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Why People Serve in the U.S. Government

Why people choose to serve
1. Sense of mission
2. Desire to have an impact
3. Sufficient compensation
4. Part of a personal career roadmap

Why people continue to serve
1. Internal rewards – feel that they are making a difference
2. Economic security
3. Status
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The Employee Life Cycle
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The Policy MISSION:
To consistently provide responsive, forward-thinking, and 
insightful policy advice to the Secretary of Defense, and the 
Defense Department, in alignment with national security 
objectives.

The Policy Vision:
To be the thought-leader in national security policy 
formulation and strategy development.   

Our Mission and Vision



POLICY

(DELIBERATIVE DOCUMENT: For discussion purposes only.  Draft working papers.  Not subject to FOIA release)

Policy Goals
Perform our work with the utmost integrity and 
highest professionalism and ethical conduct. 
Rapidly respond to, and anticipate, the needs of the 
Secretary. 
Work creatively and constructively with all parts of: 
• The USG, to develop a national security policy that effectively 

employs all instruments of national power, and
• The Department, to integrate the Secretary’s priorities into 

innovative policies and plans.

Recruit, develop and retain the best human capital 
talent.
Provide leadership to ensure good (effective, 
efficient and accountable) management within the 
Policy organization.

1
2
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Staff’s Impact

Advise the Secretary on the formulation of national 
security and defense strategy and policies and 
assisting in the oversight of its execution.

Help manage DoD’s role in U.S. interagency processes.

Help manage U.S. defense relationships with other 
countries.

1

2

3
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Internal Career Roadmap

2 yrs

3-5  yrs

10-17 yrs

6-12 yrs

YA-1

YA-2

YA-3

YC-3

Sabbatical                          
NWC or ICAF 

Professor

•APEX
•CAPSTONE

•Joint Flag Officer War-Fighting 
Course (JFOWC)

Competitive
• FEI                      

• MIT’s Seminar XXI
• Partnership Opportunities

• MoDs & Regional Centers (LTT Billet)
• Council on Excellence in Government 

Fellowship
• Defense Leadership Mgmt Program 

• Harvard Senior Executive Fellowship 

Non – Competitive
• Lean Six Sigma

• Policy Leadership Academy
• State FSI’s National Security Executive 

Leadership Seminar
• Brookings Institute Courses

• American Management Association

Non - Competitive
• Brookings Institute Courses

• USDA Graduate School Courses
• Council on Excellence in 

Government fellowships
• USAFSOS (Hurlburt Field)

• Lean Six Sigma 

Competitive
• National Defense University 

(NDU) (LTT Billet)
• Partnership Opportunities with 

MoDs (LTT Billet)
• Defense Leadership 

Management Program (DLAMP)
• Harvard’s Senior Executive 

Fellowship 
• MIT’s Seminar XXI

Non - Competitive
• Joint Forces Staff College      - Lean Six Sigma
• Leadership for Non-Supervisors and Non-Managers   
• Leadership Assessment Program (LAP)

Competitive
• Legislative Fellowship 
• Executive Leadership Development 
Program  (ELDP) 

• Policy Action Officer Course
• Lean Six Sigma

• Joint Officer Course (Fort Belvoir)
• Joint Staff Orientation          

Non - Competitive

SES

Office Directors

Senior Action Officer

Journeyman Action Officer

Developing Action Officer
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Deliberate development th
rough progressive learning
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Career Professional Roadmap

Technology Mgmt 
Financial Mgmt 

Creativity & Innovation
Partnering 

Entrepreneurship
National Defense Integration 

National Security Environment

External Awareness
Vision

Strategic Thinking
Political Savvy

Global Perspective 
National Security Strategy

Lead 
Teams/Projects

Lead People

Lead Organizations/ 
Programs

Lead the Institution

Human Capital Mgmt 
Leveraging Diversity 
Conflict Management 

Developing Others 
DoD Corporate Perspective 

National Security Foundation

Team Building 
Accountability
Decisiveness 

Influencing/Negotiating
DoD Mission and Culture

Lead Self (Core 
Competencies)

Flexibility
Resilience
Continual Learning
Service Motivation
Computer Literacy

Integrity/Honesty
Customer Service
Problem Solving
Technical Credibility

Interpersonal Skills
Oral Communication
Written Communication
Mission Orientation
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Developing an Organization that meets 
Nation’s and Staff’s Need

External CustomerExternal Customer (SecDef)(SecDef) Internal CustomerInternal Customer (Action Officer)(Action Officer)

OUTPUT: Policy Development
Substantive, rigorous, responsive policy advice

OUTPUT: Institutional Prowess
Workforce empowerment, Human Capital investment, 

respect, trust

• Exceed SD/DSD Policy expectations

• Develop strategy-to-task initiatives aligned with 
SD’s priorities

• Structure and align Policy functions, processes and 
resources to provide SD/DSD best value

• Foster career progress and upward mobility

• Cultivate quality and productivity

• Facilitate job enrichment

• Enhance critical core mission competencies

Internal Policy ProcessesInternal Policy Processes ResourcesResources

OUTPUT: Continual Improvement
Responsive, accountable, high quality, output focused

OUTPUT: Effective Leveraging
Lean, flat, strategy aligned, highly leveraged

• Improve core mission workflow management

• Implement viable four-level governance structure

• Re-engineer business processes for greater organizational 
consistency, efficiency, effectiveness and agility

• Implement effective internal management controls

• Secure critical resources

• Optimize current resources

• Structure and align mission and Policy functions, 
processes an resources
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Measuring Organization’s Performance

ExternalExternal
CustomerCustomer

(SecDef / DSD)(SecDef / DSD)

ProcessesProcesses ResourcesResources

InternalInternal
CustomerCustomer

(Action Officer)(Action Officer)

OUTPUT = Policy Development
• Substantive 
• Rigorous
• Responsive
• Innovative

StrategyStrategy
NSS, QDR, DPGNSS, QDR, DPG
SD Top TenSD Top Ten
DSD InitiativesDSD Initiatives
USD(P) Initiatives)USD(P) Initiatives)

OUTPUT = Institutional Prowess
• Workforce Empowerment
• Human Capital Investment
• Trusting/Respectful Environment

OUTPUT = Continual Improvement
• Responsive
• Accountable
• High Quality
• Output Focused
• Transparent

OUTPUT = Effective Leveraging
• Lean & Flat
• Strategy Aligned
• Highly Leveraged
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Measuring Staff’s Performance

OBJECTIVES (WHAT):OBJECTIVES (WHAT):

S  SpecificS  Specific
M  MeasurableM  Measurable
A  AlignedA  Aligned
R  Realistic/RelevantR  Realistic/Relevant
T  TimedT  Timed

CONTRIBUTING FACTORS CONTRIBUTING FACTORS 
(HOW):(HOW):

Technical ProficiencyTechnical Proficiency
Critical ThinkingCritical Thinking
Cooperation and TeamworkCooperation and Teamwork
CommunicationCommunication
Customer FocusCustomer Focus
Resource ManagementResource Management
LeadershipLeadership

Staff
REQUIREMENTS (WHAT):REQUIREMENTS (WHAT):

S  SpecificS  Specific
M  MeasurableM  Measurable
A  AlignedA  Aligned
R  Realistic/RelevantR  Realistic/Relevant
T  TimeT  Time
Q  Quality (HOW)Q  Quality (HOW)

Executives

ELEMENTS:ELEMENTS:

Leadership/SupervisionLeadership/Supervision
Contribution to MissionContribution to Mission
Resource ManagementResource Management
Customer CareCustomer Care
CommunicationCommunication
Cooperation/TeamworkCooperation/Teamwork
Technical CompetenceTechnical Competence

Planning

Strategic 
Alignment

Monitoring

Developing

Rating

Rewarding
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Questions?
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