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Transforming DoD’s Core Business Processes 
for Revolutionary Change

Report FY15-01

PREFACE

This report is a product of the Defense Business Board 
(DBB).  Recommendations by the DBB are offered as 
advice to the Department of Defense (DoD) and do not 
represent DoD policy. 

The DBB was established by the Secretary of Defense 
in 2002 to provide the Secretary and the Deputy 
Secretary of Defense with independent advice and 
recommendations on how “best business practices” from 
the private sector’s corporate management perspective 
might be applied to the overall management of DoD.  
The DBB’s members are corporate leaders and managers 
with demonstrated executive-level management and 
governance expertise.  They possess a proven record of 
sound judgment in leading or governing large, complex 
corporations and are experienced in creating reliable 
solutions to complex management issues guided by best 
business practices.  

Secretary of Defense Donald Rumsfeld, in accordance 
with the provisions of the Federal Advisory Committee 
Act (FACA) of 1972 (5 U.S.C., Appendix, as amended) and 
41 C.F.R. § 102-3.50(d), established the DBB.  The DBB 
members are unpaid special government employees 
appointed by the Secretary of Defense. 
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DEFENSE BUSINESS BOARD
1155 DEFENSE PENTAGON 

WASHINGTON, DC 20301-1155

DEFENSE   
BUSINESS   
BOARD

February 9, 2015

The Honorable Ashton B. Carter
The Honorable Robert O. Work
1000 Defense Pentagon
Washington, D.C. 20301

Dear Secretary Carter and Deputy Secretary Work, 

      The Defense Business Board (DBB) is pleased to submit its report of findings and relevant 
and actionable recommendations to help transform the Department of Defense’s six core 
business processes.

      On October 15, 2014, Deputy Secretary Work, asked the DBB to form a Task Group 
to review the Department of Defense’s (“the Department”) six core business processes: 
human resource management, healthcare management, financial management, acquisition 
and procurement, logistics and supply, and real property management; and supporting 
information technology (IT).  

   The objective of the study was to provide actionable recommendations on private 
sector best business practices that the Department could adopt and implement in order 
to modernize its business processes and supporting systems to create an agile enterprise 
shared services organization with improved efficiency and sustained system security.  See 
Section A for a copy of the Terms of Reference outlining the scope and deliverables for the 
Task Group.  

     The study had two focal points.  The first focal point was data collection and analysis.  
A critical element of the Task Group’s approach was the receipt of data from the Office of 
the Deputy Chief Management Officer that was collected and analyzed across the six core 
business processes within the Department (Army, Air Force, Department of the Navy, and 
the Fourth Estate).  The data for the Combatant Commands was embedded in all the six 
core business processes.  The focus of the data collection and analysis was on the workforce 
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labor and costs (FY 2013 actuals) within each agency, across the business functions, as 
depicted in Section B, page 19 (slide 3) of the executive summary.  This was the first 
time the Department used this methodology, aimed at targeting productivity gains in 
order to identify cost savings that could be used for Military Services’ modernization and 
readiness efforts during a dire budget environment.  

      The second focal point was change management and strategic communications.  The 
workforce is the fundamental enabler to successfully achieve productivity gains through 
business process re-design, innovation, and technology.  The very top senior leader 
must have a clear vision that is aligned with a strategy and widely communicated.  Every 
employee must understand the intent, purpose, and effects of organizational change in 
order to feel as though they are a part of the process and embrace new ways of doing 
business.  Given the Department’s uniqueness, external communications is equally as 
important as internal communications, especially in gaining Congressional support.

      Ms. Roxanne Decyk and Mr. Kenny Klepper served as the Task Group Co-Chairs.  The 
other Task Group members were Mr. Phillip Odeen and Mr. Emil Michael.  Ms. Kelsey 
Keating served as the staff analyst and Colonel Leslie Caballero, U.S. Army, served as the 
military representative.

      The Task Group’s draft findings and recommendations were presented to the DBB 
for deliberation at their January 22, 2015 quarterly meeting where the DBB voted to 
approve the recommendations.  See Section B for an executive summary of the study 
with findings and recommendations and Section C for a copy of the complete study which 
was approved by the DBB.

      In addition to drawing on their own expertise, the Task Group interviewed over 85 
individuals from government, think tanks, and private industry, including current 
and recent Department senior military and civilian leaders.  See Appendix D for list 
of interviews.  The Task Group also reviewed reports on the Department’s business 
operations and best practices from industry, academia, think tanks, and Federal agencies.

      The Department is operating in an uncertain world under a declining and unpredictable 
budget.  There are many potential threats to the country’s national security.  To effectively 
respond to global crises, the Department must have a stable and appropriately-sized 
budget.  By rapidly adopting and implementing the DBB’s recommendations, a potential 
savings of $75-150 billion in the next five years could be realized.  Recommendations 
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for productivity gains were identified in four areas: 1) Contract Spend Optimization; 2) 
Labor Optimization; 3) IT Modernization; and 4) Business Process Re-engineering.  The 
greatest contributions to the savings are contract optimization and labor optimization.  
Early mobilization is the single biggest lever – every billion saved in 2016 is worth five 
billion in fiscal years 2016 to 2020 due to the compounding effect.  

 Respectfully submitted,

Robert Stein, Roxanne Decyk, Kenny Klepper,
DBB Chair Task Group Co-Chair Task Group Co-Chair  
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DEPUTY SECRETARY OF DEFENSE 
1010 DEFENSE PENTAGON 

WASHINGTON, DC 20301 -1010 

MEMORANDUM FOR CHAIRMAN, DEFENSE BUSINESS BOARD 

OCT 1 5 ZOH 

SUBJECT: Terms of Reference- "Transforming Department of Defense Core Business 
Processes for Revolutionary Change" 

The Department of Defense (DoD) spends about $1 OOB annually on core business 
processes (i.e., human resource management, healthcare management, financial management, 
acquisition and procurement, logistics and supply, and real property management) that support 
our mission. Private sector businesses, particularly large global corporations with business 
process challenges analogous to those of DoD, have experienced significant cost savings through 
the implementation of process redesigns and agile reference architectmes. While DoD has 
improved its core processes and the supporting information technology (IT) hardware and 
software over the last decade, the Department still lags behind the commercial sector. The 
application of commercial sector lessons learned, combined with modern, commercially-derived 
IT approaches, may enable the Department to save money and resources while improving 
mission performance. 

My goal is to modernize our business processes and supporting systems and create an 
agile enterprise shared services organization in order to reduce costs, maximize return on 
investment, and improve performance while ensuring we maintain system security. To ensure 
our efforts leverage best practices, I am establishing a Task Group under the Defense Business 
Board (DBB) to review and recommend changes to the Department's current plans for enterprise 
modernization. The task group's recommendations should be specific and actionable in order to 
enable the creation of an agile enterprise shared services organization. The Task Group should: 

• Identify how private sector enterprises create a cost conscious culture and propose 
how DoD might do the same. Your analysis should include how private sector 
enterprises consolidate TT "utilities" to create efficient and agile organizational 
performance. Consider the use of third parties to evaluate and recommend ways to 
best reconfigure all or part of DoD's supporting business processes and their 
associated IT. Consider ways a vender analysis work product might be used to derive 
needed financial and transaction data for application to DoD. 

• Consider a conceptual roadmap that will support a staged modernization of an OSD 
Principal Staff Assistant organization. Recommend how best to enable the 
construction and operation of the new technology "stack" to support redesigned 
business processes. 

• Recommend an approach for the Department to establish a means (such as a cash 
flow model) to identify and quantify the economic value of modernization on a 
productivity basis. Propose how enterprise modernization can best be structured to 
bring innovation and agility to the "end user" community to gain additional 
efficiencies. 

I II 
I I 

050011861-14 
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• Make recommendations to the DoD Enterprise Roadmap to address shared 
approaches to IT services and all of the above. 

• Consider utilizing the results and analyses of previous studies relevant to this 
analysis. 

The DBB will provide its findings and recommendations to the Secretary of Defense or 
the Deputy Secretary of Defense, informed by the Task Group's work, no later than its January 
2015 quarterly meeting. The Offices of the Deputy Chief Management Officer; Chief 
Information Officer; and Under Secretary of Defense for Acquisition, Technology and Logistics 
will serve as DoD liaisons for this project and provide technical assistance as needed. The Joint 
Chiefs of Staff will also support, as required. 

In accordance with DoD policy, Ms. Roxanne Decyk and Messrs. Kenny Klepper, Philip 
Odeen, and Emil Michael are appointed as members of the Task Group, pursuant to 5 U.S.C. § 
31 09, to serve as special and government employee members for the life of this study. Ms. 
Decyk is also designated as the chair of the Task Group. These four individuals are also 
currently appointed as members of the DBB. 

As a subcommittee of the DBB, and pursuant to the Federal Advisory Committee Act of 
1972, the Government in the Sunshine Act of 1976, and other appropriate federal statutes and 
regulations, this Task Group shall not work independently of the Board's charter and shall report 
its recommendations to the full DBB for public deliberation a·nd approval. The Task Group does 
not have the authority to make decisions on behalf of the Board, nor can it report directly to any 
federal representative. The members of the Task Group are subject to 18 U.S.C § 208, which 
governs conflicts of interest. 

cc: 
Chairman ofthe Joint Chiefs of Staff 
Under Secretary of Defense for Acquisition, Technology 

and Logistics 
Deputy Chief Management Officer 
Department of Defense Chief Information Officer 

2 
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• We are spending a lot more money than we thought 

• We can see a clear path to saving over $125 billion in the 
next five years 

• The greatest contributors to the savings are early 
retirements and reducing services from contractors 

• Early mobilizati'on is the single biggest lever ... Every 
billion saved in 2016 is worth 5 billion FY16- FY20 due to 
the compounding effect 

• Retaining institutional knowledge (keeping the "masters") 
within the organization is important. We propose granting 
"retention bonuses" in 2016 and 2017 to these key players 
as a powerful enabler 

• Significant legacy technology obsolescence must be 
addressed to achieve agility and innovation going forward 

l 0 
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Totals (workforce 1 cost) 

$4.98 

$1.68 

$1.18 

Sl4.88 

Sl2.28 

$8.88 

337k 
$43.48 

$2.18 

$0.58 

$1.48 

$10.18 

$8.58 

$4.28 

216k 
$26.88 

S3.18 

$0.78 

$1.18 

$16.98 

$12.98 

$8.38 

345k 
$43.28 

$1.38 

$1.38 

$1.88 

$4.28 

116k 1,013k baseline workforce 
$20.68 Sl348 baseline cost 

Note: Fully burdened rate for CIVPERS and MILPERS based on CIVPERS Fringe Benefits Rates & Service Composite Rates. Includes active 
military personnel only. Numbers may not add due to rounding 

3 0 
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4-8% annual productivity gain 
for DoD is a realistic goal 

Cumulative savings over FY16-20 

$ Ill IIi" .~ 'tllUI<lttVI! '""' P95 180 

, 
I , 

0 , 

75 
60 

No 3% 4% 
galn gain gain 

100 

5% 7% 
gain gain 

I 
150 I 

8% 
gain 

10% 
gain 

Annual productivity gain from FY16-20 

) 

• The potential savings 
implies a productivity 
gain of 4-8% per year 
over FY16-20 

• Private sector industries 
commonly show similar 
gains as part of 
'business as usual' 

• A portion ( <1 0%) of the 
gains can be reinvested 
to modernize the 
department and fund 
warfighter needs 

0 
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Where the Base Case Savings Are 

FY16-20 Expenditures/Workforce & Savings by Category 
$ Billions 

CIVPERS 207 1231 

CTR Svcs 170 1206 

MILPERS 143 1143 

CTR Goods 45 ISS 

IT 

Total 59S 670 

6 

%Total $ & FTE 
Savings 

0 
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Savings by lever .. Base Case 
Es.t.ometad Annual Sallmgs {$BJ Total Y. savings 
2016 2011 1018 2019 2020 

Cor&raciS- 3 "I 10 13 13_ 
Rebremam 1 2 J A 11 

Alt'lilOI'I I • :! ~ 3 
11' 0 0.' 11 m • • 

5 

1.9% 
6% 
<% 
14% 

Total I _5 11 11 21 u I IZJ Jf'f. 
% uvtngs from FVt4 3% 8% 1?K. 1~ f6'% 
~"- productMt\' gain S~· <IY. 3% 1% 

Savings by Lever ~ Moderate 
Es.tometad Annu-af Sawo.gs ($BJ ~ ·Yc savtlms 
Z016 2017 2018 2019 2020 

Cor'l<f8CIS 5 '10 1.ti 1.8 21 rn 2~ 
Rebremam J 4 4 5 s J~ 
Al~ilon 2 l s 6 1 3 it»t. 
11' 2.22 2 2 .s 2~ 

T otal I 12 ~o 21 31 ·36 I Ill 
% saV.Ogs trom F'V1ot 9% 154 20%. 2~'% 27"A. 

IIIII. 

% productlwty gain S% S"k 3".4 3"-' 

Savings· by Lever .. Aggres-sive 
Esumared AIV'ItJ<>f Savmg·s (!.B) !2!!! ~gs 
2016 2011 2018 2019 2020 

~~~ i3 13 l.6 21 .2iS [ill 3•% 
Rebteme.ro !> S ti .6 t 9 1~ 
Atttl llon 2 3 ~ .Iii t 3 4% 

ff 2 2 212 9 26" 

Total I 11 23 28 35 42 I 11!1 22% 
% saV\ngs from FV14 16% 11'14 21\4. .26% 31% 
% oroductWttv CJaln ~~ l"k b% 5~ 

7 

• Implies an initial 3% Year 1 savings 
and annual productivity gain ranging 
from 1%-5% over time 

Modest 5% savings in contncted spend 
100% backfilled personne l at lower GS 
levels 

• Implies an initial 9% Year 1 savings 
and annual productivity gain ranging 
from 3%-5% over time 

10% Year i savings io contracted spend 
Modest early retirement adoption 
limited backfill of retirements and 
attrition 

• Implies an initial 16% Year 1 savings 
and annual productivity gain ranging 
from 2%-5% over time 

Aspirationai 2S% Year 1 savings in 
contracted spend 
Greater adoption of early retirement 
limited backfill at lower G$ levels 

0 



24

Moderate savings scenario of $125 billion over 5 years 
could fund the below activities for 5 full years 

50 Army 
Brigades 

ft'jj~rt~ ~ 
trt·t·rtt 
tttft'~tt 
tttt~tft' 
trttrtt 
r~tt~rt 
ft'tt~· ttt 
t 

OR 
10 Navy Carrier 

Strike Group 
Deployments 

.» 

.» 

... 

... 

... 

... 

... 

... 

.» 

... 
} .OUI...,.! (AI' I 1-1enrv J ~niJn~t,, USN, ·At Wltal (OM i1 (il"+f:!l.' (N~. MarUI lOU. Amw ~f(t Mill'lag~m~nt 
Dov+"l>ill+t; ~nd ~tJt<•« A<(tiJi)\Uan ~tlf'I)R 20l ~ 

8 

OR 
83 Air Force 

F -35 figh ter Wings 

~~~~ 
~..-~~ 
~..-..-.,.._,.._,.._._ 
~.-.-.,.._,.._,.._._ 
~

~ "'" I Armv Bngade Combat 
Team 
(--4.325 soldiers) 

x4 

~ 
= 1 Air Force Wing (Ops Group 
only) 
(-36 aircraft) 

• "" 1 Carrier Strike Group 
(1 carrier + air wing, 1 auatk 
sub, S surface combatants) 

0 
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Potential $46- 89 billion in productivity gains 
from Contract Spend Optimization FY16-20 

Baseline Findings 

100% = 587 

Contracted 
Services 
And Goods 

Personnel and 
Other Spend 

53,. 

47~ 

2014 
Budget 

;' 

134 

' 

39% 

61% 

Six Core 
Processes 

Over 50% of 
the DoD 
annual budget 
and 39% of 
the six 
processes is 
spend on 
Contracted 
Servic·e.s and 
Goods 

[

Baseline contract spend breakdown~ 
Annual Value 

> S 2 SOM 48 contracts ~ l 
-l%of 

SIOOM - HSOM $58 represents 
SSOM - SJOOM dR 65% of the 
SZSM - HOM 

SIOM - S2SM 

SSM- H OM 

< SSM 

578 

annual 
contracted 
spend 

• $178 

Best practices and recommendations 

• 10-25% savings on contract spend from 
Contracts Optimization of targeted categories 
spend to capture value. levers include: 

- More rigorous vendor negotiations 
- Aggregat ing spend to gain economies of scale 
- Reducing contract fragmentation 
- lnaease productivity from labor contracts 
- Rationalize demand (eliminate unneeded 

spend) 
- Modified requirements fe.g., eliminate ''gold 

plating"\ 

Top contract categories 
Annual Value 

Enginee.ring 

Technical Se<vices ~=====:::;-:~~. 56.18 Program Manage:ment t 
Support Se.vic.s I $4.88 
Other Professional 
Support Services 
Log1stics 
Support Services 
Facilities operations 
Support Services 

TopS 

P
B .OB categories 

represents 
52.98 nearly 45% 

of contract 
spend 

* Source. DoD Office or the. Oeoutv Chief Management Officer . jan 1€, 2015 . 
9 0 



26

$23-53 billion in productivity gains can be 
absorbed through retirement & attrition FYlG-20 

Baseline Findings (# people in thousands) 

100% = 2.672 1 .014 

m~ 
CIV 718 

268 

' ' I I 

MIL 1..320 
298 

Total DoD Six Processes 

% Retirement eligible over next 5 years 

• Eligible now • Eligible in 1 yr C Eligible in 2- 5 yrs 

HR 
Health 
Finance 
Logistics 
AcQuisitions 
Property 

, go 26 
! I -' I 2 5 

17 3 

15 _] 32 
12----; Z7 

t4' : l33 
t3 ' . 33 

• DoD average = 2 9% 

Best practices and recommendations: 

• 8-13% annual savings from Optimizing the 
Government labor Footprint. levers include: 
- Optimize the labor pyramid for each process 
- Evaluate organizational structures and remove 

unnecessary or excessive layers and increase 
span;.-

- Review organizational structures to identi fy and 
reduce areas of complexi ty and redundancy 

- Review and optim ize civilian-contractor mix. !e.g .. 
could be increasing USG staffing and reducing 
CTR staff) 

- As core processes redesigned, mil itary personnel 
freed up for other purposes 

Impact of managedattrition 

000 '-' HC U RPM 

• FF [ I Proc SSO+ billion in 
600 I total savings by 

• HR • Log managing 

400 retirements and 
attrition with 

200 ' ~ limited backfill 

0 
1 2 3 4 5 6 Year 

• S-ee DBB Report FY14- 011 " Implementing Best PI':!Ct)ce.s fol' MajOI' Business Pr ocesses In thl! 000," pp. 61 .. 69 for 'HUm3n, Ca:pltal 

0 Management -Staffing , La.y"@rs, and S'f>ans or Conuol' 
10 
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Contract Optimization:- $58 Value in FY16 
Feb- Mar'15 

Stand up and 
train teams 

Establish cross- DoD 
teams for each 
process and build 
the playbooks for 
the methodology 

Prioritize high
value contracts 

IdentifY shortlist of 
contracts for 
optimization effort 
and define high
priority categories 

----- Apr - Dec '15 -----

Deploy 
Optimization 

toolkit 

Optimize large contracts 
in each major category 
- Bottom-up cost model 
- Modify requireme.1ts 
- Price vs. benchmarks 

Renegotiate 
contracts and 
tracl< savings 

Renegotiate contracts , 
track savings, and scale 
methodology to 
contracts 

Workforce Productivity: - $58 Value in FY16 

------ Feb- Mar '15 -----+ 
Stand up and 

train team 

Establish cross
DoD teams for 
productivity 
improvement 
initiatives 

Design 
initiatives 

Develop targeted 
productivity initiatives 
(e .g., workload 
rationalization, spans 
and layers) 

----- Apr - Dec ~'li5.iiiiiiiiiiiiii~~ 
Rapidly deploy 

productivity 
initiatives 

Align workforce 
planning and 
track savings 

Deploy productivity 
initiatives in high
priority processes , 
activities, and 
organizations 

11 

Create workforce 
optimization strategy 
aligned to changes in 
productivity (e.g., 
early retirements) 

0 
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Contract Optimization -Team Options 

HR Management 

~ .. - ~- ----- ~ ~ - -' 

Supply Chain & Logistics 

--- -·-·--·- ---·- - --·· --·- -- -·- -

Full-time teams Part-time support 
(example) ~ 

Program 

Category A ~ ~ ~ ~ ~ Managers 

/' 
Category B ~ ~ ~ ~ ~ / ~Contra.ct 

./ officers 
Category C ~ ~ ~ ~ ~--·· _ _______ ..---1 

Category D ~ ~ ~ ~ ~-, ' ·.___.____ • Functional 
~ --a sponsors 

Category E ~ ~ ~ ~ ~ ~' Military Depu 

.,. and 4 tll Estate 

• Each process wou ld have a full-t1me A stakeholders 
Contract Optimization team for the 
Top 5 contract categories 

• Each team would analyze and 
renegotiate the top 20-50 contracts 
in each category over next 9 months 
Each team would have 4-5 people 
from Military Depts and 4'" Estate 

• Up to - 150 full time FTE Involved 
and allocated based on size of 
category spend across six processes 

12 

• Teams would leverage 
part time experts 
(e.g., program 
managers, contract 
officers) across the 
DoD for expertise in 
each category 

0 
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Prioritize 
contracts 

Stand up 
teams 

Create prioritized set of contracts based on size, 
complexity and contract terms 

• Create full-time teams to implement effort 
• Ensure resources span functions and cross-DoD 

organizations (e.g .. Military Ocpts and 4'"' Estate) 

Pilot Contract 
Optimization program 
and train teams 

Pilot the methodology in 3-S contracts in each category 
Create playbooks, templates, tools, and models 

• Conduct intensive training program for full-time teams 

Full-time teams would implement 
the methodology cross the high
priority contracts 

Implement contract optimization program across 
Top 100+ contracts in each business process 

Begin to renegotiate or take other 
actions to capture value (e.g., 
cancel or re-baseli.ne contracts) 

13 

Validate savin!JS and 
begin renegotiating 
contracts 

0 
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$5 - 9 billion in potential productivity 
gains from IT Optimization FY16-20 

Baseline Findings 
31 

. lncludd in the. six cora processes. 

IT Resources 

Defense Business 
Systems 
IT Networks 

IT Infrastructu re 

8 

H 

IT represents 
5% of the 
overall DoD 
business and 
touches every 
aspect of the 
Warfighter 

IT Spend in the Six Core Functions 
% Oev and Modernization 

Insufficient $ 
dedicated to 
modernizing and 
automating the 
business processes 
S spent not used 
effectively and not 
delivering successful 
implementations 

...._______....Ops and 

Best practices and recommendations: 

• 15 - 40%+ improvement in IT productivity 
and effectiveness. levers include: 

14 

- 15- 25% savings from appl ication rationalization 
and consolidation 

- 30%+ savings in strengthening investment cases, 
prioritrz ing requirements and el iminating low
ROI programs 

- 25-40% savings from increasing productivity of 
IT resources through lean and process redesign 

- 20-30% long-term savings through data center 
consolidation and cloud mig(ation for targeted 
workloads 

Cost Overage from 8 DoD ERP systems 
S Billion 

$1 526 

$7.26 

Baseline Cost Cost Overage Current Total 

0 
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Accelerate IT Network and Data Center 
consolidation with Shared Services 

Find ings: Recommendations: 
• Curr~nt organization separates IT • Establish Information Technology Core 

and business staff into different Servic~s as a shared-servic~s 
reporting structures organization 

• IT staff are independent entities • Provide cloud provisioning and data 
spread across the agencies with pools to Innovation and Agi lity Support 
inconsistent standards, quality, Services and Action Centers using self-
security and strategies, and often service 
lack transparency 

Manage large data pools, mastering key • 
• Capital constraints often make basic data records, and provide big data 

improvements unachievable. analytics and predictive insights across 
Increasingly expensive to maintain al l enterprise business processes 
and secure legacy systems* 

Use commercial business models to set • 
• Industry resource pool to support targets and manage expectations 

legacy code is diminishing (new tech - Establtsh and track metrics to ensure 
graduates don't want to be COBOL compliance with intended goals 
programmers) - Track savings and allow relocations to 

fund additional modernization efforts• 

* See OBB Report FY12 -01. ··ooo Information Te.chnology Modernization: A Recommended Approach to Data Center Consolidation .and 
Cloud Computing" 

15 0 
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Consolidate print services and 
eliminate/ automate forms 

Findings: Recommendation s: 

• Unmanaged and costly office output • Move to Managed Print Services -
environment (copy/fax/print) 20-30% savings opportunity [1] 
- low device to employee ratios (1:1, 1:2) 

Consolidate to print management • 
• Decentral ized/Unmanaged print center of excel lence with savings 

acquis ition across many vendors guarantees (25-50%) 

• Multiple sub-optimized internal mail • Establ ish (Omposition and document 
and print facilities management center of excellence 

• Inconsistent records management 
internally or outsource to trusted 

policies for retention/destruction partner 

compliance • Exploit plummeting cost of digital 

• Reduce /eliminate massive manual storage: 

forms use that are the result of poor - Migrate from paper to digital archives 
- Scan to searchable pdf' s 

systems and process automation - Update paper and electronic destruction 
policy and capabilities 

16 

-

0 
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Reduce risk - concentrate skills with 
legacy Migration Shared Services 

Findings: Recommendations: 
• Considerable business process and • Establish legacy migration production 

appl ication obsolescence li nes as a sliared service. Bui ld 
competency centers and best practices to 

• Incons istent performance metrics and dramatically reduce risk and accelerate reporting change 
• Poor operational, technical and fi:nancial • Adopt a "coexistence" s.trategy of old transparency with new data to enab.le a "run the 
• Substantial waste due to lack of business while you change the business" 

standardization and territorial isolation approach. Existing systems remain intact 
and gradually decommissioned as legacy 

• Siloed data results in contllcting data migrates to a new platform to be 
analytical views; no single-point- of- virtualized and enhanced 
truth for data 

Adopt a modern adaptive enterprise • 
• Pockets of excellence exist where new architecture to provide the tools for 

technologies have been successfu lly dramatically accelerated and lower cost 
deployed business process modernization 

• Past implementation failures of large- • Adopt a Multi-cloud architecture for ultra 
scale technology projects is a resistance scale interfacing through a single, open 
multiplier to major change projects source cloud foundry foundation , 

supported by a single DoD enterprise 
data architecture 

17 0 



34

Findings: 
• Defense Agencies and military 

departments (Military Depts) have 
demonS1rated "pockets of excellence" 
which need to be leveraged 

• Few personnel are currently qualified 
for process redesign; have limited 
tools 

Training programs need to be 
expanded and accelerated 

• Historically, successful redesign has 
requ ired more effort and longer than 
expected time frames and has been 
"tribal" in nature 

• Subs tantial business process sub
optimization. lack of inter- Service 
and Agency collaboration is a major 
obs tacle to high performance 
modernization 

• Capitol Hill consti tuency and 
regu lations are critical design 
components 

Recommendations: 
• Establish Business Process Application Factory as. a 

shared service. Build competency centers and best 
pract ices to dramatically reduce risk and accelerate 
change 

• Create business "Process Champions" for each enterpr ise 
business process with responsibili ty for end to end 
performance, prioritization and productivi ty 

• Focus on the 80 / 20. Each enterprise business process Is 
compris ed of many sub processes. Prioritize the·se sub 
pr·ocesses for redesign by opportunity 

• Es tablish "bold goals ," i. e. SO% reduction in cycle time, 
30% improvement in productivi ty, and multi year plans. 
Don't thrnk incrementally, adopt big ideas 

• Create hybrid business process innovation and agility 
centers staffed with business and technology domain 
experts, with ) e.fense. Business Council (DBC) oversight 

• Establish DBC Innovation and Agil ity" "Academy" to 
accelerate business process redesign skills development 

Align what gers recognized. reinforced, and rewarded 
with the business process performance improvement 
goals 

18 0 
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1 App Store 
1 

,Mobil_e j\~eb 
Extended I 
Enterprise. 

- ...-- ~ • - .. ....__ .. • • - ,j 

Busines s . Process Applicat-ion Frameworl< 
;.___~- ~-.;:_~- -- -~4_•_ -:_-~·- ~ - .. _- --~· 

Big Data Analytics & Predictive Models 
- ~ - - - ~ ·- • • - .... - 1' 

Enterprise 
Data Model 

Master Data 
Management 

legacy Dat.l 
Models 

legacy 
Synchronization 

Management 

~
~ 

DoD Enterprise Architecture 
Published to Federated 

Cloud Deployments 

Mult iple Cloud Providers 

North America 

CLOUD 
FOUNDRY .. 
~ 

Multiple Cloud Providers 
Europe 

20 

" 
Multiple Cloud Providers 

Asia 
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Innovation must be supported by culture change 

• Technical solutions are an enabling tool for more efficient, 
effective and streaml ined business processes but will not, by 
themselves, achieve the savings and process improvements 
envisioned 

• Even in the private sector, only about 17% of fundamental change 
projects deliver the fr full potential [2] 

• Large organization change experience over decades confirms that 
success is h ighly correlated to a few critical project dimensions: 
- Strong, consistent top leadership 

Clear vision, aligned with strategy and widely communicated 
Effective governance structure with clear decision-making authority 
Defined accountability at all levels with reward and enforcement 
mechanisms 
Engaged workforce and supportive stakeholders 

21 0 
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Design and Implement a DoD Change Strategy to 
Support Core Business Process Transformation 

Findings: Recommendations: 
• Consistent, committed, visible • The DEPSECDEF and Service Under 

leadership, the sine qua non for Secretaries commit to continued 
driving successful change is visible and powerful role leading 
challenging in the DoD transformation. Cons1der altenng 
environment. Sustained leadership tenure policy for key project leaders 
of change is very different from • The top governance structure is 
private sector given the short tenure confirmed. Roles, authorities and 
of both civilian and mllitary top accountabilities are established and 
leaders widely communicated 

• A trans-DoD strategy and vis ion for • Business case is clearly articulated, 
change is ext remely difficult in an and project scope, objectives, metrics 
environment of subcultures among and timetable are established, 
Military Depts and defense agencies communicated and reinforced 

• Governance structures are diffused, • Leadership identifies and retains clear decis ion-making a~thority is appropriate change management 
often fragmented or non- experts, internal ly and ext ernally, to 
transparent support o rganizational effectiveness, 

• Despite decades of change communications, external re lat1ons 
programs, including some notable • See DBB Report FYll-01, "A Cul.ture success, DoD has no of Savings: lmplementmg Behavioral 
institutionalized agenda or process Change in DoD" 
for change management 

22 0 
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Design and Implement a DoD Change Strategy to 
Support Core Business Process Transformation (cont.) 

Findings: 
• 

• 

• 

There are few performance 
measures and performance 
management practices fn 
general use and they are 
inconsistent across civilian and 
military workforces 
Legacy of partia lly successful 
and unsuccessful programs, 
together w ith lack of wide 
recognition of successful 
projects, has created a cynical 
an.d change-resistant cu lture 

Experienced and trained experts 
in critical change components
organizational dynamics, 
communications, stakeholder 
mapping, strategic external 
relations - in short supply for 
major change efforts 

Recommendations: 
• 

• 

• 

• 

• 

• 

• 

• 

Identify performance management policies least 
supportive of change objectives and develop 
strategies to improve them. Set goals and 
targets for affected populations and actively 
use existing incentive programs to reward 
success 
Defuse negative perceptions of change by 
focus ing on user/employee experience. 

Establ i sh two-way communicat ions channels 
(horizontal and vertical) w ithin DoD, commit to 
transparent and frequent communlcatlon 
Identify skills gaps and provide technical 
training 
Act[vely manage natural attrition trends to 
reduce workforce anxiety. 

Recruit change leaders at all levels of affected 
organizations and engage user communfty 
Consider strategies for early "quick wins" and 
publicize success, including ce lebrating change 
champions 
Bui ld internal change management expertise 

23 0 
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Design and Implement a DoD Change Strategy to 
Support Core Business Process Transformation (cont.) 

Find ings: 
• 

• 

Policies, regulations, protocols and 
politics, often control led by 
external stakeholders and difficult 
to influence, can represent barriers 
to trans-DoD change efforts 

But- there are some examples of 
successful large- scale change 
programs in the public sector and 
the government- e.g., Internal 
Revenue Service, Business Systems 
Modernization 

Recommendations: 
• 

• 

• 

• 

• 

24 

Revital ize training in LEAN/ Six Sigma and 
other efficiency improvement techniques 
across core business processes 
Identify policies, practices and artificial 
constraints that handicap mission-critical 
improvements and develop influencing 
strategies to revise them 
Reset critical third-party relationships, 
including unions and suppliers, based on 
transparency, shared purpose, 
collaboration 
Create a detailed stakeholder map of 
external stakeholders and develop 
specific strategies for each to 
communicate, educate and influence as 
appropriate 
Identify DoD change management 
successes and use as case studies to 
describe critical success factors and 
integrate them into CBP Transformation 
plan 

0 
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• Fundamental redesign of core business processes - What is the ideal future state7 

• Committed and visible leadership 

• Powerful vision statemen~ 

• Bold Core Business Process Transformation Change plan* 

• Clear targets, objectives and metrics 

• Oynam'ic two-way communication strategy with workforce and critical stakeholders 

• Implementation of early retirement program* 

• Incentives to retain critical talent during transition 

• Focus on quick wins 

• Acceleration of existing efficiency projects 

• Organizational restructuring that creates permanent efficiencies" 

• Strategies to break through internal and external obstacles 

~ See OBB Rc:port F¥ 14-01, '"'lmpJr me.nting Best Practice..s for Major Business Processes in thE DOD," pp,_ 61- 69 for 
'Hurna.n Capital Management ' 

25 Q 
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Rapid mobilization grounded in change management strategy 
in FY15 required to achieve the FY16 moderate scenario 

I 
Contract Optimization: - ~~B Value in FY16 

Feb- Mar 'lS Apr - Dec 'lS "-

Stand up and 
train team~ 

Stand up and 
train team 

Confirm leadership 
and governance 

structure 

• Assign OEXCOM, OBC 
accountabilities 

• Appoint project management 
office 

Prioritize bigh 
value contracts 

Design initiatives 

Deploy 
Optimization 

toolkit 

Rapidly deploy 
productivity 
init iatives 

Structure- critical to achieve 

Create vision and 
transforr!1ation 

strategy 

Assign targets and 
accountability 

• Business case and vision confirmed • Assig1 accountability for 
• Project scope me tries and .specific targets and 

milestones agreed and outcomes 
communicated • Assess required skills and fill 

• Stakeholder maps created gaps with training and 
• PolicyJpranice obstacles identified additional expens 

and change plans agreed • Create partnersh.ips for 
• Incorporate lessons teamed from execution .and influencing 

prior successes strategies 

26 

Renegotiate 
contracts and 
tr aclc. savings 

~ Align workforu: 
planning and 
track savings 

Deploy 
communications and 

engagement 
strategies 

• Establish and begin 
communications strategy 

• Create two~ way communications 
channels in DoD 

• Identify and engage. change 
champions 

• Create or revitalize performance/ 
management and incentive f 
tools 

0 
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Moderate savings scenario of $125 billion over 5 years 
could fund the below activities for 5 full years 

50 Army 
Brigades 

ft'jjft'j~~ 
~rrft'· ~tt 
ftttt~tt 
tttt~tt 
tttt~·tt 
rtrr~tt 
ft' jj~·ttt 
j 

OR 
10 Navy Carrier 

Strike Group 
Deployments 

.! 

.! 

... 

... 

... 

... 

... 

... 

.! 

. ! 

)OlHn <., (.Aj'l Henry J H-tnr:ln.ll, USN, ·,At Wlt.<lt tost" <.:;~ rr!,rt: CN"-5, ~ilfdl' ZOU Army for« ~il'l~ gll:mll:nt 
~viSiM1 -mrl .'>di!:O.:.~I) A(q~ISI!IM Re(l!"l(t 201~ 
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OR 83 Air Force 
F-35 fighter Wings 

... ._._,.._ 

......... ._ ... ...... ._ .. .... .. ...._._,.._ 

... ......... 
-= l Arrny Bngade Combat 
Team 
(---413 25 sold iersJ 

x4 

~ = I Air Farce Wing (Ops Group 
onlvJ 

• 
(-3& aircralt) 

= :l Carrier Strike Group 
(t carrier t air wing. 1 anack 
sub, 5 .surface. combatants) 
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COMPLETE STUDY WITH FINDINGS AND 
RECOMMENDATIONS 

PROVIDED TO THE BOARD ON JANUARY 22, 2015 
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Agenda and Task Group Members 

• Task Group 
• Terms of Reference Overview 
• Approach 
• Data Analysis Core Business Processes 

- Findings and Recommendations 

• Change Management Practices 
- Findings and Recommendations 

• Appendices 

• Members 
- Ms. Roxanne Decyk (Co- Chair) 
- Mr. Kenny Klepper (Co-Chair) 
- Mr. Philip "Phil" Odeen 
- Mr. Emil Michael 
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• We are spending a lot more money than we thought 

• We can see a clear path to saving over $125 bill ion in the 
next five years 

• The greatest contributors to the savings are early 
retirements and reducing services from contractors 

• Early mobilization is the single biggest lever . . . Every 
billion saved in 2016 is worth 5 billion FY16-FY20 due to 
the compounding effect 

• Retaining institutional knowledge (keeping the "masters") 
within the organization is important. We propose granting 
"retention bonuses" in 2016 and 2017 to these key players 
as a powerful enabler 

• Significant legacy technology obsolescence must be 
addressed to achieve agility and innovation going forward 

3 0 
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Provide Recommendations for: 

• Modernizing our business processes and supporting systems 

• Creating an agile enterprise shared services organization 

• Leveraging industry best practices 

• Consolidating IT " utilities" into a shared service 

• Conceptual roadmap for staged modernization of an OSD 
principal staff assistant organization 

• Enterprise cash flow model for business process economic and 
performance optimization 

• Enterprise organizational structures to accelerate innovation and 
agi li ty to end user communities 

• Leveraging previous study recommendations 

4 
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• Reviewed relevant literature and past DoD studies and reports 

• Created a baseline of DoD labor costs across the six core lines 
of business and conducted analysis of the data 

• Interviewed 85+ private industry and current/recent DoD senior 
military and civilian leaders on business process redesign and 
enterprise archl tecture 

• Researched "best business practices" - private sector, academia, 
think tanks, DoD, and Federal agencies 

• Make actionable recommendations per Tasking from Deputy 
Secretary of Defense (DEPSECDEF) 

5 0 
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Totals (workforce I cost) 

$4.98 

$1.68 

s 1.18 

Sl4.88 

H2.28 

$8.88 

l37k 

143.48 

$2.18 

$0.58 

$1.48 

$10.18 

$8.58 

$4.28 

216k 

S26.8B 

$3.18 

$0.78 

$ 1.18 

Sl6.98 

Sl2.98 

$8.38 

345k 

S43.2B 

$1.38 

$1.38 

$1.88 

$4.28 

$1.98 

116k 

S20.6B 
LOBk baseline workforce 

S 1348 baseli ne cost 

Note: Fulty burdened rate for CIVPERS and MILPERS based on CIVPERS Fringe Benefits Rates & Service Composite Rates. fndudes active 
military personnel onlv. Numbers may not add due to rounding 
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Industry "Best Practices" 
Productivity Gains 

Industries with the most rapid change in output 
Per Hour, 2000-2010 

Wireless communica tions carriers (except sat~ll itel 

Computer and peripheral equipment manufacturing 

Electronics Jnd appliance stores 
Commerciat equipment merchant wholesaler! 

Employment placement agencies 

Electronic_ shopping and mail-order hous es 'iiiiiiiiiiiiiiiiiii' 
Semiconductor and other electronic component. manufacturiR p __ _ 
Travel arrangement and rese cvation services 
Other transportation equipment manufacturing 

Photoftnishing 

Manu facturing and reproducing magnetic and optical media 
Drugs and d ruggists' sundries merchant wholesalers 
Officer supplies , .stationary, and gift stores 

Video ta pe and disc rental 
Electri cal and electronic goods merchant wholesalers 

Fabric mills 
Lawn and garden equipment and supplies stores 

Cable and other subscription programllling 
Iron and steel mills and ferroalloy manufacturing 
Motor vehicles manufacturing 

SOUR a : U.S. Bureau of labor Statistic..s 

Private sector 
assumes annual 
productivity gain 
driven by 
technology, 
processes 
improvement and 
innovation 

' ' ' 0 5 10 15 20 
Labor productivity 

8 
(ave rage annual percent change) 
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4-8% annual productivity gain 
for DoD is a realistic goal 

Cumulative savings over FY16-20 

'I Billions, CumulatiVe ~avtngs 

( 

I 
( 

0 / 

60 

No 3% 
gain gain 

75 

4% 
gain 

5% 
gain 

125 

i% 
gain 

150 I 

8% 
gain 

180 

10% 
gain 

Annual productivi ty gain from FY16- 20 

9 

• The potential savings 
implies a productivity 
gain of 4-8% per year 
over FY1 6- 20 

• Private sector industries 
commonly show similar 
gains as part of 
'business as usual' 

• A portion ( <10%) of the 
gains can be reinvested 
to modernize the 
department and fund 
warfighter needs 

0 
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Where the Base Case Savings Are 

FYlG-20 Expenditures/Workforce & Savings by Category 
$ Billions 

CIVPERS 207 1231 

CTR Svcs 170 1206 

MILPERS 143 1143 

CTR Goods 45 155 

IT 

Total 595 670 

10 

%Total $ & FTE 
Savings 

0 
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Savings by Lever- Base Case 
EstJmated Jlnnual Savmgs (1J3) Total y., sav lnus 
2016 2011 2018 2019 2020 

Coraac~ 3 'I 10 13 13 m 18% 
Rell'emem 1 2 J c 4 4 6% 
Attrition 1 1 2 '2 3 s 4% 
rr o o 1 1 , s 14% 

Total I 5 11 17 21 22 I lEI I f% 
% gavtngs from F Y14 3% 8% 12~ 15% 16% 

% productf\lfty ~Jain 5% 4~ J% 1'1& 

Savings by Lever .. Moderate 
EslJm9ted Annual Savmgs (W) 
2016 20H 2018 2019 

!2!!! •/. sav lnos 
2020 

Conlrecls. $ ,o 16 lts 
Rell.'E(l)el'l1 ;j 4 4 5 
AWIIIOil l.! :) ~ ij 

rr :.! ~22 ~[ill 
2"" 

23 "'" 23 ""' • 2.'}" 

Total I 12 20 2? 31 36 I ua 19'% 
~{, U YknQS from F Y14 .9% 15'% 20'4 23% .<1% 
~{,productivity gain s~~ sv~ 3% l % 

Savings by Lever .. Aggressive 
EsJJmated AlifiUiJI Sawngs ($.8) Total Y. savhl ttS 
2016 20H '2018 2019 2020 

COTISCIS. t3 13 16 2 1 26 rn 3-.~ 
Rebternenl -5 5 s 6 1 9 1 ~ 
AWlllon 2 3 5 6 1 3 4'% 
iT 2 Z 2 1 1 8 25" 

Tousl I 21 23 28 35 .42 I ll'!J 12'$:1. 
% savb'tgs from FY14 '/6% f 7% 21% 26'% .: r% 
% productiv~ Qaln 2' ~~ 3.% 5% ~% 

11 

• Implies an initial 3% Year 1 savings 
and annual productivity gain ranging 
from 1%- 5% over time 

Mod est 5% savings in contracte.d spend 
100% backfilled personnel at lower GS 
levels 

• Implies an initial 9% Year 1 savings 
and annual productivity gain ranging 
from 3%- 5% over time 

10% Year 1 savings in contracted spend 
Modest early retirement adoption 
limi ted backfil l of ret i rements and 
att rit ion 

• Impl ies an initial 16% Year 1 savings 
and annual productivity gain ranging 
from 2%- 5% over time 

Asplrational25% Year 1 savings in 
contracted spend 
Greater adopt ion of early retJreme~t 
limi ted backfill at lower G5 levels 
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Moderate savings scenario of $125 bill ion ove r 5 years 
could fund the below activities for 5 full years 

50 Army 
Brigades 

tttttt~ 
ttttttt 
tttt~tt 
ttttttt 
ttttttt 
ttttttt 
ttttttt 
t 

OR 
10 Navy Carrier 

Strike Group 
Deployments 

» 
•• 
•• 
•• 
•• 
•• 
•• 
•• 
•• 
•• 

Sotuce$· ( AI>'I Henry J, Htndn.c, \I!H-41 "Al V/h.lt ('ost <l C;.ni•H~ • CNA.S, M~rdl 2:0 U · Anny kHU M;m~g.,n-."nt 
OM,+on; ollid S<Hec~~ ACQI.l!S\I!on aer on t.Oll 

12 

OR 
83 Ai r Force 

F-3 5 Fighte r Wings ,.._._._ ... ,.._._._ ... 
,.._,.._,.._,.._ ,.._._._ ... ._ ... ._ ... 
,.._,.._,.._,.._ 

ft' -= 1 Army Brigade Combat 
Team 
(- 4,32 5 sold iers) 

x4 

~ 
=- 1 Air Force Wing (Ops Group 
onlyl 
(·36 aircraft) 
= 1 Carrier Strike Group 

..... __ (1 carrier + air wing, 1 .attack 
sub, S surfate combatant s) 

0 
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Rapid mobilization in FY15 required to 
achieve the FY16 moderate scenario 

Contract Optimization:- $5B Value in FY16 
------ Feb- Mar '15 ------+- ----- Apr- Dec '15 ----~ 

Stand up and 
train teams 

Establish cross-DoD 
teams for each 
process and build 
the playbooks for 
the methodology 

Prioritize high
value contracts 

Identify ;hortl is t of 
contracts for 
optimiz<tion effort 
and defi1e high
priority categories 

Deploy 
Optimization 

toolkit 

Optimize large contracts 
in each major category 
- Bottom-up cost model 
- Modify requirements 
- Price vs . bench marks 

Renegotiate 
contracts and 
track savings 

Renegotiate contracts , 
track savings, and scale 
methodology to smaller 
contracts 

Workforce Productivity: - $5B Value in FY16 

------ Feb- Mar '15 -----~ 

Stand up and 
train team 

Establish cross
DoD teams for 
productivity 
improvement 
initiatives 

Design 
initiatives 

Develop targeted 
productivi ty in itiatives 
(e .g., workload 
rationalization, spans 
and layers) 

----- Apr - Dec '15 ----~ 

Rapidly deploy 
productivity 
initiatives 

Deploy productivity 
ini tiatives in high
priority processes, 
activities, and 
organizations 

13 

Align workforce 
planning and 
track savings 

Create workforce 
optimization strategy 
aligned to changes in 
productivity (e.g., early 
retirements) 

0 
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Contract Optimization -Team Options 

i:I;13Mt\14u!M 

h!J!Dijfi#)~bhh£1§rH§s1L 

Supply Chain & Logistics 

Full - time teams Part - time support 
(example) ~ 

Program 
~ategory ~ ~ ~ ~ ~ ,./ Managers 

/ 

Category B ~ ~ ~ ~ ~ / /// _ __, . ~ffl~~~5ct 
~ategory ~ ~ ~ ~ ~- __ .... ----~- A 
Category ~ ~ ~ ~ ~-,·--• ...____ • Functional 
0 ' · ..... sponsors 

Category E ~ ~ ~ ~ ~ '·-..,, .... 

• Each process would have a full - time A o~·;,~~· ~nd 
Contract Opt imization team for the 4'" Estate 

Top 5 contract categories 
Stakeholder s 

• Each team would analyze and 
renegotiate the top 20-50 contracts • Teams would leverage 
in each category over next 9 months part time experts 

• Each team would have 4-5 people (e.g., p rogram 

from Military Depts and 4"' Estate managers, contract 

• Up to - 150 full time FTE involved officers) across the 

and allocated based on size o f DoD for experti se in 

category spend across six processes 
each category 

14 0 
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Prioritize 
contracts 

Stand up 
teams 

Create prioritized set of contracts based on size, 
complexity and conuact terms 

Create full-time teams to implement effort 
Ensure resou rces span f unctions and cross-DoD 
organizations (e.g., Military Depts and 41" Estate) 

Pilot Contract 
Optimization program 
and train teams 

Pilot the methodology in 3-5 contracts in each category 
Create playbooks, templates, tools, and models 

Full-time teams would implement 
the methodology cross the high
priority contracts 

• Conduct intensive training program for full-time teams 

Implement contract optimization program 
across Top 100+ contracts in each business 
process 

Begin to renegotiate or take other 
actions to capture value {e.g., 
cancel or re-bascline contracts) 

Validate savings and 
begin renegotiating 
contracts 

15 0 
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Cumulative savings by process, $8 Recommendations 

1 Contract Spend Optimization 
• Optimize contracts 
• Adhere to requirements best 

I 
I practices 

-3 • Rational ize unneeded demand 
I 

2 I l abor Optimization* 
l • Normalize t he labor pyramid through 

3-5 reti rements and attri tion 
I • Optimize CIV/ CTR/ MIL mix 

• Spans and layers 

3 IT Modernization 
• Appl ication rationalization 
• Data center consolidation and 

managed services 
• Deploy enterprise reference 

architecture 

4 Business Process Re-engineering 
• Set up ce ntral ized Agility and 

Innovation Center s 
• Automate and accelerate manual 

processes 

Note: These savings assumptions art net of any refnveslments estimates (> 10%) 
* Se·e DBB Report FY 14-01. "Implementing Best Ftactices for Major Business Processes in the DOD." pp. 61-69 for 'Human Capital 
Management - Staffing. Layers, and Spans of Control' 
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Baseline Findings 

HR 

. .-.-~ . ' 
Health 

Finance 

AcqUisnoon 

.,...------~-1: 

l ogos tics 

... ---~ _..._ -. 
Property 

Each process has different 
levers for optimization 

• CTR services 

0 CTR goods 

• Civspend 

0 Milspend 

0 IT Spend 

100% = 

11 

4 

s 

8 

S2 

Recommendations vary by 
process 

Short; Med term - 12- 24 months 

1 Optimize contract spend S 
- 6S% of Real Property spend 
- 4S% of Acquisit ion and 

Procurement 
- Key lever across all processes 

2 labor Footprint Optimization 
- - 73% Financial Flow spend* 
- - 65% Logistics spend• 
- -S3% of Acquisi tion and 

Procurement spend 
- -62% of HR spend• 

3 Modernize IT 
- 22% of healthcare spend 
- 16% of HR spend 

long term - 3 + years 

4 Business process transformation 
- Highest impact in HR, Financial 

Flow and Acquisit ion/ 
Procurement 

t- See 088 Report FY14~01, "Implementing Best Practices for Major Business Processes in the 000," for finaoce, logistics, and Human Q 
Capital 17 
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Potential $46- 89 billion in productivity gains 
from Contract Spend Optimization FY16-20 

Baseline Findings 
100% = 587 134 

Contracted 1-::-Tr:% Services 
And Goods 

I k 
Personnel and 
Other Spend I 47% I I 61% 

2014 Six Core 
Budget Processes 

Over SO% of 
the DoD 
annual budget 
and 39% of 
the six 
proC€!sses is 
spend on 
Contracted 
Services and 
Goods 

Baseline contract spend breakdown* 
Annual Value 

> S2SOM 

SJOOM - H50M 

S50M - S JOOM 

SZSM - SSOM 

5JOM - SZSM 

SSM - H OM 

< SSM 

S78 

- 1% of 
contracts 
represents 
65% of the 
annual 
contracted 
spend 

5178 

Best practices and recommendation s 

• 10- 2 5% savings on contract spend from 
Contracts OptimJzation of targeted categories 
spend to capture value. levers inclu de: 
- More rigorous vendor negotiations 
- Aggregating spend to gain economies of scale 

Reducing contract fragmentation 
- Increase productivity from labor contracts 
- Rationalize demand (eliminate unneeded 

spend) 
- Modified requirements (e.g ., el iminate "gold 

plating") 

Top contract categories 
Engineering 

Annual Value 

Technical Services I 56.18 
Program Management 
Suppon Services I $4 .88 
Other Professional 
Suppon Services 153.08 
Logistics 
Suppon Services I S2.9B 
Facilities operations 
Support Services 

Top 5 
categories 
represents 
nearly 45% 
of contract 
spend 

* Source: DoD Office or the Oeoutv Chief Management Officer. Jan 16, 2015. 
18 



65

$23-53 billion in productivity gains can be 
absorbed through retirement & attrition FY16-20 

Base line Findings (II people in thousands) 

100% = 2,672 1,014 

CTR 634 
I 

26E 
--

CIV 718 
448 

' ' ' 
MIL I 1,320 

29E 

Total DoD Six Processes 

% Retirement eligible over next 5 years 
• Eligible now • El igible in 1 yr D Eligible in 2- 5 yrs 

HR 26 
Health 2 ~ 
Finance . 32 

Logistics i2~27 

Acquisit ions 14 33 
Property 13::::t 33 

"' DoD averag@ = 29% 

Best practices and recommendations: 
• 8- 13% annual savings from Optimizing the 

Government Labor Footprint. Levers include: 
- Opt imize the labor pyramid for each process 
- Evaluate organizational structures and re move 

unnecessary or excessive layers and increase 
spans* 

- Review organizat ional structures to identi fy and 
reduce areas of complex ity and redundancy 

- Review and opt im ize civilian-contractor mix (e.g., 
could be increasing USG staffing and reducing 
CTR staff} 

- As core processes redesigned, mi litary personnel 
freed up for other purposes 

Impact of managed attrition 
000 HC IJ RPM 

11 600 
• FF 

8 HR 

C Proc 

8 Log 

$ 50+ b ill ion in 
total savings by 
manag ing 
retirements and 
attrition with 
limited backfill 

11 400 

11 200 

II 0 
1 4 S 6 Year 2 3 

• See 088 Report FY L4-0l. "Implementing Best Practices for M,Yor Business Processes in the 000." pp. 61-69 tor 'Staffing. l avers. and Q 
Spans of Control' 19 
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$5-9 billion in potential productivity 
gains from IT Optimization FY16-20 

Baseline Findings 
31 

• tndude:d tn :he s•x o:or.. pre~oeceu~ 

IT Resource s 

Defense Business 
Sys tems 
IT Networks 

IT Infrastructu re 

8 

H 

(in $billions) 

IT represents 
5% of th~ 
overall DoD 
business and 
touches every 
aspect of the 
Warfighter 

IT Spend in the Six Core Functions 
% 
• 

• 

Dev and Modernization 
Insufficient $ · 
dedicated to 
modernizing and 
automating the 
business processes 
$ spent not used 
effectively and not 
delivering successful 
implementations 

80 
~Opsand 

Maintenance 

Best practices and recommendations: 
• 15- 40%+ improvement in IT productivity and 

effectiveness. Levers include: 
- 15-25% savings from appl ication rationalization 

and consolidation 
30%+ savings in strengthening investment cases. 
prioritiz ing requiremen ts and el iminating low
ROI prog rams 
25 -40% savings from increasing productivity of 
IT re sources through lean and process redesign 
20-30% long-term savings through data center 
consolidation and cloud migration for targeted 
workloads 

Cost Overage from 8 DoD ERP systems 
S Bill ion 

$15.2B 

$7.2B 

Basel ine Cost Cost Overage Current Total 

20 [) 
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Accelerate IT Network and Data Center 
consolidation with Shared Services 

Findings: Recommendation s: 
• Current organization separates IT • Establ ish Information Technology Core 

and business staff into different Services as a shared-services 
reporting structures organization 

• IT staff are independent entit ies • Provide cloud provisioning and data 
spread across the agencies with pools to Innovat ion and Agility Support 
inconsistent standards. quality, Services and Action Centers using self -
security and strategies. and often service 
lack t ransparency 

• Manage large data pools, mastering key 
• Capital constraints often make basic data records, and provide big data 

improvements unachievable. analytics and predictive insights across 
Increasingly expensive to maintain al l enterprise business processes 
and secure legacy systems" 

• Use commercial business models to set 
• Industry resource pool to ;upport targets and manage expectations 

legacy code is diminishing (new tech - Establish and track metrics to ensure 
graduates don't want to be COBOL compliance with intended goals 
programmers) - Track savings and allow relocations to 

fund additional modernizat ion efforts• 

• See OBB Report FY12-0l, MOoD Information Technology Modernization: A Recommended Approach to Data Center Consolidation and 
Cloud Computing" 

21 
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Consolidate print services and 
eliminate/ automate forms 

Findings: Recommendations: 

• Unmanaged and costly office • Move to Managed Print Services -
output environment (copy/fax/ 20-30% savings opportunity [1] 
print) 

• Consolidate to print management - Low device to employee ratio; 
center of excellence with savings (1:1, 1:2) 
guarantees (25- 50%) 

• Decentralized/unmanaged print 
acquisition across many vendors • Establish composition and 

document management center of 
• Multiple sub- optimized mternal excellence internally or outsource to 

mail and print facilities trusted partner 

• Inconsistent records management • Exploit plummetjng cost of digital 
policies for retention/destruction storage: 
compliance - Migrate from paper to digital a rch ive; 

Reduce I eliminate massive manual 
- Scan to searchable pd fs 

• 
forms use that are the result of - Update paper and electronic destructlon 

policy and capabilities 
poor systems and process 
automation 

-----·-·---

22 0 
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Reduce risk - concentrate skills with 
legacy Migration Shared Services 

Findings: Recommendations: 
• Considerable business process and . Establish legacy migration production li nes 

app lication obsolescence as a shared service. Build competency 

Incons istent performance metrics and 
CeJlters and best pract ices to dramatically 

• reduce risk and accelerate change 
reporting 

• Adopt a "coexistence" strategy of old with 
• Poor operational, tech nical and financial new data to enable a "run the business while 

t ransparency you change the business" approach, 

Substantial waste due to lack of 
Exis ting systems remain intact and grad ually 

• decommissioned as legacy data migrates to 
standard ization and territonal isola tion a new platform to be virtuali zed and 

Sil oed data resu lts in conflicting 
enhanced 

• 
analyt ical views; no single-point- of- • Adopt a modern adaptive enterprise 
truth for data arch itecture to provide the tools for 

Pockets of excellence exist where new 
dramatically accelerated and lower cost 

• business process modernization (see slide 
technologies have been successfully 26) 
deployed • Adopt a Mult i- cloud architecture for ultra 

• Past implementation fail ures of la rge- scale interfacing through a single, open 
scale technology projects is a resistance source cloud foundry foundation, supported 
mu ltiplier to major change projects by a single DoD enterprise data architecture 

23 0 
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Findings: 
• Defense Agencies and m ilitary 

departments (Mili tary Depts) have 
demonstrated "pockets of exce llence" 
which need to be leveraged 

• Few personnel are cu rrently qualified 
for p rocess redesign ; have limited 
tools 

Training programs need to be 
expanded and accelerated 

• Historically, successful redesign has 
required more effort and longer than 
expected t ime frames and has been 
"tribal" in nature 

• Substantial business process sub
optimization. Lack of inter-Service 
and Agency collaboration Is a major 
obstacle to high per formance 
modernization 

• Capitol Hill consti tuency and 
regulations are cri tical design 
component$ 

Recommendations: 
• Establish Business Process Application Factory as. a 

shared service. Build competency centers and best 
pract ices to dramatically reduce risk and accelerate 
change 

• Create business "Process Champions" fo r each enterprise 
business proces s with responsibil ity for end to end 
performance , prioritization and productivi ty 

• Focus on the 80 /20. Each enterprise business process ts 
compris ed of many sob processes. Prioritize these sub 
processes for redesign by opportunity 

• Establish "bold goals," i.e. SO% reduction in cycle time, 
30% improvement in productivity, and multi year plans. 
Don't think incrementally, adopt big ideas 

• Create hybrid bus iness process innovation and agility 
centers staffed w.ith business and technology domain 
experts, with Defense Business Council (DBC) oversight 

Es tablish DBC Innovation and Agil ity "Academy" to 
accelerate business process redesign skills development 

Align wnat gets recognized. reinforced, and rewarded 
with the business process performance i mprovement 
goals 

24 0 



71

V
I 

V
I 

Ill 
>

 
... 

..... 
0 

0 
......... 
0

.. 
... 

V
I 

IU
 

Vl
u... 

Ill 
a. 

c: 
·-

a. 
V

I<
( 

:
l 

a
l 

C
: 

V
I 

0 
Ill 

... 
c: 

"' ·-
......... 
. !!!> 

c: 
:2-2 
>

 
... 

... 
:
l 

..,-c 
b

l)
0

 
Ill 

..... 
_,

o.. 

I 

0 ::?: 
u 0 

0 
0 

A
 

0 "' N 



72

- pp Store 
.. o~l Web 

Extended ] 
Enterprise 

1 

' -
Busi11e~s P_rocess_ ~pplicatiol1 Fram~~o!~ 
--- -- -- -- - ~- ·-- - -=--- -

Big Data Analytics & Predictive Models -·- - - -_..__.. -~ .. _ ~ .. -- - ... 

Enterprise 
Data Model 

Master Data 
Management 

legacy Data 
Models 

legacy 
Synchronization 

Management 

DoD Enterprise Architecture 
Published to Federated 

Cloud Deployments 

Mulliple Cloud Providers 
North America 

CLOUD 
FOUNDRY • ~Mini""'IW.,.,.~,,.;;, 

Multiple Cloud Providers 
Europe 
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Innovation must be supported by culture change 

• Technical solutions are an enabl ing tool for more efficient, 
effective and streamlined business processes but will not, by 
themselves, ach ieve the savings and process improvements 
envisioned 

• Even in the private sector, only about 17% of fundamental change 
projects deliver their full potential [2] 

• Large organization change experience over decades confirms 
that success is highly correlated to a few critical project 
dimensions: 
- Strong, consistent top leadership 
- Clear vision, aligned with strategy and widely communicated 
- Effective governance structure with clear decision-making authority 
- Defined accountability at all levels with reward and enforcement 

mechanisms 
- Engaged workforce and supportive stakeholders 

27 
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Best Practices in Change Management Starts 
with Strong Leadership & Clear Governance 

Strong Leadership and Governance Structure 

• Leadership at the highest level, actively and visibly engaged is key 

• Leader needs small team of highly competent advisors in change 
management, human resources, communications and stakeholder 
management available throughout the project 

• Senior "business" leaders as well as funct ional leaders form the governance 
committee 

• Strong project manager reports directly to highest leader 

• High level comm ittee or council appointed with relevant senior "business" 
and functional leaders 

• Priority accountability for all members - no deputies or substitutes 

• Clear accountability for decisions, widely understood decision- making and 
dispute resolution ru les 

• Adequate resources (budget and expertise) to support change 

• Full-t ime, experienced project manager with widely- recognized authority 

28 
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Clear Vision & Defined Accountability are Key 

Clear Vision 
• Leader crafts the vision for change, aligned with organization's strategy and 

supported by a powerful case for change 

• Vision is widely, frequently and consistently communicated 

• Need to communicate with external stakeholders is recognized; the vision and case 
for change is communicated clearly and frequently to critical external stakeholders 

Defined Accountability 
• What gets measured gets done; leadership defines key metrics and milestones 

• Accountability should be defined at all levels of execution. Key internal 
stakeholders must clearly understand their responsibilities 

• Change champions throughout organization identified and supported 

• Early successes are celebrated and rewarded 

• Individuals resisting change are identified early and addressed swiftly and 
consistently 

• Pay for performance tools actively applied 

29 0 
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Success depends on an engaged workforce 
and collaboration with stakeholders 

Engaged Workforce and Stakeholders 
• Key external stakeholders identified, mapped and engaged as 

appropriate through communicat ion, collaboration and partnership 

• Communications with affected workforce and stakeholders is frequent, 
consistent and two- way - leadership listens and responds to feedback 

• Transparency is critical - project metrics and milestones, decision ru les, 
progress, reward and enforcement structure 

• BeneAts to user community - "what's in it for me" - and recognition of 
the employee experience - "em ployee-focused" - are a priority and are 
made explicit 

• User community actively engaged in redesigning work practices in 
collaboration with re levant functional and technical colleagues 

• Successes are rewarded and celebrated. Champions are recogn ized 

• Impact of communications is measured, qualitatively and quantitatively, 
to test if messages ;'are sticking" 

30 0 
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Design and Implement a DoD Change Strategy to 
Support Core Business Process Transformation 

Findings: Recommendations: 
• Consistent, committed, visible • The DEPSECDEF a'ld Service Under 

leadership, the sine qua non for driving Secretaries com mil to continued visible 
successful change is challenging in the and powerful role leading transformation" 
DoD environment. Sustained leadership Consider altering tenure policy for key 
of change is very d ifferent f rom private project leaders 
sector given the short tenure of both • The top governance structure is 
civilian and mi litary top leaders confirmed. Roles, authorities and 

• A trans- DoD strategy and vision for accountabil ities are established and wide ly 
change is extremely difficult in an communicated (see slide 32) 
environment of subcultures among • Business case is clearly articulated, and 
Military Depts and defense agencies project scope, objectives, metrics and 

• Governance structures are diffused, timetab le are established, communicated 
clear decision-making authority is often and reinforced 
fragmented or non-transparent • Leadership identifies and retains 

• Despite decades of change programs, appropriate change management experts . 
including some notable success. DoD internally and externally, to support 
has no institutionalized agenda or organizational effectiveness, 
process for change management communications, external relations 

• See DBB Report FYll- 01, "A Culture of 
Savings: Implementing Behavioral Change 
in DoD" 

--
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Possible Core Business Process 
Transformation Governance Structure 

SECDEF 

DEXCOM i--- DEPSECDEF VCJCS Highest governing body: 
dtspute resolution 

Senior Leader 

I I 

Under Secretaries of -- DCMO/CIO 
.,. __ Under Secretaries of 

the Military Depts Defense 

--------
DBC 

Overall projeci oversight, including 
goals, milestones. metncs --- --- Designated Project 

Manager & Team" 

*" See 0 88 Report FYll- 01, ·A Culture of Savings: Implementing Behavioral Change in DoD; Appendix A, p. 38 for 
'Change Program Office Resource Model' 
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Design and Implement a DoD Change Strategy to 
Support Core Business Process Transformation (cont.) 

Findings: Recommendations: 
• There are few performance • Identify performance management policies least 

measures and performance support ive of change objectives and develop 
management practices in general strategies to improve them. Set goals and targets 
use and they are inconsistent for affected populations and active ly use existing 
across civilian and mi li tary incentive programs to reward success 
workforces • Defuse negative perceptions of change by focusing 

• Legacy of partially successful and on user/ employee experience . 
unsuccessful programs, together • Establish two- way communications channels 
with lack of wide recognit ion of (horizontal and vertical) within DoD, commit to 
successful proj ect s, has created a transparent and frequen t communication 
cyn ical and change- resistant 
culture • Identify skills gaps and provide technical t raining 

Experienced and t rained experts in • Active ly manage natural attrition trends to reduce • 
crit ical change components- work force anxiety. 
organizational dynamics, • Recruit change leaders at all levels of affected 
communications, stakeholder organizations and engage user community 
mapping, strategic external • Consider st rateg ies for early "quick wins" and 
relations- in short supply fo r publicize success, including ce lebrating change 
major change efforts champions 

• Build internal change management expertise 
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Design and Implement a DoD Change Strategy to 
Support Core Business Process Transformation (cont.) 

Findings: 
• Policies, regulations, protocols and 

politics, often controlled by external 
stakeholders and diffi cult to 
influence, can represent barriers to 
t rans - DoD change efforts 

• But- there are some examples of 
successful large-scale change 
programs in the public sector and the 
government- e.g., Internal Revenue 
Service, Business Systems 
Modernization 

Recommendations: 
• Revitalize training in LEAN/Six Sigma and 

other effic iency improvement techniques 
across core business processes 

• Identify policies, practices and artificial 
constraints that handicap mission-critical 
improvements and develop intluencing 
strategies to revise them 

• Reset crit ical third- party re lationships, 
including unions and suppliers, based on 
transparency, shared purpose, co llaboration 

• Create a detailed stakeholder map of 
external stakeholders and develop specific 
strategies for each to communicate, educate 
and influence as appropriate 

• Identify DoD change management successes 
and use as case studies to describe critical 
success factors and integrate them into CBP 
Transformation plan 
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• Fundamental redesign of core business processes - what is the ideal future state? 

• Committed and visible leadership 

• Powerful vision statement 

• Bold Core Business Process Transformation Change plan* 

• Clear targets, objectives and metrics 

• Dynamic two-way communication strategy with workforce and critical stakeholders 

• Implementation of early retirement program* 

• Incentives to retain critical talent during transition 

• Focus on quick wins 

• Acceleration of existing efficiency proj ects 

• Organizational restructuring that creates permanent efficiencies* 

'* See OBB Report FY 14 ..,01, ''Implementing Best Practices for Major BuS'iness Processes in the DOD/' pp. 6 1-69 for 
'Human Capital Management ' 
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• Strategies to address identified obstacles, including: 
- Internal practices and policies 

- Supervisor training 

- Use of performance management tools and incentives 

- Bet ter communication channels across the Military Depts 

- External regulations , Congressional and Administrative practices 
and policies, long- standing relationships 

- lltle 10 - re- interpretHion to reduce stove- piping and inefficiencies across Military Depts 

- Tenure of senior leaders - large-scale change requires S-7 years of consistent top 
leadership 

- OPM regulations - address constraints on civilian workforce management 

- Longstanding relationships with core business process system suppliers who are key 
Congressional constituents - needs of the Depart ment must come before parochial 
interests 
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Rapid adoption of these recommendations will 
accelerate existing initiatives and introduce 

complementary programs that can achieve $1258+ in 
savings over 5 years - money that can be redirected to 

critical warfighter priorities 
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Business Process re-design improves 
Tools and support for the work force 

Baseline Findings 

587 

Other I 453 

Six core 
business 

Total budget 
(in ~bi ll ions) 

Logis tics & Supply Chain 
Management 
Acquisit ion & Procurement 

Real Property Management 

Human Resource Managemen 

Financial Flow Management 

Healthcare Management 

~ It L \ I'J' .. ,.... IV' 

Over 20% of 
the DoD 
budget is 
embedded in 
the six core 
business 
processes 

52 

Best practices and 
recommendations: 

• 

41 

20- 30%+ savings from End- to- End 
Business Process Transformation. 
Levers include: 
- Consolidate overlapping functions to 

leverage economies of scale and skill 
- Early retirements can make these 

reductions much easier 
- Automate processes to reduce manual 

steps and create a step- change 
improvement in cycle t ime 

- Review organizational structures and 
governance to identify areas of complexity 
and redundancy 

- Rationalize non-value added activities 
- Centralize accountabili ty and create a 

ded icated entity to track savings capture 
over time 

- Adopt enterprise document management 
as part of redesign 

0 
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Reference Architecture delivers an agile end-state 
and enables the transformation to it 

tlOIII'/ t 
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!) ·~ 
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Findings: 
• Government employee peiformance 

management policies and regulations 
are in theory mor·e restrictive than 
those for contractors 

• Regulations require civilian 
compensation be linked to 
performance. But rhts is ineffecrive 
because performance metrics are not 
wrdely adopted 

• Mili tary personnel ca.n se ldom be 
linked to per formance via 
compensation and are rewarded with 
lndtrect benefits (e.g. , decorat ions and 
promotions) 

• Departmental productivity increases 
can be rewarded t.hrough savings 
reinvestment in!O other areas of the 
department 

• lack of cash flow and staffing 
transparency for curren t processes 
tnhtbit redesign business case 
development 

Recommendations: 
• BuHd "base case" process performance metrics ; 

priorit ize areas with potentially high savings 

• Liberally use available means of recognition 
(performance. bonus, decorations, promotions) 

• Deve lop financial understanding of enterprise business 
process optimization targets and the relevant 
transactional drivers 

• Enterprise "process champ ons" lead the development of 
the bus iness case , demonstrating self fu nding of 
moderntzation through product ivity improvements 

• Deploy productivity target s to the redesign reams and 
link to compensation 

• Establish process redes ign schedule to leverage 
workforce retirement trends to absorb productivity 
gains. Consider additional mult i-year productivi ty 
bonuses to achieve this schedule 

• See DBB Report F'Yll- 01, "A Culture of Savings: 
Implementing Behavioral Change in DoD," for a more 
detailed analysis of obstacles to change and 
recommendations for achieving a cost-conscious cu ltu re 
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Case Study: IRS 
Business Systems Modernization (BMS) 

• Background 
- Goal: Develop and deliver a number of modernized tax administration and internal 

management systems and core infrastructure projects intended to replace aging business 
and tax processing systems 
Cost: Multibillion dollar effort 

- Scope: BMS is designed to 1m prove and expand services to taxpayers and create internal 
busmess efficiendes; provides more reliable and t imely financial management information 
to justify resource allocat ion decision and funding requests 

- T imeline: 
- 2007 IRS developed a high- level modernizat ion vision and st rategy to address program 

policies., procedures, and tools for deveJoping and managing project requirements; and 
Jmplememed t'he ini tial phase of several key au tomated financial management systems 

- BM5 remained on GAO's High Risk List (since 1995) due to challenges with : 
Improving processes for del ivering modernized IT svstems witllin cost and schedule estimates 

• Developing the cost and revenue information needed to support day- to-day decision making 
• Address ing Olltstanding weaknesses ir\ information security 

- Early 2011 needed to successf ully deliver BMS project Customer Account Data Engine 2 
ICADE 2) - its cornerstone tax processing project to move individual taxpayer accounts from 
weekly pr·ocessing to daily processing cycles 

Improved its software development practices using the Capability Maturity Model Integration 
{CMMI), and in September 2012, IRS reached CMMI matu ri ty level 3 

• CADE 2 named among top seven Federal IT acquisitions 

- Starting in fiscal year 2012. Congress no longer required IRS to submit an annual 
expenditure plan. Was later n~moved from the Htgh Rtsk Ust [3] 
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Case Study: IRS (cont.) 
Business Systems Modernization (BMS) 

• Why it Worked 
Leadership 

- Commissioner went to Congress to request funding .for the database. a demonstration 
of commitment to a transformation project not seen before 

- Chief Technology Officer's challenge to employees: Declared IRS would be will operate 
"now" as a Worfd Class IT organization 

- Implemented a vision and strategy 
- Collaborated with stakeholders "suppliers" to build trust 

- Invited suppliers to executive meet ings and over t ime the suppl iers began to work as 
part of the IRS organization and goals. not as competitive vendors 

- Executive meetings were focused on identifying key problems to fix and not to point 
fingers at each other 

• Lessons learned 
- Horizontal and vert ical communications a priority - internally and with external 

stakeholders 
- Style of leadership and power of the vision: senior leaders took visible 

ownership of the project and took responsibility for the outcome 
- Find a way to engage and inspire the workforce 
- Operate in a metric-driven environment: set goals and deadlines, hold to them 
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• Background 
- Goal: LOGSA wanted someone to come in and completely take over running the 

day-to-day data center, and to totally get out of doing this line of business 

- Scope: Primary requirement was access to the data when needed; 24 hours, 
seven days per week 

• Why it worked 
- Tu uverLurne resistanLe from acquisition and Lontralliny experts, LOGSA 

educated and convincingly described the benefits of outsource managed 
services 

- Outsourcing allowed LOGSA to divest from buying, owning, and maintaining the 
Hardware required to run the Logistics Information Warehouse (LIW). to include 
costs associated with hardware licenses used to manage 2 8 terabyte of data 

• Lessons learned 
- Private sector is much better at using techniques and programs on the current 

market than DoD, and quicker to adopt cutting edge concepts and applications 
provfding agility and efficiency 

47 



94

Case Study: lOGSA (cont.) 
The Value of Outsourcing 

• Lessons learned 
- Achieved 50% cost savings, monthly expenses decreased from approximately 

$2 M to $1 M" 

- Able to transform its workforce 

- Flat rate service fee, includes emergencies and associated repair costs; and 
service provider and be penalized for not fulfilling service agreement 

- Managing changes to the applications falls under the opuses of the contract, 
which the services part is routinely reviewed and updated 

i' Source: Interview with OeputyCommander, l OCSA. Dec 2014 
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Case Study: DIMHRS 
ERP Implementation and Acquisition 

• Background 
- Goal: 

- One system, one record of service for Active, Reserve and Guard personnel 
- largest commercial off the shelf (COTS) HR system and enterprise resource 

planning (ERP) implementation ever attempted 

- Cost: 
- Initial software development and deployment cost estimates from an independent 

source ranged from $380M to $1.2B [4 
- September 2003, DoD awarded a $281M contract to develop DIMHRS lSI 
- By December 2008, estimated lifecycle costs rose from $L7B to H6.1B [6] 

- Scope: 
- Rep lace 80 separate legacy systems which processed over 3.4 mill ion employees 

and ret irees [7] 
- Combine payroll and personne l functions for all four Services: Army, Navy, Air Force 

and Marines 
- Army planned to be first to implement, followed by the Air Force, Navy and Marines 
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Case Study: DIMHRS (cont.) 
ERP Implementation and Acquisition 

• Background (cont.) 
- Timeline: Began in 1998 with 10 year completion estimate 

- October 2005, the Deputy Secretary of Defense established the Business Transformation 
Agency (BTAI to assume control the DIMHRS acquisition process 

- May 2009, DoD determined DIMHRS will no longer be implemented as a total force 
capabilit y 

September 2009, decided to allow the Army, Navy, and Air Force to develop separate 
systems and fo r the Marine Corps to continue using their Marine Corps Total Force System 

- February 2010. DoD cancelled the program after 10 years and $1B {8] 

• Why it failed 
Interaction between consultants and user community - too little and too late 

Geographical location kept project team distant from user community 

Functional oversight over the development was ineffective 

Leadership d id not break down siloed mentality and set pri orities for the project. Overlapping 
and competing projects occurred simultaneously 

DlMHRS program lacked disciplined processe s that included issue re solution, decision- making, 
and communication 

Unrealistic cost estimates 

Called .1 "disaster" by Chairman of che }oinr Chiefs of Scaff ADM Michael Mullen [9] 
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Case Study: DIMHRS (cont.) 
ERP Implementation and Acquisition 

• Lessons learned 
- Leadership: Need a champion with longevity 

- Change management: Culture can be difficult to change 

- Governance: Must have transparency: silos must work together 
- Requirements: Must stabilize to stop "requirements creep'' and focus on the 

business process, not the "rules'' 

- Execution: Must have set milestones, schedules, and managed scope and 
contract costs. Hold people accountable and responsib le 

- Data conversion: Data cleansing and data mastery al lows for smooth 
interfaces and prevents "garbage-in and garbage- out" information 

- Risk management: Requires candid and frank conversations to make decjsive 
comprehensive decisions 

- Congressional oversight: Polltics. rather than technology, often sets the limits 
of what is allowed to be achieved [10) 
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Case Study: ECSS 
Business Process Reengineering & Complying with Acquisition Best Practices 

• Background 
- Goal: 

- A fu lly-integrated logistics system that would replace an unspecified number of older, 
disparate systems 

- Aimed to overhau l hundreds of computer systems to better manage global logistics and 
supply chain networks 

- Cost: $1.18 over 8 years [11) 

- Scope: 
- Business Process Reengineering (BPR) guidelines and management principles were mandated 

by several legislative and internal DoD directives and proven private sector princip les to 
ensure a successful and seamless transition from old methods to new, more efficient ways of 
doing business 

- BPR has proven effective in the private sector, allowing Fortune 500 companies to 
successfully institu te large-scale changes within their bus iness, including changes arising 
from the merger or acquisi tion of other bus inesses. Helped introduce radical innovations 
and quantum leaps into how an organization does business with the goal to operate more 
effi ciently in fu rtherance of the organization operations 

- Timeline: 
- Began in 2004 with no approved program baseJine; therefore no offi cial estimated cost 

growth. However, GAO reported that the estimated cost grew from $38 in 2008 to $5 .28 in 
their Oct 2010 report [1 2] 

- Cancelled in 2012 
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Case Study: ECSS (cont.) 
Business Process Reengineering & Complying with Acquisition Best Practices 

• Why it Failed 
- Cultural resistance to change within the Air Force - users refused to 

accommodate new ways of performing their day-to- day tasks and not willing to 
alter their existing business processes in order for ECSS to succeed [13] 

- lack of leadership to implement needed changes - no champion for the 
program within senior Air Force leade rship and lack of ownership to oversee 
implementation from inception to completion. High turnover also contributed 
to a loss of institutional knowledge [14] 

- Inadequate mitigation of identified risks at the outset of the procurement 
not mindful early on of what business processes it needed to change to 
properly implement a large commercial off- the-shelf (COTS) business system, 
costly delays could possibly have been avoided or mitigated [15] 

The Air Force lacked a clear objective and the organizational will to implement changes to 
Its internal business practices [16] 
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Case Study: ECSS (cont.) 
Business Process Reengineering & Complying with Acquisition Best Practices 

• Lessons Learned 
- Root cause of failure was lack of leadership [ 17] 
- Customizing commercial software is costly, there were over 150 modifications 

to the original contract, amounting to approximately$ 527M obligated to 
program costs [18) 

- Must stabilize program requirements 

- Multiple governance structures led to confusion and duplication 
- St.rong govern ance is also necessary for effect ive change management - keeping operat ional 

requi rements that were defined early in the program from changing excess ively (19] 

- Air Force conducted its own internal "crash report" to gain lessons learned to 
ensure not to repeat the same mistakes 
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Case Study: IBM 
The Value of Shared Services and Outsourcing 

• Background 
- Goal: Increasing performance and benefits an organization can gain through 

the use of service delivery models (SDMs) - defined as shared services. 
outsourcing or some hybrid combination [20] 

- Scope: 
- Findings from the IBM 2010 Global CFO Study, with over 1,900 participating senior 

Finance executives, support the not ion that adopting SDMs drives better value, 
scalability, efficiency and controls 121] 

- The main driver of finance function efficiency is the adoption of "common" process 
and data standards 

- Three key change enablers to address are; 
• A flexible SOM, in the form of shared services , outsourcing or a hybrfd combination 
• Enterprise process ownership, which is an essential prerequisite for transformation to 

-common" processes and data 
• A common financial system That enables and sustains "common ' processes and data 

• Why it worked 
- Benchmarking study data analysis 

- Over 3 50 part icipants quantified benefits that can be gained through the use of 
SDMs 122) 

- Experienced material improvements of as much as 100% in efficiency, and reduction 
of SO% or more in costs associated with performing finance and accounting 
operations [23] 
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Case Study: IBM (cont.) 
The Value of Shared Services and Outsourcing 

• Lessons Learned 
- The use of SDMs can be directly associated with lower process costs and higher 

t ransaction volumes across general accounting and report ing, and finance operations 

- The top quinti le median performance companies in their pet group that implemented 
a SDM are 200% more likely to achieve World Class performance, versus companies 
w ithout a shared services or outsourcing model [24] 

- Across general accounting and reporting, analys is revealed companies that used 
SDMs have median costs as much as 60% lower and efficiency improvements more 
that 40% higher [2 5] 

- Analysis of individual processes with in the finance payroll report time, revealed the 
SDM per group's total process costs are 29% lower, and personnel costs are 84% 
lower [26] 

- A SDM by itse lf is not the whole solution 

- SDMs are optimized when deployed in conjunction with two foundational 
"enablers" [27] 

- Cul tu re and discipli ne: Process and data standards. enabled by a global process owner. serve as 
·gatekeepers" to maintain common processes. The SDM design a11d implemen tat ion should be 
a compelling value proposi tion to encourage enterprise adoption of the service model , process 
standards and underlying technology platform 

Common technology: Enabling common technology across ftna1ce and operations, such as 
common accountin g and transact ion processing appl ication envoronment 
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Case Study: PepsiCo 
Change Management and Communications Strategy 

• Background 
- Goal: Transform PepsiCo's Human Capi tal Management (HCM) infrastructure and 

operating model from a decentralized to a harmonized global architecture for 
-274,000 employees covering 200 countries. "One Version of the Truth" was a key 
objective for global headcount tracking and management for full- time , part-time, 
and contract employees with fu lly enabled Workforce Analytics [28) 

- Cost: Multi-million dollar program with an expected internal rate of retum of 
25-30%* 

- Scope: Involved the fo llowing interrelated components: (1) Harmonization and re
engineering of core global HR processes, (2) With strategic partners and scalable 
BPO providers, Shared Service enablement (In- sourcing and Outsourcing) through 
systems deployment and integration of all transactional work (eg., payroll , benefits 
and core HR transactions), (3) Retirement of 80- go legacy systems and global 
deploymem of a single HR instance complete with HCM processes and tools capable 
of providing transparency and networked services and analytics. For large scale 
operations (eg., US, Canada, Russia and Mexico) SAP payrol instance was used. 
Smaller scale operations uti lized aggregated payroll BPO providers that were 
interfaced with the SAP HR infrastructure 

... Source: Interview with Executive Vice President. HR & Chief HR Otfker, PepsiCo~ Nov 2014 

57 0 



104

Case Study: PepsiCo (cont.) 
Change Management and Communications Strategy 

• Background (cont.) 
- Timeline: 

- 2008- 2010: Harmonization and re - engineering of core HR processes in US and 
Canada. SAP, Accenture and AON Hewitt (2009) contracted for a SAP HCM and 
Payroll deployment that involved an integrated end- to- end process between 
PepsiCo. AON Hewitt and other BPO providers with intent to deploy globally 

- 2011- 2013: NA SAP successfu lly deployed with a roadmap developed for ROW 
that included a global networked HR organization structure , and a cost effect ive 
service technology strategy that could be scaled as businesses mat ure 

- 2014- 2015: ROW deployment underway and on track to meet program 
milestones 

• Why it Worked 
- Strong interdependent strategic partners focused on achieving aligned 

program mi lestones and metrics. Partners early involvement in the seeping 
process is critical for program accountability and success 
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Case Study: PepsiCo (cont.) 
Change Management and Communications Strategy 

• Lessons learned 
- Leadership 

- Trans formational change must start at the top with a clear vision, end-state operating 
metrics and strong integrated funct'ional governance 

- The design, development and launch of a major program must be properly invested 
with strong leadership, appropriate internal/external talent expertise and trained 
employees capable of operating in the new environment 

- Appointment ot an intluential, d isciplined and detail oriented Program Manager (PM) 
capable of leading a multi-faceted and complex transformation program. Regular 
program reviews with senior leaders is crit ical to ensure milestones are met, provide 
support when requ ired and through their visible involvement, demonstrate to the 
organization their commitment and importance of the change. Transparency and trust 
must be fully in place to deal with the complexity and issues that will surface 

- For large scale change that involves organization restructuring and process re
engineering, utilization of an organiza tion design company can support assurance of 
both efficiency and effectiveness of the end-state 
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Case Study: PepsiCo (cont.) 
Change Management and Communications Strategy 

• Lessons learned (cont.) 
- Managing Change 

- Key questions to ask and answer 
• What is the degree of change the Leader and/ or organization is trying and 1'>1illing to make? 
• What benefit or de liverables will the change bring to the employees and organization? 

- A mul ti- discipline Transformation Team must remain in p lace to provide 
con t inuity and see tne change through critical inflect ion points 

- IT and the business leaders must work seamlessly together. The business 
leaders must t ake the lead with support from IT in re-engineering business 
processes. Business leaders must fully support the PM in harmonizing processes 
and discourage unn~cessary customization (one of the key reasons costs spiral 
in technology enabled transformation programs) 

- Managing the "blockers" of change 
• Leaders must cle.arly answer and regularly communicate to employees : Why should I? Whars in 

it for me? 
As part of the change management process, engage wherever poss ible, managers and 
employee.s in the design of the harmonized processes and end state organization structure. 
Opposing Viewpoims are welcome if accompanied by alternative solutions fitt ing wi thin the 
defined scope 

• Develop and deploy a capabilitY building agenda for operating in the new model in advance of 
go-live time lines. Bui lds support for successful execution of the change 

• l f "blockers" are in senior or middle management pos it ions and not capable of embracing the 
change, they must be reassigned or ex ited to ensure success of the transformation 
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Case Study: PepsiCo (cont.) 
Change Management and Communications Strategy 

• Lessons learned (cont.) 
- Communications Strategy 

- Communications and HR professionals must be init ial and continual members of the 
Transformation Team as they are a key part of change management 

- Communications must be multi- channeled and frequent. As early as possible, a 
communication strategy must be developed that includes a foundational document to 
art iculate the vision, key components of the change and quantification of the benefit 
to the organization and employees. All other regu lar communications follow from this 
foundational document to ensure cons istency of messaging and enable building 
commitment and momentum fonhe change 

- Frequent leader-led communications and dialogue using aligned consistent 
messaging from the Transformation Team is one of the most impactful channels of 
communication to employees throughout the transformation journey 
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Case Study: Hewlett Packard (HP) 
Leadership and Effective Communications 

• Background 
- Goal: Effective communications in a large complex organization and creating a 

burning desire to embrace change for the good of the entire organization 
- Scope: HP, one of the biggest 25 IT companies on the Fortune 500 list was 

able to effectively manage during a down budget through strong leadership 
and a communications strategy [29) 

• Why it worked 
- CEO personally led the effort through strong leadership attributes and 

behavior 
- A defined company ra lly cry, "HP Way Now" 
- A set culture and HP values 
- Communicated to groups of people ; execut ive level, different tiers of 

management levels, partners, employees, etc. 
- Messaging touched everyone to ensure all understood the purpose 
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Case Study: Hewlett Packard (cont.) 
leadership and Effective Communications 

• Lessons learned 
- Clearly articulate the change and the future state, and why the change Is 

happening, how the change will happen, and the benefits of the change 
- Communicate early wins and successes to keep employees engaged and 

positively reinforce the change 
- Map out the change journey for impacted audiences: define each stage of 

the journey in the words of the employee. Identify key moments of truth 
- If you want to drive a change in behavior, the manager is critical. Engage 

managers early in communicat ion activities to position them to be change 
agents 

- Leadership engagement is critical to driving change: ensure your leaders 
are visible and avai lable during the change 

- Identify those who embrace change and use them as ambassadors to 
endorse and promote change 

- In times of change emotions often overrule logic - don' t discount or ignore 
how people are feeling 

63 0 



110

Case Study: Lockheed Martin 
Strategic Communications Framework 

• Background 
Goal: Creating employee excitement and raise awareness to drive change 
Scope: lockheed Martin, one of the world's largest defense contractors, took the 
principles of l ean and Six Sigma beyond the traditional manufacturing applications to help 
improve processes in administrati ve and support functions ; including accounting, business 
development, payroll , human resources and procurement 

- Timeline: 
- In 1998, Lockheed Martin int roduced its proce.ss improvement program, which included Lean and 

srx Sigma, evolved f rom a "best practices" approach to help integrate 17 heritage companies to a 
corporate way of life 130) 

- After five years of Lean and Six Sigma deployment, Lockheed Martin had accrued more than S4B in 
certi fied savings and introduced the methodolog.les to more than s.ooo leaders 131] 

• Why it worked 
Hired a professional agency to create and implement a strategic communications 
framework 
Executive leaders and change agents were trained and routine ly met to exchanged lessons 
learned for continual effective messaging throughout the organization 
leadership played a strong active role, "walked the talk" a set of behavior 
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Case Study: Lockheed Martin (cont.) 
Strategic Communications Framework 

• Lessons learned 
- Lack of understanding 

- Lean and Six Sigma terms such as "Kaizen," "Takt time,'' "Muda," and ''Green Bel t" 
were complete ly foreign to Lockheed Martin employees 

- Many employees were also skeptical of the change process, d ismiss ing Lean and Six 
Sigma as the newest corporate "fad" 

- The language of process improvement needed explanation and context to help 
change attitudes, perceptions and behaviors 

- Communicating effectively 
- LM. Dulye & Co. provided a strategic communications framework and a variety of 

effect ive and sometimes unconventional tactics [32) 
• O eated a strategy that was segmented to effectively address a diverse audience. helping 

those with less knowledge undemand ·the importance and impact of successes: while 
supporting change agents with meaningful stories from around the Corporation to help · sell" 
1hei r improvement strategies to corpo rate leaders 

• a momized multiple communications resources to capitalrze on the prominence of 2-way. 
face- to-face and electronic media in the workp lace 

• Produced information tools to bolster manager' s knowledge. both in introducing the in itiative 
and providing frequent progres s updates 
Developed a varie ty of electro nic, virtual and in- person forums for leaders and change a.gents 
to share ideas. successes , challenges and to bolster knowledge and expert ise on change 
management 
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Roxanne J. Decyk 
Former Executive Vice President, 
Royal Dutch Shell 

Roxanne Decyk retired in 2012 from the position of Executive Vice 
President, Global Government Relations for Royal Dutch Shell.

Previously, she was a member of the Executive Committee of Royal 
Dutch Shell plc, and served as Corporate Affairs and Sustainable 
Development Director, Chief of Staff for Shell Oil Company, and 
head of strategy for Royal Dutch Shell. 

Ms. Decyk has also held senior positions with Amoco Oil Corporation and Navistar, formerly 
International Harvester Company.  Early in her career, she practiced law with a major U.S. firm 
and worked in the advertising and public relations fields.

Active in a number of international industry and community organizations, Ms. Decyk has 
served on the boards of several companies in both the U.S. and the U.K., and currently is a non-
executive director of Petrofac Ltd., Ensco Plc, DigitalGlobe Inc. and ATK.  She currently chairs 
the ATK compensation committee, has chaired remuneration, governance, nominating and 
audit committees, and has been awarded the Directors Choice Award.  She serves as president 
and a trustee of the Georgia O’Keeffe Museum. In 2013, she was appointed to the Defense 
Business Board, which advises the Secretary and Deputy Secretary of Defense and other senior 
government leaders when a private sector perspective is useful. Ms. Decyk has served on the 
Subcommittee for Capacity Building and Skills Training of the International Council on Women’s 
Business Leadership for the U.S. State Department, and is a member of the Council on Foreign 
Relations, and the Chicago Council on Global Affairs.

Ms. Decyk graduated from the University of Illinois with a degree in English literature and 
advertising, and from Marquette University with a Juris Doctor.

In addition to her portfolio of international corporate and philanthropic boards, she continues her 
research and lecturing on comparative international governance and sustainable development 
topics, and is a Ford Scholar at the Ford Center for Global Citizenship at Northwestern University.
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Kenneth Klepper
Former Present & Chief Operating Officer, 
Medco Health Solutions

Mr. Klepper is a successful executive with a diverse set of 
experiences.  He served as President and Chief Operating Officer 
of Medco Health Solutions until 2012.  

Mr. Klepper was recruited to Medco Health Solutions in 2003 
where he was part of a leadership team that spun the troubled 
company out from Merck with an initial market cap of $5.6 billion.  
Under his leadership, the Fortune 500 company achieved many 

financial and industry recognitions, including the No. 1 position in the category “Health Care: 
Pharmacy and Other Services” on Fortune’s Most Admired Companies List from 2007 to 2012.  
In 2012 Medco was successfully sold for $29 billion.  

From 1995 to 2003 Mr. Klepper was an executive at Empire Blue Cross Blue Shield of New York, 
the nation’s largest Blue Cross franchise.  He was the first executive recruited to the CEO’s 
turnaround team to help the company recover from near bankruptcy.  Within twelve months, 
financial stability was achieved and the ensuing years of rapid and profitable growth enabled a 
successful IPO to a publicly traded company in 2002.  

On September 11, 2001, Empire’s headquarters was the second largest tenant in the World Trade 
Center, with 2,000 personnel occupying ten full floors in Tower One and below ground space in 
Tower Two.  Empire lost eleven people in this tragedy.  Mr. Klepper was responsible for disaster 
recovery and the many difficult consequences of the attack.  These recovery efforts were singled 
out and recognized by a Harvard Case Study titled, “The Worst That Could Happen.”  Overcoming 
this disaster and recovering the company with minimal lasting operation’s disruption was key to 
the company being positioned for its successful IPO in 2002.

From 1991 to 1995 Mr. Klepper served at CIGNA Health Care where he was responsible for 
establishing the practice of Business Process Quality Management for CIGNA’s California 
Healthcare operations.  Due to the impact of his programs, he was promoted within fourteen 
months and moved to reporting to the President where he was given national responsibility for 
CIGNA’s provider operations, a critical but troubled part of the company.
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Prior to his roles at CIGNA, Mr. Klepper spent nineteen years in the energy industry where he 
was responsible for Chemical Plant and Refining operations.  This experience led to a unique 
understanding of the intersection of critical process management, advanced computer control, 
and industrial scale operations. 

Mr. Klepper currently serves on the Board of Directors at Diplomat Pharmacy, Inc.

Mr. Klepper is a member of the Defense Business Board and the Chief of Naval Operations 
Executive Panel, where he has proudly served four CNOs.  He also serves on the Board of 
Directors at the United States Naval Institute.

Mr. Klepper resides in Franklin Lakes, NJ with his wife and has two grown children.  He is an avid 
outdoorsman enjoying sport fishing, motorcycle riding and the study of history.

Emil Michael
Senior Vice President of Business at Uber Technologies, Inc.

Emil Michael is the Senior Vice President of Business at Uber 
Technologies, Inc., an Internet start-up based in San Francisco, 
CA.  In addition, he is an investor/advisor in and to several other 
technology companies, including:  Boku, Bureau of Trade, ChatID, 
Codecademy, Evolv, Flipborad, Fonality, IfOnly, GroupMe (sold to 
Skype), Jawbone, Jelli, Lookout, Picadee, RingCentral, Rockmelt, 
SignNow, SnipIt, SweetGreen, Swipely, Taser, ThinkFuse (sold to 
Salesforce.com), Xobni and ZocDoc.  Previously, Mr. Michael was 

the Chief Operating Officer and member of the Board of Directors of Klout, Inc., Senior Vice 
President of Field Operations at Tellme Networks, Inc. (sold to Micrsoft) and an associate in 
Goldman Sachs’ Communications, Media and Entertainment Group in New York City.

Mr. Michael served as a White House Fellow to the Secretary of Defense from 2009 through 
2011. He is a graduate of Harvard University with an AB degree in Government and Stanford Law 
School where he received a JD.  Emil currently lives in San Francisco.
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Philip A. Odeen
Corporate Board Director, 
Former Chairman AES Corporation & Convergys

Phil Odeen is the non-executive Chairman of AES, an international 
power company and Convergys, a leading outsourcing company.  
He is former chairman of Avaya Inc., as well as Reynolds & Reynolds, 
and served as interim CEO of Reynolds & Reynolds from 2004-
2005.  From the fall of 2005 until mid 2006, Mr. Odeen served as 
CEO of QinetiQ North America, a leading U.K. defense technology 
company and supported the company’s expansion.  He continues 
to serve on their U.S. Board.  

Earlier, Mr. Odeen was Chairman and CEO of TRW, a major industrial corporation providing 
advanced-technology products and services primarily in the automotive, defense, and aerospace 
sectors, which was acquired by Northrop Grumman in 2002.  Prior to becoming Chairman, he 
was a member of TRW’s Management Committee and responsible for TRW’s $3 billion Systems 
and Information Technology business. He also served as executive Vice President of Washington, 
DC operations. 

Mr. Odeen was President and CEO of BDM, which TRW acquired in 1997, and directed its growth 
and evolution as a multi-national information technology (IT) firm.  Under his leadership, BDM 
grew from under $300 million in revenue to over $1 billion in five years. Mr. Odeen served as Vice 
Chairman Management Consulting Services, at Coopers & Lybrand, where he directed a practice 
of 2,500 consultants in 30 cities across the United States.  Earlier, he served as Managing Partner 
of the firm’s public sector practice for 13 years.  From 1973 to 1978, he was Vice President of the 
Wilson Sporting Goods Company.

Mr. Odeen has served in senior positions with the Office of the Secretary of Defense and 
the National Security Council staff.  He was Principal Deputy Assistant Secretary of Defense 
(Systems Analysis) and later led the Defense and Arms Control staff for then-National 
Security Advisor, Henry Kissinger. In 1997, Secretary of Defense William Cohen selected 
Mr. Odeen to chair the National Defense Panel.  He is a member of the Chief of Naval 
Operations Executive Panel, and was a member and former Vice Chairman of the Defense 
Science Board. Mr. Odeen is a Fellow of the National Academy of Public Administration. 
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    LIST OF ACRONYMS

ADMIN  Administrative
APP   Application
BMS   Business Systems Modernization
BPO   Business Process Outsourcing
BPR   Business Process Reengineering
BTA   Business Transformation Agency
CADE   Customer Account Data Engine
CAPT   Captain
CBP   Core Business Processes
CEO   Chief Executive Officer
CFO   Chief Financial Officer
CIO   Chief Information Officer
CIV   Civilian
CIVPERS  Civilian Personnel
CMMI   Capability Maturity Model Integration
CNAS   Center for a New American Security
CO   Company
COTS   Commercial off the Shelf
CTR   Contract
DBB   Defense Business Board
DBC   Defense Business Council
DCMO   Deputy Chief Management Officer
DEPSECDEF  Deputy Secretary of Defense
DEPTS   Departments
DEV   Development 
DEXCOM  Deputy Executive Committee
DIMHRS  Defense Integrated Military Human Resources System
ECSS   Expeditionary Combat Support System 
ERP   Enterprise Resource Planning
FF   Financial Flow
FTE   Full-time Equivalent
FY   Fiscal Year
GAO   Government Accountability Office
GS   General Schedule
HC   Human Capital
HCM   Human Capital Management
HP   Hewlett Packard
HR   Human Resource
IRS   Internal Revenue Service
IT   Information Technology
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LIW   Logistics Information Warehouse
LOG   Logistics
LOGSA   Logistics Support Agency
MIL   Military
MILPERS  Military Personnel
OPS   Operations
OSD   Office of the Secretary of Defense
PDF   Portable Document Format
PM   Program Manager
PROC   Procurement
ROI   Return on Investment
ROW   Remote Operational Web
RPM   Real Property Management
SAP   Systems Application and Products
SDM   Service Delivery Model
SECDEF  Secretary of Defense
TECH   Technology
US   United States
USG   United States Government
USN    United States Navy
VCJCS   Vice Chairman Joint Chiefs of Staff
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Robert Stein, Chair, President, The Regency Group

Nancy Killefer, Vice Chair, Senior Partner, McKinsey & Company, Inc.

Dr. Cynthia Trudell, Vice Chair, Executive Vice President, Human Resources 
     & Chief HR Officer, PepsiCo, Inc.

Denis Bovin, Senior Advisor, Evercore Partners

Howard Cox, Advisory Partner, Greylock Partners

Roxanne Decyk, Former Executive Vice President, Royal Dutch Shell
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