals Financial Assistance Program (Formerly known as CHPS)
— Track and market military spouse hiring authorities
— Created an online toolkit to help job seekers learn more about health jobs available in the military health system

— Created a guide to help service recruiters use social media to recruit generations X & Y

— lIdentified potential external training opportunities military and civilian; potential partnering with the VA Nursing

Academy

— Developed a list of the medical education classes for 5 prioritized jobs

— Researched internal and external civilian leadership development opportunities and programs
— Developed common definitions for Career Pathing and Leadership Development

— Established the Building Stronger Female Leaders in MHS award

— Developed Competency Framework / Model for Critical Care Nurses, Perioperative Nurses, Med/Surg Nurses,
Emergency/Trauma Nurses, Adult Psychiatric and Mental Health Nurses, Clinical Psychologists, and Licensed

Social Workers

— Developed database to capture Service Competency similarities and differences

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Defining the future of Civilian Leadership in the DoD

Partnerships
with Internal
and External
organizations

Information
Management
Information
Technology

Policy

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010

Accomplishments (continued)

- Established a Tri-Service Human Capital community which include DoD stakeholders

o Monthly Steering Committee meeting, Bi-Monthly Working Group Meetings

= Serves as MHS advisor to Commander of JTF CapMed

= Partners with VA and PHS as well as schools and universities (USC, NOVA, etc.)
- Title 38 Conference

- Developed MHS Internship Program across five functional areas

- Designated as FCM for all DoD civilian healthcare professionals

" Established a working relationship between Service CIOs and MHS HR community
" Served as PHRAMS and DHMRSi Functional Proponent
* DMHRSi fully deployed — on schedule; largest implementation of integrated

enterprise resource planning in DoD

" Identified portfolio of HR data systems in DoD

" Established OSD(HA) Leave Administration Procedures for Civilian Employees
" Pandemic Influenza 2009 Work Procedures
* Usage Guidelines for Application for the Civilian Health Professions Scholarship

Program
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Other Issues of Interest

. Standardization of healthcare occupations

- Wounded, ill, and injured care coordination for service
members and family member entitlements

. Ensuring access to compassionate, patient-centered care
by implementing the Patient-Centered Medical Home

. Continuing our transformation to a coherent and

iIntegrated system:

o Joint Task Force Capital Medical (JTF CAPMED)
o Research and development
o Shared headquarters (BRAC)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Financial Functional
Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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SERIES COVERED: All series in the 0500 Budget
and Accounting Group

FOCUSED MISSION CRITICAL OCCUPATIONS.:
0501- Financial Administration

0510 - Accounting

0511 - Auditing

0560 - Budget Analysis

FUNCTIONAL COMMUNITY MANAGER:

Ms. Sandra Gregory, Special Assistant to the USD
(Comptroller) and Chief, Office of DoD Financial
Workforce Management

COMPONENT FCMS:

ARMY: Mr. Terry Placek (05XX)

NAVY: Mr. John W. McNair (0501, 0510, 560);
Mr. Randall Exley (0511)
Ms. Gaye Evans (05XX)

AF: Mr Doug Bennett (0501, 0510, 0560);
Ms. Judith Simon (0511)
Mr. Wes Breeding ((05XX)

DOD: 20+ DoD CFCMs

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

Community Snapshot

Key Mission Imperatives Supported:

* Increased Engagements with CFCMs
* Focused on Developing & Training the FM Workforce

« Executing In-Sourcing Goals and Optimizing
Workforce Mix

Challenges:

* In-sourcing
« Aging workforce mix
* Increased workload

Strateqgies:

* Prepare and execute recruitment plans to address
key environmental influences, and provide oversight
and guidance for managing the DoD FM career field

* Leverage Component Functional Community
Manager (CFCM) Working Group

» Partner with the Services and Defense Agencies to
enhance their financial management workforce in the
areas of training and total workforce development
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ing the fut

- Expanded DoD Office of Financial Workforce
Management from 1 to 3 people (+ 2 GS-15s)

- Executed FY 2010 FM Challenge Fund

- Developing FM Community Professional Development
with FM Super Website

- Participating with In-sourcing Initiative

- Continued Civilian Expeditionary Workforce (CEW)
engagement

- Engaged in Internship Opportunities

Financial Management Functional Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Defining the future of Civilian Leadership in the DoD

- Created Financial Workforce Management (FWM)

Office by Under Secretary of Defense (Comptroller)
in April 2009

- Expanded office in late 2009 to meet growing needs

- Purpose: Serves as the Functional Community
Manager (FCM) and to focus on areas of concern
within the 5XX career field

- Serves as cross-functional experts
- Manages several USD(C) boards

Financial Management Functional Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Kicked off initiative by USD(C) to encourage creation of
innovative professional development opportunities

o Build analytical skills

o Create and promote non-traditional learning opportunities

- Create and promote life-long learning opportunities

> Promote financial management expeditionary workforce capabilities
- Encourage cost awareness

- 82 submissions received via web inputs

- 5 finalists awarded approximately $2M in the FY10 budget to
bring their idea to fruition

Financial Management Functional Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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e ERP Efftect” - Defense Finance and Accounting Service

- Develop simulated real-world training in a virtual learning environment
focusing on Enterprise Resource Planning (ERP) initiatives. The project
includes simulating transaction processing while the virtual world
impact is illustrated simultaneously.

- Develop a process to capture, transfer, retain, and reuse knowledge

among the workforce. One hour modules of knowledge and learning will
be captured and made available for viewing on a continuous basis.

Oonline Fiscal Law Refresher lralining - Mav

- Develop an online fiscal law refresher class to meet the Financial
Management Regulation fiscal law training requirement and to provide
the financial management community the ability to obtain this training

in an easy to use

e-learning format.

DoD Executive Management Training Center, Southbridge, Mass.
ApriI 26-29, 2010 _——
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C_rvtptedrn - A7 Force ]
- Develop and field a multi-purpose website for the Department
workforce that will serve as an online catalog of professional training
opportunities for financial management personnel and support career-
long learning objectives.

C FVIR UDOdle WenCdSIS — JJa/ense AcdiysSIorn Iversijgy |

- Develop quarterly broadcasts, fed over the internet, that highlight
changes to the Financial Management Regulation. The webcasts will be
recorded and posted to a central location and will available for viewing

continuously.
C__ FIVEWenDInarSs — 2elerise AcCgudISIorr Jversiyy

- Develop financial management webinars, to be held twice a month, that
will cover one or more of the financial management areas of emphasis
including cost analysis; budget policies; planning, programming,
budgeting, and execution; congressional enactment; fiscal law; and
budget execution.

Here’s how we are using a Challenge Fund Winner
In an overall bigger project. . ..

April 26-29, 2010
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Website

- One-stop shopping for all FM education and training
opportunities in DoD
- On-line catalog with search capability
- Ranking of courses - put the stars on the courses
- Transparency and ease of use

- The FM iLearn will be the first step in the larger website

Financial Management Functional Community

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

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Resource Management Decision (RMD) 802 decreased
funding for contract support and increased funding for
DoD civilian employees

- As the Functional Community Manager we collaborated
with Components to assist with the execution of their

in-sourcing plans

- Watching overall impact

Financial Management Functional Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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e Civilian Expeditionary Workforce

- Working with USD (P&R) to determine Financial
Management deployable index and readiness index

- Reviewing methods to capture and maintain data on
deployable personnel

- Coordinating with Components and Defense Agencies
to prepare standard operating procedures

Financial Management Functional Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- FY 2010 NDAA, Section 1112 focuses on the
Acquisition and FM communities

- Presidential Management Fellows (PMF)-like
program is being considered

- This could help with auditability of financial
statements in the Department

- Also could be a springboard for PMF-like interns
throughout FM occupations

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






Defense

> 4
= LEADERSHIP

Summit
f’ ummi

Defining the future of Civilian Leadership in the DoD

Acquisition Functional
Community

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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SERIES COVERED:
Various

FOCUSED “Acquisition” MISSION CRITICAL
FUNCTIONS:

Systems Engineering

Program Management

Contracting

Cost Estimating

Life Cycle Logistics

Information Technology (Acquisition)

Quality

Developmental Test and Evaluation

FUNCTIONAL COMMUNITY MANAGER:

Mr. Frank J. Anderson, Director, AT&L Human Capital
Initiatives

COMPONENT FCMS:

AF: Mr. Pat Hogan

DON: Ms. Rene Thomas-Rizzo
AR: LTG William Phillips

4th Est: Mr. Jeff Birch

DoD Executive Management Training Center, Southbridge, Mass. e

April 26-29, 2010

Snapshot

Key Mission Imperatives Supported:

 Support for ongoing conflicts

* Acquisition Reform

* Acquisition of Services

« Strengthen the Acquisition Workforce

Workforce Challenges:

« Strategically improve workforce capability and
quality across all acquisition mission areas

* Bolster in-house capability for key acquisition
technical and business functions

* Bolster contract management and oversight
capability

Strateqgies:

 Targeted growth of organic workforce
* Rebalancing government/contractor mix

« Strong quality focus on all initiatives to suppo
workforce and acquisition outcome s
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.. Strengthen Acquisition Workforce

- President’s March 4, 2009 Memo on Government
Contracting — right workforce capability

- Secretary of Defense Announcement April 2009 — improve
acquisition workforce

- OMB Memo's July 2009 — Improve Acquisition and Multi-
Sector Workforce Management

- Active Congressional efforts
o Defense Acquisition Workforce Development Fund
o Weapon Systems Acquisition Reform Act of 2009

- Acquisition Reform

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Organic Workforce Growth in-progress
o Systems engineering, Contracting, etc.

- Acquisition In-Sourcing in-progress
> Key focus on rebalancing to strengthen in-house systems
engineering and program management capability

- Other Workforce Quality Initiatives

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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« In-synch with DoD Human Capital Plan
- Enterprise Strategy, Analytics, Initiatives

- Appendices
8 Acquisition Career Fields (90% of 130,000 Workforce
Army, Navy, AF, DCMA
Critical Positions, Military
Workforce Recognition and Awards
= Senior Leadership Governance
o Defense Acquisition Senior Steering Board

o

(¢]

o

(¢]

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

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

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

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Recognition of Mission Imperatives

- Sustain the All Volunteer Force

- Support Engagements in Irag and Afghanistan
- Ensure Readiness to Meet Emergent Threats

- Care for Wounded Warriors

- Implement BRAC/ Joint Basing

Effect In-Sourcing Mandate

BASIS FOR CIVILIAN STRATEGIC HUMAN CAPITAL MANAGEMENT PLAN

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Mission: Assist in the Management of the
Readiness of Their Community

*ldentify mission critical
occupations & skills, and
expeditionary requirements

+ldentify Competencies and
assess gaps

*Ildentify current and future
mission requirements

*ldentify environmental
factors/Departmental
goals

*ldentify mission critical
occupations & skills and
expeditionary

requirements *Develop aPlan to address
*Analyze demographic workforce & competency
trends (attrition/retirement) gaps with results-oriented
*Establish goals
recruitment/retention goals *[dentify requirements, e.g.
POM

Supporting functions

Readiness & Talent Index Sustainment
Succession planning to sustain knowledge continuum
Monitoring, assessing, adjusting
Annual SHCP Implementation Report input for submission to Congress

g

DoD Exect
April 26-29,
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An Enterprise Resource Planning (ERP) application that allows managers and employees
to access/manage information in a paperless environment

Capabilities Benefits

* Enterprise, Component,
Organizational, & Functional Access

Increased accuracy and timeliness

through single point of entry for
*Employee Access to Competency managers and employees

Records *Increased worker productivity

* View/update competencies/proficiency -
level, as well as when/how acquired Suppo_rts care_e_r development y
regardlng position competencies

*Speeds processes using automated
workflow

 Manager Access to Employee
Competency Records

* View/update employee competencies

* Verify/certify employee proficiency level, as
well as when/how acquired

* Certification, Licenses, and Training
 Suitability Matching

» Skill/Person Locator

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

Defining the future of Civilian Leadership in the DoD

The Way Forward

Sharon Stewart
April 29, 2010

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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= LEamisHP Outline
- Breakout sessions: review & next steps

- Plenary sessions: review & next steps

- Upcoming leadership initiatives

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






the future of Civillan Leadership in the DoD

f‘ﬂ_ezérfégnsmp Breakout Track 1:
~ Leadership & Community

- 1.1 — Competency Movement
: 1.2 - Competency Model
- 1.3 — Strategic Communication

- 1.4 — Networking & Collaboration

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





49 Defense Breakout Track 2:
’," LEADERSHIP

Loumet o Best Practices & Current

Programs
- 2.1 — HRD Strategic Advisor Certificate Program

= 2.2 — Civilian Expeditionary Workforce

- 2.3 — National Security Professional Development:
Current State of Play

- 2.4 — Leadership: Driving DoD Education Programs

- 2.5 — Civilian Leader Development Programs

= 2.6 — NSPD: Full Steam Ahead
DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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F ChemroHIP Breakout Track 3:
Emerging Challenges & Issues

- 3.1 — Language & Culture: New Requirements

- 3.2 — Attracting & Retaining DoD Leaders

- 3.3 — Increasing Value of Workforce Development
- 3.4 — Regulation & Policy Framework

- 3.5 - Leadership & 2010 QDR

- 3.6 — Aligning Performance w/Strategic Direction
DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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=1 :
T reakout Track 4:
Teaching, Coaching & Training

- 4.1 — Learning Environments
- 4.2 — Managerial & Supervisory Training

- 4.3 — Coaching Strategies

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- o Summit Pl ena I‘y SESS I0ONS

Talent Management

Developing a Leadership Strategy
Employee Engagement

Kirkpatrick Model

Adaptive Leadership

Diversity & Leadership

Functional Community Management

- Generational Leadership (next session)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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= =t " Be on the lookout for...

- Class of 2011 Development Program Solicitations
o Defense Senior Leader Development Program
o Executive Leader Development Program

- Managerial & Supervisory Training (NDAA sec 1113 et al)
- Defense Civilian Leadership Program (npaa sec 1112)
- Issuance of new National Security Strategy

- Ramp up of NSPD (August 2010 Symposium)

- HRD SA Certificate Program - Pilot Eval & Future

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Leader competencies: official proficiency levels,
gap closure report and closure strategy

“State of Leadership Community” report
Hiring reform

NSPS-to-GS transition
Domestic partnerships

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




http://www.cpms.osd.mil/hiring_reform/�
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Generational
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Presenter

Presentation Notes

This is a topic we can all relate to because we are all part of a generation.  It effects us personally and professionally.
Gen Y kids, caring for elderly relatives
Leader who is managing the generations or perhaps even being managed by a younger generation

30%!!  It is projected that Gen Y will represent 30% of the US workforce by 2012 – that is only 2 years away.  Will the Dept of Def be ready?  
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Presentation Notes

Let me start by introducing you to the four generations.

Let me take a census of who we have in the room today…. 







Significant Events

Pearl Challenger
Harbor Exploded
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Presentation Notes

Research has shown that the events and significant issues that occurred during each generation ultimately shape the generation’s core values and personality. This is not to suggest that within each generation everyone is exactly the same. But it does suggest that members of each generation have many things in common. 

What other events were happening during these generations? 

Traditionalists – WWII, stock market crash, the Great Depression, Franklin D. Roosevelt was elected president, Hitler invaded Russia

Baby Boomers – John F. Kennedy was elected and assassinated, Martin Luther King, Jr., marched on Washington, Vietnam, Woodstock, economic prosperity, Neil Armstrong became the first man to walk on the moon walk, Watergate

Gen Xers – Energy crisis, Three Mile Island, Iran hostage situation, John Lennon became a peace activist and was assassinated, Operation Desert Storm, Layoffs

Gen Y – Oklahoma City bombing, Clinton/Lewinsky scandal, technology boom, September 11

Let’s look at a few other factors that show how generations differ based on their experiences.





Changes in Family Unit

Wait until your
The family dinner father gets home Drive-thru
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Presentation Notes

These pictures really help us to understand how times have changed from generation to generation. 

During the Traditionalist generation, men were the primary breadwinners and the women stayed home. Dinner was a family gathering. 

In the Baby Boomer generation, men continued to be the head of the household. Women were working more, but in roles where they could still manage the family, such as nurses, teachers, and part-time positions. 

For Gen X, women were playing a more prominent role in the workplace. More women entered the workplace in a variety of roles, and dual income families were beginning to become the norm. Additionally, Gen X saw their parents getting divorced – 50 percent of Gen X come from divorced families. The concept of the latchkey kid was born. 

Gen Y’s live fast-paced, busy lives. They hang out in the neighborhood less and have more planned activities. Although both parents may be working, their parents are very involved in their lives. You may have heard the phrase “helicopter parents” used to describe parents who pay extremely close attention to their children's experiences, rushing to prevent any harm or failure. Children today are also much more involved in family decisions than in the past. 





Dress and Approach

Suit and Tie Business Casual
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Presentation Notes

Dress codes have certainly changed over the years, as well. 

During Traditionalist years, formal dress—suit and tie—was considered appropriate in the workplace. When women started entering the workforce during the Boomer years, formal attire was still the norm and women wore dress suits, not pantsuits.

Gen Xers and Gen Ys tend to have a more casual approach not only to dress, but also to authority and work hours. The issue of work hours comes up frequently – Traditionalists and Boomers expect structured time spent at work and a work ethic to do whatever it takes to get the job done. 

CEO Story

Gen Xers feel that Boomers “live to work,” while Gen Xers choose to “work to live.” Both Gen Xers and members of Gen Y feel that it shouldn’t matter where you do your work or how many hours you work, as long as the work gets done. This can cause some friction in the work environment among generations. 






Technology
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Presentation Notes

Technology is a huge issue when it comes to generational differences. Technology has changed greatly over the years, influencing the methods of communication each generation prefers and is comfortable with.

Traditionalists tended to get information by listening to the radio. 
�For Boomers, TV came along but very few channels were available. 
�GenXers experienced the introduction of cable channels and computers. 
�And for Gen Ys, the computers are very sophisticated, cell phones are a must-have and their modes of communication are primarily through technology. 

Rock Band Story








coeNaltes

Sacrifice, hard work, respect for authority, loyal,
TRADITTONﬂHSTS conservative, patriotic, duty before pleasure

G

Optimistic, team-oriented, competitive,
guestion authority, strong work ethic, dedicated

Self-reliant, adaptive, technology literate,
balance, global thinking, informality, fun

Global orientation, focus on achievement,
street smart, environmentally conscious,
cyber literate, civic duty

© K HR Solutions LLC
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Presentation Notes

Traditionalist – Favor stricter laws and longer jail terms. Many were in government jobs or in the military. They purchase items with cash and save their money. They are brand loyal.

Baby Boomers – Come from large families and learned to share and play nice with others. They are drivers of change. Their work ethic is similar to that of their parents, and they tend to define themselves through their job or career.

Gen Xers – Pride themselves on independence. They are flexible and thrive on change. Their “work to live” mentality is opposite the Boomers’ “live to work” mentality. They look for their work environment to incorporate fun.

Gen Ys – Are globally oriented with e-pals (pen pals) all over the world. They are used to and prefer access to information 24/7. They are also involved and engaged—83 percent of high schoolers said they volunteer in the community.  This generation has driven the “go green” initiative with the emphasis on taking care of the environment.





Understanding Generational
ISSUES IS Important

Increasing rate of change

& ~ People living and working longer

#  Workforce demographic changes
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Future talent needs and issues

© K HR Solutions LLC
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There is no question that things have changed, are changing and continue to change at a rapid pace. The structure of organizations has changed and the levels of reporting relationships are flatter. The generations are working more closely together and, in some cases, older generations are now reporting to younger generations. This can change the dynamics of a culture and team.

People are living and working longer. The average life span in the U.S. has reached 78.3 years of age. Gone are the days of the “golden retirement years.” In a recent survey, two-thirds of Baby Boomers said that after they “retire” they will continue to work in some capacity—part-time, consulting, or in a different career.

Another big change since the Traditionalist days, women now make up 50 percent of the U.S. labor force.

Based on a conversation that I had with Marilee Fitzgerald in preparation for today, I know that the issue of future talent is both a concern and a priority for the Dept of Defense.   You really need to think strategically about talent. It is still predicted that once the economy shifts, Baby Boomers will retire in larger numbers. Gen X, is much smaller than the Boomer generation. You will need to think about how to replace the skills and expertise that will be retiring from your workforce and how you will address the gaps.





Business Impact.

Recruitment
Retention
Customer Relations
Team Dynamics

Communication
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Generational preferences impact our business in so many ways. Let’s discuss a few of them in more detail.  

In order for us to attract all generations to our workplace we must focus on what they look for in an employment package.  For example, discussing the pension plan with a Gen Y is probably not a valuable use of time. They want to hear about things like vacation time, flexible work arrangements, extracurricular activities and compensation.  On the other hand, a Baby Boomer would be interested in hearing about health care benefits, the company’s 401(k) and retirement plans.

Just as the generations have different items that attract them to an organization, they also have different reasons why they choose to stay.  

Did you know that a recent Gallup poll indicated that 20% of the current employed population considers themselves “underemployed?”  This will significantly impact retention in the future.  Gen X and Gen Y in particular do not come to an organization with the intention of staying for a long period of time.  





Communicating with Boss

m Face to Face m E-Mail

75

64

GenY Gen X Baby Boomers Traditionalits
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Question:  What is your preferred method of communication with your boss?

Overall, every generation preferred F2F communication

When we asked about preferred communication with colleagues, the preferred method was still F2F but higher percentage of texting and IM.  





Most Meaningful Reward
® Verbal Acknowledgement from Boss ®Cash ®Time off ® GiftCard Small Gift
1% 1

%
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Question:  What type of recognition/reward means the most to you?

Consistent across generations, verbal acknowledgement was indicated as most meaningful

Gen Y:  56% verbal, 28% cash
Gen X:  58% verbal, 24% cash
BB:  57% verbal, 26% cash
Trad:  67% verbal, 33% cash





Frequency of Feedback from Boss
® Monthly ® Bi-Weekly or Better

100

GenY Gen X Baby Boomers Traditionalits
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Question:  Ideally, how often do you want to receive performance feedback from your boss?

Overall 58% said monthly.

Gen Y wants feedback more frequently then other generations.  55% of Gen Y said bi-weekly or weekly with 10% saying daily.
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As a leader, what can you
do to engage the four
generations?
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Stop here and ask the questions on the slide. 

Allow 5 minutes for group discussion, 5 minutes for debrief.  






EErSUHAlEYIES

Unplug to Reconnect

Spend Time to Save Time

Release Control to Embrace
Change
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Unplug to Reconnect
Find opportunities to have verbal and f2f communications
Critical for building relationships and trust
Utilize the “team huddle” weekly 
Get to know your employees on an individual basis, understand their preferences and expectations – this takes time which leads me to my next strategy
Spend time to Save time
Do, Manage, Lead – need to spend more time leading then doing
Employees want and need more of your time, invest it in them
Block off time on your calendar weekly to be “available”
Assess how you are recognizing and rewarding, find ways to do more of it verbally
 Release Control to Embrace Change
Figure out how to change the paradigms within your organization
Every individual can be a leader
Think differently
Get creative
Leverage the strengths of each generation
Be a leader by driving change in the culture
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