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Presentation Notes

Good afternoon and welcome – I am Patty Kasold  with CPMS/LPDD.  As a leader development specialist my area of responsibility is competency-based development and implementation of the DoD Civilian Leader Competency Model.
With me today is Dr. Brian O’Leary from OPM. Dr. O’Leary is a Manager with the Individual and Organization Assessment and Evaluation, HR Strategy and Evaluation Solutions.
This is a two part presentation – My presentation will focus on the historical aspects and critical milestones  in the evolution of competency-based development in the workplace.  I will also discuss the benefits/advantages of competency-based development.
Dr. O’Leary’s presentation will address how the competency-based approach has morphed from employee development to broader aspects of human capital management. Brian will also discuss the impact competency-based development has had on the talent management process across the Federal Government.
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Defining the future of Civilian Leadership in the DoD

Share the history of competency models

- Link the applicability of competency models for
eadership training and development

- Discuss the impact of competency-based
development on Human Resources

Make the business case for using competency
models

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

The objectives of this session are to:
 Frame the evolution of competency models and their use from a historical perspective.
 Convey the pertinence of competency-based management to  leadership training and development.
Discuss the role of Human Resources in a competency based-approach to training and development.
And finally to make the “business care” – the advantages gained for the employee and the organization  in using a competency-based model.
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- The Romans practiced competency profiling to determine the
attributes of a “good Roman soldier”

- 1954 - John Flanagan established the “Critical Incident Technique”
used by the Air Force in WW II

- 1970s David McCelelland developed the term “‘competency”

- 1980s Richard Boyatzis writes the first empirically based book on
competencies, “The Competent Manager: Model for Effective
Performance”

- 1990s Andrew Klein, introduces the concept that “competencies are
a collection of observable behaviors

- 2000s Fortune 500 Companies group competencies “Leadership,
Behavioral and Technical Competencies”

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

The Romans used competency profiling to describe the attributes of a good  Roman solider.  They were very selected and in addition to the requirement to be a citizen they took into consideration such psychical  attributes as height, strength, and endurance.  They also looked for individuals that were self-disciplined, flexible, loyal and courageous.  Amazingly similar  to  the attributes that our military seeks of today’s recruits.
CIT is used to identify work behaviors that classify good and poor performance.  It was used by the AF during WWII to identify behavioral events to distinction between superior and average performers. Flanagan’s work differentiated between effective work behaviors and laid the foundation for competencies.
Inspired by Flanagan’s work McCllelland developed the term “competency” as an under lying characteristic of an individual that enables him/her to deliver superior performance in a given job, role or situation.  He argued that job performance is better predicted by testing for competencies rather than intelligence.
Boyatzis,  promoted competency as a combination of motive, trait, skills and aspects of self-imaging or social role or a body of relevant knowledge. In other words, competencies encompass all characteristics that relate to successful performance.
Klein offered a contrary definition that competencies are a collection of observable behaviors. He believed that  behaviors drive  competence.
2000s competencies are generally grouped and tied to specific positions and levels within a company or organization.
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f e fut Summlt ship in the DoD
are Important

Provide direction

Are measurable

Can be learned

Can distinguish and differentiate the organization
Help integrate management practices

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

Simply stated, competencies define in behavioral terms what an organization’s leaders need to do to produce the results  that are consistent with and builds upon the organization’s culture.
Direction is strongest and most clear within organizations when competencies explain not only what or how but the why.   This becomes the organization’s leadership brand.
The measurability of competencies enables an organization to evaluate the extent to which their leaders are demonstrating and performing and/or making progress towards  meeting required proficiency levels.
Learning organizations take steps to develop leadership capabilities that can be  demonstrated on the  job.  Competencies are malleable they can be learned and improved through training, education, experience, mentor and coaching.
The DoD Civilian Competency Model exemplifies the Department’s  Leadership Brand.  It supports the  action orientated nature and culture of DoD while encompassing the need for leaders at all levels of the continuum to demonstrate a level of proficiency dependent on the leadership position.
Competencies provide a structure model that can be used to integrate management practices. When competencies are clearly defined, organizations can align their recruiting, performance  management, training and development practices to reinforce key and valuable behaviors.
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- Emphasis shifts from position to people
- Strengthens organizational capabilities and values

- Supports career paths and opportunities for
progression

- Enables systematic and integrated workforce
development

. Establishes expectations for performance

- Focuses leadership hierarchy on results and
continuous iImprovement

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Over the last 20 years , there has been a shift in focus away from identifying the job dimensions of leadership  positions toward identifying and developing the leadership skills that leaders need to be effective, e. g. The DoD Civilian Leader Development framework/continuum identifies the competencies needed by our civilian leaders across the leadership continuum.
In the 1970s the field of education began to pursue the idea of teaching to competencies to improve educational effectiveness.  Competencies were viewed as the requisite knowledge and abilities that students needed to learn and demonstrate at certain grade or field of study.  Competencies set a “floor” for expectations for students and provided a structure for making a wide range of educational decisions related to course content and student performance standards.
There is significant history of research on person-centered models by McClelland Boyzatis.  By the 1990s a majority of Fortune 500 companies had developed a competency model for their managers. 
The impact of competency models is significant and impacts productivity:
Focus on individual’s knowledge, skills and abilities
Provides a common development language
May be used in a broad range of positions
Adaptive to organizations needs or emerging skills, e.g., CEW
Used to develop fungible leaders who are effective in a variety of positions
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Defining the future of Civilian Leadership in the DoD

Proven method of development

Establishes expected levels of proficiency
Building block for developing leaders

Provides for fair and accurate feedback

Drives employee performance and improvement
Garners employee support and trust

Return on the Investment

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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It is no wonder that so many Fortune 500 companies have embraced competency-based developed - it works.
There are no surprises in competency-based development employees know what is expected of them on the job regardless of their level/grade within the organization.
CLC research notes that employee productively is higher at companies whose employee’s performance standards are competency-based. A well designed competency framework sets the stage for clear and accurate feedback that can improve employee performance up to 39 percent.
Well designed and implemented competency models have the potential to:
Improve employee/organization performance
Provide every employee with a tool for career development
 Improve employee effectiveness  by focusing on the right skills at the right time
Improve retention and increases availability of skilled and competence pipeline 
Improve employee trust in an HR management system that delivers consistent messages and values
Today competency models are a way of life for most public and private institutions. This concludes my presentation.  Dr. O’Leary will discuss the expanded influence and  impact of competency models .  





Defense

= LEADERSHIP

;Jﬁmhw the mmrssolflcmm jatdership in the DoD N EXt St e p S

- Utilizing audience feedback from the session,
notate next steps on this slide

- You may close the presentation and note on
screen during the session

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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703-696-8663

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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Presentation Notes

Good afternoon and welcome – I am Patty Kasold  with CPMS/LPDD.  As a leader development specialist my area of responsibility is competency-based development and implementation of the DoD Civilian Leader Competency Model.
With me today is Dr. Brian O’Leary from OPM. Dr. O’Leary is a Manager with the Individual and Organization Assessment and Evaluation, HR Strategy and Evaluation Solutions.
This is a two part presentation – My presentation will focus on the historical aspects and critical milestones  in the evolution of competency-based development in the workplace.  I will also discuss the benefits/advantages of competency-based development.
Dr. O’Leary’s presentation will address how the competency-based approach has morphed from employee development to broader aspects of human capital management. Brian will also discuss the impact competency-based development has had on the talent management process across the Federal Government.
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Defining the future of Civilian Leadership in the DoD

Discuss OPM’s involvement in Competency
Modeling

Share current applications of Competency
Modeling

Discuss future applications of Competency
Modeling

Discuss how Competency Models add value

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

The objectives of this session are to:
 Frame the evolution of competency models and their use from a historical perspective.
 Convey the pertinence of competency-based management to  leadership training and development.
Discuss the role of Human Resources in a competency based-approach to training and development.
And finally to make the “business care” – the advantages gained for the employee and the organization  in using a competency-based model.
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A measurable pattern of skills,
knowledges, abilities, behaviors, and other

characteristics which an individual needs

to perform work roles or occupational

functions successfully.

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

The Romans used competency profiling to describe the attributes of a good  Roman solider.  They were very selected and in addition to the requirement to be a citizen they took into consideration such psychical  attributes as height, strength, and endurance.  They also looked for individuals that were self-disciplined, flexible, loyal and courageous.  Amazingly similar  to  the attributes that our military seeks of today’s recruits.
CIT is used to identify work behaviors that classify good and poor performance.  It was used by the AF during WWII to identify behavioral events to distinction between superior and average performers. Flanagan’s work differentiated between effective work behaviors and laid the foundation for competencies.
Inspired by Flanagan’s work McCllelland developed the term “competency” as an under lying characteristic of an individual that enables him/her to deliver superior performance in a given job, role or situation.  He argued that job performance is better predicted by testing for competencies rather than intelligence.
Boyatzis,  promoted competency as a combination of motive, trait, skills and aspects of self-imaging or social role or a body of relevant knowledge. In other words, competencies encompass all characteristics that relate to successful performance.
Klein offered a contrary definition that competencies are a collection of observable behaviors. He believed that  behaviors drive  competence.
2000s competencies are generally grouped and tied to specific positions and levels within a company or organization.
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- Competencies can be the basis for unifying HR
functions, creating a common language and
providing a consistent message to employees

- Competencies can be used in:
o Selection
o Training and Development
o Performance Management
o Succession Planning

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Simply stated, competencies define in behavioral terms what an organization’s leaders need to do to produce the results  that are consistent with and builds upon the organization’s culture.
Direction is strongest and most clear within organizations when competencies explain not only what or how but the why.   This becomes the organization’s leadership brand.
The measurability of competencies enables an organization to evaluate the extent to which their leaders are demonstrating and performing and/or making progress towards  meeting required proficiency levels.
Learning organizations take steps to develop leadership capabilities that can be  demonstrated on the  job.  Competencies are malleable they can be learned and improved through training, education, experience, mentor and coaching.
The DoD Civilian Competency Model exemplifies the Department’s  Leadership Brand.  It supports the  action orientated nature and culture of DoD while encompassing the need for leaders at all levels of the continuum to demonstrate a level of proficiency dependent on the leadership position.
Competencies provide a structure model that can be used to integrate management practices. When competencies are clearly defined, organizations can align their recruiting, performance  management, training and development practices to reinforce key and valuable behaviors.
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Presentation Notes

The MOSAIC approach consists of several steps.
1. An extensive literature review is conducted to identify the full array of tasks and competencies that describe the occupations in the study. 
2. Focus groups comprised of employees in the occupations being studied and supervisors of employees in those occupations review, critique, and refine the tasks and competencies. The final tasks and competencies are incorporated into a job analysis survey.
3. The rating scales used in the survey are selected in accordance with the Uniform Guidelines on Employee Selection Procedures, the Standards of the Division 14 (Society of Industrial/Organizational Psychology), and other professional and legal requirements. 
4. A panel of psychologists links the tasks to the competencies that are needed for effective task performance. 
5. A pilot test is administered to a small sample of employees and supervisors. The results of the pilot test may warrant modifications and another focus group review. The final survey is distributed to thousands of employees and supervisors across the United States.
6. The survey data are analyzed and programmed into the HR Manager.  
As you can see, the MOSAIC approach to developing competency models is really just an application of job analysis methodology to identify competencies rather than the KSAs on which job analyses have traditionally focused.
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Managerial

Clerical & Technical

Professional & Administrative

Information Technology

Trades and Labor

Science and Engineering
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Presentation Notes

To date, OPM has completed studies of six Governmentwide occupational groups.

The managerial study, conducted in 1991, sampled 20,000 Federal supervisors, managers, and executives. In 1998, OPM conducted  follow-up  reviews of the managerial literature to update the leadership model. 

During 1994, 140,000 surveys were mailed to Clerical and Technical employees and their supervisors. Approximately 60,000 surveys were returned, providing sufficient data for 67 occupations.

The Professional and Administrative occupational study, conducted in 1996, resulted in data from approximately 47,000 respondents covering 105 occupations.

The Information Technology (IT) study, conducted in 2001, covered 15 IT occupations, including the 10 parenthetical titles for the 2210 Information Technology series.  A total of 4,461 surveys were returned.
The Trades and Labor study was conducted in 2001-2002.  A total of 7,779 surveys were returned, providing sufficient data for 76 occupations included in the HR Manager.   
The Science & Engineering study was also concluded in 2002.  A total of 14,146 surveys were returned, providing data for 45 occupations.
No other database like this exists in the world. Only at the Federal level have we been able to pool resources to conduct these types of studies.
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Presentation Notes

It is no wonder that so many Fortune 500 companies have embraced competency-based developed - it works.
There are no surprises in competency-based development employees know what is expected of them on the job regardless of their level/grade within the organization.
CLC research notes that employee productively is higher at companies whose employee’s performance standards are competency-based. A well designed competency framework sets the stage for clear and accurate feedback that can improve employee performance up to 39 percent.
Well designed and implemented competency models have the potential to:
Improve employee/organization performance
Provide every employee with a tool for career development
 Improve employee effectiveness  by focusing on the right skills at the right time
Improve retention and increases availability of skilled and competence pipeline 
Improve employee trust in an HR management system that delivers consistent messages and values
Today competency models are a way of life for most public and private institutions. This concludes my presentation.  Dr. O’Leary will discuss the expanded influence and  impact of competency models on Human Resource systems.  
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We use this model to help individuals and agencies build the development segment of their Succession Plan.  The graphic lays out the 27 OPM leadership competencies.  The competencies serve as the roadmap for leadership development.  
The core Leadership competencies are basic competencies for all employees.  Research indicates that without these core competencies, success at upper levels not possible.  
The graphic illustrates the customary levels of management and leadership.  Associated with each level are related competencies that are critical for success at that level and form a developmental step for the next level of management or leadership.
There are key experiences at each level that are designed to reinforce the associated competencies.
These key experiences eventually serve as building blocks for the ECQ’s.
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Political Savvy
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«  Selection of senior executives Governmentwide

Training curriculum in OPM’s Management Development Centers
linked to the competencies

Leadership development
= diagnostic assessment (OPM Leadership 360™)
= training courses

» development programs

- Leadership succession planning in organizations

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Ability to perceive and understand personal feelings and those of
others

Crosswalk of OPM'’s Leadership Competencies to Emotional
Intelligence (EI) Competencies shows high overlap

Development of EI Competencies for Organizations was partly
based on MOSAIC Leadership Competency studies conducted by
OPM

EI Competencies* provide excellent behaviors that can be
incorporated into the training content for many of OPM
Leadership Competencies

* go to web-site: http:/www.eiconsortium.org
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- TRADITIONAL QUALIFICATIONS - COMPETENCY-BASED
QUALIFICATIONS

[e]

Rigid, traditional time-in-grade

and experience requirements > Based on "whole-person

competency models

- Mere experience does not o Derived from sound job
address how effectively analysis

someone will perform

> Focuses on optimal

o Time consuming for applicants com_petengy.profile fqr.job_ -
to describe experiences not just minimal qualifications

o Uses standardized, validated

> Time consuming for HR competency assessments
Specialist to evaluate -

automated systems have
helped

o Reduces applicant burden
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Baseline  Competency-based selection, training

. If not using SUPERIOR performance as template,
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conclusion the of event.
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Presentation Notes

Good afternoon, my name is Patty Kasold and I work for CPMS/LPDD as a Leader Development Specialist.  I have worked on the development and validation of the DoD Civilian Leader Development Competency Model.  My current work is focused on the implementation of the DoD model and our division is working closing with the Leadership Functional Community Members on the implementation process.
With me today are Ms. Cindy Beeson, CPMS/HR-BITS in San Antonio, Team Leader for Self Service (DCPDS) and Dr. Nicole Nelson, a Personnel Psychologist with the Army, G-1.
My presentation will focus on how to use the DoD model for professional development.  Cindy and Nicole will share two very interesting resources that employees will be able to use to assess their proficiency levels against the DoD competency model and how to use the results to get the right training to close identified competency gaps.  
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Defining the future of Civilian Leadership in the DoD

Provide the rationale for establishing the DoD
Civilian Leader Development Competency Model

Present the DoD Civilian Leader Development
Framework

Provide information on how to use the DoD
Civilian Leader Development Continuum to plan
for professional development

Showcase resources to assess individual
proficiency levels and plan for future development.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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During this session we will discuss the rationale for establishing a DoD Civilian Leader Competency Model, and the process for developing the model.
I will walk you through the framework  and address the DoD unique competencies.
You will also learn how to use the continuum for your and your staff’s professional development.
Cindy and Nicole will complete the presentation with a demonstration of tools to help DoD employees across the continuum identify their proficiency levels and gaps and training/development opportunities to close competency gaps.





=

. Defense _ e ome
= LEADERSHIP Why Develop A Civilian
? Defining the mmsolflcmm e!atdership in the DoD

Leadership Competency Model?

- Effect change envisioned in the DoD Human Capital Strategy
o Integration with the Total Force
o Accountability in a results-oriented culture
o Competency-based occupational planning

- Implement Civilian Human Capital Strategic Plan

o Diverse civilian leaders who can effectively manage in an
enterprise-wide environment

o Learning environment that drives continuous improvement across
the enterprise

- Focus limited resources for greatest return on investment

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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This slides details the challenges and issues that we faced as we embarked on the development of the DoD Civilian Leadership Competency Model.
This work began back in August 2005 under the direction of the Defense Leadership and Management Program Council.  The Council was chaired by the DUSD (P&R) . They directed us to work with representatives of the Council to develop a competency-based model for DoD-wide leader development across the continuum from entry level to senior executive. 
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August 2005 - Chartered Advisory Group to develop a competency-based model
for DoD-wide leader development from aspiring leader to senior executive

December 2006 — Defense Human Resources Board approved framework and
model, subject to:

o Crosswalk with NSPS and SES performance management systems for
compatibility and alignment

October/November 2007- Conducted focus groups of Component subject

matter experts to develop DoD specific proficiency level definitions

April 2007 - Defense Human Resources Board endorsed framework and model

March -2008 OPM Center for Talent Services validated DoD framework

May 2008 — Memo from Principal Deputy Under Secretary of Defense (Personnel
& Readiness) released DoD framework and continuum for Department-wide
implementation

January 2009 - Conducted focus ?roulp of Component subject matter experts to
develop DoD specific proficiency level illustrations

March 2010 - Conducted focus I2roup of Component subject matter experts to
review proficiency levels from the 2009 Civilian Leader Competency Assessment
Survey

June 2010 - Leadership Functional Community Managers will finalize proficiency
levels across the leadership continuum
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This slide highlights  the significant milestones in the  development of the DoD model.  You will note that this work is still ongoing.  We continue to work with the Component subject matter experts to finalize the target proficiency levels, identify Department-wide competency gaps and develop a strategic plan to close the gaps.
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Advisory Group Process

- Developed framework, continuum and model for DoD civilian

leadership development

- Reviewed available documentation of DoD strategic plans and

vision for leadership development

- Indentified, reviewed, and analyzed leader development

competency frameworks, models, studies or other future-
focused efforts

- Cross walked and benchmarked DoD leadership competency

data with OPM Executive Core Qualification (ECQs) and best
practices in public and private sectors

- Synthesized information into a competency-based model for

DoD leader development
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We convened an advisory group of Component/Agency subject matter experts to work through process of developing the leadership competency model. This slide details the processes that advisory group went through to develop the DoD model.





=

Defense

g
= LEADERSHIP | eader Development Model

Summlt
e fut ship ir

Guiding Principles:
- Development of Defense Leaders is deliberate
- Enterprise learning starts early; is continuous

- Some opportunities for all; some for selected
iIndividuals through competition

- Make best use of existing ideas, programs,
strategies and systems

- Incremental transition to end state over a

generation
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The advisory group adapted these guiding principles for establishing the DoD Model and Continuum. 
These key principles have been incorporated into the DODI 1430.16, “Growing Civilian Leaders,”  November 19, 2009 which established the Department’s policy for leadership development.
As we all know change is never easy …full implementation and benefits derived is expected to take a full generation.
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- Adapted OPM ECQ framework to the extent possible
o DoD candidates for SES positions must meet OPM ECQs
> OPM has done extensive validation of ECQs

- Established a sixth competency, Enterprise-wide Perspective,
for unique DoD competencies, joint perspective and national
security

- Developed expanded competency definitions to
accommodate concepts that map to existing ECQ
competencies

- Based on framework, developed a DoD Civilian Leader
Competency Assessment Survey that includes DoD specific
competencies, definitions and proficiency level illustrations

- Survey was administered to a random sample of DoD leaders
and all SES members August 2008 and 2009
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Presentation Notes

This  slides addresses the rationale behind the development of the DoD Civilian Leader Development Framework.  The Civilian Leader Development Framework identifies the critical leadership competencies that Defense leaders need to meet the complex 21st century national security mission. Inclusion of the Enterprise-wide Perspective articulates the expectation that DoD civilian leaders must develop a broad base of knowledge and in experience in the core DoD mission areas; Joint Perspective and National Security.
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Creativity and Innovation
External Awareness
Strategic Thinking
Vision

Flexibility

Resilience

These competencies
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. et | and calculating risks.

| actions and/or

Joint Perspective
-Mission Orientation
-DoD Mission and Culture
-DoD Corporate Perspective
-National Defense Integration
-Global Perspective
National Security
-National Security Foundation

-National Security Environment
-National Security Strategy

ies

Political Savvy
Influencing/Negotiating

Partnering

DoD Civilian Leader Development Framework

Enterprise-Wide
Perspective

This core competency
involves a broad point of
view of the DoD mission
and an understanding of
the individual or
organizational
responsibilities in relation
to the larger DoD strategic
priorities. The
perspective is shaped by
experience and education
and characterized by a
strategic, top-level focus
on broad requirements,
joint experiences, fusion
of information,
collaboration and vertical
and horizontal integration
of information.

Joint Perspective
-Mission Orientation

-DoD Mission and Culture
-DoD Corporate Perspective
-National Defense Integration
-Global Perspective

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

pbmmuAicdtion e Continual Learning

success in each of the TOre COMmperterncres.

e Integrity/Honesty

e Oral Communication

e Public Service Motivation
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Presentation Notes

 The DoD Civilian Leader Development Framework and Continuum support the Department ‘s Human Capital Strategic Plan to develop world class leaders across the Department.
 This is the DoD Civilian Leader Development Framework.  I wanted to show you how the framework is built, so we’ll start with the foundational competencies.  These are competencies for which all employees, regardless of leadership position or level, should be proficient.
 The framework is modeled after the Office of Personnel Management, Executive Core Qualifications.  These five critical competencies along the top may be familiar to you. 
 And these are supported by a series of core competencies.  For example, strategic thinking is aligned with Leading Change; problem solving supports getting results; and financial management is aligned with Business Acumen.
 In addition, DoD has augmented the OPM model to address the leadership competencies that Defense leaders need to meet the 21st century national security mission.
 Note the new sixth competency, Enterprise-wide Perspective and its two underlying competencies, Joint Perspective and National Security are new and specific to DoD. 
 OPM has validated this framework and the competencies for DoD-wide use.
 We have also amplified each of the competency definitions to address needed capabilities from a DoD Perspective.
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Using the Continuum

- Targets competencies and required proficiency by

leadership level,

o For example: Baseline competencies at “Lead Self”:
all employees are expected to be proficient in these
fundamental competencies

- Ensure proficiency in the competencies at your

level on the continuum

« Plan for @
future ad

evelopment opportunities to support
vancement and career goals

. Identify and document development plans on the
Individual Development Plan
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Presentation Notes

DoD leaders must continually assess their capabilities and continue their development. Each of us is responsible for our professional development.
The continuum will help you plan for  your  development, be it development required for the current job or preparing for future leadership positions.   When planning individual development we recommend that you consider a variety of developmental opportunities to include formal education (degrees or certifications) to training (short term seminars or courses) to experience (details to special projects, task forces, working groups or rotational assignments).
Consider where you are on the continuum and focus on attaining the required proficiency for  your position in each of the competencies.   Depending on the area of development  your supervisor or mentor can help to determine the best value and venue to meet your developmental need, such as on-the-job experiences, e.g., leading a project or participation in a working group, training courses offered through the Component, federal, private sector or education courses through an accredited institution.  
Once you reach the required proficiency levels it is critical to continue development to maintain the required level of performance and currency.  Based on career plans, you  might decide to target development  for increased leadership responsibilities at the next level of continuum.  
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Development
Continuum
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Vision
External Awareness
Strategic Thinking
Political Sawwy
Global Perspective
MNational Security Strategy

Lead the Institution

E A Technology Management
Q@E" Financial Management
Tiviline Fersenas] Messgimen: Trevice & Creativity and Innovation
Fartnering
2 AT Entrepreneurship
- & (‘-53‘ Mational Defense Integration . .
efﬁﬁa Iy National Security Environment Lead Organizations/Programs

Human Capital Management

Leveraging Diversity

Conflict Management
Developing Others

Dol Corporate Perspective

Mational Security Foundation Lead People

Team Building
Accountability
Decisiveness
Influencing/MNegotiating
DoD Mission and Culiure

Lead Teams/Projects

Flexitility IntegrityHonesty Interpersonal Skills
Resilience Customer Service Cral Communication

Continual Leaming Problem Solving Wiritten Communication
Senvice Motivation Technical Credibility  Mission Orientation
Computer Literacy

Lead Self

/
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Presentation Notes

The DoD Civilian Development Continuum identifies the competencies that DoD leaders need to obtain proficiency in as they progress through the leadership ranks.
The continuum will help leaders plan their development as they prepare for increased  responsibilities, regardless of where they fall on the continuum.
Our programs in LPDD support the continuum, with strong emphasis on development the required proficiency level in the Enterprise-wide Perspective, and the sub competencies, joint perspective and national security.

DSLDP – aligns with Lead Organizations and People
ELDP – aligns with Lead People
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Competency Model

- Provides a "blueprint” to develop leaders at all
evels within the leadership continuum

- Leadership development must be integrated with
technical development

- Competency based development is measured
against established standards and level of
expected performance for the position

- Supports formal education, training and

experiential learning
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Presentation Notes

As I stated earlier, the DoDI 1430.16, “Growing Civilian Leaders” published in November 2009 establishes the policy for the developing civilian leader through a competency based approach that is integrated with technical development.
This concludes my portion of the presentation. I will now turn this over to Ms. Beeson and Dr. Nelson.  
Ms. Beeson – will demo the work underway through the Defense Civilian Personnel Data System to assess competency proficiency levels.

Dr. Nelson – will demo the Army/Navy Civilian Leader Improvement Battery (CLIMB) and its capability to asses competency proficiency levels as identify training/development opportunities to close identified gaps.  We are also working with the Army to align the CLIMB with the DoD model
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Competency Resources

Defense Civilian Personnel Data System
(DCPDS)

78
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- DoD response to 2010 National Defense
Authorization Act (NDAA)

- Introduction of competency tracking capabilities in
the Defense Civilian Personnel Data System
(DCPDS)

- Demonstration of DCPDS functionality;

accessibility to all DoD civilians and their
managers

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Excerpt from NDAA 2010, Sec. 1108. 115b regarding Competencies:
‘‘(1) An assessment of—
‘‘(A) the critical skills and competencies that will be needed in the future within the civilian employee workforce by the Department of Defense to support national security requirements and effectively manage the Department during the seven-year period following the year in which the plan is submitted;
‘‘(B) the appropriate mix of military, civilian, and contractor personnel capabilities;
 ‘‘(C) the critical skills and competencies of the existing civilian employee workforce of the Department and projected trends in that workforce based on expected losses due to retirement and other attrition; and
‘‘(D) gaps in the existing or projected civilian employee workforce of the Department that should be addressed to ensure that the Department has continued access to the critical skills and competencies described in subparagraphs (A) and (C).
‘‘(2) A plan of action for developing and reshaping the civilian employee workforce of the Department to address the gaps in critical skills and competencies identified under paragraph (1)(D), including—
‘‘(A) specific recruiting and retention goals, especially in areas identified as critical skills and competencies under paragraph (1), including the program objectives of the Department to be achieved through such goals and the funding needed to achieve such goals;
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- DCPDS is the Department'’s enterprise-wide HR
system of record

- Employee and position data is stored for most DoD
civilian employees

- DoD owns 800,000+ Oracle Self Service licenses

- 400,000+ DoD employees have used Self Service

I 1

- Competency update capability uses Oracle’s “out-of-
the box" capabilities with few 'modifications

- DCPDS is IA and 508 compliant

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

ICE MyBiz ICE PAA W3 Diagnostics Home Logout Preferences

Competency Profile: Add or Modify Competencies
| Cancel | | Competency Profile Histnwj | Review & Submitj

@& TIP This information is current as of today’s date

Employee Name Ben Liberto Employee Mumber 265013
Business Group CIVDODHR

Select the "Add Competencies” button to add a Competency. Select the "Correct” icon to correct Competency details. Select the "MNew Levels Attained” button to record
a new level of achievement in a Competency.

Current Competencies
[ Add Competencies )| Mew Levels Attained |

Competency Name Level Competency Update Source Date Entry - DCPDS Correct
CPMS\.Demo.Position Classification[3) 4-Senior Specialist Manager Certified 01-Feb-2010 ‘f
CPMS\.Demo.Strategic Thinking[3] 4-Advanced Manager Certified 09-Mar-2010 ‘f

Current Session Changes

Competency Current Proposed Current Start  Competency Proposed Date  Competency Proposed Date
Name Level Level Date From To Correct Delete
Mo results found.

Competencies Pending Approval

Competency Name Current Level Proposed Level Current Start Date Competency Proposed Date From Competency Proposed Date To
Mo results found.

|Sancel | | Competency Profile Historyj | Feview & Submitj

ICE MyBiz | ICE PAA W3 | Diagnostics | Home | Logout | Preferences

about this Banes

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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This page lists all current Competencies owned by the Employee.  
Manager can Add Competencies, Update New Levels Attained, view the employee’s  Competency Profile History.
Any changes or updates made during the online session will display in the ‘Current Session changes’ area for verification and submission.
Details of the Competency are displayed by selecting the Information icon next to the Competency Name.
The Competencies Pending Approval area will be used at a future time.
Any changes to Competencies made will display as ‘Manager Certified’.
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Update My Information: Add or Modify Competencies
| Sancel | | Competency Profile Histu:myj | Feview & Submitj

@& TIP This infarmation is current as of today's date
Employee Name Edmond CPMS Rinkel Employee Mumber 381856
Business Group CIVDODHR

Select the "Add Competencies” button to add a Competency. Select the "Correct” icon to correct Competency details. Select the "Mew Levels Attained” button to record
a new level of achievement in a Competency.

Current Competencies
[ Add Competencies )| Mew Lewels Attained )

Competency Name Level Competency Update Source Date Entry - DCPDS Correct
Army\.Demo.Staffing[3) 3-Journeyman Manager Certified 01-Mar-2010 f’
CPMS Briefing[3) 4-Senior Specialist Manager Certified 06-Jan-2010 f
CPMS\ Demo.Creativity and Innovation[3) 5-Expert Manager Certified 24-Feb-2010 f
CPMS\.Demo.Leadershipi) 4-Advanced Manager Certified 05-Feb-2010 f
SES Leadershipfi) 3-Proficient Manager Certified 05-Jan-2010 f

Current Session Changes

Competency Current Proposed Current Start Competency Proposed Date Competency Proposed Date
Name Level Level Date From To Correct Delete

Mo results found.

Competencies Pending Approval

Competency Name Current Level Proposed Level Current Start Date Competency Proposed Date From Competency Proposed Date To
Mo results found.

(cancel ) ( Competency Prafile Histary | | Review & Sulbmit |

ICE MyBiz | ICE PAA VS | Diagnostics | Home | Logout | Preferences

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

This page lists all current Competencies owned by the Employee.  
Employee can Add Competencies, Update New Levels Attained, view his Competency Profile History.
Any changes or updates made during the online session will display in the ‘Current Session changes’ area for verification and submission.
Details of the Competency are displayed by selecting the Information icon next to the Competency Name.
The Competencies Pending Approval area will be used at a future time.
Any changes to Competencies made will display as ‘Self Certified’.
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Department of Defense

ICE MyBiz ICE PAA Y3 Diagnostice Home Logout Preferences

My Information: Add or Modify Competencies
(Cancel ] | Competency Profile Histary | | Review & Submit |

& TIP This information is current as of today's date
Employee Name Edmond CPMS Rinkel Employee Mumber 381856
Business Group CIVDODHR

Select the "Add Competencies” button to add a Competency. Select the "Correct” icon to correct Competency details. Select the "MNew Levels Attained” button to record
a new level of achievement in a Competency.

Current Competencies
[ Add Competencies || Mew Levels Aftained |

Competency Name Level Competency Update Source Date Entry - DCPD5S Correct
Army\. Demo Staffing[3) J-Journeyman Manager Certified 01-Mar-2010 f
CPMS-Demo.Demonstrating Competencies 3] 3-Journeyman Self Certified 22-Mar-2010 f
CPMS Briefing[3) 4-Senior Specialist ~ Manager Certified 06-Jan-2010 f
CPMS'\ Demo.Creativity and Innovation 3} 5-Expert Manager Certified 24-Feb-2010 j’
CPMS\ Demo.Leadership[3) 4-Advanced Manager Certified 05-Feb-2010 f
SES.Leadership(3) 3-Proficient Manager Certified 05-Jan-2010 f

Current Session Changes

Competency Current Proposed Current Start Competency Proposed Date Competency Proposed Date
Name Level Level Date From To Correct Delete

Mo results found.

Competencies Pending Approval

Competency Name Current Level Proposed Level Current Start Date Competency Proposed Date From Competency Proposed Date To

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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2006: In partnership with the Navy, the AG-1 CP
developed a voluntary, web-based leadership

skill assessment tool called the Civilian Leader
Improvement Battery (CLIMB)

- The CLIMB was designed to assist current and future
leaders in identifying their leadership strengths as
w?.ll a(sjareas which could be developed or further
refined.

- The CLIMB is used to measure individuals’ standing
on 27 leadership competencies and six personal
characteristics.

» CLIMB results provide a link to specific training
opportunities that can be included in each
employee’s Individual Development Plan (IDP) to
address their unique strengths and weaknesses.

19





a Army fNavy Leadership Aptitude Indicator - Microsoft Internet Explorer provided by PreVisor - |I:||i|

Eile Edit View Favorites Tools Help 1','

0= 01 & 0]0= vreem G0 2w LB B

Address Ehtu:u:,r',r'alttest.123.355&55.cu::m,r'dulr1ead1 j Go | Links *

v - - | B - % Bookmarks~ | [ Find - o7 Check ~ T | AutoFil - €y~ ( signln -
[-

Gou gle a » | Search

CLIMB - Civilian Leader Improvement Battery

Personal Characteristics Assessment | Question 1 =l ."

Progrezs: Il Mext

How often have your worlk efforts been blocked by someone who didn't like vou?
very often

often

sometimes

0 B TS T |

zeldam

nNever

T3

| Record Answer |  Question 1of 72 Q&A's
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Ele Edit View Favorites Tools Help | o
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CLIMB - Civilian Leader Improvement Battery

Self-Supervisor Assessment - Employee Ipage 1 of 11 .I ’

P sx; W
regress Mest

Your Current Proficiency Required
Proficiency for Advancement
Develops insights, innovative solutions, and non-traditional | | =1
approaches to improve organizational effectiveness.
Creates an envircnment that encourages and rewards creativity E"—‘t F;}""-‘FFiFi.E“t | ;|
H . N ow Froriciency
and innovatien. Moderate Proficiency
Designs and implements new or innovative programs/processes. h : | ;|
Very High Proficiency
Realistically asszesses own strengths, weaknesses, and impact on Don't Know / HA — | ;|
others.
Seeks and makes usze of feedback from others. | | | =1
Invests time and energy in self-development and growth. | | | =1
Integrates the acquisition of knowledae or skills (e.g., team | | =1
sharing, lessons learned, sharing information databases) into
day-to-day worlk.
Develops and implements methods to distribute/share | | | =1
knowledge throughout the crganization.
Maintains currency with laws, regulations, policies, procedures, ;| | ;|
trends, and developments, both international and domestic, and
their impact on own organization.
Determines how to sustain or achieve a competitive advantage | ;| | ;l
for the organization by analyzing the best practices and |lessons
learned from other organizations.

| Record Answers | GetHelp QaA's

Done |_|_|_|_|_|° Internet
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CLIMB - Civilian Leader Improvement Battery

Self-Supervisor Assessment - Employee IPage 1of 11 vl b

= zz: W
regress Mext

Your Current Proficiency Requir

Proficiency for Advancement

Dewvelops insights, innovative solutions, and non-traditional IHigh Proficiency =] |High Proficiency =i
approaches to improve organizational effectiveness.

Ne Proficiency Reguiraed
Low Proficiency
Moderate Proficiency

Creates an envircnment that encourages and rewards creativity | ;|
and innovation.

Designs and implements new or innovative programs/processes. | i :
Very High Proficiency
Don't Know / NA

Realistically assessez own strengths, weaknesses, and impact cn |

others. =
Seeks and makes use of feedback from others. | =l =
Invests time and energy in self-development and growth. | | | =1
Integrates the acquisition of knowledge or skills (e.g., team | = | =1

zharing, lezzons learned, sharing information databases) into
day-to-day work.

Develops and implements methods to distribute/share | ;| |
knowledge throughout the arganization.

||

Maintains currency with laws, regulations, policies, procedures, | ;| |
trends, and developments, both international and domestic, and
their impact on own organization.

||

Determines how to sustain or achieve a competitive advantage | ;| |
for the organization by analyzing the best practices and lessons
learned from other crganizations.

||

| Record Answers | GetHelp GaA's

&] Done l_l_l_l_l_lﬂ Internet





CLIMB - Civilian Leader Improvement Battery

Select Training Courses

Download IDP

Climb Training Resources TR N EEE -]

First Prev Hext Last Rows Displayed

440 results fn:rur'ldr displaying 1 to 350 | "y m m

ﬂ Competency Course Title Training Method

Creativity and Innovation: Increasing Personal

- Creativity and Innovation Creativity Cnline

- Creativity and Innovation Creativity and Innovation: Thinking Creatively Cinline Wiew
- Creativity and Innovation Generating Creative and Innovative Ideas Online View
r Creativity and Innovation Erj-lzlzlrize Leadership: Positively Influencing Workplace Anline View
- Creativity and Innovation EBErainstorming and Premioting Creative Thinking Cnline WView
v Resilience Balancing your Professional Life Simulation Cnline View
- Resilience Managing Workplace Stress Cinline Wiew
I Resilience Managing Multiple Pricrities Classroom View
r Service Motivation Coaching in & Service COriented Culture Cinline Wiew
I Service Motivation Fundamentals of Exceptional Custemer Service Cnline View
v Team Building Leadership Skills for Non-Supervisors Classroom View
| Team Building Leadership That Shapes The Future Classroom View
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INDIVIDUAL DEVELOPMENT PLAN

A. EMPLOYEE INFORMATION

INAME: DEVELOPMENTAL PERIOD: CARFER PROGRAM:
Chris Parker
ORGANIZATION:
Armv
B. CAREER GOALS
SHORT EANGE : ILONG RANGE (3-8 YEFARS):
C. NEEDED TRAINING
Training Objective |CourseTitle Number Vendor Priority Dates Hours T uition TREVLPD
Team Building Foundations for OPM, Gov't Online
Building Effective Learning
Teams
Team Building Team Building and OPM, MManagement
Team Leadership Dvilpmt Centers
Customer Service |Developing Customer-| OPM, Management
Focoused Organizations Dvlpmt Centers
Political Savvy Executive FET/'OPM
Development Seminar:
Leading Change
Political Savvy Drvnamics of Public OPM, Management
Policy Dwvlpmt Centers
D. TRAINING COMPLETED DURING PREVIOUS DEVELOPMENT PERIOD
Training Objective |CourseTitle Number Vendor Priority Dates Hours T uition TRVL/PD

24
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- Utilizing audience feedback from the session,
notate next steps on this slide

- You may close the presentation and note on
screen during the session

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






Defense

g
F ChDERSHIP Thank You

Defining the future of Civilian Leadership in the DoD

Ms. Patricia Kasold
Patricia.kasold@cpms.osd.mil
703.696-8663
Ms. Cindy Beeson

210-652-6500 ex 3230
Dr. Nicole Nelson

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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Personal Characteristics Assessment Feedback Package

Personal Characteristics Assessment Feedback Package

For: Chris Parker
Date Completed: February 27, 2009

Overview

The Personal Characteristics Assessment is intended for Department of Defense civilian employees who are interested in exploring their leadership
potential. This feedback packet is based on your CLIMB results. It will allow you to compare your CLIMB profile with those of successful first-line
supervisors. This will help you better understand your strengths and possible development needs. You can use this information to guide self-
development activities and select training programs that will improve your ability to perform effectively at the first-line supervisory level.

Your Personal Characteristics Assessment feedback packet consists of three parts. The first part provides a general explanation - what the test is,
what it measures, and how it relates to supervisory job performance. The second part presents a graph that illustrates your relative standing on the
CLIMB scales. That is, how you scored on each scale compared to civilian supervisors. The third part consists of narratives that help you interpret
your scores. Part lll also offers suggestions for self-development based upon your results.Your Personal Characteristics Assessment results
and feedback are absolutely confidential - only you will have access to this information. The sole purpose of this is to help you structure
your self-development activities so that you can perform to the best of your ability in the supervisory position you seek.

PART | - The Personal Characteristics Assessment

The Personal Characteristics Assessment was created by the U.S. Army Research Institute for the Behavioral and Social Sciences (ARI) as an
assessment tool for employees and supervisors aspiring to higher leadership positions. In a large-scale research study conducted by ARI and the
Department of Army Civilian G-1 community, the six scales were significantly related to supervisory job performance as measured by performance
evaluations and administrative records (e.g., letters of commendation, awards) of performance. The six motivational attributes measured by the
Personal Characteristics Assessment are:

1. Work Motivation This scale measures the amount of effort devoted to work-related activities. Individuals high in Work Motivation give their best
effort on the job. They are willing to put in long hours, are well-organized, and can work at an energetic pace. They derive a great deal of
satisfaction from work and place a high value on making a substantive contribution.

OPM Leader Competencies Relevant to Work Motivation:
- Accountability
- Service Motivation

2. Cognitive Flexibility The scale reflects degree of intellectual curiosity, a willingness to try new approaches for getting work done, and tolerance for
ambiguity. Individuals high in Cognitive Flexibility do not focus solely on pragmatic concerns. Instead they are more likely to take a long-term,
strategic perspective. They enjoy weighing the plusses and minuses of a problem and creating new plans and ideas. They accept change readily
and are often the agents of change. Compared to those low in Cognitive Flexibility, inidividuals high in Cognitive Flexibility tend to be more
comfortable operating in ambiguous, rapidly-changing environments.

OPM Leader Competencies Relevant to Cognitive Flexibility:
- Creativity and Innovation
- Flexibility
- Strategic Thinking

3. Peer Leadership Individuals high in this characteristic have a desire to take charge and direct the activities of others. They are technically
competent, self-confident and vocal, and tend to emerge as informal leaders among peers. They do not shy away from assuming command - rather
they enjoy the challenge of leading others and are willing to take responsibility for the group's performance.

OPM Leader Competencies Relevant to Peer Leadership:
- Decisiveness
- Problem Solving
- Technical Credibility
- Team Building
- Influencing/Negotiating

4. Stress Tolerance Those high in this attribute are able to maintain their composure under pressure. They tend to worry less and feel less anxious.
Under stress they are able to remain calm and think rationally.

OPM Leader Competencies Relevant to Stress Tolerance:
- Resilience
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5. Social Perceptiveness This scale reflects the degree to which an individual is sensitive to the agendas, moods, and attitudes of others, and the
extent to which someone can modify their own behavior to fit the situation at hand. Individuals high on this scale are able to 'read' others well and
use this information to modify their own behavior so that the task is accomplished without unnecessarily alienating others.

OPM Leader Competencies Relevant to Social Perceptiveness:
- Conflict Management
- Interpersonal Skills
- Partnering

6. Team Orientation High scorers on this scale tend to get along well with others. They respect and support coworkers and are able to establish
friendly working relationships with people of different ethnic and cultural backgrounds.

OPM Leader Competencies Relevant to Team Orientation:
- Team Building
- Leveraging Diversity
- Interpersonal Skills
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PART Il - Graph of Your Personal Characteristics Assessment Results

The graphs in this section show where you stand on the dimensions compared to a large sample of Department of Army civilian supervisors. The
blue bar indicates your score, and the gray box indicates the range in which the middle 50% of civilian supervisors score.

Part Ill provides you with a written report of your results, emphasizing how to interpret the scores and how you may want to focus your self-
development activities so that you are best prepared for performing in leadership positions.

When reviewing the Personal Characteristics Assessment results, keep three points in mind. First, people have strengths and areas in which they

can improve.

Most people taking this assessment will find that their relative standing is low on one or more dimensions.

Second, it is important to remember that your responses are compared to those who are already in supervisory positions. These supervisors, taken
as a whole, have benefited from extensive experience on the job and are highly proficient in their work. Your scores on the Personal
Characteristics Assessment likely would be different if the comparison group were new employees, or other action officers.

Third, it is important to recognize that with a conscientious effort, individuals can and do change. The purpose of the Personal Characteristics
Assessment feedback is to help you focus your self-development activities on things that will help you be a successful supervisor, and in general to
help you become more self-aware. Awareness of where you are likely to misstep, and a determination to correct any shortcomings, will result in
marked improvements in your leadership job performance.

Work Motivation

Laid-Back

Does not view work as one of
life's top priorities. Tends to set
a relaxed work pace and can be
a little disorganized from time to
time.

Dedicated

Is well-organized and well-
prepared on the job. Works
hard and consistently gives 100
percent effort.

Cognitive Flexibility

Traditional

Does not like to deviate from a
set routine. Prefers work that is
well-defined. Focuses on
practical, short term goals.

Reflective, Innovative
Enjoys work that requires
reflection, analysis, and
planning. Open to trying new
ways of getting things done.
Focuses on long-term goals.
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Peer Leadership

Unassuming

Tends to be quiet and
unassuming. Is not always
comfortable with giving advice
or with being in charge.

Assertive

Is confident, outgoing, and
appears technically competent.
Actively seeks positions of
authority and influence. Seeks
visibility.

Stress Tolerance

Expressive

Tends to share emotions
readily . Experiences the 'lows'
and 'highs' more keenly than
others.

Calm

Maintains serene demeanor.
Remains cool and composed
under pressure. Rolls with the
punches without getting upset.

Social Perceptiveness

Internally Focused

Tends to behave and act
according to personal feelings
and beliefs, regardless of the
audience. More interested in
understanding self than others.

Externally Aware

Is perceptive of how others are
feeling and what their agendas
and concerns are. Can modify
own behavior to fit the demands
of the situation.
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Team Orientation

Self-Orientation Other-Orientation
Tends to be unconcerned with Will go out of the way to
showing social pleasantries. establish a warm, friendly
Says what's on his mind working relationship with
regardless of consequences. others. Will show emotional
Unconcerned about support to others.

establishing friendly
relationships.
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PART IIl - Interpretation of Your Personal Characteristics Assessment Scores

This section describes the behaviors and attitudes commonly associated with individuals who score like you do on the Personal Characteristics
Assessment. Every statement below may not be a completely accurate description of you. But you will find that most of the statements will be
generally true of you if you responded honestly to the questions.

WORK MOTIVATION

People who score like you do on Work Motivation have a strong desire to excel through hard work, excellent preparation, and good organization.
They set very high standards for themselves and give 100 percent effort to achieve these standards. Even after they achieve difficult objectives,
they find it hard to back off. Instead of resting on their laurels, these individuals jump back into the fray and marshal their time and energy on the
next project. Meeting commitments and deadlines is important to them - they will try hard to deliver what is promised at work. Many of those who
score as you do on this scale are well-organized. They keep track of what needs to be done by when. They also tend to spend a lot of time
polishing and refining their work until it's just right. Superiors, peers, and subordinates are likely to see them as being competent and professional.

When these individuals encounter trouble at work, it can be because:

- they have trouble 'letting go' of a project, and waste time making relatively minor improvements.

- they become frustrated with others who are less organized or less committed to getting work done, leading to interpersonal
conflict.

- they may try to do all of the work themselves instead of properly developing their subordinates to execute their jobs.

- others become frustrated with the difficult and demanding standards of high scorers, which also leads to group conflict. These
high scoring individuals may be unaware of the effect that their behavior has on others.

A score like yours in Work Motivation is an indicator of success in civilian leadership positions. This is not surprising since supervisors and
managers frequently work at a hectic pace, multitasking several projects and monitoring subordinates to achieve organizational objectives and to
maintain group cohesion and morale.

However, there are some suggestions for avoiding some of the pitfalls encountered by people who score like you do. For one thing, it is important
to maintain a balance between all of life's commitments. An excessive focus on work activities, at the expense of all else, can lead to high levels of
personal stress and, later, regret when other responsibilities are ignored. It is important for people in this group to reflect on all of the important
goals in life, and to devote enough time to meet the most important obligations.

People in this group can also benefit from adopting realistic performance expectations. They should maintain high standards, but not to the point of
letting a quest for perfection interfere with their ability to multitask. A good solution implemented in a timely manner is better than the best solution
implemented too late. And for some problems there may be no such thing as a 'best' solution anyway. Therefore it is important to become more
sensitive to detecting the point of diminishing returns on each task or project. Seeking feedback from superiors, peers, and subordinates can help
high scorers accomplish this.

Individuals in this group should also resist the temptation to do others' work for them because they can do it better. This can lead to resentment
and burnout. Instead, these individuals should take a longer-term view by working collaboratively with subordinates on difficult tasks, using work as
an opportunity to teach and develop them. This will increase performance, and at the same time create a more positive leadership climate for the
group as a whole.

COGNITIVE FLEXIBILITY

People who score like you do on this scale enjoy thinking about the work environment and seek to develop a detailed understanding of it. While
others tend to see events in terms of black and white, these individuals tend to see shades of gray. They perceive the work environment as being
complex and ill-defined. They are curious about the deeper, underlying meanings of events and are motivated to develop a better understanding of
why things occur and what things might mean for the future. Because there is uncertainty in this thought process, these individuals tend to be
tolerant of ambiguity. They feel that it may not be possible to completely specify every problem, solution, and cause-effect relationship in the
environment. Those in this group typically share a strong desire to understand the work environment and sensitivity to the underlying relationships
between events, which often results in the development of a sophisticated understanding of the critical goals and challenges within the work
environment, both now and in the future.

People who see the big picture and are the initiators or enablers of change tend to be high scorers on this scale. These individuals seek ways of
reshaping the way work is done so that the organization is best positioned for future success. They tend to be agile and adaptive. Also, they often
show a greater capacity to 'think on their feet' and to overcome unexpected obstacles.

The ability to understand and integrate complex events and tolerance of ambiguity are positive indicators of leader effectiveness, particularly at
successively higher levels of leadership where the problems encountered and potential solutions are extremely complex and ill-defined. Although
high scores on this scale are a positive indicator of successful leadership, there are a few things to watch out for. When you encounter trouble at
work it may be because:
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- you become bored quickly when working on mundane tasks, resulting in procrastination or perhaps a tendency to make mistakes
due to inattention.

- you may occasionally over-experiment instead of conforming to standard operating procedure, and this may waste time or make
things worse as you attempt to fix something that is not really broken.

- you may have difficulty communicating with people who live in the 'here and now' who don't see what you see. You may become
impatient or frustrated with them, and they may see you as someone who is impractical, has his/her head in the clouds, and
causes 'unnecessary' complication and delay. The result may be tension and conflict in your workgroup.

There are ways to overcome the above challenges. One approach to performing mundane tasks is to set aside a certain amount of time each day
to complete routine, 'boring' tasks that are tempting for you to put off. It may be helpful to spend the first hour or so of each work day completing
these tasks so that you can move on to more interesting work. It is a good idea to try to block out any distractions when working on routine tasks so
that you can efficiently and effectively get them out of the way.

It is important for you to pay attention to the details, whether you are executing standard operating procedures or trying something new. In either
case, make time to double-check your work so that all of the bases are covered. To guard against over-experimenting, try to make sure that you
can still get the job done on time by doing it the old way if your new approach fails. And before experimenting, consider whether the old-fashioned
approach really is adequate for current and future needs. Trying a new approach because of a pressing need, or for a potentially big payoff, is a
well-calculated risk. Trying something new out of curiosity or boredom is a poor risk, especially when there is little opportunity to recover.

Often, it is difficult for individuals who score like you do on this scale to work closely with those that always rely on 'tried and true' methods.
However, as you move into a leadership role you will be expected to groom your subordinates so that they can eventually serve as effective leaders
in the organization. To do this, it will be important for you to encourage 'doers' living in the 'here and now' to think more broadly. You can do this by
sharing your perspectives of events and by encouraging them to question assumptions, develop alternate plans, and ask 'what if' questions when it
comes to getting work done.

PEER LEADERSHIP

Others in the workgroup tend to look to individuals who score like you do for advice and guidance, and as a result those like you often emerge as
informal leaders of their work groups. Even among peers of equal ability, high scorers are likely to assume the role of spokesperson for the group
and to direct the activities of others. These individuals do not shirk from the responsibility of leading the group. In fact, they enjoy it. They tend to
be technically competent and confident in their ability to lead. They are willing to assume responsibility for the group's performance and are
comfortable being 'in the spotlight'. Recognition and advancement tend to be important to these people, and they want superiors see them as
having good promotion potential. They are confident in their opinions and are able to persuade others to follow their lead.

The desire to be a leader is a very strong indicator of future success in civilian leadership positions, both at the junior level and in more senior
leadership positions. But when these individuals have trouble at work it may be because:

- they may be perceived by others as being too pushy and aggressive, or too interested in personal advancement.

- they are so confident that they may not listen carefully to others' opinions and advice. This can strain their working relationships
with others.

- their high confidence may also cause them to be relatively unaware of their own limitations. They may not always assess their
behavior and capabilities accurately.

- they may have a tendency to over-communicate or to micromanage.

To minimize these issues, it may be a good idea for you to work on developing a more participative approach to getting work done. A very effective
technique for doing this is to learn how to listen carefully to others. Dissatisfaction and resentment is reduced when others feel that their input is at
least being considered, if not always adopted.

Effective listening skills also tend to improve the decision-making process. It is rare for one person to know all of the facts, or have the only valid
perspective for every problem. For some problems there are several valid solution strategies, and it helps to listen carefully to others - especially
those who are competent but not very talkative so that many perspectives are considered before a decision is made.

In order to avoid dominating the conversation, these individuals can practice by deliberately holding back from expressing their opinions right away,
and positively reinforcing comments from others. When they do talk, they can verbalize their opinions as 'possibilities’ or 'suggestions’, and then
encourage others to comment on their ideas. As part of this process, it is important that you resist the urge to interrupt others when they are
speaking. It is also important to maintain eye contact to show that you are paying attention, and to avoid non-verbal expressions of disapproval
(e.q., frowning, shaking your head, glancing at your watch).

STRESS TOLERANCE

Those who score like you do on the Stress Tolerance scale tend to have a calm and composed demeanor. They do not worry as often or as much
as most others do, and they are less likely to show flashes of anger in the workplace. Their ability to control their emotions is an important asset in
the workplace - it keeps them from 'flying off the handle' and saying and doing things that hurt the group's performance or morale. In addition, high
scorers tend to not be bothered as much by stressful situations. They are better able to control themselves and 'keep a clear head' when others
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begin to fall apart under pressure. Since many leadership positions are characterized by an intense and unrelenting work pace, it is not surprising
that these individuals tend to perform better in these positions compared to low scorers. And because they tend to experience less anxiety, they
are less likely to experience stress-related symptoms (e.g., headaches, upset stomachs) that can affect their work and health. A high score on this
scale is a positive indicator for success in DoD civilian DA Civilian supervisory positions.

When these individuals encounter problems at work it may be because:

- they fail to take into account that others don't tolerate stress as well as they do.
- they may give the impression of being too nonchalant about the concerns of others.

What you see as the best solution to a problem may end up being totally ineffective if it places so much stress on others that they cannot perform
effectively in the situation or emotionally cope with it. Therefore, when group performance or morale is an important consideration and you are in a
position of leadership, you should observe subordinates closely and take into account the stress tolerance of the group when defining objectives
and methods to achieve goals. It will be helpful for you to express concern, empathy, and reassurance to those experiencing high levels of stress.

There may be times when those who score like you do may dismiss the concerns of others too quickly. That is, they may not be as sensitive to
potential threats or dangers as they should be. Excitable individuals are usually sensitive to potential threats, and therefore they can be the first to
sense a serious problem. You can leverage this situation by not dismissing the concerns of others as out of hand, especially if experienced and
capable group members are raising such concerns. To avoid making major blunders, you should get into the habit of objectively analyzing the
probability that concerns raised by others will occur, and to the extent possible, create contingency plans if they do occur.

SOCIAL PERCEPTIVENESS

Those who score low on Social Perceptiveness tend to be internally focused. They don't spend much time observing other people's behavior
closely, or thinking about what motivates others. Because low scorers are sometimes unaware of or uninterested in how others feel and what they
think, low scorers often misunderstand how they come across to others and how others may feel or react to what they say. Such
misunderstandings reduce cooperation and group cohesion. Because people who score in the low range are not good at understanding others,
they may tend to say things that others find irrelevant or offensive, and have trouble negotiating 'win-win' arrangements with others. As well, they
tend to be low in political savvy, and they can be blindsided by information or events that others were able to anticipate.

Your score on the Social Perceptiveness scale indicates that you are in the midrange, which indicates that you are better at understanding what
makes coworkers and bosses 'tick' than the low scorer on this scale. It is a positive sign that you are not at the low end of this scale because
leadership positions demand a great deal of face-to-face interaction with subordinates, peers, and supervisors to determine objectives, to assign
and explain tasks, and to coordinate activities and monitor subordinate progress towards task accomplishment. Leaders must be comfortable with,
and good at, understanding others so that they can ensure that the work gets done and group members are satisfied. Thus, it is extremely helpful
for leaders to be socially perceptive and interpersonally flexible, and it is important for you to work on improving these skills if you want to maximize
your chance for success in leadership positions.

Since you scored in the midrange on this scale, you may want to consider trying to enhance your social perceptiveness even further. You may want
to consider enrolling in courses or reading books that teach techniques for interpreting verbal and non-verbal behavior and discuss how best to
interact with different types of personalities at work. Then you can follow-up this training by spending a little more time each day practicing your
new observation, interpretation, and behavioral response skills, and recording these in a log. It may also be useful to record predictions about what
others will say and do, and then note which of these observations were later verified. This will help you identify the things to look for, and to ignore,
when trying to 'read’ others. The time you spend improving social perceptiveness will likely pay large dividends when you assume a leadership
position.

TEAM ORIENTATION

Some who score low on the Team Orientation scale may want to help others with their personal problems, but they feel incapable of doing so either
because they are introverted and don't feel comfortable offering advice, or because they feel that they cannot offer good advice and points of view
to their teammates on personal issues.

Others who score low on Team Orientation tend to be more focused on their own concerns than the concerns of the group. They are not
particularly attentive or sympathetic to the needs of others, and they are less likely to go out of their way to help a coworker who needs assistance.
They can sometimes be very direct and rather undiplomatic when dealing with others. They may express their displeasure openly and say what is
on their mind regardless of whether feelings get hurt, leading to conflict and lower morale and cohesion in the group.

Your score on the Team Player scale is in the midrange, indicating that you are better at establishing and maintaining smooth working relationships
compared to those who score low on this scale. Your responses indicate that you are usually willing to help out teammates with personal problems,
and that your coworkers value your opinions and advice.

This is a plus for you since developing good working relationships with others is very important in leadership positions, in which close coordination
with superiors, peers, and subordinates is required on a daily basis. Moreover, effective leaders must be concerned not only with task
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accomplishment but also with the individual development needs and morale of their subordinates. These factors can significantly impact group
cohesion and collaborative work effort within in the group, which in turn can impact task accomplishment. Your score on the Team Player scale
indicates that you have the capability to develop good working relationships with others.

To improve these skills even further, you may want to consider taking advantage of training programs that teach techniques for interacting with
others in a skillful and diplomatic manner. Courses that enhance listening skills and teach conflict resolution techniques can also help by allowing
you to gain greater insight into the perspective of others and to turn conflicts into ‘win-win' situations that maintain cohesion rather than destroy it.
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PART IV - Some Concluding Thoughts

The Personal Characteristics Assessment feedback you received is based on an analysis of your responses to the questionnaire and how these
responses compared to those of successful civilian supervisors. Still, it is best to triangulate these results with feedback from others (e.g., trusted
coworkers and supervisors) as well as some introspection on your part.

Once you have identified your developmental goals, the next step is to create a plan that addresses areas of concern with self-development
activities, training programs, or both. The Personal Characteristics Assessment CLIMB natrrative tries to point you in the right direction, but it is up
to you to show the initiative and follow-through on the developmental activities.

It is important to prioritize the skills you wish to develop since it will be difficult to achieve improvements in more than one area at a time. Once
you've made up your mind what to work on, set clear objectives and timelines for taking such action as attending the relevant training programs
offered to the civilian community.

After training is completed, look for opportunities to practice your new skills on an ongoing basis. As well, it will be critical to seek feedback from
time to time from peers and supervisors. Use this feedback to recognize your mistakes and to learn from them. If you like, you can retake the

Personal Characteristics Assessment CLIMB to get another perspective of how far you have progressed. With diligent effort you should be able to
maximize your strengths and minimize your weaknesses. This will improve your chances of performing effectively in leadership positions.

Notes
This report references event 5542521 [16499729,2C11947-5QUB6V7S].
For additional information regarding these results, please contact CLIMB@asamra.hoffman.army.mil for assistance.

Prepared for: Army - CLIMB [Id=23881, Sysld=3574]
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- Understand what strategic communication is...and
what it isn't

- Appreciate the role of strategic communication in
both planning and implementation

- Appreciate strategic communication as a leader
driven process
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IM THINKING.
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“The Times They Are a-Changin’.

Bob Dylan
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So why Strategic Communication?

“...Public relations was invented in the United States,
yet we are miserable at communicating to the rest of
the world what we are about as a society and a
culture, about freedom and democracy, about our
policies and our goals..... Speed, agility, and cultural
relevance are not terms that come readily to mind
when discussing U.S. strategic communications (sic).”

Secretary of Defense Robert Gates, November 2007
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““

...and what is SC?
Upfront takeaway:

Strategic Communication is
the orchestration of
actions, images & words to
achieve desired cognitive
information effects in
support of objectives




Presenter

Presentation Notes

  SC is:  Actions, Images & Words…
 SC is the orchestration  of actions, images, and words.
 It is critical that we do a better job of reducing the “say – do” gap by aligning our actions, images, and words.

  Actions -  Speak louder than words
  Images -  A picture is worth 1000 words
  Words -  Words still matter
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Strategy 101

- Ends: Cognitive information effects

*Ways (the “how”): Strategic Communication

- Means: all avatlable capabilities

78
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Presentation Notes

So, for emphasis, generally these concepts consider information effects to enable achievement of objectives (policy and/or military) as the desired ends.
The process through which we get there is IO or SC or both
We should not limit the means available, either in reality or perception by listing them within definitions.
So, how do we get the word out to reverse this trend of building a new “bright shiny object” on top of the last….
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What it is...

- Process of planning and executing integrated capabilities
> Where words are necessary but not sufficient
- More than “themes and messaging”
- Words provide the context to actions and images
o SC seeks to close the “Say — Do" gap
o Establish trust and credibility
o Driven by enduring principles
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DOD Principles of Strategic Communication

Leadership-Driven
Leaders must lead communication process

Credible Understanding

Perception of truthfulness and respect Deep comprehension of others

Dialogue Pervasive |

Multi-faceted exchange of ideas Every action sends a message

Unity of Effort Results-Based

Integrated and coordinated Tied to desired endstate

Responsive Continuous

Right audience, message, time, and place Analysis, Planning, Execution,
Assessment

R
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What it isn't...

- It's not public affairs on steroids
It's not senior leader talking points/engagement
It's not always “strategic”

- It's not just communications

It's not about “hearts and minds”

It's not an afterthought
o Good SC won't fix bad policy
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SC and Policy Development

- “Bring me in on the takeoff...."
- Define the desired information effect/endstate
- Consider message, messenger (means), target audience(s)
- No need to be an apologist
> Values drive interests drive policy
> Inform and engage (active listening)
o They don't need to love us; but need to understand us
o In the end we may agree to disagree

- Always consider information effects risk analysis; risk
mitigation
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““

Basic theory- You may not change someone’s mind, but
you can find areas of agreement where interests overlap.

Evaluate Audience:jﬁ?
Relevance;

Strength of

Communicate

. _ effectively
Commitment;
through what you
Sources of
do and say
Influence

Evaluate Results
Refine Strategy,
Themes
and Messages

Look for the win-win
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How important is SC?

In fact, sometimes SC is the policy

On September 17, 2008 Dr. Gates announced a new policy
to apologize for Afghan civilian casualties and offer
compensation to survivors even before all the facts were
known. There are obvious downfalls to this decision, not the
least of which is that the wrong people may be compensated.
But Gates “gets it.” The policy aim has much less to do with
the compensation and everything to do with sending the
message that we care about the Afghan people. And so the
Secretary’s action closed a proverbial say-do gap and made

inroads in the elusive battle of ideas. (Murphy, Op-ed) .
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Professor Dennis M. Murphy

717-245-3937
www.carlisle.army.mil/dime

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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= All instruments
retain their
unique sound
and specialty,
but in concert,
communicate
more effectively

Conductor
(Senior Leader)
coordinates and
integrates the
various elements
of the orchestra
based on the
score (SC
Guidance and
Plan)

NRIe[EEE

Feedback
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Analogy of SC as an orchestra, with:
	Conductor = Senior Leaders
	Musical Score = SC plan
	Orchestra = the various SC communities of practice &/or lines of 		operation
	Music = coordinated and synchronized words, actions, & images
	Audience = communication based on the intended effect on the 		audience (for ex: the mood you want to achieve is 		based on the type of music you play; jazz, rock, 		country, etc.)

Keep in mind the rehearsals can be difficult and messy! But necessary!
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SC and Policy Implementation

- ...See policy development
- SC is not a shoot and forget system
o Continuous evaluation, feedback, adjustment
- Think “out of the box": don't limit your capabilities
- Engage and use assets beyond your organization
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Presentation Notes

Good afternoon! I am Rich Yarger.  I am at the US Army Peacekeeping and Stability Operations Institute at the Army War College in Carlisle, PA. This breakout session is designed to develop an appreciation of the role of networking and collaboration in the development of DoD leadership.
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Defining the future of Civilian Leadership in the DoD

To understand the 215t Century strategic
environment and its implications for DoD
contributions to national security.

- To understanding the changing roles of DoD
leaders in a more complex world.

- To comprehend networking and collaboration
competencies and their practice.

- To understanding how to develop networking and
collaboration competencies in subordinates and
self.

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010 ‘
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These are the objectives established for this breakout.  I have a power point presentation. It will be fast—so stop me if you have questions! We will end with discussion of some rules of thumb.

Leaders at this level fail because they do not understand the nature of the strategic environment, fail to grasp what their role is within this environment, or do not cultivate and apply the skills and competencies applicable to this level!

I hope to provide you insights into each of these and, in particular, help you grasp the importance of networking and collaboration in a successful US security strategy. We will end up with some handy specifics in regard to these two competencies—one is about being linked correctly , and the other is about using those links effectively to do the national good. 
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Here I would like to focus your attention on the left and right colored panels and their content—note the strategic leader is always concerned with  not only a rational statement of ends, ways, and means (a strategy) but that this statement must take into account both the external and internal environments—the international and the domestic environment.

Decisions at this level do not just affect your organization—it affects others who are part of the greater strategic environment.

You have to understand what this environment is and how it works.
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Discuss slide:

Everyone knows what they know what “globalization” is but few under what the nature of the strategic environment really is today and how it manifests itself. It is really a system of systems that is constantly interacting—an interaction of continuities and change seeking a new balance---or degree of stability.  

Since the level of change ongoing now with the end of the Cold War—political and social change--and innovations in technology, information, and openness is great, the VUCA is great.  VUCA has always existed and confounded governments and others, but it is particularly bad right now. Such changes in earlier periods led to a hierarchical management system for governments in the past—we called it “bureaucracy.”

The key point here is that in 21st century a new model is required to deal with the VUCA. You have already heard about these approaches in a series of buzz words—comprehensive, whole of government, organizational enterprise, networks…we are not pushing these, but want to point out networking and collaboration are at their cores.  So how does government need to work.
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role is within this environment...

Leader, consensus-builder & integrator
on multiple levels & various forums...

Comprehensive—Whole of Government—Enterprise—Public

horizontal LG

Across:

*Geographic boundaries
*Strategic operational and
tactical levels

*Short, mid, and long-
terms

Leads to integrated, holistic solutions and effective and efficient action -
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Here is the bottom line—whatever it will ultimately be, it is no longer enough to be a hierarchical leader oriented. What this star diagram indicates are the key issues with government effectiveness today. How do you get the right policy things elevated correctly for high decision makers—and not waste their time with lesser things—and then how do we execute new and continuing policy decisions across the complexity of the environment.  This is not a technology problem but a humanistic one—and a problem that needs to be solved sooner rather than later.  Technology may be a tool in any solution, but the solution will lie in preparing ourselves and our subordinates for their new roles.  Both the hierarchical and horizontal systems of management need to be better integrated—a challenge for leaders at all level. 

What is actually interacting in effective government is a complex interaction between things like nations, populations, civic society, and organizations writ large within the bounds of national interests, cultures, procedures, and personalities. The goal is to make all this work together as opposed to against one another.  The first things are actors in global and domestic issue--nations, populations, civic society, and organizations—and the latter--national interests, cultures, procedures, and personalities—demonstrate how people come at these issues from different perspectives. For example, for NGO’s their “culture” is most important.  In one sense, just the fact “they are there trying to help” is more important than adhering to good procedures that make them more effective or actually accomplishing something good (interests)—that is why their new code had to adopt “first do no harm.” Now consider organizations—that would be us—our purpose is to pursue interests of government, but organizational culture, procedures, and personalities often trump interests. 
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cultlvate and apply the skills and
competencies...

Leader Competencies

Conceptual: Thinking skills; intellectual integrity; visioning;
ethical and cultural astuteness

Technical: Systems understanding; Joint, multinational and
civil-military relationships; political and social competence;
and professional competence in area of expertise

e
< erpersonal: Communication, consensus-building,
pedotiation, and cultural competence
atiation, and cultural competence

Networking and Collaboration!

Why is it so hard and what does it look like?....

A
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In this “new” environment, US government personnel are going to have to have the right skills and competencies. We know what they are—and they fall into three broad categories: conceptual, technical, and interpersonal—which brings us to networking and collaboration.  Why is networking and collaboration so hard—its pretty obvious!





.

Defense
=" LEADERSHIP
g o UL

Building Coalitions

Definition: 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 governments, or
international organizations to achieve common goals.

Competencies

Political Savvy Identifies the internal and external politics that impact the work of the organization.
Perceives organizational and political reality and acts accordingly. Uses diplomacy in
dealing with issues involving others.

Influencing/Negotiating | In representing the organization, establishes and maintains relationships with key
individuals/groups; understands what motivates them. Persuades others; builds
consensus through give and take; gains cooperation from others to obtain information,
find solutions, and accomplish goals.

Partnering Develops networks and builds alliances; collaborates across boundaries to build strategic
relationships and achieve common goals.

DoD Civilian Leader Development Competency definitions
http://www.cpms.osd.mil/lpdd/cldf/Framework_and_Continuum.aspx A
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Not new idea—I “googled” this from DoD on the internet.  What does this look like?
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Facts: Stakeholders - Different authorities and objectives
Challenges: Gaining unity of effort. Enhancing coordination

Think inclusion vs exclusion




Presenter

Presentation Notes

Networking and collaboration is essential in multiple environments. This is the comprehensive approach—who you are involved with when you work issues external to the US government. It’s the same kind of problem as internal, but more complex!  For example you would have to reach out to NGO’s and other states.

Abbreviations/Acronyms:
JS – Joint Staff
HHS- Health and Human Services





Interagency Process
of

Formulation
M)nal
Security
Interagency Policy PollCles
Committees (IPCs)

Decision on Issue Becomes:
National Security Policy

Principals
Committee (PC)

NSC STATE JOINT NI NSC
STAFE STAEE ADVISOR SECSTATE | SECDEF CcJCs SECHLS
Interagency Discussion on Issue Deputies Discussion on Issue

l-» )

DEPNSC ADVISOR | DEPSEC STATE DEPSEC DEF VCJICS | DEPSEC HLS | DEPDNI

Deputies Committee (DC

Other executive depts/agencies/senior officials as required
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Whole of Government is about Interagency at all levels.  This is formal structure. Relate to star model.
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e STATUTORY
MEMBERS

STATUTORY
ADVISORS

NON-STATUTORY
MEMBERS

Treasury, DOJ, DHS,

VPOTUS, DNI,
Joe Biden Dennis Blair Tim Geithner Eric Holder Janet Napolitano

DOS, , DOE,

JCS, WH CoS, NSC,
Hillary Clinton Bob Gates Steve Chu ADM Mike Mullen L Susan Rice Rahm Emanuel Jim Jones
INVITED TO : INTERNATIONAL ECONOMIC ISSUES 'HOMELAND ISCIENCE& |
ALL NSC MEETINGS | I SECURITY/CT ITECHNOLOGY |
| N g | I | Other
I | | I | Dept/
I I I I | Agency
QL | 1 | VYacant I | Heads,
| | X I 1 | officials
« I [ [ I
Counsel,  NSC, I poc, USTR,  NEC, CEA, I Hsc, ' osTP I * acting or
Greg Tom I Gary Pete Larry Christna | John l - I designate
[ [ [ [

Craig Donilon Locke* Allgeier* sSummers Romer Brennan -
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NSC membership has grown significantly with the current administration.
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New faces---turnover

dLack of subject matter expertise often requires
“backstopping” by technical experts

dTakes time to build trust /traditional barriers
dBureaucracy

Leader/Manger Styles

dCultural differences

" Military v. civilian agency response

» Rivalries & tensions among and within agencies
» Differences in roles, priorities & footprints

» Hesitant buy-in

= Coordination = ‘s ceding control

4 Tight resources with declining trends — unless clear,
costs trump benefits

 Resistance to collaborative planning culture and tools

4 Inter-department security policy and procedures

A
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Here’s what makes interagency so difficult—most are obvious when stated.  Focus on cultural differences.
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Summit

*Political and e Political impacts
constituent and options *Fiscal
pressure versight

«Small/Limited resources
*Plan in general terms
oLittle value of training
*Finesse

s Accepts ambiguity
eSustained presence

eLarge and r rc
*Planning centric
*Training & Preparation
*Overwhelming

*Seeks certainty
*Mission oriented

 Frequently Department/Agency interests come first
* Irrevocable decisions are rarely made

Fact: Different cultures in US interagency

Challenge: Coherency and legitimacy - for unity of effort




Presenter

Presentation Notes

Here is the challenge in the interagency environment.
Cultural realities are difficult to overcome in order to achieve unity of effort.
Just look at the differences in DoD and State.
But it is also organizational.

Abbreviations/Acronyms:
NSC – National Security Council
OMB – Office of Management and Budget
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The vertical arrows represent the sub-cultures within DoD itself—each with its own peculiarities. Everyone knows how the services differ, so lets focus on political appointees.
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Environment at the Top

0 Political Appointees = substance +
= Political appointees speak for their ‘Principal’

0 Uniformed Military & DoD Civilians = substance
= Hatch Act
o in your job
= Develop red-lines

0 Be sensitive to political context of decision-
making

0 Be cautious of media engagement _
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Understanding how these different “cultures” play out is important.  Here is an example of the differences in “political” cultures and DoD civil/uniformed service.

Point is that both bring something essential to the table, but both need to understand the other—lets follow that argument.
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World-Views of Political Appointees

- Personal networks & loyalty
—Young: bright & energetic, but often inexperienced
— Older: Genuine experts with more rigid opinions

- Near-term time horizon
— Election “mandate”
— Little tolerance for bureaucratic interests or structure

- Senior ‘political’ staffs are flat, flexible,
responsive, and personality-dependent

“Highly charged” political environment

A
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Here are a few key observations—you do not have to agree, but they should make the point of how culture affects collaboration.  Remember—we are all trying to do good!
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z tepmswe Required Skill Sets

o Situational awareness
= Maintain broad strategic perspective
= Preserve ‘freedom of maneuver’ when appropriate
= Coordinate upward, laterally, and downward
= Cultivate informal networks (internal & external)

0 Ability to Forge Interagency Consensus

= Be receptive to views of other players
= Pro-active engagement at multiple IA levels
= Critical thinking inside and outside DoD “lane”

o Sharp communication skills
= Speak with clarity, directness, and... briefly
= Concise prose

0 Embrace VUCA A
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If you want to be successful at the top you have to understand the environment and the cultures of the players—and develop the skill sets to make a contribution.  Lets talk to a few of these--
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Based on the presentation and your insights and
experience:

What does collaboration mean to you?

What ideas do you have for effective
networking?
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Rules of Thumb for Networking & Collaboration

Be an expert in your own organization’s capabilities and
limitations.

Develop negotiating and facilitation skills.

Develop complex problem solving skills; be part of solution,
not the problem.

dMaintain a holistic perspective and place yourself and other
stakeholders in proper context over the short and long-terms.
OAccept adversity as part of environment and representing
opportunities.

dOpen-mindedness and patience are virtues in the long-term.
dUnderstand others’ perspectives before collaboration efforts
begin and spend your time clarifying points of agreement and
difference—seek consensus, identify differences.
WDistinguish between stakeholders and attendees: stakeholders

have this title for a reason.



Presenter

Presentation Notes

What builds good networking and collaboration competencies—of course professionalism, experience, and education—but you might also look at these rules of thumb. 
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Rules of Thumb for Networking & Collaboration

Seek opportunities to build relationships.

dUnderstand & harness both informal and formal networks.
LBuild relationships up, down, and across the comprehensive,
whole of government, and organizational landscapes.

dTarget those who wield informal as well as formal power.
dBuild relationships based on competence and trust, not favors.
dGive credit where credit is due for sure, and encourage
progress with praise.

dSpeak the truth, or do not speak—it is ok not to be able to
“speak” for others or to not know everything, but carry the mail
home so some one can respond. It is not alright to be “wrong” or
to leave someone hanging.

dShare and collect business cards, note on the one’s you
receive nicknames, dates, events, and “notables.”

A





.

o
;“' LEADERSHIP

Bwldlng Skills and Networks

dSchooling (Education & Training)
dWar Colleges
dEXxercises
JdContract
din-house
JAssignments/Deployments
JCross-development in house
dinter-agency Transfers

...a blending of progressive and sequential work assignments, formal training, and self-
development for individuals as they progress from entry level to key positions.

A




Presenter

Presentation Notes

Seek opportunities yourself and “push” others toward international, cross-governmental and cross-agency assignments and development opportunities. We need a much more talented work force in the 21st century and the only way we are going to get it is to create it.  That means we have to do the things that develop ourselves and others.  When we do it right—and we have every faith we will get it right—networking and collaboration skills and competencies will be a key part!  Thank you
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Defining the future of Civilian Leadership in the DoD

Dr. Rich Yarger
U.S. Army Peacekeeping & Stability
Operations Institute
Rich.yarger@us.army.mil
http://pksoi.army.mil/

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010 ﬂ
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j Defining the future of Civilian Leadership in the DoD

The Human Resource Development Strategic Advisor (HRD-SA)
Certificate Program: An Organizational Asset

Dr. John R. Dill, Mr. Lee Wexel & Members of the 2009 Pilot Class
1500 April27 & 1500 April 28

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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- Discuss the Mission of the HRD-SA Certificate
orogram

- Describe who is an HRD Strategic Advisor and
what are the major duties of an HRD Strategic
Advisor

- Review the sequence of development for the HRD
Strategic Advisor

- Testimony of selected members of the 2009 pilot
class (their assessments and brief descriptions of
plans for their workplace project) and their agency

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Mission of HRD SA Certificate Program:

The goal of the Human resources development-
Strategic Advisor Certificate program is to create a
cadre of HR specialists with official duties that
Involve managing and consulting on training,
education, and development programs in their
Components. HRD-Strategic Advisors will acquire
a set of core competencies addressing human
capital requirements in the Defense Department.

DOB >l<JeI;ClJ ve E)n;'g%(r)n%r%%all\éll’n 4er Sgd{kﬁ:) 21|ge, Mass.
April 26-29, 2010
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Defining the future of Civilian Leadership in the DoD

Q: Who is a Strategic Advisor?

A: Individual who manages and consults on
learning, education, and development programs
essential for organizational productivity, individual
proficiency and personal career growth.” *

*Source: DoD 1400. 25-M, Volume 410 (draft)

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

Major Duties of HRD Strategic Advisor:

Strategic Advisor to organizational leadership
Promotes workforce development

Analyzes organizational workforce culture

Assists in developing annual training plans
Analyzes organizational competencies & workforce
Advises employees on training needs & IDPs
Executes development programs & cultures
Develops and executes policy

Collects, analyzes and reports training data
Recommends workforce development investment decisions
Evaluates HRD programs

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






Defense

R - ® °
= LEADERSHIP HRD Strategic Advisor
@  Defining the future of Civilian Leadership in the DoD c e r t i fi c a te p ro g ra m
Sequence of development for the HRD Strategic Advisor:

2009 dates

Submit nomination/application (September 30)
Selection of participants (October 31)
Orientation Meeting (November 15)

2010 dates

Courses begin (January 4)

Courses end (April 26)

Workplace project proposals submitted (May 30)
Workplace project approved (June 30)
Completed workplace project submitted (September 30)
Completion of CPMS review of workplace project (October 30)
Participants apply for HRD-SA certificate (November 15)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Testimonies/statements from participants of the
2009 pilot class and their agency leaders:

- The participants’ perspectives on the HRD-SA
program

- The agency leader’s view on the program

- Participants’ brief summary of their planned work-
place project

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

Suggestions and proposals in determining the
future

direction of the HRD-SA Certificate program:

- Discuss how participants’ views and evaluations of the courses have
been conducted.

- Discuss plan for a formative and summative evaluation of the HRD-
SA program and how it will be conducted using input from
participants, agency supervisors, and others.

- Discuss possible program revisions and modifications, if any, on
macro-program issues, such as admission, scheduling, course
transfer and exemptions, workplace project issues, etc.

- Decide on the future of the HRD-SA program.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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participants/panelists:

1. Why did you decide to apply for the HRD-SA certificate
program?

2. Now that you have completed the first part of the HRD-SA
program (the courses), what were the positive aspects of

the program and what were the negative aspects of the
program?

3. If you had to design (or re-design) this program, what
would you change? And what would you leave
unchanged?

4. Please give a brief summary of the topic of your workplace
project. And, why did you select this particular topic for
your workplace project?

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Dr. John R. Dill
703-696-8704

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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Purpose and Agenda

Purpose

Provide an overview of the Civilian Expeditionary Workforce (CEW)
initiative and identify expeditionary opportunities

Today’s Agenda

- Quick Overview of the CEW Initiative
- DOD Staffing Requirements

- What’s On the Horizon

@ CIVILIAN EXPEDITIONARY WORKFORCE






Secretary of Defense Message

My message is that if we are to meet the myriad challenges around the world in the
coming decades, this country must strengthen other important elements of national
power both institutionally and financially, and create the capability to integrate and
apply all of the elements of national power to problems and challenges abroad. In
short, based on my experience serving seven presidents, as a former Director of CIA
and now as Secretary of Defense, | am here to make the case for strengthening our
capacity to use "soft" power and for better integrating it with "hard power”.

Secretary of Defense
Robert M. Gates

& ‘ CIVILIAN EXPEDITIONARY WORKFORCE






Mission Imperatives: Ensure Readiness to Meet
Emerging Threats

e Civilians are, and will continue to be, called to support contingency operations,
especially Phases IVand V

— Total Force staffing of expeditionary type requirements
* Relieve “stress” on the active duty force
e Reduce dependency on contractor support
e Provide opportunities for DoD civilians to contribute talents

— COCOM Operational and CONPLANS lacked DoD civilian participation in the
Total Force

 Competition for skilled talent will continue to increase — workforce planning
crucial to sustain the continuity of talent

SecDef Visits Troops Afghanistan

& ‘ CIVILIAN EXPEDITIONARY WORKFORCE






DoD Response: The Civilian Expeditionary
Workforce

Published new policy (DoDD) 1404.10 on January 23, 2009

CEW is a subset of the DoD workforce:

- Pre-identified positions and employee capabilities that are organized, trained, and
equipped for rapid response and quick assimilation

- Support DoD operations: contingencies, emergencies, humanitarian missions, S&R
operations and combat operation missions

Secretary of Defense or his designee has the authority to use CEW positions to meet validated
DoD mission requirements

Integrates civilian capabilities in CoCOM planning and CoNOPs

Sourcing of DoD civilians is accomplished through the Secretary of Defense Operations Book
(SDOB) process
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Civilian Expeditionary Workforce Model

New Model

Expeditionary Features:
Corps

e Designated subset of employees to respond within
90 days of notification

e EE - Emergency Essential - a position-based
designation to support combat operations or combat-
essential systems in a combat zone (10 U.S.C. 1580).

o Deployability required as condition of employment

e NCE - Non Combat Essential - a position-based
designation to support non combat missions.
Deployability required as condition of employment

Old Model

\ Civilian Workforce

Current DoDD 1404.10

Reserve Team
(Former DoD Civil
Service and Retirees)

e CBV - Capability Based Employee Volunteers — a
personnel-based designation to support voluntary
identification of capabilities outside scope of an
employee’s position for EE and NCE requirements

e CBV Former Employee Volunteer Corps prepared to
support backfill or deployed requirements

& ‘ CIVILIAN EXPEDITIONARY WORKFORCE






DoD Response to New Requirements: Actions

Taken
1. Established a Civilian Expeditionary Unit in CPMS as central deployment authority

— Recruits and Fills jobs

— Serves as the J-1/J-3 Equivalent for Clarifying/Validating CoCOM IA and RFF Expeditionary-
type Requirements in Coordination with Components

— Serves as the JFCOM Equivalent for Identifying Components to source Individual Augmentee
(IA) and Request for Forces (RFF) civilian sourcing with Components

— Arranges deployment processing (e.g., funding issues, training, equipping, medical/fitness
examinations, etc.)

2. Adopted new sourcing and resourcing model
3. Identified and obtained new suite of deployment benefits and incentives

4. Established Component Medical Working Group with Health Affairs and Component
medical community to address and fix deployment related medical related issues

5. Launched Phase 1 and 2— Central Recruitment for Global Expeditionary Requirements
(Individual Augmentation Requirements)
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Volunteer Processing

e CEW Readiness Cell Receives Requirement

e CEW assesses volunteer database for possible capabilities match
e Matched volunteer is solicited for interest

* If interested, CEW notifies volunteer’s supervisor

* |f supervisor agrees, volunteer begins pre-deployment processing

e If supervisor disapproves, case is submitted to DUSD (CPP) for adjudications
- DUSD (CPP) engages chain of command

<) CIVILIAN EXPEDITIONARY WORKFORCE






GFM Individual Augmentation Process
With DoD Civilian Sourcing

COCOM Determines COCOM Internal
Requirements/Submits JMD Sourcing —
through eJMAPS COCOM 11/3 From
Civilian HA and Assigned Forces
V.

Manpower Advisor ‘

alidate requirements

JS, J-1 process

the JIMD JS, J-1process the solution

for inclusion into the SDOB

B JFCOM Secretary of Defense

sends requirements to Orders Book
the Sérvices Developed showing

R Personnel report the sourcing
Via LOGBOOK in 90-120 days

SECDEF

eJMAPS — Joint Manpower Personnel Data system 9



Presenter

Presentation Notes

See addendum notes.
FY09 Sourcing:  CJCS pre-coordinated unsourced FY09 validated requirements with COCOM’s for Civilian Equivalent sourcing.  Approx 150 requirements have been passed to OSD CPP for advertisement for DoD civilian volunteers

FY10 Sourcing:  OSD CPP and Service Civilian HR representatives are invited to attend FY10 Sourcing Conference.  Provides visibility of the 8K Individual Augment requirements.  Allows for focused efforts on pools of skills that services are not able to cover.  Focus the effort of Service HR and OSD sourcing efforts to augment FY10 sourcing. DoD Volunteers

FY11 Validation process:  Include HR skilled personnel at COCOM J1 for the development of and position description development for more specific selection of DoD civilian  personnel for sourcing on a rotational basis.  DoD Volunteers, potential DoD Civilians Directed to fill.





e Funding

Processing

e Releasing command continues to pay employee’s salary
e Overseas Contingency Operations (OCO) funds can be used for:

e Training:

Premium Pay

Transportation

Training

Equipment

Temporary Backfills

Funding problems sent to OUSD (C) for resolution (OUSD (C) Memorandum, 22 September 2009

Integrated Civilian - Military Training

e State Department led interagency group to design training course

e Training highlights

6-day immersion training at Camp Atterbury, IN’s Muscatatuck Center for Complex
Operations

Military familiarization — convoy ops, combat aid, communication equipment, etc.

Integrated operations planning with Brigade, Battalion and Company commanders and
their staffs

Full compliment of Afghan role players

Six real time “outside the wire” vignettes ranging from rule of law and elections issues to a
conseguence management situation 10
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Benefits and Incentives
Medical Care of Federal Civilians in DoD MTFs

e DoD Civilian Employees
— Emergency treatment in theater for illness, disease, injuries, or wounds sustained
while forward deployed in support of U.S. military forces engaged in hostilities
— Continuing care in a Military Treatment Facility (MTF) if job related for life
— Continuing care under DoL — Workers Compensation Program
* Federal Civilian Employees
— Emergency treatment in theater for illness, disease, injuries, or wounds sustained
while forward deployed in support of U.S. military forces engaged in hostilities
e Medical evacuation
* Healthcare treatment and services
— Continuing treatment in a military treatment facility (MTF)

» Case by Case Basis - The Under Secretary of Defense (Personnel and Readiness) under
compelling circumstances, is authorized to approve additional care in MTFs
— The Department has provided this guidance to Federal Agencies, including through an
interagency working group chaired by the Principal Director, Office of the Deputy
Under Secretary of Defense for Civilian Personnel Policy in 2008.

— The Department is developing an on-line curriculum which will address these policies
more simply and clearly for DoD and non DoD Federal civilians and their family
members. The Department expects the curriculum to be completed and available by
the end of September 2009. 11
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Sourcing Global Expeditionary
Requirements as of 06 November 2009

— 1,823 DoD civilians Volunteers
— 7,580 Total Applicants in Database

Candidates Approved

Navy 369 32

UsMC 65 7 Numbers reflect

US Army 773 41 appIiFants either
in pre-

Air Force 181 11 deployment or

4" Estate 412 49 o

COCOMS 23 4 Ceperage

ployment time

45 days.
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Position Skills Hired To Date

e Engineers

e Public Affairs

* Transportation, Supply, Logistics
e Contracting and Acquisition

* Human Resources

* Finance and Budget

* Intelligence

e Administration

e International Policy and Relations
e Stability Operations

 Legal — Rule of Law

e Security (includes *JIEDDO)

e Development






Timeline for Full Operational Capability
(FOC) — Phased Approach

e Phase | —-January
— Stand up of CEW Unit in CPMS
— Create central recruitment capacity
— Identify and train pilot Functional Community Managers
— Modify Automated Civilian Personnel Data System
— ldentify training framework, requirements, and modules

e Phase Il — October 2009

— Development of training modules R 3
— Select training sites for “exercising” and mobilization sites for pre deployment processing
— Standardize pre deployment processing and consolidate at CEW unit

— Operationalize Functional Community Managers in expeditionary planning

e Phase lll = March 2010

— Designate CEW in all Functional Communities

— 35% to meet all Readiness Indices

— Launch Orientation training

— Complete all training curriculum (employees, supervisors and families)

— Publish operating guidance

— Issue Deployment and Readiness Indices Guidance 14
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Challenges

Changing the Culture
— Civilian capability must be fully integrated with CoCOM planning scenarios
— Supervisory/leadership support for civilian employee volunteers
* Release of Employees, Performance Evaluations, Recognition of service

Funding Deployments
— Components use their Overseas Contingency Operations Fund
— Organizations do not always know how to get access to these funds
— Organizational budgets are typically offsetting deployment costs

Health Assessments

— Pre and Post Health Assessments

Standardization of Benefits and Incentives






What Is On The Horizon

e Sharing the Stories and Contributions T

LS
LY
111111

— Leveraging Social Media
— Launching a Community of Practice

 Improving Support for Deployed Civilians and Families
— Training and Education for Families
— Use of Military One Source
— Use of Case Managers/Sponsors/Mentors

e Leveraging Functional Community Managers
— Identification of expeditionary strength
— Tracking and monitoring of readiness of community






Point of Contact:

Joe C. Daniel

703-696-8797 Office
703-489-1928 Cell Phone
Joe.Daniel@cpms.osd.mil

civdeploy@cpms.osd.mil
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Drivers/Business Case for New Approach
for Deployments

New Times

Asymmetric threats:

New Skills

Adaptive and proven ability for transformational times; creativity and

innovation; ability to assimilate into new environments quickly; cultural

acumen and sensitivity

Expanded mission

requirements:

Varied experiences to understand interplay of DoD and interagency

operations/policy; diversity in person and skills

Increased reliance on national

security partners:

New competencies: Enterprise-spanning perspectives; Joint Knowledge,
National Security Perspective, Understanding and leadership in a multi-

service, interagency, multi-national, and global environment

Agility of Action:

Ready, trained and cleared to go quickly, precision of action for effective

warfighting capabilities 19
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CEW Role and Responsibilities

CEW members will be organized, trained, cleared, equipped, and ready to
deploy in support of operations by the military, including contingencies;
emergency operations; humanitarian missions; disaster relief; restoration of
order; drug interdiction; and stability operations of the Department of Defense
in accordance with DoDD 3000.05, “Military Support for Stability, Security,
Transition, and Reconstruction (SSTR) Operations”

DoDD 3000.05 establishes that Stability Operations are a core U.S. military
mission that DoD shall be prepared to conduct and support

Secretary of Defense or his designee [USD P&R] has the authority to use CEW
positions to meet validated DoD mission requirements

This will be done through the Secretary of Defense Operations Book (SDOB)
process

Although DoD is not a member of the State Department and USAID funded

Civilian Response Corps, the DoD will continue to provide as appropriate,

support to National Security Presidential Directive (NSPD) 44 and to the

Interagency National Security Professional Initiative 20
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Leveraging CEW and CRC Resources and
Expertise

Examples of Collaboration:

* At the request of SecState, DoD civilians provided interim Staffing of the
Iraq Provincial Reconstruction Teams (PRTs) for February 2007 surge
requirements

e Department of State (DoS) provides pre-deployment training and

education for DoD civilian and military personnel deploying to Iraq and
Afghanistan in support of a PRTs.

e DoD and DoS have established a Joint Training venture at Muscatatuk,
Indiana. First PRT class conducted last week

e CEW participates in the S/CRS Readiness Sub-IPC and Training and
Education Sub-IPC






Engagements and Support - To Date

e  PRT Staffing for Iraq Surge in February 2007
— DoD assisted State Department with “bridge force”
— 49 DoD civilians volunteered
— 70 Active Duty assighments

 DoD Global Joint Task Force Missions — primarily Iraq and Afghanistan
— 249 positions
* 13 Private sector hired
* 10 pending theater approval
* 14 pending manager approval
e 130 DoD civilians hired (2 returned from theater)
* 82 —actively recruiting (Contracting and Acquisition, Intel, Legal, Public Affairs)
— 76 boots on ground

— 52in pre-deployment processing

e Afghanistan Civilian Surge Requirements - 421 embassy and PRT positions between now and March
2010

— Poised to assist - SECDEF May 11, 2009 Memo and Acting USD(P&R) June 4 Memo
— June 3 meeting between DoD and State Department

* DOD shared 264 resumes to date: 132 DoD employee resumes; 15 Federal employee resumes; 116
private sector applicant resumes

e DoD and State drafting MOUs 22






Engagements and Support — To Date

Intermediate Joint Command — NATO (EUCOM)

IOC — October 2009 - Approximately 50 Positions

International Security Afghanistan Staff HQ — NATO

IOC — October 2009 — Approximately 168 Positions

JIEDDO — October 2009, November 2009 and March 2010

4 Boots on the Ground for Training at CRC/NTC — August 29
14 Estimated next Training date November 2009

36 Additional positions by March 2010

Piloting Unit Concept

CERP — Commander’s Emergency Response Program — CENTCOM

72 Positions
Contracting, Civil Engineering, and Legal Advisors
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Reconstruction = Campaign Success
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Commander’s Emergency Response Program
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Key Benefits and Incentives: Pay

Taxable TDY* (Any length) Six Month TCS One Year TCS
Foreign Service Benefits
g Yes Yes No No
(2006-2011)
Wavier of Premium Pay Cap N/A Up to Vice President's salary: Same as TDY Same as TDY
$227,300
Wavier of Annual Aggregate Same as TDY Same as TDY
.. 8ereeg N/A Yes (NSPS effective FY 2010)
Limit on Pay
Post Differential After 42 consecutive days, 35% of Basic Pay (no 35% of Basic Pay (no locality
Yes 35% of Basic Pay (includes locality pay) for basic 40- pay) for basic 40-hour
locality pay) for basic 40-hour | hour workweek, effective workweek, effective after
workweek after one day in country one day in country
Danger Pay In effect from 1st day, 35% of | In effect from 1st day, In effect from 1st day, 35%
Yes Basic Pay (includes locality 35% of Basic Pay (no of Basic Pay (no locality pay)
pay) for basic 40-hour locality pay) for basic 40- for basic 40-hour workweek
workweek hour workweek
Imminent Danger Pay For employees who
accompany U.S. Military
Yes forces to'de5|gr'1ated areas Same as TDY Same as TDY
that don't receive danger pay
or post differential (5225 per
month)
Per Diem No »3.50 per day or 5105 per Same as TDY Same as TDY
month
Death Gratuity The greater of $100,000 or
No one year's salary at time of Same as TDY Same as TDY
death.
Separate Maintenance None, receive non-taxable Annual Ratl;e varfu:s b"?\lsed Annual Ratt;e varfu:s b"?\lsed
Allowance (SMA) No Living Quarters Allowance upon number ottamily tpon humber ot famly
instead. if qualified members and is pro-rated members and is pro-rated
g based upon length of tour based upon length of tour
i i TCS f 12.5% of I
Relocation Incentives Yes Same as TCS for extended Up to 12.5% of annua Up to 25% of annual salary

TDY only

salary
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Key Benefits and Incentives

Taxable TDY* (Any length) Six Month TCS One Year TCS
Rest & Recuperation Trips and Employees who serve 6 or Employees who sign up for
Administrative Leave more months but fewer 12 consecutive months are
than 12 months are eligible for 3 R&R trips (10
eligible for 1 R&R trip (10 workdays/trip, max of 20 in
workdays). Employees a year) within the 12 month
must serve a minimum of service period. Employees
N/A Same as TCS 60 days in country to be must serve a minimum of 60
eligible. days in country to be
eligible.
Up to 10 days of Up to 10 days of
Administrative Leave not Administrative Leave not to
to exceed 20 days per year | exceed 20 days per year
Home Leave Increased accrual rates allow
N/A for 15 workdays of paid leave Same as TDY Same as TDY
per year. Free travel to U.S.
Leave Accrual No change to regular accrual Employees may carry up Employees may carry up to
N/A and carryover: 30 days (240 to 360 hours (45 days) of 360 hours (45 days) of
hours) annual leave to next leave annual leave to next leave
year. year.
Federal Group Life Insurance Enroll in all FEGLI options
(FEGLI) except Option C (family
f |
No “”?fa c.overage) upon Same as TDY Same as TDY
notification of deployment.
Can receive FEGLI coverage of
up to 5 times their salary.
Global War on Terror Medal
NA Medal for Service Medal for Service Medal for Service
Non-temporary Storage (NTS) of At government expense. At government expense.
Household Goods NTS stops at the beginning | NTS stops at the beginning
N/A None

of the second month upon
return to US

of the second month upon
return to the States.
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GFM Individual Augmentation Process

_ With DoD Civilian Sourcing

COCOM Determines COCOM Internal
Requirements/Submits JMD Sourcing |
1
through eJMAPS .CC.JFOMJ /3 From
Civilian HA and

Assigned Forces
Manpower Advisor g

Validate requirements

JS,

J-1 process
the JIMD
‘ V4
JECOM Risk Assessment from COCOM

v . Services/Civilian HR
sends requirements to And CPMS

the Services \
Via LOGBOOK JFCOM develops COA
Recommendations |
I

COCOM advised

No sourcingis | SECDEF |« cJcs
available

A

eJMAPS — Joint Manpower Personnel Data system
28
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FY09 Sourcing:  CJCS pre-coordinated unsourced FY09 validated requirements with COCOM’s for Civilian Equivalent sourcing.  Approx 150 requirements have been passed to OSD CPP for advertisement for DoD civilian volunteers

FY10 Sourcing:  OSD CPP and Service Civilian HR representatives are invited to attend FY10 Sourcing Conference.  Provides visibility of the 8K Individual Augment requirements.  Allows for focused efforts on pools of skills that services are not able to cover.  Focus the effort of Service HR and OSD sourcing efforts to augment FY10 sourcing. DoD Volunteers

FY11 Validation process:  Include HR skilled personnel at COCOM J1 for the development of and position description development for more specific selection of DoD civilian  personnel for sourcing on a rotational basis.  DoD Volunteers, potential DoD Civilians Directed to fill.





		Slide Number 1

		Purpose and Agenda

		Secretary of Defense Message

		Mission Imperatives: Ensure Readiness to Meet Emerging Threats

		DoD Response: The Civilian Expeditionary Workforce

		Civilian Expeditionary Workforce Model

		DoD Response to New Requirements: Actions Taken

		Volunteer Processing

		Slide Number 9

		Slide Number 10

		Slide Number 11

		Slide Number 12

		Slide Number 13

		Timeline for Full Operational Capability (FOC) – Phased Approach

		Slide Number 15

		Slide Number 16

		Slide Number 17

		Slide Number 18

		Slide Number 19

		Slide Number 20

		Slide Number 21

		Engagements and Support - To Date

		Engagements and Support – To Date

		Slide Number 24

		Slide Number 25

		Key Benefits and Incentives: Pay

		Key Benefits and Incentives

		Slide Number 28




Defense

LEADERSHIP

Summit

@ Defining the future of Civilian Leadership in the DoD

National Security Professional
Development: Current State of Play

COL Ronald Tuggle, USA
April 27, 2010

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010






Defense
= LEADERSHIP e b° “
?’Deﬁning the fu(t:r?oI;lCmcm jatdership in the DoD S e S S I o n O J e c t I Ve S

- Increase awareness of the Administration’s views
on National Security Professional Development.

- Provide an update on the current National Security
Professional Development efforts.

- Provide an overview of the way ahead.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Executive Order 13434 states that "In order to
enhance the national security of the United States,
iIncluding preventing, protecting against, responding
to, and recovering from natural and manmade
disasters, such as acts of terrorism, it is the policy of
the United States to promote the education,
training, and experience of current and future
professionals in national security positions (security
professionals) in executive departments and
agencies (agencies).” (May 17, 2007)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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The following seventeen federal departments /

agencies are desighated as agencies with national
security functions:

Departments of: State, Treasury, Defense, Justice,
Agriculture, Labor, Health and Human Services,
Housing and Urban Development, Transportation,
Energy, Commerce, Interior, Education, and
Homeland Security;

Offices of the Directors of National Intelligence,

Personnel Management, and Management and
Budget.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Quadrennial Defense Review: The complexity of 21st
century conflicts demands that the U.S. government
significantly improve interagency comprehensive
assessments, analysis, planning, and execution for whole-of
government operations, including systems to monitor and
evaluate those operations in order to advance U.S. national
interests. One solution is to allocate additional resources
across the government and fully implement the National
Security Professional (NSP) program to improve cross-agency
training, education, and professional experience
opportunities. This will help foster a common approach to
strategic and operational planning and implementation,
iImproving prospects for success in future contingencies.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Quadrennial Homeland Security Review: There is
a need to enhance the skills and abilities of
homeland security professionals as part of the larger
national security professional development effort,...

National Security Strategy: (...adapting the
education and training of national security

professionals to equip them to meet modern
challenges; ...)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Governance - Executive Steering Committee
=% PPD-1

- Membership...

- FY10 National Defense Authorization Act calls for
a study on NSPD

Professional development

Coordination

Funding

Military and state and local government personnel

o Incentives to participate

o Current efforts

o

o

o

o

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

- The National Security Education and Training
Consortium chartered the Curriculum Working Group to
develop a core curriculum common to all NSPs.

- The shared capabilities will provide the basis for
common learning objectives and curricula.

- Last month, the CWG conducted focus groups to assess
the validity of the shared capabilities and the training
and educational needs of NSPs across the interagency.

- Government Accountability Office (GAO) representatives
observed five of the seven sessions.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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What Departments / Agencies are doing:

= ODNI — “Let me start with this Intelligence Community
leadership, because it really is the people who determine
the effectiveness and the capability of an organization.
While those at the very top, the agency heads, can make a
difference, the tone and the accomplishments of the entire
enterprise will be set those next several layers, particularly
of the major intelligence agencies. If we're going to achieve
an Intelligence Community that self-forms quickly into
teams that are greater than the sum of their parts, it will be
these leaders who make it happen. They'll carry on the
ethos as agency heads and DNIs come and go.”

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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What Departments / Agencies are doing:

- State - Department of State Foreign Service
Institute National Security Executive Leadership
Seminar (NSELS).

- DHS - created a specialized NSPD Executive
training track based on the Transition Incident
Management Training Program. Audience -

political appointees and senior career executives in
NSP designated positions.

- DOD - attend Wed session at 1500...

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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= Sub-IPC will review:
o (Governance
Membership / attendance
Scope - Focus on NSP in the interagency...
End State
Strategy
Implementation plan

(0]

o

(0]

o

(o]

« Sub-IPC will conduct IPRs for the IPC and prepare
documents for approval.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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COL Ronald Tuggle, USA

(202) 456-9395

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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- List/define current DoD civilian educational institutions.
- Determine what academic quality & excellence means for
the spectrum of DoD civilian institutions.

- Value the importance of continually challenging the
relevance of our personal and institutional models of good
practice.

- Understand how to apply “Dynamic Knowing” to be
competitive.

- Determine how to develop forces for change that are
greater than the forces for preserving the status quo.

- What does accreditation have to do with it?

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

Air Force Institute of Technology

Army Logistics Management College

Army Management Staff College
Asia-Pacific Center for Security Studies
Center for Civil-Military Relations

Center for Hemispheric Defense Studies
Defense Academy for Credibility Assessment
Defense Acquisition University

Defense Ammunition Center

Defense Contract Audit Institute

Defense Equal Opportunity Management
Institute

Defense Information School
Defense Institute of International Legal Studies

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010

Leadership: Driving DoD Civilian

Education Programs

The DoD Civilian Educational Institutions are;:

Defense Institute of Security Assistance Management
Defense Language Institute-Foreign Language Center
Defense Resource Management Institute

Defense Security Service Academy

George C. Marshall European Center for Security
Studies

Joint Military Intelligence Training Center

National Cryptologic School

National Defense Intelligence College

National Defense University

National Geospatial-Intelligence College

Naval Postgraduate School

Uniformed Services University of the Health Sciences
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Defining the future of Civilian Leadership in the DoD

Mr. Charles T. Barco
Acting Provost
National Geospatial-Intelligence College

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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“I would like to point out that our priority has traditionally been the following:

I. Safety
2. Quadlity
3. Volume

These priorities became confused and we were not able to stop, think and make
improvements as we were able to do before.”

Akia Toyoda (2010)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Industrial Age: Information Age:
- Linear = Non-linear
- Cause and effect - Changing field of interactions
- Boundaries - Relationships
- Discrete events _ - Continuous process

. 1. Good Practice? . e

- Component thinking - Systems thinking
» Specific Event - Broader context

Leaders ... "must constantly look backward, attending to the products and processes of
the past, while also gazing forward, preparing for the innovations that will define the
future.” O'Reilly and Tushman (2004)

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

Adopted from Sanders (1998)
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Defining the future of Civilian Leadership in the DoD

“We can do more with less to the same or higher standard ...”
“We can develop training faster, better and cheaper”

“We must meet customer expectations”

“What worked in the past will work in the future”

“Change is good”

“What works in the classroom will work just as well on-line”
“Quick and steadfast decisions reflect strength of character”

“Rigor and compliance to standard assure excellence”

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

“assumptions that we believe to be examples of commonsense wisdom, but end up
working against an educator’s best interest

Brookfield (2004)

(Quality)
(Capacity)
(Congruency)
(Currency)
(Change)
(Consistency)

(Critical Thinking)

(Complexity)
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ISD models are valued in specific settings...however this approach “creates a “dissonance for
(nstructors who desire to target specialized learner needs, create unique classroom dynamics, or
introduce new and varied content” Wilson & Hayes (2000)

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

Institutions must “...continually
expand their capacity to create the
results they truly desire, where new

and expansive patterns of thinking

are nurtured... and where people are

continually learning to see the whole

together”

Senge (1990)

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010

Emerging Learning Architecture ?

Internal

Formal

Core Training

Formal learning solutions
(traditional and e-learning)
deemed most critical to
developing the core
competencies associated
with an occupation.

Learning Outreach and Referral

Partnerships with entities
external to the College
established to address

training needs for which the
College does not have sufficient
resources or expertise to meet.

Performance Support

Informal learning solutions
that complement the formal
curricula by offering quick
reaction learning opportunities
tailored to help people perform
Better on the job.

Knowledge Sharing

A collaborative learning
environment that provides
enabling support to career long
development.

Informal

External

9
Adopted from Anderson, 2008
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Defining the future of Civilian Leadership in the DoD

Competency: Ability to respond to novel and contextually rich problems

o Critical when operating in complex high-ops tempo environments that require high
levels of agility

Adaptive Expert
 High Efficiency
 High Innovation

Ability
to
Innovate

Efficiency of Problem Solving
o Critical for:

Personal Development = “Adaptive Expertise”
Organizational Development = "Ambidextrous Strategies”

_ .. _ Hatano, 1982
DoD Executive Management Training Center, Southbridge, Mass. B ncford. 2002

April 26-29, 2010

Sarkees, 2000
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Organizational Standards: (i.e. Military Services) 1775
Inspection: (i.e. Service and Agency IGs, Quality Offices) 1777
Certification: (i.e. Institute for Credentialing Excellence {ICE}) 1834
Accrediting Standards: (i.e. National and/or Regional) 1885

Counts: (i.e. student enrollment, fill rates, no-shows, costs, profit)
Student Performance Data: (i.e. test, exercises, simulations)
Surveys: (i.e. End-of-course, Post-graduate, Supervisory, Climate)
Rankings: (i.e. US News and World)

Studies: (i.e. ROI, ROE)

Self Assessment: (i.e. Baldrige Education Criteria)

Balanced Scorecards: (i.e. financial, customer, learning, internal process)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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ndustrial Age
Components
Boundaries

Information Age
Systems

Proper Mix Helps Shape
Good Practice thru:

Controls « Compliance

 Performance
« Capacity-building

In complex environments executives must ... “"have the ability to understand and be
sensitive to the needs of very different kinds of businesses. Combining the attributes of
rigorous cost cutters and free-thinking entrepreneurs while maintaining the objectivity
required to make difficult trade-offs .

O'Reilly and Tushman

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010 12

Light, 1993
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Defining the future of Civilian Leadership in the DoD

Our existing models, heuristics,
standards and practices may not be
well suited to a 215t Century context
and ... like others before us, we may
be in our own “bubble” and not even
realize it.

> \ 15>

@ » (oD > -

\’_\_ _‘\\_

" & DAL E>-
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Good practice requires “reflexivity”

The ability to constantly examine and
reform our practices “in light of
incoming information about those very
practices ” Giddens, 1999

* Examine: Enabled through the
establishment of more adaptive standards,
which smartly balance compliance,
performance, and capacity building.

* Reform: Enabled through a nuanced
approach to management which considers:
 short- and long-term
* rigor and agility
 control and collaboration
* internal and external focus
« efficiency and innovation
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Defining the future of Civilian Leadership in the DoD

1. Reflect upon your own standards and heuristics; do they serve as:

a) tethers to past traditions

b) foundations to good and efficient practice
c) enablers to an innovative future

d) uncertain gauges of excellence

e) a+b

f) b+c

g a+c

h) a+b+c

1) a,b,and/orc + d

2. Does your organization encourage such questions, ignore them,
or punish those who raise them?

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

Mr. Michael Gannon
Provost
Defense Information School

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

o Definitions
o What are they about?
> How do they function?

o What capabilities can they produce?

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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One person’s view

“Communities of practice do not require heavy
institutional infrastructures, but their members do need
time and space to collaborate. They do not require
management, but they do need leadership. They self
organize, but they flourish when the learning fits with
the organization’s environment.”

Dr. Etienne Wagner
In “Systems Thinker”

17 Systems Thinker June
1998
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'Anticipate

'Analyze
'Act
= Affirm

v

\ 4
>
-
A

a

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

Actapted from New
Directions for Community 18
Colleges # 149
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- Use accreditation to promote innovation as
opposed to conformity to a standard

- Accumulate and manage knowledge

- Leaders must pressure institutions to change and
reinforce with resource allocations and training for
staff

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

703-805-0861
Mike Gannon

301-677-2968

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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Civilian Leader Development Strategies
and Programs

Steve Harris & Bob Swaney
April 27-28, 2010

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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Defining the future of Civilian Leadership in the DoD

- Recognize the need and why it is beneficial to
provide civilian leader development training and

opportunities.

- Increase advocacy for DoD leader development
programs within the Military Services and Defense

Agencies.

- Obtain support for soliciting participants for next
year’'s and future year’s leader development

programs.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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*—’ Defining the future of Civilian Leadership in the DoD
DoD Programs in Place Influenced By: What DoD is Doing or Planning
- Implemented SES Leader Development Framework
- New Mission Requirements - Competencies identified and validated with
& 2 ficiency benchmark
_ S\o & /SES\% % proficiency benchmarks _
- Literature Research/Thought & S ‘%.p 2 - Talent Management System in place
Leaders $s§ 5 6 . .
& s A@ % - Created DSLDP : Enterprise competencies focus
. . . VA - i :
“Enterprise-wide Perspective &5 %% olosure strategy 10 be mplemented in FY10
Joint, National Securit 9 <. & ; . L
( y) OQ&@ SENIOR-LEVEL \Z ¢, - Comprehensive managerial training
; & \OQ ) %) rogram to be developed in FY10
- Best Practices from: & K3 »3 ® prog P
Private Industry Q‘Z’ ?{p -Aligned ELDP: Hands-on immersion training to

@ enhance capabilities to include leading in

3 an array of challenging environments

Q
N
Federal Government od
DoD Lessons Learned &
~

MID-LEVEL

- Voice of the Customer - Comprehensive supervisory training

program to be developed in FY10

ko
. "%, - NDAA, Section 1112 DoD Civilian
O Leadership Program — created framework
- Some Component programs
exist — need corporate and
consistent approach
- Talent Management pilots in the

Goal 1: World Class Enterprise Leaders Components

DoD Civilian Human Capital Strategic Plan 2006-2010 - Focus developing fundamental
competencies in FY10

Acronyms:

SES — Senior Executive Service
DSLDP — Defense Senior Leader
Development Program

ELDP — Executive Leader
Development Program
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Mission: To provide structured learning opportunities to enable the deliberate
development of a diverse cadre of senior civilian leaders with the Enterprise-wide
Perspective and competencies needed to lead organizations, programs and people,
and achieve results in the Joint, interagency, and multi-national environments.

Desired Outcomes: DSLDP will provide —

A key feeder group for Senior Executive Service and equivalent positions across the
DoD enterprise

A hands-on approach to understanding, experiencing, and resolving issues and
challenges facing today’s leaders across the national security arena

Unparalleled opportunities for development, formal education and training

How is it accomplished: 2-year cohort program
Senior-Level Professional Military Education;
Defense-focused Leadership Seminars;
Experiential Individual Development;
Progress reviews by Talent Development Executives; and
Structured assessment and learning portfolio for program completion & graduation

/@5\ DEPARTMENT ©F DEFENSE

e DSI DD

MID-LEVEL Defense Senior Leader Development Program

ENTRY-LEVEL
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Eligibility: GS-14/15/equivalent; supervisor; degree; high potential

Size: 35 for the Class of 2009 (initial cohort); 30 for the Class of 2010 (second cohort)
underway; Class of 2011 solicitation allows up to 100 participants

Evaluation: Since this is a new program, all elements of the program are evaluated to
look for continuous improvements and validate DSLDP’s contribution to DoD mission

SUCCesS

Achievements: Deputy Secretary Lynn endorsed DSLDP as the premier development
program for senior DoD civilian leaders

Website:

/45\5\ DEPARTMENT ©fF DEFENSE

e D5 L Dp

MID-LEVEL r Leader Development Program

ENTRY-LEVEL




http://www.cpms.osd.mil/lpdd/DSLDP/DSLDP_Program.aspx�
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Defining the future of Civilian Leadership in the DoD

Mission: Provide experiential training with the warfighter, through hands-on
immersion training, to leverage the capabilities required of our future Enterprise

civilians to effectively lead.

Desired Outcomes: ELDP will develop leaders who —
Offer enterprise-wide perspectives as a result of experiential training with our
warfighters
Are prepared for a broader range of leadership in the “joint environment”
Have an appreciation for the complexities and challenges that our warfighters face
in supporting the mission of the Department of Defense
Work across the DoD and the Federal Government as a global talent ready to
support the men and women in uniform

How it is accomplished: 10 Month Training Program
Monthly training deployments to military installations worldwide and Combatant
Commands;
Georgetown Seminar Study/international perspective on Political and Economic
elements of power; and
Training with coalition and forward deployed forces

/é\ DEPARTMENT OF DEFENSE
SENIOR- -/
LEVEL J
FExecutive 1 it Program

MID-LEVEL Leadership Developrmen

ENTRY-LEVEL






Defense Executive Leader Development

"I.EADERSHIP
Summit Program (ELDP)

Defining the future of Civilian Leadership in the DoD
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Eligibility: GS-12/13/14/equiv; O-4 (O-3 promotable)

Size: 54-60 participants selected for each annual cohort

Achievements:

- An enduring success story for the Department (currently in its 24th year of training)

- Over 1500 graduates as of 2010
Highlighted in 2010 Quadrennial Defense Review as an important training program
for developing civilians to lead in an array of challenging environments

Evaluation: Evaluated annually with guidance for training provided by SECDEF,
DEPSECDEF, USD(P&R), ODUSD(CPP), and with support of the Joint Staff, J-7 to ensure
that the intent of the National Security Strategy, National Defense Strategy, and Joint

Doctrine is met.
Website:

/é\ DEPARTMENT OF DEFENSE

e E L Dp

MID-LEVEL relership Develop

ENTRY-LEVEL




http://www.cpms.osd.mil/lpdd/eldp_index.aspx�
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- Requirement: Establish a program of leadership recruitment and development

for DOD civilian employees
Eligibility
> Open to DoD employees and appropriate individuals in the private sector
> Participation may not exceed 5000 individuals in a fiscal year
> Three year limitation on period of participation

Competitive Entry - Conducted at least twice a year based on academic merit, work
experience, and demonstrated leadership skills

Program Positions - Allocated by the Secretary of Defense to each component
Assignments - Participants assigned based upon skills and qualifications

Initial Compensation - Based on qualifications and market conditions
Education and Training - Opportunities to be provided for leader development
Personnel Decisions - In accordance with merit-based principles

Consideration - Outstanding performers shall be afforded priority consideration for
selection into senior management, functional, and technical workforce

- Lead Organization: Civilian Personnel Management Service

V-
AN
AT
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NDAA Section 1112 DoD Civilian
Leadership Program Model

B et mewfssotf'cmm!atmpm w0 Requirement: Establish leadership recruitment and
development program for DOD civilians
. . Assessment Final Success
riteri Recruitment . Development
Criteria & Selection P Placement Factors
* Mission « RIGOroUS * Robust leader _
critical rogess curriculum e Upon  Deliberate
occupations P - Broad array of successful development
Framework | - Entry level » Structured developmental completion, - Attractive
interviews : non- :
assignments " recruitment
e Cohort . competitive
structure for - Leadership  Technical appointment * Retention
. assessment
admissions competence - Bench
strength
- Develop » Build program ldenti inali
- Initial foous | SSESSMNT | o1 emerging | janding spots | reatiiness
on Acquisition | tools leaders g p
& Financial - Consider cost » Determine * Progressive
Next Steps | Management efficiencies = Include DoD suitable leadership
acculturation Opportunities .
» Leverage - Leverage PMF _ ; » National
L e Link to DoD given -
proven models, | application & A security
especially PMF : civilian leader competence ex
selection : posure
develop model and experience
process
e Timeline

AN
AT

Develop program
Initial program pilot

Now through September 2010

Beginning in October 2010






Defense

= LEADERSHIP
~ -
= summit Next Steps
- What are your recommendations for assisting
organizations with integrating the use of leader
development programs into their succession
planning strategies?

- How can we use leader development program to
recruit a multi-generational, diverse set of leaders?

- What programs have you used to successfully
develop your future leaders?

- How will you use the information you received
today to improve your leader development
efforts?

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

Steven E. Harris, Chief, Leader Development Programs
or 703-696-9634

Robert R. Swaney, Jr., Deputy ELDP Program Manager
or 703-696-9633

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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National Security Professional
Development: Full Steam Ahead

Penny Koerner & Karen Spracher
April 28, 2010

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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- Increase awareness of NSPD activity at the
Interagency level

- Provide an update on ongoing DOD NSPD efforts

= Discuss future developments and forward
direction for NSPD

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- National Security Education & Training
Consortium
o Past
o Present
o Future

= Curriculum Working Group
> Process
o Focus Groups

. 2010 NDAA NSPD Study

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

Working Group approach to addressing issues and
solutions

Orientation Training Survey

GAO Questionnaire

o Identifying and reviewing the range of workforce-related
programs intended to improve national security
collaboration among U.S. government agencies

CPMS NSPD Portal

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

National Security Professional Development
(NSPD)

Established in May 2007 by Executive Order 13434

“Forging Interagency Collaboration”

National Security Professionals in the Federal government are
those personnel in positions responsible for developing strategies,
creating plans to implement, and executing common missions in
support of U.S. national security objectives.

For more information visit the DoD NSPD website at:

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

On-line course, “National Security Objectives,
Structures, and Processes: An Introduction”

NSPD Interagency Website

National Security Professionals: Forming an
Interagency Community —a DoD sponsored
symposium

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




Presenter

Presentation Notes

National Security Strategy
If out, how is NSPD dealt with in it
If not out, NSPD is expected to be highlighted in 1-2 lines
National Security Priorities document – NSPD included
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NSPs: Forming an Interagency Community

- August 4-5, 2010 - Save the date
National Defense University, Washington, DC

NSPs will:

o Gain an appreciation and understanding of partnering agency
cultures

o Recognize the importance of, and learn strategies to build and
develop networks across the interagency. Challenges and
obstacles that hinder effective collaboration are better
understood

o Form interagency alliances

o Understand parochialism and bureaucratic behaviors that hinder
mission accomplishment

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Who:
o Karen Spracher — Branch Chief

o Jimmie Vaughn — Strategic Comms, Legislative, Human
Capital

o Tasha Tillman — Instructional Systems Design
o Juan Jackson — HR Advisor
o Mayra Giron — HR and Tech Support

- Primary Functions:

o Lead NSPD implementation efforts

> Promote the education, training, and experience of current
and future NSPs

o Support the DoD Components in providing suE]port, policy,
orce

and guidance required to develop an NSP wor

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

USD (Personnel
& Readiness)

DUSD DUSD
(Civilian (Policy
Personnel Integration
Policy)

&COS)

Component

NSPD IPC
And Sub-IPC

(Formerly Executive Steering Committee)

Representation

DoD Components include:

the Office of the Secretary of Defense (OSD),

the Military Departments,

the Office of the Chairman of the Joint Chiefs of Staff

DoD NSPD and the Joint Staff,
|mp|ementati0n the Combatant Commands,

Off the Office of the Inspector General of the DoD,
Ice the Defense Agencies, the DoD Field Activities,
and all other organizational entities within DoD

Professional
Experience
WG




Presenter

Presentation Notes

*IT working group is the interagency Content Management Working Group
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Revitalized NSPD program and IPC way ahead
Redefining roles and relationships
Potential “re-scoping” NSP positions

Back brief on Curriculum Working Group progress
towards defining certificate levels

Personnel policy and tracking

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

- What changes would you like to see in NSPD?
- How can we increase program awareness?

- How can we make NSPD more relevant to YOU?

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

Penny Koerner
(penny.koerner@osd.mil, 703-604-0309)
Karen Spracher
(karen.spracher@cpms.osd.mil, 703-696-5879)

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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Language and Culture: New
Requirements for Leaders
Ms. Nancy Weaver, Mr. Joseph McDade,
Ms. Barbara Barger, Mr. Mark Neighbors

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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Our challenge is for civilian leaders to
remain relevant and make a focused
effort to stay aware of the skills
civilians need to fully participate and
contribute to the National Security
goals and objectives.
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“America’s National Security and Defense
Strategies depend on strong foreign
ties, including a vibrant network of
defense alliances and partnerships
adapted to this challenging era.”
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“‘Achieving the Department’s strategic
objectives requires close collaboration with key
counterparts at home and with allies and
partners abroad.”

“By integrating US Defense capabilities with

other instruments of statecraft - including

diplomacy, development, law enforcement,
trade, and intelligence - the nation can ensure

that the right mix of expertise is at hand to
take advantage of emerging opportunities and
to thwart potential threats.”

5 INITIAL ANALYSIS
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... Based Negotiations — Key Enablers

"It (s really important that we listen to other people, that
we listen to other cultures, that we pay attention to how
they see their problems, (he) calls that seeing it through
their eyes -- putting yourself in a position that actually
focuses on what they are thinking about, as opposed to
how we think about them, or how we think about, in our
Western ways, we might solve their problems.”

ADM Mullen





Language & Culture

Develop America's Airmen Today ... for Tomorrow

Policy &
Strategy

Operational
Implementation

Tactical
Execution

COMMUNICATE
(Explain and Understand)

"’5 o
Q'zi:"‘ :@rﬂ‘ﬁ w
& Uwa.FS]T‘

AETC

21
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2 ettt (Preliminary Results): Building Coalitions

Political Influencing/ :

Savvy Negotiating Partnering*
SES Tier 1 6% 28% 46%
SES Tier 2 15% 44% 31%
SES Tier 3 42% 33% 42%
TOTAL 10% 33% 41%

Those highlighted in are the ECQ competencies chosen by DoD and OPM in the “A Guiding Framework: Leadership
Competency Proficiencies for the Senior Executive Service”

8 INITIAL ANALYSIS
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Army SES Position Review (Preliminary
Results): Enterprise Wide Perspective

Joint Perspective | National Security
SES Tier 1 85% 13%
SES Tier 2 86% 8%
SES Tier 3 92% 8%
TOTAL 85% 11%

Those highlighted in

9 INITIAL ANALYSIS

are the ECQ competencies chosen by DoD and OPM in the “A Guiding Framework: Leadership
Competency Proficiencies for the Senior Executive Service”
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L Civilians As Force Multipliers

« Immediate action:

> Enhance Negotiation Skills
Training/Education as part of our leader
development programs

- Consider:

o Civilian FAO Corps that makes
language/cultural skills a requirements

o Civilian Inter-Agency Corps

10  INITIAL ANALYSIS
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For more information or to pass along your

good ideas, please contact:
Ms. Nancy Weaver: nancy.weaver@wso.whs.mil

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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> ESAUr?nEtRSHIP (Preliminary Results):
Business Acumen
Financial Human Capital Technology
Management Management Management
SES Tier 1 40% 36% 28%
SES Tier 2 45% 27% 15%
SES Tier 3 25% 25% 8%
TOTAL 40% 33% 24%

13

Those highlighted in

are the ECQ competencies chosen by DoD and OPM in the “A Guiding Framework: Leadership

Competency Proficiencies for the Senior Executive Service”

INITIAL ANALYSIS
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Ms. Carin Otero, Mr. Roy Savoy, and Mr. Steve Harris
April 27-28, 2010

DoD Executive Management Training Center
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- Recognize strategies for recruiting and retaining
leaders for the Department.

= Discuss lessons learned from DoD agencies for
recruitment and retention.

- Provide an understanding of some of the
programs available for recruiting leaders for the
Department.

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

TR L — Recruitment Strategies

DoD is the “Employer of Choice” ‘

Promotional Items DoD Recruiters Consortium

Provide advice and career guidance ‘

www.goDefense.com Marketing - Media Outlets

Strategic
Recrutiment

| Organize recruitment/outreach events

Entry, Mid and Senior Level Targeted Recruitment

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

« Flexibility
« Expediting the

hiring process

* Direct Hire
Authorities

e Schedule A

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010

What Is In My Toolkit?

Student
Programs

« STEP/SCEP

« Summer Hire
Program

« Workforce
Recruitment
Program
(WRP)

Building a
Career

 Federal Career
Intern Program

 Hiring Heroes
Program
» Veterans

Employment
Initiative
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e Programs and Strategies

Student Training and Academic Recruitment Program

STAR « DoD on-Campus student representatives
* Building a talent pool for a diverse workforce

PI‘Og ram - Targeted recruitment campaigns

« Careers Fairs and Resume-writing workshops

VEte rans « Assist wounded, ill and injured service members
transition to civilian careers

o U t reac h - Target market - President’s Initiative

« Expand outreach to people with disabilities

* DoD Centralized Intern Program

PI pel Iine « SMART (Science, Mathematics, and
Research for Transformation) Program
Programs )

« DoD Component-Specific Programs

I —
.1

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

R

High
Performing

Diverse
Workforce

Innovative
Recruitment

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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NSEP came into existence with passage of...
David L. Boren National Security Education Act of 1991

Our Mission is to:

DeveI0||o and sustain a flow of U.S. citizen professionals with expertise in
critical languages and cultures.

NSEP Objectives:

- Develop proficiencies in languages and cultures critical to national
security

- Strengthen U.S. economic competitiveness
+ Enhance international cooperation and security

NSEP carries out its mission by:
+ Funding U.S. students in exchange for a commitment to work in a
national security-related position in the federal government

* Providing grants to U.S. institutions of higher education to build
programs of advanced language study in critical languages.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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More than 1400 NSEP award recipients have contributed to U.S.
national security through work for the Departments of Defense,
State, Intelligence Community as well as other federal organizations
(e.g. Depts. of Commerce, Energy, Treasury).

- Award recipients may be appointed to Federal Government
positions under the Schedule A Excepted Service Appointing
Authority — 5 CFR 213.3102 (r).

- Secretary of Defense, Secretary of Homeland Security, Secretary of
State or the head of a Federal Agency or office with national security
responsibilities may:

» Appoint NSEP award recipients to positions in the Excepted Service -
NDAA FY2010, Section 1101, para (k(1)); and

» Non-competitively convert an incumbent to a career or career conditional
appointment upon satisfactory completion of two years of substantially
continuous service by an individual appointed to an excepted service
position — NDAA FY2010, Section 1101, para (k(2)).

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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371 (17%)

Il DoD
742 (33%

(33%) 41 (2%) m DHS
] State
OlIc

321 (15%)
O Other Govt
1 Education
146 (7%0)

562 (26%)
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Requirement: Establish a program of leadership recruitment and development

for DOD civilian employees

- Eligibility
» Open to DoD employees and appropriate individuals in the private sector
» Participation may not exceed 5000 individuals in a fiscal year
» Three year limitation on period of participation

- Competitive Entry - Conducted at least twice a year based on academic merit,
work experience, and demonstrated leadership skills

- Program Positions - Allocated by the Secretary of Defense to each component
- Assignments - Participants assigned based upon skills and qualifications

- Initial Compensation - Based on qualifications and market conditions

- Education and Training - Opportunities to be provided for leader development
- Personnel Decisions - In accordance with merit-based principles

- Consideration - Outstanding performers shall be afforded priority .
consideration for selection into senior management, functional, and technical

workforce
- Lead Organization: Civilian Personnel Management Service
L
TN
AETTTN
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NDAA Section 1112 DoD Civilian
Leadership Program Model

B et mewfssotf'cmm!atmpm w0 Requirement: Establish leadership recruitment and
development program for DOD civilians
. . Assessment Final Success
riteri Recruitment . Development
Criteria & Selection P Placement Factors
* Mission « RIGOroUS * Robust leader _
critical rogess curriculum e Upon  Deliberate
occupations P - Broad array of successful development
Framework | - Entry level » Structured developmental completion, - Attractive
interviews : non- :
assignments " recruitment
e Cohort . competitive
structure for - Leadership  Technical appointment * Retention
. assessment
admissions competence - Bench
strength
- Develop » Build program ldenti inali
- Initial foous | SSESSMNT | o1 emerging | janding spots | reatiiness
on Acquisition | tools leaders g p
& Financial - Consider cost » Determine * Progressive
Next Steps | Management efficiencies = Include DoD suitable leadership
acculturation Opportunities .
» Leverage - Leverage PMF _ ; » National
L e Link to DoD given -
proven models, | application & A security
especially PMF : civilian leader competence ex
selection : posure
develop model and experience
process
e Timeline

AN
AT

Develop program
Initial program pilot

Now through September 2010

Beginning in October 2010
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- What are your recommendations for recruiting
and retaining a multi-generational, diverse set of
leaders?

- What programs have you used to successfully
recruit leaders?

- How will you use the information you received
today to improve your recruitment and retention
efforts?

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Carin Otero, Chief, Recruitment Assistance Division
or 703-696-8675

Roy Savoy, Senior Executive Liaison Officer
or 703-696-6521

Steve Harris, Chief, Leader Development Programs
or 703-696-9634

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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Increasing Value of Workforce
Development Programs

Dr. James L. "Jim” Raney
1700 April 27, 1500 April 28

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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Welcome

Introduction

Topic

Attendees
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1. Facilitate Discussion...

> What is a Workforce Development Program?

- What Do We Mean by Value?

o How Can We Measure Value?

o How Can We Increase Value?

o Example: Increasing External Value of DSLDP*
o Example: Increasing Internal Value of DSLDP*

* Defense Senior Leader Development Program

2. Propose Next Steps
3. Promote Networking

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

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

Next Steps—Action plan for the future

Closing—Contact information
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Workforce Development
Program Value Model

Civilian
Gains Workforce

Losses

Fig. 1. Workforce Analysis, Succession Planning,

and Workforce Development Program
Definition, Planning, and Resourcing

\ 4
\ 4

» Eligibles

Applicants

Nominees

\ 4
A 4

Selectees Participants
10 12 14

11 13

Fig. 2. Workforce Development Program Execution

program requirements, resources, definition, and
content are optimal.

Evaluation Goal 1--Determine the extent to which the

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

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

2—L osses to other Federal agencies and the private

sector.

3—Movements of employees within the civilian

workforce, both vertically and horizontally within

the Department of Defense.

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010

4—Employees who meet program eligibility requirements.

5—Eligible employees who do not apply for admission.
6—Eligible employees who apply for admission.
7—Applicants who are not nominated for admission.
8—Applicants who are nominated for admission.

9—Nominees who are not selected for admission.

10—Nominees who are selected for admission.
11—Selectees who do not participate in the program.
12—Selectees who participate in the program.

13—Participants who do not complete the program.

14—Participants who complete the program.
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Presentation Notes

Context—Workforce Analysis, Succession Planning, Program Definition, Planning & Resourcing

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

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

o Lead Programs

Focus on “Enterprise-wide Perspective” (Joint,

Interagency, and Multinational Environments)
o Joint Perspective
o National Security

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

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

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

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

Goals: Increase leader bench strength
	Improve program results
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of DSLDP
- Workforce Analysis (SES & DoD Internal Pipeline)

o Forecast leader strengths, separations & requirements
o DoD Civilian Personnel Data System (DCPDS) data

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

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

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

the fi
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Presentation Notes

Workforces: SES & GS-14/15/EQ pipeline
Current & future workforce characteristics
DCPDS data (strengths/weaknesses)
Competencies: DoD civilian leader model 
ECQs & Enterprise-wide Perspective
DoD survey data (strengths/weaknesses)
Separation Intentions:
DSoFS, FHCS data (strengths/weaknesses)
HumRRO, DCPDS (strengths/weaknesses)
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2009 2011 2013
Bench Bench Bench
Competency/Level N Strength N Strength N Strength
Joint SES 78 \ 302 514
Perspective 266 / 59 28
GS-14/15 20,748 N 17,818 14,392
National SES 78 \ 302 514
Security 293 65 31
GS-14/15 22,854 19,63 L 15,934
Strategic SES 78 302
By the end of 2009, there
Thinking 249 . 26
GS-14/15 19,422 16,610 are projected to be about 266
Political Savvy SES 78 302 GS-14/15 and equivalents
253 with the requisite proficiency 27
GS-14/15 19,734 16,912 . .
level on Joint Perspective
Vision SES 78 s 302 to replace every SES member ’
GS -14/15 19.422 16,610 projected to retire. (Source: HUMRRO)

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

HumRRO:  Forecasting retirements using group intentions & group competencies.

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

Note:  Gains from new hires/promotions are not incorporated into leader bench strength forecasts.
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1. Are you considering leaving your current organization within the

next five years, and if so, when?

A. No, I am not considering leaving my current organization

B. Yes, within one year

C. Yes, between one and two years

D. Yes, between two and three years

E. Yes, between three and four years

F. Yes, between four and five years

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

D. To take another job outside the Federal Government
E. Other

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

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

- Measure Separation Intentions (Subordinates)

o Leaving your current organization within 5 years?
o If so, when and why?

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

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

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Leadership FCM will be in DCPDS pilot test
First-Line Supervisors (Executives and Managers) will rate the competencies of their Subordinates (Executives, Managers, or Supervisors, as appropriate).
Subordinates will indicate separation intentions (i.e., leaving? when? why?).
Bench strengths & separations will be forecast for SES & GS-14/15/EQ pipeline by target competencies & competency groups.
Results will be used to evaluate DSLDP.
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Goal Success Forecast
Bench Goal > 3 * Vacancies; Grad%=10-50-20-(20)

350

300 - /
250 - /

200 7 //
150 -

100 1 = = = - - /k—-éﬂ

50 A C—= —
0
Year 1 Year 2 Year 3 Year 4 Year 5 Year 6 Year 7

—&— Vacancies 50 55 60 70 80 95 110
—=—|ntakes 100 100 100 100 100 100 100

Graduates 10 60 80 80 80 80 80

Bench Strength 10 66.5 135 195.5 248 292.5 329
—X¥— Bench Goal 150 165 180 210 240 285 330

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Goal: Continuous improvements in...

- Solicitation/nomination/application/selection
processes

- Representativeness/diversity of program participants

- Identifying leadership strengths/developmental needs
- Targeting and closing leadership competency gaps

- Enhancing enablers/eliminating barriers to success

- IDPs, Action Learning, and other program elements

- Career advancement/success of program graduates

- Effectiveness, efficiency & internal ROI given current
program requirements, resources, definition & content

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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= OPM Assessment Center
- Applicant Survey

- 360 Degree Leadership Developmental Needs
Assessments

» Pre-DSLDP & Post-DSLDP Surveys

- Portfolio Assessments (e.g., “CCAR")
- Stakeholder Interviews

- Interim Surveys (1 & 2)

- Supervisor Survey

- Action Learning Stakeholder Survey/Interviews

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Suggestions:
o Incorporate gains/promotions in leader strengths and
requirements, not just losses from the DoD workforce
o Evaluate DCPDS pilot test and institutionalize method
o Evaluate DSLDP value (ROI) and make improvements

o Apply method to other workforce development
programs (other than Leadership Functional Community
Manager (FCM) programs, such as Information
Technology FCM and Non-Acquisition Logistics FCM
programs)

« Others:

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Dr. James L. "Jim" Raney
703-696-8730, DSN 426-8730

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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Regulation & Policy Framework
Affecting DoD Leaders

Ed Irizarry
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DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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A cause for action

Recent legislative & regulatory changes

Alignment of CPM 412 to recent updates

Timeline

Next steps

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

Policy Documents
National Security Strategy

Quadrennial Defense Review
DoD Civ Human Capital Strat Plan
DoD Directive 1403.03

DoD Instruction 1430.16
Volumes 410 & 412, DoD 1400.25

Best Practices/Research
MSPB Studies
Project for National Security Reform
Other Industry Publications

Reqgulations
FY10 NDAA

5 USC and others
5 CFR Part 41
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A Cause for Action

= Numerous media articles

- GAO Memorandum 08-439R, Subject: The Department of
Defense’s Civilian Human Capital Strategic Plan Does Not
Meet Most Statutory Requirements

- GAO Report 09-235, Opportunities Exist to Build on Recent
Progress to Strengthen DoD's Civilian Human Capital
Strategic Plan

- Merit Systems Protection Board (MSPB) Report — An
Opportunity to Reshape Agencies

- Federal Supervisory Training Act of 2009 (Senate Resolution
674)

- Termination of the National Security Personnel System
(NSPS) Authority

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






Defense

= LEADERSHIP Recent Legislative &
B Regulatory Changes

- The National Defense Authorization Act (NDAA)
for 2010

o Section 1113 — Development of Training Program for
Supervisors

- 5 Code of Federal Regulations (CFR) Part 412 —
Supervisory, Management, and Executive
Development
o Subpart A — General Provisions
o Subpart B — Succession Planning

o Subpart C — Senior Executive Service Candidate
Development Programs

o Subpart D — Executive Development

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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5CFR412 V Sec 1113 Act of 2009 Recruitment
2/ 3/ Policies
Developing employee goals and objectives V v
Improving performance and productivity v
Mentoring employees v V v
Mentoring new supervisors (by experienced supervisors) v v
Motivating employees v v
Adherence to Merit Systems principles v v
Prohibited personnel practices v v
Managing performance issues v v v
Critical transitions (e.g., from non—supgrvisor to supervisor; from supervisor to N
manager; from manager to executive)
Addressing hostile environment, reprisal, harassment v v
Other supervisory duties v v
Employee collective bargaining v v
Manager hiring “toolkit” v
Manager training program v
Hiring Veterans and awareness of associated flexibilities v
Civilian Expeditionary Workforce v
New performance management and other authorities v
Link development with agency succession management plans v
Provide continupus Iearning experiences linked to Igader competencies, MCO v
competencies and consistent w/agency succession management

Design leader development programs integrated with IDPs and agency strategies v

Y Final rule published in Federal Register on December 10, 2009. Requires training within one year of initial appointment and refresher training at least once every 3 years.
2/p.L. 111-84 (HR 2647) enacted October 28, 2009. Requires initial training and refresher training at least once every 3 years.
3/ 5674 referred to Committee on Homeland Security and Governmental Affairs in March 2009. Requires instructor-led training in all areas within one year of initial appointment

and refresher training at least once every 3 years.
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- Incorporates legislative changes:
o 5CFR 412
o 2010 NDAA Section 1113

- Additionally incorporates:
o Federal Supervisory Training Act of 2009 (S674)
o Veterans Hiring Initiatives
o Hiring Reform & Recruitment

- Timeline
o Draft CPM 412 staffed by WG members — 28 May 2010
o Draft CPM 412 staffed through LFCM — 2 June 2010
o Draft CPM 412 staffed though CPP — 30 June 2010
o Draft CPM 412 staffed though SD106 — 31 July 2010
o Volume 412 signed and published — 31 January 2011

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Executes legislative changes of 5 CFR 412 & 2010 NDAA
Section 1113

- Satisfies DRAFT CPM 412 policy requirements
- M&S Working Group has been established
= Curriculum Working Group is being established

- Phased deliverables include:
o Curriculum for new supervisors
o Curriculum for seasoned supervisors
> DoD Lead People Certificate Program

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Spring & Summer 2010 Deliverables:

- CPM 412 WG staffing draft document

= Curriculum WG to develop one-week M&S course
- LFCM/CLAG to review draft CPM 412

- Develop DoD 101 course

- Conduct pilot M&S w/CPMS managers & supervisors

- Align component leader development programs to the DoD civilian
leader development model

2011 Deliverables:

= Publish CPM 412

Continuous:

- Monitor other emerging HR legislation & regulations
- Design & deliver other leader development programs

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- Four major Department of Defense reviews in 2010
o QDR and BMDR released 1 February 2010
o Nuclear Posture Review

o Space and Cyberspace Reviews

- Several other major 2010 US Government reviews
o Quadrennial Homeland Security Review
o Quadrennial Diplomacy and Development Review
o National Security Strategy

o Quadrennial Intelligence Community Review (released 2009)

- Reviews conducted collaboratively, drawing from a
common vision
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- Rebalances US military capabilities and reforms
defense processes and institutions to

o Prevail in today's wars
o Prevent and deter conflict

o Prepare to defeat adversaries and succeed in a wide range of
contingencies

o Preserve and enhance the All-Volunteer Force

Emphasizes flexibility of the force investment in key enablers

Sets the force on a path toward sustainable rotation

Integrates activities with other U.S. agencies, allies and partners

Initiates a cooperative, tailored approach to global
defense posture
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Defining the future of Civilian Leadership in the DoD

- Current Conflicts

> The outcome of conflicts in Irag, Afghanistan, and against Al Qaeda, will shape the
security environment for decades to come

- Enduring Trends

o Rise of new powers
o Growth of non-state actors
o Lowered barriers for dangerous technologies, including WMD and ballistic missiles

o Resource scarcity, climate change, disease, and demographics

- Challenging Operational Landscape

o Increasingly multidimensional conflicts ("hybrid” threats)

o Threats to the global commons and expansion into space & cyber

o Growing anti-access capabilities, including ballistic missile threats

o Fragile states
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U.S. forces are sized to conduct the following types of operations in
overlapping timeframes:

1. Prevail in ongoing conflicts in Afghanistan, Iraq, and in the war against Al Qaeda

2. Conduct “foundational activities” to prevent and deter: attacks on the United
States, emergence of new trans-national terrorist threats, and aggression by
state adversaries

— Over the mid- to long-term, expand foundational prevent and deter activities

3. Be prepared for other challenges

— In the near term, be able to support civil authorities at home and defeat a regional
aggressor

— In the mid- to long-term, be able to conduct multiple, simultaneous operations:

Stabilization op + defeat highly capable regional aggressor + support civil

authorities in U.S.; or
Defeat two regional aggressors + heightened alert posture in and around U.S,; or

- Stabilization op + long-duration regional deterrence +
COIN + support to civil authorities in U.S.
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Defend the United States and support civil authorities at home

o Improve flexibility and responsiveness of consequence management support

Succeed in counterinsurgency, stability, and counterterrorism
operations

o Increase rotary wing, ISR, and other key enablers; improve counter-IED capabilities
Build the security capacity of partner states

o Institutionalize and reform security force assistance in the general purpose force
Deter and defeat aggression in anti-access environments

o Enhance the resiliency of U.S. forward posture and base infrastructure

Prevent proliferation and counter weapons of mass destruction

o Secure vulnerable nuclear materials worldwide and enhance WMD interdiction

Operate effectively in cyberspace

o Stand up Cyber Command and grow a cadre of cyber experts
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- Take care of our people
o Wounded warrior care
o Move toward sustainable deployment tempo
o Support to families
- Strengthen relationships at home and abroad
o Collaborate closely with allies and partners
o Pursue a cooperative and tailored global defense posture
o Strengthen U.S. civilian capacity
- Reform how we do business

o Reform security assistance authorities and approaches (Increase investment in
1206, CERP, Iraqg Security Forces Fund, Afghan Security Forces Fund)

o Reform how we buy

o Develop enterprise-wide climate change and energy strategies
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- The Administration established its rebalance and reform agenda in the
FY2010 budget process

o Strategy-based: 2008 NDS and Presidential reform priorities guided decisions

- The 2010 QDR refined this agenda, creating a coherent strategic
framework for focusing it:

o Prevail in today's wars in Iraq and Afghanistan, and against Al Qaeda
o Prevent and deter future conflicts while defending the homeland

o Prepare to prevail in a wide range of large and possibly long-duration operations in
multiple theaters in overlapping timeframes

o Preserve and enhance the Joint Force and position it to support national security
requirements now and in the future

- The FY2011 budget builds on FY2010 and invests in additional key
areas critical to rebalancing the force and reforming our defense
processes
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- QDR was an interesting example of defense leadership in action:
1. Strong Secretary

Clear vision

Strong reputation
2. Experienced leadership

All veterans of 1990s QDRs

Understand the bureaucracy
3. Effective organization

Maintained balance between process and progress
4. Clear guidance

Focus on those in harm's way

Don't let the perfect become the enemy of the good.

Effective defense planning does not occur without effective leadership.
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- Show the connectivity between:

High-level guidance contained in strategic guidance
documents;

DoD performance management documents;
SES and GS performance objectives; and
OUSD(P&R) strategic planning

O

(0]

o

(0]

Planning — what is it?

Defining and examining alternative strategies, analyzing the changing
global environment and trends to include threats, technology, and
economic conditions, and the efforts to understand both change and the
long term implications of current choices.

— Defense Acquisition University

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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PLANNIN
Step 1 G
Assess Environment

PHASE

Step 8 Step 2
CONTROL Review & Revise STRATEGIC PLANNING & F’rovide.Leadership
PHASE — MANAGEMENT PROCESS Sl

< <

Feedback

Step 7
Monitor &
Evaluate

Step 3
Establish Strategic

f Ongoing ' Priorities

4

> Communication |

Step 6
v Step 5
Build Action Plans

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

Step 4

Allocate Budget/
Resources & Execute

Develop Goals &
Objectives

IMPROVEMENT
PHASE
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Strategic Planning

P&R
EY2009 FY2009
DoD Strategic
Plan President’s

Strategic
Management

Guiding
Principles
forDoD

FY2010
Performance
Budget

Guidance
forthe
Employment
Ofthe
Force

Joint
Operating
Environment

Objectives

Guidance
forthe
Development
Ofthe
Force

P&R
FY2010-12
Strategic

Plan

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

Guidance

Quadrennial Defense Review, February 2010

Statement

P&R Implication

Requirement

“Rebalance the capabilities of the U.S.
Armed Forces and institutionalize
successful wartime innovations to better
enable success in today's wars while
ensuring that our forces are prepared for a
complex future missions” (page 1)

e Rebalance the force
e Maintain readiness

e Civilian expeditionary workforce

e Civilian and military readiness

e Joint readiness

e Civilian and military language,
regional and cultural expertise

e Adaptive leaders

“For too long we have been slow to adapt
our institutions and processes to support
the urgent needs of our men and women
in harm's way... it is imperative to further
reform how we do business.” (page 1)

¢ Shape military and civilian
workforce

e Adaptive leaders

“four priority objectives: prevail in today's
wars, prevent and deter conflict, prepare to

defeat a saries and succeed in a wide

\\
masecerve and

N

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010

¢ Shape military and civilian
workforce
e Sustain the all-volunteer

\\

e Civilian and military readiness
e Joint readiness
e Recruit, train, and retain volunteer
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Assessing the
Environment

Workforce Trends

Statement

Source

Implication

While life expectancy in the US in 1900 was a mere 47
years, people in the 215t century are expected to live to be
almost 90—a whopping extra 40 years of life...Today, with
so many more years of life to juggle, we are prolonging
the younger life stages and adding new ones at the older
end...Three-quarters of today’'s college student are
nontraditional in some way—they delay enrollment,
attend part time, have children of their own.

Yankelovish, D. (2005).
Ferment and Change:
Higher Education in
2015. Chronicle of Higher
Education, 52 (14), B6-
BO.

There is a new pattern in which higher education
spreads out over about a 12-year period and is more
closely integrated with work. To be responsive to
these changing demands of society, we would see
many more efforts to integrate higher education,
training, and work.

Worker mobility and migration are on the rise, with
workers far less likely to remain in one physical location
throughout their careers. During the past 40 years, global
migration of less-skilled and highly skilled workers has
doubled.

Martin, Susan F., "Heavy
Traffic,” The Brookings
Review, Fall 2001.

“Global Survey Predicts
Upsurge in Telework,”
ITAC (International
Telework Association &
Council) Telework News,
Issue 3.3, Summer 2003.

More organizations are allowing employees to work
100% remotely in order to maintain their talent pool
of skilled workers. Low-cost communications
technologies are making this possible.

Decision making will grow highly decentralized and
leadership will increasingly be viewed as an action
that any worker or group of workers can take to
meet the needs of specific business situations.

Fewer workers are partaking in the traditional progression
through life stages—education, work and family, followed
by leisure. Instead, they’re mixing up the pattern in

i mmmesinaand changing stages

o

Dychtwald, Maddy,
Cycles, The Free Press,

Older workers are staying on the job into their
retirement years, workers of all ages are taking

sabbaticals at different points in their careers,
. 4 e Y
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P&R
FY2010-12
Strategic
Plan

1. Strengthen Total Force capability: achieve unity of effort
and develop people to execute current and future missions.

2. Shape and maintain a mission-ready All Volunteer Force.

3. Shape and maintain a mission-ready civilian workforce.

4. Ensure superior care and support for the Total Force and their families.

to achieve common goals.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Strategic Goal 1 — Strengthen Total Force capability: achieve unity of effort and develop people to e
current and future missions.

Sub-Goal Performance Objective

1.1.1 Improve the Department’s ability to fulfill officer authorized manpower demands by identifying opportunities for conversion of
officer to senior enlisted billets and convert at least 10% of those billets by the end of FY2013.
1.1.2 Enable the Joint Staff and COCOMs to establish the “level of risk” for future contingency and crisis action plans as required by 10
U.S.C. 118 by establishing a baseline by FY2020 that could be implemented as early as FY2020.
1.1.3 Correctly balance COCOM and Joint Task Force manpower requirements by establishing a baseline by the end of FY2011 and
matching 50% of the requirements by the end of FY2013 and 100% of the baseline requirements by the end of FY2015.
1.1 Balance Total 1.1.4 Ensure Congressional intent for equipping the Reserve Component is met by establishing transparency of RC equipment funding
through the entire procurement life cycle, as evidenced by the percentage of equipment delivered being not less than 95% of the
equipment procured.
o 1.1.5 Ensure interchangeability of assets between Senior Executive Service (SES) and General Officer/Flag
capabilities for Officer (GO/FO), increase joint capability and visibility for strategic deployment of SES assets. In FY2011

currentand future  anq FY2012, increase cross-Component or interagency career-broadening opportunities by 10%.

years. 1.1.6 Enhance DoD capability to reliably identify LREC capabilities needed for current plans and missions, by establishing no later than
the end of FY2011 a baseline percentage for LREC requirements entered into the Defense Readiness Reporting System (DRRS) and
increase it incrementally by 3% annually until the 80% target is achieved.
1.1.7 Ensure DoD’s ability to meet Language and Regional Proficiency (RP) operational and surge requirements by establishing a
baseline of Active Component (AC) and Reserve Component (RC) personnel with documented RP levels by the end of FY2011, achieve
90% accountability in Defense Manpower Data Center data bases for personnel with RP level 3 (RP3) by the end of FY2012, and 90% of
all AC and RC personnel with RP2 or greater by the end of FY2014.

Force personnel
requirements and

1.2 Integrate civilian

expeditionary workforce 1.2.1 Ensure civilian assets are available and properly utilized in the Force Management Process, by designing and implementing a
(CEW) capabilities into readiness index that ensures 100% of COCOM plans will fully integrate Civilian Expeditionary Workforce (CEW) requirements into
operational planning and Global Force Management and Requests for Forces Process no later than the end of FY2015.

sourcing.

1.3 Enhance diversity by 1.3.1 Strengthen advocacy of diversity in the force, with special emphasis on the senior leadership of the Department, by improving and
aligning personnel processes 'standardizing the quality and effectiveness of training of 1) Equal Opportunity (EO) advisors, as evidenced by establishing a baseline of
to optimize all available EO adV|sor effectiveness by the end of FY2010 and increasing effectiveness annually by 10% no later than the end of FY2015, and 2)
talents in performing peral Officers/SES training, as evidenced by establishing a baseline of training effectiveness no later than the end of

missions. Goal 1 has 8 qually by 10% through the end of FY2015.
April 2b-29, Sub_goals /
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Performance Objectives

Prepare to defeat adversaries and succeed in a wide range of contingencies.

Quadrennial Strategic Goal 1: Strengthen Total Force capability: achieve unity of effort and
Def develop people to execute current and future missions.
efense ) - | DoD
Review Strategic Objective 1.1: Balance Total Force personnel requirements and FY2010
capabilities for current and future years. Performance
Budget

Strategic Goal 1: Strengthen Total Force capability: achieve unity of effort and develop people to execute current and
future missions.

Strategic Objective 1.1: Balance Total Force personnel requirements and capabilities for current and future years.

Performance Objective 1.1.5: Ensure interchangeability of assets between Senior Executive Service (SES) and General

P&R Officer/Flag Officer (GO/FO), increase joint capability and visibility for strategic deployment of
FY2010-_12 SES assets. In FY2011 and FY2012, increase cross-Component or interagency career-
Strpalteglc broadening opportunities by 10%.

an

SES 2010 Performance Objective: Develop an effective GS 2010 Performance Objective: Conduct a thorough analysis of SES
enterprise Talent Management System to assess the selections and assignments resulting from the Enterprise Talent Management
readiness of career SES for career broadening opportunities System. Complete report by September 2010 that identifies state of play,
and generate slates of high quality SES talent for positions by barriers, and recommendations for improvement of the system to provide
September 2010. cross-component career broadening opportunities. The report is well
researched, on point, and data driven.

DoD Executive Management Training Center, Southbridgewrass:
April 26-29, 2010
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Variables:
* Wind
* Tide
* Equipment break-down
e Storms
) crival \0 LIVe

“I can’t be held accountable
for things | cannot control!”

Strategic Planning addresses:
Where are you?

Where do you want to go?

How will you know when you arrive?

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Source Document Reporting Venue

DoD High-Priority Performance Goals Lead . .
Monitoring the Status of the Force Balanced Scorecard

Increase Energy Efficiencies USD(ATE&L)
15
D 0 D Reform the Personnel Security Clearance Process USD(l) with ODCMO MSO F Balanced SCO recard
Hi g h-Priori ty Execute Virtual Lifetime Electronic Record (VLER) milestones USD(P&R) nELTIRE LA e Maintain Workforce Satisfaction [
P erfo rmance line the hiri En Srang: OB Laveis, T o O || e bt Somineries oty xpbrasens ©
Streamline the hiring process USD(P&R) Meatthe FY Individual Medteal Readiness gasts @ || cumn enenciry smstcaon i mitary vk )
Goa| S Implement DoD-wide in-sourcing initiative USD(P&R) ~ Miltary Spouse Employment Increase * [
>
(20 10) Spend ARRA funds quickly and effectively USD(C) CoComs meet annual mission readiness farges B) :": et '°m"’,'“:°:‘::":mm' :
i i ; ; i Re Units Mission Capable A | L) _ _
Provide effective busmess_ operations an(_j ensure logistics USD(ATAL) and USD(C) — St ACIRC memier reeion ientons t pre- )
Increase Efficiency and Effectiveness employees; internal DoD scares improve yearly (A} @

Increase the audit readiness of individual DoD components USD(C) Viable Options for Force Requests @ Shape The Force of The Future

Reform the DoD Acquisition Process USD(AT&L) Sustaln first term attrition rate (A) (NC} _ . DoD s o track 10 Meet the Force Capacity goals for
Maintain an average DHP medical cost per equivalent . FYDP

) R increase at or below clvilian sector
Enhance the security cooperation workforce USD(P) Mieat DT Travel Syctam s age goaie ) ® Reduce Capslity Shortfal
Services meet annual targets for planned changes to

Meet DoDEA and exchange/commissary goals of the Qol. . force structure
Social Compact (A) to rebalance the AC. RC. clvilian

and contractor mix *

Meet annual targets to Inculcate required skills Into the

; Q uarterly :T::;:::m ets to Inculcate required skills into the
Review for B’
USD(P&R)

(@)

o)

A 4
o _ o000

2009 DoD Strategic Management Plan (SMP)

USD (P&R) Strategic Plan FY2010-2012 .
Performance Budget Execution Report

Strategic Goal 4: Develop a 21 Century Total Force

Strategic Objective 4.1: Ensure an “All Volunteer” military force is available to meet the
steady-state and surge activities of the DoD.

2010 BUDGET REQL

FY 2009 Performance  OSD FY 09 Target 4th Qtr Status Progress Score
Measure PSA

4.1-1b: Percent variance in )
SECDEF-prescribed reserve | USD(P&R) 3% +1.0%
Companent end strength
41-2: Percent of deployable
Armed Forces without any

41-a Percent variance in
SECDEF-prescribed active - NLT authorized! £01%
component end strength USDIPER) NTE 3%

deployable-imiting medical | USC(PER) ~e2% 5%
condition

4.1-3; Percent of Armed

Forces whose medical USD(PER] <10% 18%

readiness is unknown —

4.1-4: Attrition rate for first- +1-2% from FY 06 269
termers USDIPER)  pasaline (27%} -

* Quarterly submission to DCMO
* Basis for DoD Annual Organizational Assessment

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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DoD High-Priority Performance Goals M ea Su res
f - DoD High-Priority Performance Goals

Sup Execute Virtual Lifetime Electronic Record (VLER) milesto| USD(P&R) DoD/VA SeniorQOve rS|ght Committee (SOC)DaSh board
1 . omitfed Measure
| B

Long-term Goal/Target
Cumulative percent of Beginning in FY2010, the DoD and VA
milestones achieved to establig will achieve 100 percent of annual
2009 DoD Strategic ManagementPlan aVirtual Lifetime Electronic

milestones to establish a Virtual
Record (VLER) lifetime Electronic Record

‘ Affairs, establish a Virtual P ;

A
Lifetime Electronic Record by the Director of the .
Interagency Program Office

FY2010 complete
Performance Budget FY2012 under construction
\ Measure Long-term Goal / Target

Number of DoD siteswith Virtual | ByFY2011, the DoD willimplementVirtug FY06-09: N/A
Lifetime Electronic Record (VLER)| Lifetime Electronic Record (VLER) produg

FY10: O
production capability capability in atleast three sites FY11: 3

|
|

|

|

|

|

|

|

|

|

|

|

Annual Goals / Targets Il

|
Data collection
& report venues

FY2010-12 P&R Strategic Plan

Monitoring the Status of the Force
Balanced Scorecard (MSOF BSC)

Smooth the transition from
military service to veteran
status by creating a Virtual
Lifetime Electronic Record

Meet 100% of the FY2010
Milestones by 30 September
2010

DoD Executive Management Training Center, Southbridge, I:
April 26-29, 2010
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- Strategic guidance provides the foundation for
strategic planning and performance management

- Measuring performance should balance the
transformational goals of the organization with the
realities of the possible

- Ensuring continuity of measures and consistency
of metrics between performance management
documents and individual performance measures
should be a high priority

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

Executive Secretariat (SOC, JEC) / Office of Strategic Planning &
Performance Management

david.cutler@osd.mil
(703) 428-7537

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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The right attitude

The right interaction

The right RESULTS!




Presenter

Presentation Notes

Learning events burns agency resources. Resources none of us can afford to waste. Picking the right learning environment requires the right interactions and the right attitudes for participants to master and retain the skills and knowledge desired as outcomes.

 This session focuses on creating and maintaining effective learning environments for both traditional and online learning.
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a) Yes — Regularly
b) Yes — Occasionally
o No - Never

78
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Presentation Notes

To give us some sense of our community let’s see a show of hands (or audience response system)
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- Recognize the strategies for ensuring an effective
earning environment for traditional and online
earning

- Discuss lessons learned in two DoD agencies from
a traditional and online perspective

- Identify guidance and resources for learning
environment design and delivery

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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"The term 'learning environment' suggests place and space-
-a school, a classroom, a library," ... “in today's
interconnected and technology-driven world, a learning
environment can be virtual, online, remote; in other
words, it doesn't have to be a place at all”

Call for Reevaluation of Learning Environments, January 31, 2009

- “Conceptually speaking, the Learning Environment refers
to the wholerange of components and activities within
which learning happens.”

EDUTECH Wiki April 2010 . .
http://edutechwiki.unige.ch/en/Learning_environment
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Presentation Notes

First let’s set the bar for definition.
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i to You in Planning a Learning
Environment?

Summit
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the fi

a) Readiness of participant to learn
by Type of interactions desired

o Learning objective/outcome level
d Cost

e) Skill and knowledge prerequisites
f Learner comfort

) Other

78
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- Learner
o Motivation
> Engagement
> Knowledge Base
o Learning Style
- Physical Environment

- Instructor/Teacher Creativity

78



Presenter

Presentation Notes

in DoD.
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- Preparation
o Learner
o Instructor/Teacher
o Environment

- Course Content/Course Design

78

- Instructional Methodology
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Presentation Notes

in DoD.





Defense

'LEADERSHIP - \Way Ahead - Traditional
Learning Environment

- Acknowledge and Prepare for Differences
- Learner and Instructor/Teacher Flexibility
- Consideration of Other Approaches

W

78
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in DoD.
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It is more difficult to plan for the environment in a
traditional setting than the environment in a
nontraditional environment.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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The Power of People and Technology

- Challenge: How can instructional and
communication technologies provide new
capabilities and opportunities for learners and
trainers?

o Establishing standard functions in multiple
classrooms/multiple facilities
- Computers, Internet, Instructor controls, media, display
options
o Supporting the faculty practitioner

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

Tech Proving Ground

Instructional Technology
Exploration & Feasibility
Research

» Infrastructure testing for
reduced cost/reduced
footprint & improved
performance/manageability

» Proof of concept analysis

> Robust alternative delivery
technologies for games &
simulations

TALL:

Meeting the Need

Fort Belvoir: Faculty
Test Bed

Instructional Technology
Applications for
Developers & Instructors

Faculty training

Instructional Technology
Demo’s

» On-demand testing &
evaluation (authoring tools,
SRS, media tools)

On-demand classroom
systems exploration (media
displays, Trizenter)

vV VvV
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Games and Simulations
« Games In Curriculum
* Games in CLMs

* Mini Games

Virtual Worlds

« NEXUS

 Second Life

* Intact Team Training

78
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Mobile Deployment

e iTunes & Apps

« Web Casts, Pod Casts
e Streaming Courses
Web 2.0

« Wiki Wiki

* Facebook

e Twitter

* Bloggggg
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- Positive Adult Learning Environments in
Continuing Education by David R Wetzel at :

- Environments for Learning by Herman Miller at:

- Learning Environments for the Information Age



http://adult-education.suite101.com/article.cfm/positive_adult_learning_environments�

http://adult-education.suite101.com/article.cfm/positive_adult_learning_environments�

http://adult-education.suite101.com/article.cfm/positive_adult_learning_environments�

http://www.hermanmiller.com/hm/content/research_summaries/wp_Env_for_Learning.pdf�

http://www.hermanmiller.com/hm/content/research_summaries/wp_Env_for_Learning.pdf�

http://www.hermanmiller.com/hm/content/research_summaries/wp_Env_for_Learning.pdf�

http://www.wgsite.com/Resources/LearningEnvironments.pdf�

http://www.wgsite.com/Resources/LearningEnvironments.pdf�
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Defining the future of Civilian Leadership in the DoD

Dr. J. Sue Stein

Academics Manager at Civilian Personnel Management Service
(703)-696-9635

Dr. Alicia Sanchez
Games Czar at Defense Acquisition University
(240)- 377-1675

Dr. Pam Clay

Division Chief Professional Development and Visual Information Division at
Defense Information Systems Agency

(703)- 607-6601

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Managerial & Supervisory Training:
An Expanding Landscape

Ed Irizarry
27-28 April 2010

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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Recent legislative & regulatory emphasis

Strategic value of M&S training initiative

Understand the M&S training concept

Roles and responsibilities

Next steps & other thoughts

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

- The National Defense Authorization Act (NDAA)
for 2010

o Section 1113 — Development of Training Program for
Supervisors

- 5 Code of Federal Regulations (CFR) Part 412 —
Supervisory, Management, and Executive
Development

o Subpart A — General Provisions
o Subpart B — Succession Planning

- S5.674 Federal Supervisory Training Act (pending)
- GAO inquiries

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

the fi
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o - ° ~Yd-Yo o FY10 NDAA Fede.;f;ii:f;' Hiring Reform/

5CFR412 V Sec 1113 Act of 2009 Recruitment
2/ 3/ Policies
Developing employee goals and objectives V v
Improving performance and productivity v
Mentoring employees v V v
Mentoring new supervisors (by experienced supervisors) v v
Motivating employees v v
Adherence to Merit Systems principles v v
Prohibited personnel practices v v
Managing performance issues v v v
Critical transitions (e.g., from non—supgrvisor to supervisor; from supervisor to N
manager; from manager to executive)
Addressing hostile environment, reprisal, harassment v v
Other supervisory duties v v
Employee collective bargaining v v
Manager hiring “toolkit” v
Manager training program v
Hiring Veterans and awareness of associated flexibilities v
Civilian Expeditionary Workforce v
New performance management and other authorities v
Link development with agency succession management plans v
Provide continupus Iearning experiences linked to Igader competencies, MCO v
competencies and consistent w/agency succession management

Design leader development programs integrated with IDPs and agency strategies v

Y Final rule published in Federal Register on December 10, 2009. Requires training within one year of initial appointment and refresher training at least once every 3 years.
2/p.L. 111-84 (HR 2647) enacted October 28, 2009. Requires initial training and refresher training at least once every 3 years.
3/ 5674 referred to Committee on Homeland Security and Governmental Affairs in March 2009. Requires instructor-led training in all areas within one year of initial appointment

and refresher training at least once every 3 years.
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Promoting world-class leaders within DoD
Promoting an interdisciplinary approach to leading people

Providing opportunities for emerging leaders to interact and learn
from organizational leaders

Using a competency-based platform consistent with DoD’s talent
management framework

- Offering a variety of learning modalities to develop the “whole
leader”

Furthering the Department’s strategic human capital objectives
- Aligning with DoD's official civilian leader development model
- Showcasing a tangible result: developing leaders who lead people

- Complying with recent statutory (FY10 NDAA) and regulatory (5 CFR
412) requirements

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

- Phase I — DoD curriculum for new supervisors
(<2 years as a first-time supervisor leading
civilians)

Fall 2010 Pilot; Mid-FY2011 Launch

- Phase II - DoD curriculum for seasoned
supervisors (>2 years) and as a refresher training

every 3 years =
Spring 2011 Pilot; Late-FY2011 Launch

- Phase III - DoD Lead People certificate program

Mid-FY2011 Pilot; Early FY2012 Launch
DoD Executive Management Training Center, Southbridge, Mass. A
April 26-29, 2010
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Leadership Curriculum WG
FCM/CLAG : :
L * Curriculum influencers
- Organizational , .
leaders » Terminal and enabling

learning objectives
- Innovators

- Focus groups
- Recommendations
- Tough challenges

- Focus areas
requiring a
corporate (DoD-
wide) solution

- Competency gap
closure strategy

Curricula development

Learning modalities

WG members include:

v Instructional system
designers

v Evaluators
v SMEs

v" Thought leaders from
academia & industry
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Defining the future of Civilian Leadership in the DoD ( P I 1 )

>

TUE WED THU FRI
PZ;“’-‘IF'“iSFi;:SGS - DoD 101 course
= UN-line - .
evaluation
101 course
- 2010 QDR .. - DoD civilian leader
- DoD Civ HC DoD Mission & development model
Stra:]eg'c Plan Culture. . Strategic human capital
 QUES (a0} (Acculturation) management overview
Course .
Travel to EMTC Geperal re%ulatory
environmen
Welcome - Week two preview

Session

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

Sample Training Curriculum
(Phase 1)

TUE

WED

THU

Recruitment

Performance

Development

Best Practices

Rules & Policies

« Authorities
- Flexibilities
- Recent changes

- Staffing &
classification

- Employee goals &
plans

- Managing
performance
- Collective
bargaining

= Other LR/ER

- Mentoring
- Coaching
- IDPs

« Linking
development w/
agency mission

- Succession mgmt

- Diversity

- Engaging &

motivating
C - Generational Difficult - Leaders as coach
ompetency : = Ditficu . c
Enablers Ieadersrup. e - Continual learning
- Interviewing  Conflict mgmt - Developing others
- Onboarding
= Interpersonal
- Thought leaders - Thought leaders - Thought leaders
Real World = Fireside chats - Fireside chats = Fireside chats
Context - Case studies « Case studies - Case studies
- Role playing - Role playing - Role playing
Reading Lists TBD TBD TBD

« Component
lessons learned

= Other
foundational
competencies (e.g.,
integrity)

- Tools and

resources for
continual learning

- Storytelling

« Component
breakout sessions

Course
evaluation

Phases II & III

preview

Travel from
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DoD-unique needs added

Proposed curriculum:

LEAD People Certificate

Program

Modeled after OPM LEAD Certificate Program

Streamlined curriculum to optimize value and cost efficiencies

Initial Supervisory T&E
(<2 years as first-time supervisor)

Refresher Supervisory T&E
(exposure to managerial level)

0 Level 1 leadership assessment

0 Human capital management basics

0 Conflict management skills

0 Coaching & mentoring for excellence
0 Effective communication

0 Supervising a virtual workforce

0 Generational leadership

0 DoD corporate perspective

0 National security foundation

0 360 degree assessment

0 Partnering/collaboration

0 Bridging organizational cultures

0 Strategic human capital management

0 Developing customer-focused
organizations

0 Dynamics of public policy or federal
budgeting process

0 National security environment

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010
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=...»mm . Roles & Responsibilities

M&S Training Area CPMS Lead Current Efforts
- Framework
Overall framework & LPDD - Chair CPM 412 WG (see below)
strategy - Monitor for compliance
- Evaluate for best value
CP:':it‘t:ircmance management LERD - Developing strategy & content
H.R. centric - Aligned with NSPS conversion out schedule and
(GS 101, staffing, FAS priorities
classification, pay) - Re-acclimates GS rules of the road
Recruitment centric (e.g., RAD - Based on recent executive orders and related
Veterans hiring flexibilities) policies
« Chartered by CPPC
DoD M&S curriculum - Final regs published - Dec 2009
tent CPM 412 WG = Use survey results to help ascertain corporate
conten training needs

= Synchronize DoD & Component efforts

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

CPMS Lead

MA&S Training Category

LPDD

- Mentoring employees & new supervisors

« Critical transitions between leadership tiers

- Linking development w/succession management

= Providing continuous learning experiences

 Designing leader development programs integrated w/IDPs and agency needs
= Civilian Expeditionary Workforce training for M&S

LPDD & LERD

- Engaging and motivating employees
- Prohibited personnel practices
« Merit System Principles

LERD

- Developing employee goals & objectives
- Improving performance & productivity

- Managing performance issues

- Employee collective bargaining

LERD & NSPS TO

New PM plan/system and other authorities

SWAT, RAD, FAS &
LPDD

- Manager hiring “toolkit”
- Manager onboarding training program
- Veterans’ and military spouse flexibilities

DoD Executive Management Training Center, Southbridge, Mass.

April 26-29, 2010
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Spring & Summer 2010 Deliverables:

- Analyze results from CPM 412 survey to Components

- Decide on dimensions of Component role

- Convene stakeholders to discuss timeline for training solutions
- Convene Curriculum WG to develop one-week DoD course

- Initial pilot conducted w/CPMS managers & supervisors (Sep 2010)
- CPMS launches DoD prototype course (Oct/Nov 2010)

- Partner w/DoD schools & OPM on Lead People certificate program
2011 Deliverables:

- Adjust based on pilot lessons learned; launch course (early FY2011)
- WG finalizes Lead People certificate program (early/mid FY2011)

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- NDAA Section 1112

- Other emerging legislation & regulations

- Alignment with DoD civilian leader development model

- Need an evaluation strategy from the outset

- Resources

- Ensuring concurrent efforts are complementary not
duplicative

- Success relies on effective relationships with external
stakeholders (e.g., NSPS TO, Components)

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

(703) 696-8661

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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?

Coaching Strategies to Prepare Leaders for
Today’s Diverse Workforce

Croft Edwards, MBA, PCC
27-28 April 2010

DoD Executive Management Training Center

Southbridge, Massachusetts
April 26-29, 2010
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- The purpose of this session is to give the participants
strategies to more effectively coach in today’s diverse
workforce

- The process we will follow will focus on:
o What is coaching?
Some assumptions
The biggest challenge you face in coaching others!
How “Generation” comes into play in diversity
How individual diversity affects the coaching relationship
What's next

- The payoff for our session is that participants will have

some ideas and tools to more effectively coach their
diverse workforce

[e]

(e]

[e]

(e]

[e]

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
2
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- International Coach Federation (ICF)

o Coaching is partnering with clients in a thought-provoking and creative
process that inspires them to maximize their personal and professional
potential.

- DOD

- AR 600-100

o In the military, coaching occurs when a leader guides another persons
development in new or existing skills during the practice of those skills.
Unlike mentoring or counseling where the mentor/counselor generally
has more experience than the supported person, coaching relies
primarily on teaching and guiding to help bring out and enhance current
capabilities. A coach helps those being coached to understand and
appreciate their current level of performance and their potential, and
instructs them on how to reach the next level of knowledge and skill.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
3
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- Coaching is based on trust

- It is the coachee’s trust of the coach that matters

- Tools are irrelevant if trust is missing

- Change is creating the challenges in todays workplace

- Diversity of your team is a large part of the change

- People do not mind change, they mind being changed

- If the coach cannot change, why would coachee want to
change?

- Therefore, The Biggest Challenge to Coaching in todays diverse
environment is:

- YOU!!

- Can you be the coach your employees trust and need?

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
4
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Defining the future of Civilian Leadership in the DoD H Ig h FU Ifl I I me nt C h n g d

e Cheerleader
« “All Hat, No Cattle”

* Ideal employee

» Team Player

» Motivate by removing
Fulfillment, then giving back
when performance rises

» Keep them on the team at all
costs

Low High
Performance Performance
» Generally a Cancer « Headhunter Candidate
 Focus on Performance, » Coaching Focus on Improving
not fulfilment Fulfillment first, Performance

» Operate if necessary will follow

* |f not addressed, Performance
will start to suffer

Low Fulfillment

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
5
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Significant  -vietnam -Civil Rights

Fracturing  -women’s Liberation

-JFK -MLK -RK

Baby
Boomer

War Generation
Generation

/8 M

29 M

Doing More
with Less

“The Greatest Questioning

Generation”
of Values

Generation
Y

Generation Millennial

X Generation

48 M ??M

Speed, Unlimited
Information, Possibilities,

Technology . Unspeakable
(SIT) Consequences

2000-7?777?

w 1922-1945 1946-1964 1965-1980 1981-1999

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

Gender Neutral Generation

Very collaboration oriented

Balance clearly delegated assignments with freedom and flexibility
Offer increasing responsibility as a reward for accomplishments
Take the time to get to know them and what they can do

Provide ongoing training and learning opportunities

Create a comfortable, low-stress environment

The opportunity to creatively express themselves

Allow flexibility in scheduling

They are at work to work, but have some fun now and then

Balance the roles of “boss” and “team player” (For good or bad, many of them
experienced parents as “friends”)

Treat Y’ers as colleagues; not as interns or “teenagers”
Be respectful and call forth respect in return
Consistently provide constructive feedback
Reward Y’ers when they’'ve done a good job
Change is all they know

Performance and Fulfillment are completely linked

v
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Analytical 4 Driving
Serious O Independent
Exacting ID—: Formal
Indecisive = Practical
Logical 8 Dominating

Amiable Expressive

Dependable E Animated

Supportive O Forceful
Pliable — Opinionated
Open (I'}'l) Impulsive

© TRACOM Group. All Rights Reserved.

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

Need: To Be Right
Orientation: Thinking

Growth Action: To Declare

Driving
Need: Results

Orientation: Action
Growth Action: To Listen

CONTROLS

Expressive

Need: Personal Approval
Orientation: Spontaneity
Growth Action: To Check

Amiable

Need: Personal Security
Orientation: Relationships
Growth Action: To Initiate

Sd10N4

© TRACOM Group. All Rights Reserved.

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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- “If you are uncomfortable with change, you will
be even more uncomfortable with irrelevance.”

- General Eric Shinseki, Former CSA

- What will you do to be the coach necessary to
develop your team?

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
10
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Websites:
o Coachfederation.org
o Tracomcorp.com

Books:

Social Styles
o People Styles at Work, Bolton and Bolton
o The Delicate Art of Dancing with Porcupines, Phillips

Generation

o Generations at Work, Zemke, et al.
o When Generations Collide, Lancaster and Stillman

o Millennials Rising, Howe and Strauss

o Boomers, Xers, and Other Strangers, Hicks and Hicks
Coaching

o Coaching to the Human Soul, Vols, 1 and 2, Sieler

o Coaching for Improved Work Performance, Fournies
o Coaching for Leadership, Goldsmith and Lyons

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
11





Defense

’,." LEADERSHIP

Summit N EXt Ste S
the future of Civilian Leadership in the DoD

- What are your thoughts about how you
might use coaching in your Components?

- In what ways do you feel your organization
IS most strongly impacted by coaching?

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
12
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...survival Is not mandatory
W. Edwards Demlng

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
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Croft Edwards,MBA, PCC
www.CroftEdwards.com

croft@croftedwards.com
(662) 513-0992

DoD Executive Management Training Center, Southbridge, Mass.
April 26-29, 2010
14
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