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A Letter from the Deputy Secretary of Defense

I am honored to share the Department of Defense’s (DoD) Strategic Management
Plan for Fiscal Years 2022 — 2026. It highlights the Department’s Fiscal Year
2024 Implementation Results, which show how the Department has accelerated
progress in achieving our strategic priorities and objectives.

Focusing on outcomes and metric-driven performance improvement, the
Department has become a more data-driven organization, enabling performance
improvement initiatives and empowering DoD Components to gain deeper
insights from real-time information. Over the last two years, DoD Components
have focused in particular on aligning our strategic ends and our resources. The
Department has improved oversight and governance mechanisms, streamlined
processes, and championed a culture of proactive performance tracking

and monitoring to inform executive decision-making. The result is enhanced
accountability and visibility, using authoritative data.

Today, DoD’s Strategic Management Plan is fully considered in the DoD Planning, S
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Programming, Budgeting, and Execution (PPBE) system and its functional Ri‘;”@;ﬁ:ﬁggnglzfgvssovzmggr”g& 2§2§_Spea $ with servicemembers during & four In Hangar 7 a

governance fora. These concrete steps are building enduring advantages in

DoD business operations and management that fortify our National Defense Strategy. | am confident the Department will further build on its unwavering

commitment to transparency and accountability through our dynamic, real-time Strategic Management Plan.

=

The Honorable Kathleen H. Hicks
Deputy Secretary of Defense

FY 2022-2026 DoD Strategic Management Plan 3



Table of Contents

A LETTER FROM THE DEPUTY SECRETARY OF DEFENSE............... e eerreceese e e e 3
THE 2022 NATIONAL DEFENSE STRATEGY ....cccceeeieeccrrsersrrrrssssnmcmsssssssssssssesssssnnmmsssssssssssssssssnnnnnnns 6
The Strategic Management Plan: Executing and Enabling the National Defense Strategy .........cccccoviiiiiiiiiiiiniiiennn. 7
THE DEPARTMENT OF DEFENSE MISSION ......cooocrcceecrsrrssscccmsss s sssss s s s e s s s snnmmmssssssssssssssssnnnnnnns 8
OVERVIEW OF THE DEPARTMENT OF DEFENSE .........eeeeeeee e s e s s e s e s enmc s 9
SToTo] o LY B (=TS Yo TUT oY T= T To I o U q oz 1T o 9
DoD Enterprise Management SUPPOrt FramEWOTK...........ooii ittt e e e e e e e e s e s nere e e e e e e aaes 9
OrganizzationNal STTUCTUIE............ ettt e e e e e e bttt e e e e e e ab b e et e e e e e e sseee e e e e e e e nnbbeeeeeeeaannnneeeeas 12
DEPRAITMENT OF DEIENSE ... 12

Office Of the SECIEIAry OF DEIONSE .........cccoe e 13
Defense Agencies and DOD FIEIQ ACHVITIES ...............uii e, 18

The Joint Chiefs of Staff @nd the JOINT SIATf............cooiii e, 19
ComMBALANT COMIMANTS ...t 19

ez Ta A D] o Ta g = g O UUPURP 20
NALIONAI GUAIT BUIGAU ... e e, 20

Do D © o)V =] ¢ o F= T g o7 NPT 20
SENIOT GOVEIMIANCE FOMA. ... e, 22
SUPPOItNG TIEr GOVEIMANCE FOMA ............ccoii e 23

4 FY 2022-2026 DoD Strategic Management Plan



THE STRATEGIC MANAGEMENT PLAN. ...t s s s e s s 28

S ToTo) o1 IR= g o I =W T 0o 1S = PP EEUEUPRPRPRR 29
(€ T0 Y=g 0= o o PP PP PR 29
Implementation & MONITOIING. ........uu e e e e e e e e s s s e s n e r e e e e e e e e e e e e e e eeeeeaaeeas 30
Alignment with the President’s Management Agenda and Cross-Agency Priority Goals ..........cccceeeviiiiieeeeinciiieenn. 31
THE DEFENSE PERFORMANCE IMPROVEMENT FRAMEWORK .......... . eeeesseeeeeeees 32
A LETTER FROM THE PERFORMANCE IMPROVEMENT OFFICER AND
DIRECTOR, ADMINISTRATION & MANAGEMENT .......cooo s eee e e e s s ssecmsss s e e s e e e e s e e mmmmmnnns 33
FY24 ANNUAL PERFORMANCE REPORT ......coocciiiiccsssirnsmesss s s s snmsssss s s s e nms s s s e snnmmsssssssnnmmnssnns 34
Strategic Management FramMEWOIK............oiii e e e e e e e e e e e e et e e e e e anb e e e e e e e e annnnneeeas 35
Strategic Priority 1: Take Care of Our People and Cultivate the Workforce We Need......................ueeiiiiiiiiiiiiiiieeeeee e 36
Strategic Priority 2: Transform the Foundation Of the FULUIE FOICE ...............ccooiiii oo 57
Strategic Priority 3: Make the Right TeCHNOIOGY INVESIMENTS ...t 76
Strategic Priority 4: Strengthen Resilience and Adaptability of Our Defense ECOSYSIEM ............c...ccoviiiiiiiiiiiiiieeiiie e, 101
Strategic Priority 5: Address Institutional Management PriOIIES ..................ccoie e 139
APPENDIX A - PERFORMANCE IMPROVEMENT INITIATIVES. ... e e e 165
APPENDIX B - ACRONYMS AND ABBREVIATIONS ... recccsrrscesss s s s ssesss s e s s emms s s e s nnnns 169
ACKNOWLEDGEMENT ....... oo ciiiiiccerssrrreces s e s s smms s e s s s nmass e e s s nnnmssss s e snnmnssssssnnnmnsssssssnnnmnssnnesnnns 175

FY 2022-2026 DoD Strategic Management Plan 5



'Secretary of Defense Lloyd J."Austin [1l walks with Chairman of the Joint
‘Chiefsof Staff Gen:'CQ'Brown, Jr. at NATO headquarters in Brussels,
\Belgitim, June 13, 2024
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'The 2022 National Defense Strategy

The Fiscal Year (FY) 2022 National Defense Strategy (NDS) articulates a vision and direction for the DoD focused on addressing the national security
imperatives of our time. For more than seven decades, American vision and leadership have been pillars for international peace and prosperity. As the
Department faces dramatic geopolitical, technological, economic, and environmental changes, a strong, principled, and adaptive U.S. military remains
central to 21st century leadership. The Department stands, as always, ready to meet challenges and seize opportunities with the confidence, creativity, and
commitment that has long characterized our military and the democracy that it serves. The Department conducts its strategic reviews in a fully integrated
way incorporating the Nuclear Posture Review and Missile Defense Review in the NDS - ensuring tight linkages between our strategy and our resources.

Consistent with the 2022 National Security Strategy, the NDS sets out how the DoD will contribute to advancing and safeguarding vital U.S. national
interests - protecting the American people, expanding America’s prosperity, and realizing and defending the values at the heart of the American way of life.

To meet challenges and seize opportunities, the 2022 NDS priorities are:
- Defending the homeland, paced to the growing multi-domain threat posed by the People’s Republic of China (PRC)
- Deterring strategic attacks against the United States, Allies, and partners

+ Deterring aggression, while being prepared to prevail in conflict when necessary, prioritizing the PRC challenge in the Indo-Pacific, then the Russia
challenge in Europe

+ Building a resilient Joint Force and defense ecosystem

6 FY 2022-2026 DoD Strategic Management Plan



The Department will act urgently to sustain and strengthen deterrence, with the PRC as our most consequential strategic competitor and the pacing
challenge for the Department. Russia poses acute threats, as illustrated by its brutal and unprovoked invasion of Ukraine. The Department will relentlessly
continue to collaborate with our North Atlantic Treaty Organization (NATO) Allies and partners to reinforce robust deterrence in the face of Russian
aggression. The Department will also remain capable of managing other persistent threats, including those from North Korea, Iran, and violent extremist
organizations.

Changes in global climate and other dangerous transboundary threats are transforming the context in which the Department operates. The Department will
adapt to these challenges, which increasingly places pressure on the Joint Force and the systems that support it.

Recognizing growing kinetic and non-kinetic threats to the United States’ homeland from our strategic competitors, the Department will take necessary
actions to increase resilience - our ability to withstand, fight through, and recover quickly from disruption. Mutually beneficial alliances and partnerships are
an enduring strength for the United States and are critical to achieving our objectives, as the unified response to Russia’s further invasion of Ukraine has
demonstrated. To address this “call to action,” the Department will incorporate Ally and partner perspectives, competencies, and advantages at every stage
of defense planning.

THE STRATEGIC MANAGEMENT PLAN: EXECUTING & ENABLING THE NATIONAL DEFENSE
STRATEGY

The Military Departments (MILDEPSs) will man, train, and equip our forces - linking the Department’s operational concepts and capabilities to achieve
strategic objectives. This requires a Joint Force that is lethal, resilient, sustainable, survivable, agile, and responsive.

The Department’s Strategic Management Plan (SMP) articulates the Secretary of Defense’s strategic priorities, consistent with the 2022 NDS, with an
emphasis on building enduring advantages and addressing institutional management priorities aimed at improving the management of DoD. Furthermore,
the SMP also serves as a management tool on advancing the NDS and demonstrates the Department’s continued commitment to transparency and
accountability.

FY 2022-2026 DoD Strategic Management Plan



The Department of
Defense

MISSION STATEMENT

The enduring mission of the Department of
Defense (referred to hereafter as “the Department”
or “DoD”) is to provide the military forces needed
to deter war and ensure our Nation’s security. The
Department will continue to provide combat-ready
military forces that are credible and capable of
defending against aggression that undermines the
security of both the United States and its Allies.

ETi | NDIN
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Deputy Secretary of Defense TE L
Kathleen H. Hicks speaks
during the 2024 National
Defense Industrial Association in FOR D E FE N s E
Washington, D.C., August 7, 2024.
CONFERENCE &
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Overview of the Department of Defense

SCOPE, RESOURCES, AND FUNCTIONS

The Department is one of the Nation’s largest employers, with approximately 1.3 million personnel in the Active Component, approximately 760,000 military
personnel serving in the National Guard and Reserve forces, and over 800,000 civilian employees.

DoD Military Service members and civilian employees operate globally in all domains, including air, land, sea, space, and cyberspace. In fulfilling the
Department’s mission, Military Service members operate approximately 20,300 aircraft and over 290 battle force ships.

The DoD’s mission ranges from humanitarian assistance to nuclear deterrence and everything in between. From special operations and counterterrorism
to space operations, from urban combat to counter mine warfare; from global positioning, navigation, and timing (PNT) to amphibious operations over

the shore, most often, these missions are conducted jointly with forces and capabilities from across the Armed Forces in various combinations. Support
functions are diverse, including a $38 billion medical system, with 45 major hospitals and approximately 700 clinics, an overseas and domestic school
system providing a K-12 education to dependents, a grocery chain, and four national intelligence agencies. Most of the DoD’s major Components, 27 out
of 45, are Defense Agencies or Field Activities (DAFASs) organized around support functions previously existing within each of the armed services and later
consolidated for greater efficiency. Examples include logistics, contract management, finance and accounting, commissaries, and non-combat medical
support.

DoD ENTERPRISE MANAGEMENT SUPPORT FRAMEWORK

The Secretary of Defense (SecDef) exercises authority direction and control over the Department. The Deputy
Secretary of Defense (DepSecDef) has full power and authority to act for the SecDef except as expressly
prohibited by law or order of the President or SecDef. The SecDef and DepSecDef exercise control and
manage the Department through Principal Staff Assistants (PSAs), most of whom are also the heads of
Office of the Secretary of Defense (OSD) Components. The PSAs/OSD Component Heads provide
advice, assistance, and support to the SecDef in managing the Department as prescribed by the
Secretary or by law.

A Ghost Robotics’ quadrup
of an urban ¢

Management actions by the Department’s leadership are supported by a
framework of activities. These include performance-informed
strategic planning Senior Governance Fora, corporate-
level systems and processes, and the DoD Issuance
and Federal Register Program. The DoD Issuance and
Federal Register Program codifies and maintains the
policies of the Department and communicates the
Secretary’s guidance.

Over the last few years, the Department
implemented a range of policies, business
systems processes, performance measurement



tools, and organizational alignments and structures to better deliver sustained performance improvement across the Defense enterprise in support of
SecDef priorities, and the successful implementation of the NDS and the SMP, which includes:

Establishment of a Defense Performance Improvement Framework (DPIF) to provide a consistent methodology to define, identify, track and report on
existing and planned opportunities for performance improvement across the Department to better deliver critical performance improvements.

Designation of the Performance Improvement Officer and Director of Administration and Management (PIO/DA&M) as the DoD Performance
Improvement Officer (PIO) and Senior Official for Defense Reform, to lead implementation of the DPIF in partnership with the DoD Chief Information
Officer (ClO); Director, Cost Assessment and Program Evaluation (DCAPE); and the Chief Digital and Artificial Intelligence Officer (CDAO).

Use of the Defense Performance Improvement Council (DPIC) to monitor SMP enterprise performance strategic priority metrics and business health
metrics, assessing the Department’s functional operations to eliminate roadblocks and leverage opportunities.

Issuance of Integrated Program and Budget Review (PBR) guidance addressing Performance Improvement Initiatives (PII).

The Under Secretary of Defense (Policy) (USD(P)) monitoring of enterprise performance for NDS-Implementation priority objectives using the
Defense Strategy Steering Group.

CDAO, in coordination with USD(P) and the PIO/DA&M, direction and data-informed tools on the quality and measurability of DoD Components’
performance metrics.

Designation of a performance lead by all DoD Components to serve as a senior point of contact for relevant strategic objectives, performance goals,
and measures.

Establishment of priority cross-cutting Plls for Fiscal Years (FYs) 2023 — 2024, to include PIO/DA&M-led quarterly assessments of these initiatives
through the DPIC to drive accountability, ensure initiatives are monitored in Pulse, inform the annual PBRs, as necessary, and support congressional
reporting requirements:

» Pulse: DoD’s Authoritative Performance Management Platform in Advana (CDAO, in partnership with PIO/DA&M and USD(P)).

» Medical Reform; Military Health System Study and Governance (Under Secretary of Defense (Personnel and Readiness) (USD(P&R)).
» Civilian Talent Management Reform (USD(P&R)).

» Integrated Prevention Efforts for Workforce Safety (USD(P&R)).

» Strategic Readiness Assessments (USD(P&R)).

» Data-driven Defense Business Systems Management and Transparent Rationalization (DoD Chief Information Officer (ClO)).

» Enterprise-wide Defense Business Systems-Ongoing and New Investments, including Civilian Hiring Systems and enterprise Data Quality/
Visibility (USD(P&R) in partnership with CDAO and DoD CIO).

» Contract Writing Module (Under Secretary of Defense (Acquisition and Sustainment) (USD(A&S)).
» Warehouse Utilization (USD(A&S)).
» Enterprise Data Improvements for all Logistics Supply Classes (CDAO).

» Reducing Systemic Barriers to Drive a Vibrant Innovation Ecosystem (Under Secretary of Defense (Research and Engineering) (USD(R&E), in
partnership with DoD CIO and USD(A&S)).
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Incorporation of performance measurement guidelines and metrics into Senior Executive and Senior Professional Performance Appraisals.

Integration of Inspector General of the DoD (IG DoD) FY 2025 DoD Top Management and Performance Management Challenges into SMP processes
and objectives.

Integration of the SMP strategic framework and PII reporting during the FY26 PBR-through a collaborative partnership between DCAPE, Under
Secretary of Defense (Comptroller) (USD(C))/Chief Financial Officer (CFO), and the PIO/DA&M - to provide DoD senior leaders with the inaugural
enterprise-wide alignment across performance management, strategy, resourcing, and execution.

e Y N
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The USS Gridley sails.in formation off the coast of Hawaii, July-22, 2024,
during Exercise Rim of the Pacific. Twenty-nine nations are particwpaﬁ-ng
in RIMPAC, the world’s largestinternational maritime exercise.




ORGANIZATIONAL STRUCTURE

Department of Defense

The SecDef is the principal assistant and advisor to the President in all matters relating to the Department and exercises authority, direction, and control
over the Department, pursuant to title 10, United States Code (10 U.S.C.). The Department is comprised of the OSD; Joint Chiefs of Staff (JCS); Joint Staff
(JS); Combatant Commands (CCMDs); MILDEPSs; Office of the IG DoD; DAFAs; and other offices, agencies, activities, organizations, and commands
established or designated by law, the President, or the SecDef (See figure below).

DEPARTMENT OF DEFENSE —_—
A IIES==B=D_EEESSBBEBEBEBP|ErEP=BBRRSRRRSSS (45 TOTAL)

SECRETARY OF DEFENSE | SENIOR LEADER
OFFICE OF THE INSPECTOR GENERAL OF THE 3 The overall organization of DoD is established in
. . A MILITARY SERVICE
DEPARTMENT OF DEFENSE J law in 10 U.S.C. §111 and in DoD Policy in
DoDD 5100.01
[ I I I |
O O e ARy J DEPARTMENT OF THE NAVY J DEPARTMENT OF THE ARMY J DEPARTMENT OF THE AIR FORCEJ JOINT CHIEFS OF STAFF**** J
DEPUTY SECRETARY CHAIRMAN OF THE JOINT
ECRETARY OF THE NAVY ECRETARY OF THE ARMY ECRETARY OF THE AIR FORCE -
1 \
OFFICEOF || OFFICEOF )| HEADQUARTERS OFFICE OF OFFICEOF | OFFICE OF I THE JOINT CHIEFS
OFFICE OF THE THE CHIEF THE MARINE CORPS . TRHEErARv THE NATIONAL THE THE THE CHIEF |
SECRETARY OF DEFENSE OFNAVAL | SECRETARY S gFTHE ARMY STAFF BS#&'EDN ARSTAFF | SECRETARY | oF SpaCE I
OPERATIONS OFTHE NAVY OFTHEAIR | OPERATIONS 1
. ARMY \ _ FORCE N |
! THE
THE THE | JOINT STAFF
MARINE CORPS AR FORCE SPACE FORCE :
1
1
| | !
DIRECTORS
DEFENSE AGENCIES (19) DoD FIELD ACTIVITIES (8) UNIFIED COMBATANT COMMANDS (11) \
Defense Advanced Research Projects Agency Defense Media Activity U.S. Africa Command
Defense Commissary Agency Defense Technical Information Center U.S. Central Command
Defense Contract Audit Agency Defense Technology Security Administration U.S. Cyber Command
Defense Contract Management Agency * DoD Education Activity U.S. European Command
Defense Counterintelligence and Security Agency DoD Human Resources Activity U.S. Indo-Pacific Command
Defense Finance and Accounting Service DoD Test Resource Management Center U.S. Northern Command
Defense Health Agency * Office of Local Defense Community Cooperation U.S. Southern Command
Defense Information Systems Agency * Washington Headquarters Services U.S. Space Command
Defense Intelligence Agency * U.S. Special Operations Command
Defense Legal Services Agency U.S. Strategic Command
Defense Logistics Agency * ) » U.S. Transportation Command )
Defense POW/MIA Accounting Agency
Defense Security Cooperation Agency .
Defense Threat Reduction Agency * * Defense Agency designated as a Combat Support Agency (CSA) pursuant to 10 U.S.C. §193.
Missile Defense Agency ** The Secretaries of the Army and Air Force exercise authority, direction, and control over the National Guard Bureau on matters pertaining to the
National Geospatial-Intelligence Agency* responsibilities of that Secretary under law or DoD policy.
National Reconnaissance Office . . - o .
National Security Agency,/Central Security Service * Hokk _The RSAs exercise authority, d|rect|on_, and colnltrol over the Heads of the DAFA (not over the organizations themselves). In some cases, this
Pentagon Force Protection Agency relationship is exercised through a subordinate official.
e 4 **** The Joint Chiefs od Staff (when meeting, referred to as “The Tank”) as an advisory body is not in practice treated as a DoD Component.

The CJCS serves as a line of communication between the SD and CCDRs. The CJCS does not have command authority over the CCDRs.
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Office of the Secretary of Defense

The function of the OSD is to assist the SecDef in carrying out the SecDef’s duties and responsibilities as prescribed by law. The SecDef exercises authority,
direction, and control over the Department, in part, through PSAs, most of whom are also OSD Component heads. The PSAs and OSD Component heads
are responsible for the oversight and formulation of defense strategy, policy, and resource allocation, and for overseeing and managing the DAFAs under
their purview.

The OSD is composed of the following, with other such offices and officials that may be established by law or the SecDef.

Deputy Secretary of Defense (DepSecDef)

The DepSecDef, in accordance with the authorities delegated by the SecDef,
has full power and authority to act for the SecDef and to exercise the powers of
the SecDef in all matters except those prohibited by law or order of the President
or SecDef. Serving as the Chief Operating Officer (COO) of the DoD is included
without limitation in these authorities.

The DepSecDef:

Ensures Department-wide capability and resources across all functions
to carry out the strategic plan of the DoD in support of national security
objectives.

Serves as the accountable official for DoD management and performance,
pursuant to 31 U.S.C. section §1123.

Develops and maintains a strategic plan or equivalent, pursuant to 5 U.S.C.
§306.

Participates in DoD governance councils, as directed by the Secretary. Deputy Secretary of Defense Kathleen Hicks conducts a press briefing on the Department of Defense’s
2024 Arctic Strategy at the Pentagon, Washington, D.C., July 22, 2024.

Chairs meetings of the Deputy’s Management Action Group (DMAG)
assisted by the Vice Chairman of the Joint Chiefs of Staff (VCJCS) where
issues related to strategic management are addressed.

Principal Staff Assistants (PSAs)

The SecDef exercises authority, direction, and control over the Department, in part, through the PSAs, most of whom are also OSD Component heads. The
PSAs/OSD Component heads provide advice, assistance, and support to the SecDef in managing the Department and in carrying out such duties as may
be prescribed by the SecDef or by law, including:

Implementing policy established by the SecDef or DepSecDef and assigning responsibilities and providing policy guidance to other DoD
Components.

Developing and initiating programs, plans, actions, and taskings to ensure adherence to DoD policies and national security objectives and ensuring
that they are designed to accommodate operational requirements and achieve designated performance outcomes.

FY 2022-2026 DoD Strategic Management Plan 13



Developing systems and standards for the administration, management, and review and evaluation of approved plans and programs.

Participating in related PPBE activities by reviewing proposed resource program, formulating budget estimates, recommending resource allocations,
and monitoring the implementation and performance of approved programs.

Under Secretaries of Defense (USDs)

USD(R&E): The USD(R&E) is the OSD PSA and advisor to the SecDef and DepSecDef on all research and engineering, and other related matters in the
Department.

USD(A&S): The USD(A&S) is the OSD PSA and advisor to the SecDef and DepSecDef on all acquisition and sustainment, and other related matters in the
Department.

USD(P): The USD(P) is the OSD PSA and advisor to the SecDef and DepSecDef for all matters on the formulation of national security and defense policy,
and the integration and oversight of DoD policy and plans to achieve national security objectives.

USD(C)/CFO: The USD(C)/CFO is the OSD PSA and advisor to the SecDef and DepSecDef for budgetary and fiscal matters, including financial
management, accounting policy and systems; budget formulation and execution; contract audit administration and organization; the Managers’ Internal
Control Program; and general management improvement programs. The USD(C)/CFO is the chief financial management advisor to the SecDef and shall
manage all functions and responsibilities as assigned in 31 U.S.C. §§ 902 and 3515.

The USD(C)/CFO also conducts and coordinates the budget review by evaluating the DoD Component budget submissions for financial appropriateness
while maintaining the administration’s fiscal controls; conducts program execution and performance reviews; prepares and publishes budget decision
documents in coordination with the DCAPE; prepares the DoD budget for submission to the Office of Management and Budget (OMB); presents and justifies
the DoD budget to the Congress; and advises the SecDef and DepSecDef on all PPBE matters related to financial management.

USD(P&R): The USD(P&R) is the OSD PSA and advisor to the SecDef and DepSecDef for total force management; National Guard and Reserve
Component affairs; health affairs; readiness and training; military and civilian personnel requirements; language; education of dependents; equal
opportunity; morale, welfare, and recreation; and quality-of-life matters.

Under Secretary of Defense for Intelligence and Security (USD(I&S)): The USD(I&S) is the OSD PSA and advisor to the SecDef and DepSecDef
regarding intelligence, counterintelligence (Cl), law enforcement, security, sensitive activities, and other intelligence-related matters.
General Counsel of the DoD (GC DoD)

The GC DoD is the PSA and advisor to the SecDef and DepSecDef for legal issues and is the chief legal officer of the Department of Defense.

DCAPE

The DCAPE is the OSD PSA and advisor to the SecDef and DepSecDef and other senior officials of the DoD. The DCAPE provides independent analysis
and advice to such officials on the matters assigned to the Director. The DCAPE ensures that the cost estimation and cost analysis processes of the DoD
provide accurate information and realistic estimates of cost for the acquisition programs of the DoD, pursuant to 10 U.S.C. §139a and DoD Directive (DoDD)
5105.84, “Director of Cost Assessment and Program Evaluation.”
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The DCAPE also prepares and publishes DoD fiscal and programming guidance,
programmatic decision documents in coordination with the USD(C)/CFO, and

the Future Years Defense Program (FYDP); conducts and coordinates the DoD
program review; provides independent analysis and advice to the SecDef and
DepSecDef concerning plans, programs, budgets, and capabilities in relation

to U.S. defense objectives, projected threats, estimated costs, and resource
constraints established in the PPBE process; leads analytical efforts in support of
strategic planning guidance; provides cost estimates for major initiatives in order
to recommend resource allocations to support strategic guidance; and coordinates
these analytical efforts with the USD(P).

1G DoD

The IG DoD is an independent and objective unit within the Department that
conducts and supervises audits, investigations, evaluations, and special reviews
of the Department’s programs and operations. IG DoD serves as the principal
advisor to the SecDef on all audit and criminal investigative matters relating to R R e o _— =
the preVemiOn and detection of fraud, waste, and abuse in the programs and Sailors fire a simulated naval strike missile aboard the USS Fitzgerald during Exercise Rim of the Pacific in

. the Pacific Ocean, July 18, 2024.
operations of the Department.

Director, Operational Test and Evaluation (DOT&E)

The DOT&E is the PSA and advisor to the SecDef and DepSecDef for operational test and evaluation and live-fire test and evaluation matters.

DoD CIO

The DoD CIO is the PSA and advisor to the SecDef and DepSecDef on all information technology (including national security systems and defense business
systems), information resources management and efficiencies, and other related matters in the Department.

Assistant Secretaries of Defense (ASDs)

Assistant Secretary of Defense for Legislative Affairs (ASD(LA)): The (ASD(LA)) is the OSD PSA and advisor to the SecDef and DepSecDef for DoD
relations with members of the Congress. ASD(LA))’s principal duty is the overall supervision of DoD legislative affairs.

Assistant Secretary of Defense for Special Operations and Low Intensity Conflict (ASD(SO/LIC)): The ASD(SO/LIC) oversees and advocates for
Special Operations and Irregular Warfare throughout the DoD to ensure these capabilities are resourced, ready, and properly employed in accordance with
the NDS. The ASD(SO/LIC) is under the authority, direction, and control of the USD(P), but is in the administrative chain of command over U.S. Special
Operations Command (USSOCOM) and reports directly to the SecDef for those specific matters.
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Assistants to the Secretary of Defense (ATSDs)

Assistant to the Secretary of Defense for Public Affairs (ATSD(PA)): The ATSD(PA) is the PSA and advisor to the SecDef and the DepSecDef for DoD
news media relations, internal communications, community outreach, public affairs, and audio-visual information.

Assistant to the Secretary of Defense for Privacy, Civil Liberties, and Transparency (ATSD(PCLT)): The ATSD(PCLT) is a PSA to the SecDef and
serves as the DoD Privacy and Civil Liberties Officer. The mission of the Office of the ATSD(PCLT) is to enable the DoD mission through privacy and civil
liberties protection, transparency, and independent, objective oversight.

CDAO

The CDAO is responsible for accelerating DoD adoption of data, analytics, and artificial intelligence (Al) from the boardroom to the battlefield to enable
decision advantage. This mission has two parts: (1) advancing deterrence by ensuring our warfighters have the best digital capabilities, and (2) beating
bureaucracy by ensuring our critical business functions have the digital solutions to deliver for warfighters and taxpayers.

P10/DA&M

The Government Performance and Results Act (GPRA) Modernization Act of 2010 (GPRAMA) directs the head of each agency, in consultation with the
agency’s COO, to designate a PIO.

The Office of the Performance Improvement Officer (OPIO) fulfills statutory roles and functions outlined in the GPRAMA and OMB Circular A-11. This
includes assisting in the preparation of the Department’s SMP in collaboration with all DoD Components and overseeing its execution through the
development of Pulse executive analytics capabilities in Advana.

This broad Department-wide portfolio encompasses strategic planning, performance management, defense management analysis, and the identification,
assessment, and reporting of performance improvement efforts; acts as the Department’s liaison with the Government Accountability Office (GAO) for
DoD-wide audit management; and in collaboration with the CFO, designs and implements an Enterprise Risk Management framework and oversees Internal
Controls Over Reporting (ICOR) for enterprise management operations.

Director, Net Assessment (DNA)

The DNA is the PSA and advisor to the SecDef and DepSecDef on net assessment matters. The Office of Net Assessment (ONA) provides long-term
assessments and studies of trends, key competitions, risks, opportunities, and future prospects affecting U.S. military capability to the SecDef and other
senior leaders. These assessments and other special projects often look well beyond the FYDP and are typically of a diagnostic, speculative nature. ONA
engages with select Allies and partners to develop a shared understanding of longer-term threats and opportunities. ONA informs senior leaders in the
Department of potential competitive advantages that could be developed into specific plans, policies, postures, and programs across all strategic priorities.

16 FY 2022-2026 DoD Strategic Management Plan



Director, Defense Innovation Unit (DIU)

The Director, DIU is the PSA and advisor to the SecDef and DepSecDef on technology innovation, competition, and related strategic impact. The Director,
DIU oversees efforts to accelerate the Department’s adoption of commercial technology throughout the military.

The figure below provides an overview of the organizational structure of the PSAs.

SECRETARY OF DEFENSE
(Est. 1947)

DEPUTY SECRETARY OF DEFENSE
Chief Oper Officer

usD UsD usD usb UsD usD
(Research & Engineering) (Acquisition & Sustainment) (Comptroller)/ (Personnel & Readiness) (Intelligence & Security) (Policy)
Chief Financial Officer
(Est. 1977) (Est. 1986) (Est. 1990) (Est. 1993) (Est. 2002) (Est. 1977)
! !
General Counsel, Director, Cost Assessment Director, Operational Test Chief Information Officer, ASD ASD
DoD and Program Evaluation and Evaluation DoD (Legislative Affairs) (Special Operations &
Low Intensity Conflict) **
(Est. 1953) (Est. 1973) (Est. 1983) (Est. 2002) (Est. 1949) (Est. 1986)
! ! ! | !

ATSD ATSD Chief Digital and Artificial Director, Net Assessment Director, Def Per p Officer
(Public Affairs) *** (Privacy, Civil Liberties, Intelligence Officer *** S Innovation Unit *** and Director of Admm*'i‘:a"fm &

and Transparency) *** fanacement

(Est. 1948) (Est. 2021) (Est. 2022) (Est. 1973) (Est. 2015) (Est. 2008/1962)

* Although the IG DoD is statutorily part of OSD and for most purposes is under the general supervision of the SecDef, the Office of the IG DoD (OIG) functions as an independent and objective unit of the DoD.
** The ASD(SO/LIC) is under the USD(P), but is in the administrative chain of command over United States Special Operations Command (USSOCOM) and reports directly to the Secretary of Defense for those specific matters.
*** All positions shown are Presidentially-appointed Senate Confirmed (PAS) except those with ***, which are SENIOR EXECUTIVE SERVICES POSITIONS.
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DAFAs

DAFAs are DoD Components established by law, the President, or the SecDef to provide a supply or service activity common to more than one MILDEP

when it is more effective, economical, or efficient to do so on a Department-wide basis. Defense Agencies are typically larger than DoD Field Activities and
provide a broader scope of supplies and services. In some cases Defense Agencies directly support the CCMDs as designated Combat Support Agencies.
Each Director or Administrator of the 19 Defense Agencies and eight DoD Field Activities exercises authority, direction, and control over their agency under

the authority, direction, and control of a PSA.
The figure below provides an overview of the organizational structure of the DAFAs, and notes those agencies required by law.

DEPARTMENT OF DEFENSE

SECRETARY OF DEFENSE

[ [ [ [ [ [ [
USD(R&E) USD(A&S) UsSD(P) usD(c) USD(P&R) USD(I&S) PI0/DA&M

' ' ! 1
Defense Contract Management

Defense Advanced Research

©  _+ . ® 0 ®

Defense Security Cooperation Defense Contract Audit Agency Defense Commissary Agency Defense Intelligence Agency * Pentagon Force Protection

Projects Agency Agency * Agency Agency
(Est. 1958) (Est. 2000) (Est. 1971) (Est. 1965) (Est. 1990) y (Est. 1961) (Est. 2002)
= S——

©

Missile Defense Agency

(Est. 1984)

Defense Logistics Agency *

(Est. 1961)

Defense POW/MIA Accounting
Agency
(Est. 2015)

Defense Finance & Accounting
Service

(Est. 1990)

Defense Health Agency *

(Est. 1958)

o

Defense Counter-Intelligence &
Security Agency
(Est. 1972)

Defense Technical
Information Center

(Est. 2004)

Defense Threat Reduction
Agency *

(Est. 1998)

Defense Technology Security
Administration

(Est. 2001)

dodea

DoD Education Activity

(Est. 1992)

National Geospatial-Intelligence
Agency *, **

(Est. 1996) y

Washington Headquarters
Services

(Est. 1977)

)

Defense Information Systems

T
General Counsel ATSIl(PA) o Agency *
DoD Test Resource Office of Local Defense of the DoD DoD Human Resources Activity National Security Agency/ (Est. 1960)
Management Center ** Community Cooperation ** % Central Security Service *
(Est. 2004) (Est. 1978) (Est. 1996) (Est. 1952) y
Defense Legal Defense Media
Services Agency Activity @
(Est. 1981) (Est. 2008) KEY
National Reconnaissance Office
Defense Agency
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* Eight Defense Agencies are designated as Combat Support Agencies, pursuant to 10 USC §193, with joint

oversight by the Chairman of the Joint Chiefs of Staff.

** Required by Law
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The JCS and the JS

The JCS are the principal military advisors to the President, National Security Council, Homeland Security Advisor, and SecDef, supported by the JS under
the direction of the Chairman, constitute the immediate military staff of the SecDef. The JCS consists of the Chairman (CJCS), the Vice Chairman (VCJCS),

the Chief of Staff of the Army, the Chief of Naval Operations, the Chief of Staff of the Air Force, the Commandant of the Marine Corps, the Chief of Space

Operations, and the Chief of the National Guard Bureau.

10 U.S.C. §153 requires the CJCS to perform six primary functions to assist the President and SecDef with planning, advice, and policy formulation;
providing strategic direction for the Armed Forces; preparing strategic and contingency plans; advising on global military integration; evaluating

comprehensive joint readiness; conducting joint capability development; and conducting Joint Force Development. The Office of the CJCS, supported by the
JS, conducts assessments across all six functions to evaluate progress towards national security objectives. By law the JS may not operate or be organized

as an overall Armed Forces General Staff and has no executive authority.

CCMDs

The Commanders of the CCMDs (CCDRs) are responsible for accomplishing the military missions assigned to them within their area of responsibility
(AOR) (See figure below). CCDRs exercise command authority over assigned and allocated forces, as directed by the SecDef. The operational chain of
command runs from the President, to the SecDef, to the CCDR. The CJCS may not exercise military command over any of the Armed Forces, but instead

functions within the chain of command by communicating and transmitting the orders of the President or the SecDef to the CCDRs. The CCDRs identify the

capabilities necessary to execute assigned military missions. These capabilities are provided by the MILDEPSs.

United States
European Command

T

United States
Northen Command

United States
Central Command

/

&

United States S
Space Command* United States
Southern Command

United States
Africa Command

*Geographic AOR begins 100km above the

surface of the earth, and extends outward

arth, an Seven commanders have specific mission objectives
from the planet indefinitely.

for their geographical areas of responsibility and four
commanders have worldwide mission responsibilities,
each focused on a particular function:

United States United States United States United States
Cyber Command Special Operations Command Strategic Command Transportation Command
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Among CCMDs, the USSOCOM and the U.S. Cyber Command (USCYBERCOM) have additional responsibilities and authorities similar to several
authorities that are also exercised by the MILDEPs. These responsibilities include: programming; budgeting; acquisition; training, organizing, equipping,
providing special operations forces and cyberspace operations forces, respectively; and developing strategy, doctrine, tactics, and procedures. However,
the USSOCOM and USCYBERCOM, like the other CCMDs, rely on the MILDEPs for resourcing of Military Service equipment, base support, military pay,
training, and recruitment.

MILDEPs

The MILDEPSs consist of the Departments of the Army, the Navy (which includes the Military Services of both the Navy and the Marine Corps), and the
Air Force (which includes the Military Services of both the Air Force and the Space Force). Upon a declaration of war, if the Congress so directs in the
declaration or when the President directs, the U.S. Coast Guard becomes a Military Service in the Department of the Navy; otherwise, it is part of the
Department of Homeland Security. The Army, Navy, Marine Corps, Air Force, and Space Force are the Military Services, also known as the Armed
Forces, within DoD. The three MILDEPS’ responsibilities include programming; budgeting; acquisition; training, organizing, and equipping; and providing
administrative and logistics support to the CCMDs.

The MILDEPS include both Active and Reserve Components. The Active Component comprises units under the authority of the SecDef, staffed by Active
Duty Military Service members. The Reserve Component includes the National Guard and the Reserve of each Military Service, except for the Space Force.
The National Guard, which has a unique dual mission with both federal and state responsibilities, can be available for service during local, statewide, or
other emergencies (e.g., storms, drought, and civil disturbances) and, in some cases, to support federal purposes for training or other duty (non-federalized
service) when directed by the governor of the respective state or territory.

When mobilized, units of the National Guard or Reserve of the Military Services are placed under the operational control of the appropriate CCDR or provide
support to a Military Service. The National Guard and Reserve are recognized as indispensable and integral parts of the Nation’s defense and are fully part
of the respective MILDEPs.

National Guard Bureau (NGB)

The NGB is a joint activity of the DoD. The Chief, NGB is a member of the JCS and principal advisor to the SecDef, through the CJCS, on matters
involving non-federalized National Guard forces, and other matters as determined by the SecDef. For NGB matters pertaining to the responsibilities of
the Departments of the Army and Air Force in law or DoD policy, the SecDef normally exercises authority, direction, and control over the NGB through
the Secretaries of the Army and the Air Force. The NGB is the focal point at the strategic level for National Guard matters that are not under the authority,
direction, and control of the Secretaries of the Army or Air Force, including joint, interagency, and intergovernmental matters where the NGB acts through
other DoD officials, as specified in DoD Directive (DoDD) 5105.77, “National Guard Bureau (NGB).”

DoD GOVERNANCE

Decision-making and management within DoD are supported by a governance framework, which consists of a small number of SecDef and DepSecDef
chaired Senior Governance Fora that are supported by a larger network of statutory and discretionary Supporting Tier Governance Fora.

In addition to the designated Supporting Tier Governance Fora, there are other PSA-led fora that are necessary for governance within the scope of each
official’s AOR. These fora may also inform Senior Governance Fora and SecDef and DepSecDef decision-making, as necessary.
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The Department’s Senior Governance Framework is established in DoDD 5105.79, “DoD Senior Governance Framework,” (November 8, 2021) and
subsequent policy memorandums issued by the SecDef and DepSecDef to update the governance framework and policy. Of note, the JS has a comparable
governance structure to support the CJCS in the CJCS’ statutory role as senior military adviser to the SecDef and the President. JS governance bodies

are structured in accordance with various CJCS Instructions and Manuals and are not codified as Senior or Supporting Tier Governance Forums in DoDD
5105.79.

The figure below depicts the portion of the DoD Senior Governance Framework that supports the Department’s enterprise management and is most
aligned with the objectives specified within the Department’s SMP. Senior Governance Fora are shown at the top and Supporting Tier Governance Fora
are shown in the box below. Some Supporting Tier Governance Fora provide direct support to a specific Senior Governance Forum (as identified by the
blue arrows). While most Supporting Tier Governance Fora review issues for either the DMAG or Deputy’s Workforce Council, any may vet issues for any
Senior Governance Forum or provide recommendations directly to the SecDef or DepSecDef for consideration. JS fora are included to show the similarities
between the governance structures.

DoD Senior Governance Framework

e L
o *\?“° Deputy’s cJcs
P Workforce
Council / "
DSD/VCJCS Joint Staff
Futures
Deputy’s ‘ Sstrategic Assessment
Innovation : eminar Board
Steering Lejsz:'::ﬁ Deputy’s LargeSDGroup Series cics
Group . P Manag it CJCS
DSDIVCJCS Council Action Group
S0 DSDVCJCS

.
Workforce Defense Strategy *Defense o oo0ecc00c0000c00c0ccocfoe «*Joint Joint Staff
Management  « Steering Group  Business *Analysis Requirements  Qperations Futures
Key Military Health Gren Defense USD(P) Council Defense Workin YGmu Oversight Deputies Steering
System Executive ,gnpgr) . INNOVation poDCIO  Performance [ Of¢ AQSD(SPC')’ Council DJS Group
* = Statutory Forum Review Workn[r)\lgfroup 'm%rgxﬁ'c'?ne"t D07, DJg, & Coao. L Veies VCJCS
A = Interagency USD(P&R) *ANuclear PIO/DA&M i i H
Representation *Chief Digi Climate Working Weapons Council Resource *Council on Oversight of the National
Chief Digital and Group USD(ARS) & NNSA Management Group Leadership Command, Control and
Artificial Intelligence i inabil = DCAPE & USD(C)/CFO Communications System
Officer Council Chief Sustainability Administrator
Direct Sui er Co Officer Biodefense Do Inf . USD(A&S) & VCJCS
Council oD Information Enterprise
*Defense Intelligence DoD Chief Integrated Acquisition USD(A&S) Portfolio M Corpmai:g, Eoe'al:j':rléﬁindBoard
Support as and Security Technology Officer Portfolio Review Modernization and e G RS, Lt % e
° 0ot Recedsaty 0P Integration Council Council USD(A&S) Capabilities Council o USRI Usel(Re)
usb(as) USD(REE) Special Operations Dob cio *aCouncil on Oversight of the DoD
Policy and Oversight . Position, Navigation, and Timing
Defense Safety Financial Improvement and Council Irregular Warfare Executive Enterprise
Oversight Council Audit Remediation ASD(SOLIC) Steering Committee USD(A&S), USD(R&E), & VCJCS
USD(P&R) Governance Board Cyber C il ASD(SOLIC) & DJ7 . N
Forum Name USD(C)/CFO yber ounci Defense Acquisition e Electromagnetic
Chair(s) DoD CIO & Principal Board Missile Defense Spectrum Operations
Executive Readiness Industrial Base CyberAdvison USD(A&S) Executive Board Legislative Executive
Management Group Council USD(R&E) Review Panel Committee
ASD(R) & DJS USD(A&S) CIVILIAN/MILITARY FORUMS ASD(LA) USD(A&S) & VCICS

Note: This graphic does not include forums related to defense strategy and operations or global force posture, or PSA chartered forums established to specifically support governance within
a PSA'’s focused AOR. The forums included in the Senior Governance Framework change as necessary with changes in the Department’s priorities and the evolving environment.
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Senior Governance Fora

Governance Fora, as established in DoDD 5105.79, are chaired by the SecDef or DepSecDef and primarily consider complex issues with multiple
stakeholders, SecDef priorities, and other high interest items. The difference in focus between SecDef-chaired and DepSecDef-chaired Senior Governance
Fora generally reflects the division of labor between the SecDef and DepSecDef. SecDef-chaired Governance Fora generally focus on strategic direction for
the enterprise support of ongoing operations, pacing challenges and issues affecting the Joint Force, Allies, and partners. DepSecDef-chaired Governance
Fora focuses on issues related to resource management, strategic management, workforce management, audit, performance improvement, and cross-
cutting issues such as innovation. Senior Governance Forum meetings are attended by PSAs, Secretaries of the MILDEPSs, Service Chiefs, and CCDRs.
These Governance Fora support effective decision-making, organizational alignment and management, and implementation of SecDef and DepSecDef
direction (See table below).

CHAIR, CO-CHAIR SUMMARY

The Senior Leadership Council enables the SecDef to discuss strategic issues and share
perspectives with senior civilian and military leadership. Meetings address broad, cost-
cutting issues affecting OSD, the MILDEPs, the CCMDs, and other Federal agencies, as
applicable.

SELTIA RCET TG [T N o T (1M SecDef, DepSecDef

Monthly engagement of senior DoD leadership (including CCDRs) for Department-wide
Large Group SecDef, DepSecDef alignment, and to focus on priority topics. Provides advice and assistance to the SecDef
on the strategic direction and ongoing operations of the Department.

Weekly engagement of senior DoD leadership for Department-wide alignment, and to
focus on priority topics.

Deputy’s Management

Action Group DepSecDef, VCJCS

LTIV AR [oTd (o] (-N oI I [JI Ml DepSecDef, VCJCS The senior-level forum for workforce management issues.

The Deputy’s Innovation Steering Group (DISG) helps the Department solve systemic
issues that create barriers to innovation at scale and speed in the context of solving the
most strategic operational gaps facing the Department and will tackle those most strategic
priorities in a way that helps break through the systemic barriers.

Deputy’s Innovation
Steering Group

DepSecDef, VCJCS
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Supporting Tier Governance Fora

Supporting Tier Governance Fora, as established in DoDD 5105.79 and designated by the SecDef or DepSecDef, are chaired by PSAs and are largely
established around scoped, functional activities. The attendees at Supporting Tier Governance Fora include civilian and military PSA or three/four star-
level officials from various functionally related DoD offices to provide a range of views on issues. These Governance Fora provide rigorous vetting and
development of complex issues at a level of empowered and fully informed stakeholders who can make decisions on behalf of their organization, while also
being able to contribute subject matter expertise. Supporting Tier Governance Fora are designed to refine analysis, resolve key issues, and identify and
elevate contentious issues and decision points for discussion or deliberation at Senior Governance Fora or consideration by the SecDef and/or DepSecDef.
Disciplined processes at the Supporting Tier level also greatly enhance engagement between OSD civilian leaders and senior uniformed officers from the
Military Services on priority issues.

CHAIR, CO-CHAIR SUMMARY

DCAPE, ASD(SPC), Director
for Joint Force Development
Analysis Working Group (DJ7), Director for Force
Structure, Resources, and
Assessment (DJ8), & CDAO

The Analysis Working Group works to improve the analytic support available for senior
leader decisions.

The Biodefense Council establishes priorities across OSD and DoD Components to fulfill
Biodefense Council USD(A&S) shared biodefense responsibilities, such as, biodefense posture, readiness, and threat
response coordination.

Serves as the principal forum to advise Department leadership on data, analytics,

and Al; drives systemic DoD-wide strategy and policy on data, analytics, and Al; and
CDAO advocates for DoD data, analytics, and Al-related programmatic and institutional culture
changes needed to facilitate the integration and fielding of data, analytics, and Al
capabilities across the enterprise to ensure competitive military advantage.

Chief Digital and Artificial
Intelligence Office Council

The Climate Working Group is the primary forum that coordinates DoD response to
Climate Working Group CSO climate and energy-related directives and tracks related actions, pursuant to Executive
Order 14008.

DoD CIO, USD(A&S),
Command, Control, and USD(R&E), & Director The Command, Control, and Communications (C3) Leadership Board works to
(O] U ITE e EN BEEG T[Tl for Command, Control, accelerate and synchronize the fielding of modernized networking solutions across the
Board Communications, Computers, | Joint Force.
and Cyber (DJ6)
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FORUM CHAIR, CO-CHAIR

Council on Oversight of
the National Leadership C3
System

USD(A&S) & VCJCS

SUMMARY

The Council on Oversight of the National Leadership C3 System assesses the
performance of, identifies vulnerabilities and mitigation plans, and prioritizes resources
for, the National Leadership Command Capability.

Council on Oversight of the
DoD Positioning, Navigation,
and Timing (PNT) Enterprise

USD(A&S), USD(R&E), &
VCJCS

The PNT Oversight Council oversees the DoD portion of the U.S. PNT Enterprise,
including PNT services provided to civil, commercial, scientific, and international users.
The PNT Oversight Council also maintains oversight of performance assessments;
vulnerability identification and mitigation efforts; architecture development; resource
prioritization; and other such responsibilities as directed by the SecDef, or the DoD CIO
as the PSA for PNT Policy. The PNT Oversight Council is the principal DoD Governance
Forum to ensure the DoD PNT Enterprise addresses national objectives, consistent
with national policy and guidance, and that mutually supporting systems, standards,
and specifications continue to evolve to address the lines of effort in the NDS. Finally,
the Council submits an Annual Report to Congress on the activities of the DoD PNT
Enterprise for the previous fiscal year, as directed by statute.

DoD CIO & Principal Cyber
Advisor

Cyber Council

The Cyber Council focuses on oversight of the DoD’s Cyber Strategy and Digital
Modernization Strategy, coordinates efforts to achieve DoD strategic objectives in the
cyber domain and leverages the full scope of resources to achieve unmatched outcomes
in cybersecurity, cyber operations, and digital modernization.

The Defense Acquisition Board advises on critical acquisition decisions when the
Defense Acquisition Executive is the Milestone Decision Authority.

The Defense Business Council oversees the Defense Business System portfolio
management efforts to establish a more streamlined and efficient defense business
enterprise. Specifically, the forum focuses on the rationalization of the Defense
Business System to create a portfolio that meets mission requirements and is aligned
with technological standards and best practices.

Defense Acquisition Board REEIIGYEES))
Defense Business Council §blsXe](e;
Defense Innovation Working Director DIU

Group

The Defense Innovation Working Group (DIWG) integrates efforts of three-star level
representation from other Component leaders/other equivalent vetting bodies on behalf
of the DepSecDef.
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FORUM

Defense Intelligence and
Security Integration Council

Defense Performance
Improvement Council

Defense Safety Oversight
Council

Defense Strategy Steering
Group

DoD Chief Technology
Officer Council

DoD Information Enterprise
Portfolio Management,
Modernization and
Capabilities Council

Electromagnetic Spectrum
Operations Executive
Committee

Executive Readiness
Management Group

CHAIR, CO-CHAIR

USD(I&S)

SUMMARY

The Defense Intelligence and Security Integration Council assists the USD(I&S)

on matters regarding coordinated integration of intelligence, surveillance, and
reconnaissance capabilities and related developmental activities across the military
departments, DoD intelligence agencies, and relevant CCMDs.

PIO/DA&M

The Defense Performance Improvement Council (DPIC) assesses Component and
enterprise-wide performance and assists with governing DoD’s SMP.

USD(P&R)

The Defense Safety Oversight Council (DSOC) identifies and tracks safety and
occupational health-related metrics. The forum also coordinates with other federal and
industry leaders to integrate their best practices with DoD initiatives.

USD(P)

The Defense Strategy Steering Group (DSSG) advises leadership on national defense
strategy and other related matters.

USD(R&E)

The DoD Chief Technology Officer (CTO) Council advises leadership on matters related
to science, technology, technology transition, engineering, and test and evaluation. The

forum also focuses on strategically important issues within the purview of the DoD Chief
Technology Officer and the greater national security science and technology (S&T) and

research and development (R&D) communities.

DoD CIO

The DoD Information Enterprise Portfolio Management, Modernization and Capabilities
Council synchronizes the Digital Modernization Infrastructure activities while ensuring
alignment with overall IT effectiveness.

USD(A&S) & VCJCS

The Electromagnetic Spectrum Operations Executive Committee addresses all aspects
of the DoD electromagnetic spectrum operations enterprise.

ASD(R) & Director, JS

The Executive Readiness Management Group (ERMG) advises the SecDef and other
senior leaders on matters pertaining to DoD readiness. It champions readiness efforts,
mitigates deficiencies, and achieves program balance to meet the demands of the
national defense strategy.
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FORUM

Financial Improvement
and Audit Remediation
Governance Board

Industrial Base Council

Integrated Acquisition
Portfolio Review

Irregular Warfare Executive
Steering Committee

Legislative Review Panel

Military Health System
Executive Review Board

Missile Defense Executive
Board

26

CHAIR, CO-CHAIR

USD(C)/CFO

SUMMARY

The Financial Improvement and Audit Remediation Governance Board provides
oversight and accountability for the DoD’s effort to achieve full financial auditability, in
line with congressional mandates.

USD(A&S)

The Industrial Base Council (IBC) addresses shared Industrial Base issues and
vulnerabilities based on the risk framework outlined in Executive Order 13806,
“Assessing and Strengthening the Manufacturing and Defense Industrial Base and
Supply Chain Resiliency of the United States.” As the three star-level forum for industrial
base issues, the IBC continues to make recommendations on matters under its purview,
and advance topics to the DMAG, as necessary.

USD(A&S)

The Integrated Acquisition Portfolio Review addresses critical risks within each portfolio
inform enterprise decisions and enable end-to-end mission capability.

ASD(SOLIC) & DJ7

The Irregular Warfare Executive Steering Committee serves as the principal forum for
coordinating and integrating irregular warfare matters.

The Legislative Review Panel processes legislative proposals consistent with the
SecDef’s legislative priorities. Legislative priorities approved by the Legislative Review

ASD(LA . ) L .
S Panel are submitted to the OMB, and if approved by the Administration, they are then
transmitted to Congress.
The Military Health System Executive Review Board is the highest-level military health
system governing and oversight forum for input into the strategic, transitional, and
USD(P&R) emerging health-related issues facing the military health system, the Defense Health

Program, and DoD. It assesses health care access, patient safety, and healthcare
quality across the military health system.

USD(A&S) & USD(R&E)

The Missile Defense Executive Board is the OSD-level governance process that
oversees and provides direction to the Missile Defense Agency and its supporting
capabilities and programs that form the Nation’s missile defense system (for both
regional and homeland defense). The forum oversees implementation of strategic
polices and plans, program priorities, and investment opportunities to protect the
United States and its Allies and promotes continued improvement of missile defense
capabilities.
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Nuclear Weapons Council

Resource Management
Group

Special Operations Policy
and Oversight Council

Workforce Management
Group

CHAIR, CO-CHAIR

USD(A&S) & NNSA
Administrator

SUMMARY

The Nuclear Weapons Council is responsible for preparing the annual Nuclear Weapons
Stockpile Memorandum; maintaining the nuclear weapons life cycle process; developing
stockpile options and costs; coordinating risk management efforts between the DoD and
the Department of Energy (DoE) relating to the nuclear weapons stockpile, the nuclear
security enterprise, and the delivery platforms for nuclear weapons, including with
respect to identifying and analyzing risks and proposing actions to mitigate risks.

The Resource Management Group (RMG) is the primary forum for programming and

USD(C)/CFO & DCAPE budgeting issues requiring review by the DMAG. The RMG is one of the most active and
robust Supporting Tier Governance Forum.
The Special Operations Policy and Oversight Council integrates the activities of the DoD
ASD(SO/LIC) . ) . X o
to effectively provide for the special operations forces and capabilities.
USD(P&R) The Workforce Management Group reviews workforce management issues in advance

of their presentation to the Deputy’s Workforce Council.
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The Strategic
Management Plan

The Department’s Fiscal Year 2022-2026 Strategic
Management Plan (SMP) fulfills statutory requirements
pursuant to the Government Performance and Results Act
(GPRA) Modernization Act of 2010 (GPRMA) Public Law
111-352 and 31 U.S.C. §§ 1115-1122.

Air Force Senior Airman prepares for the taxi of a
B-1B Lancer during a Bomber Task Force mission at
Andersen Air Force Base, Guam, June 13, 2024. The
mission supports national security objectives through
the speed, flexibility and readiness of the strategic
bombers.




SCOPE AND PURPOSE

The Department’s SMP articulates SecDef’s strategic priorities, consistent with the 2022 NDS, with an emphasis on building enduring advantages and
addressing institutional management priorities aimed at improving the management of the DoD. The SMP is the result of a collaborative effort among key
stakeholders including the OSD PSAs, MILDEPs, JS, and Directors of DAFAs.

The Department’'s SMP focuses on five strategic priorities:
1. Take Care of our People and Cultivate the Workforce We Need
2. Transform the Foundation of the Future Force
3. Make the Right Technology Investments
4. Strengthen Resiliency and Adaptability of our Defense Ecosystem
5. Address Institutional Management Priorities

For each of these priorities, the SMP articulates specific strategic objectives associated to performance goals, measures, and targets, providing the
Department with a strategic framework to inform oversight. As the Department resources these priorities in the Fiscal Year (FY) 2025 budget and continues
implementation of the Building Enduring Advantages approach, it closely tracks the implementation of the SMP strategic framework using Pulse.

The OPIO/DA&M plays a key role in developing and implementing the SMP. Many of the SMP strategic priorities, strategic objectives, and performance
goals directly align to the President’s Management Agenda (PMA) priorities. For example, Taking Care of Our People elements are directly linked to PMA
Priorities 1 and 2, and several acquisition and procurement elements of Transform the Foundation of the Future Force portions align to PMA Priority 3.

In addition to ensuring the linkage between the PMA and SMP, the PIO/DA&M also chairs the DoD/ OMB Chief Executive Officers (CXO) Committee, a
supporting tier of the DPIC, which helps to align DoD’s progress on the implementation of the PMA with OMB-led CXO council cross-agency initiatives, to
share best practices on how DoD can support the interagency, and update the DPIC on interagency initiatives.

The responsibility and authority to implement the SMP rests with DoD PSAs and DoD Components who have the appropriate authority, direction, and control
of their organizations. The Department uses the SMP in Pulse to monitor, analyze, review, and report progress on implementation of the SMP. This effort
supports the DepSecDef’s vision to transform DoD into a data-driven organization and empower DoD Components to draw deeper insights from data, drive
more efficient processes and procedures, and enable proactive performance tracking and monitoring.

GOVERNANCE

The SMP is the result of a collaborative effort among subject-matter experts across the Department and aligns every strategic objective to a strategic
priority. To achieve the objectives outlined in the SMP, the DepSecDef and the DoD PIO engage with senior leaders across the Department to promote
enhanced management processes, systems, and practices. The SMP provides the DepSecDef and senior leaders with effective levers to identify, oversee,
and report on a series of tangible and measurable activities ensuring diligence in the Department’s management of resources assigned to those priorities.
The implementation of each strategic objective in the SMP is in the purview of one or more of the OSD PSAs who has SecDef delegated authority to carry
out their assigned responsibilities and functional areas.
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The DepSecDef signed a memorandum, “Governance Structure for Deputy Secretary Managed Processes (August 8, 2023),” designated the DMAG as
the senior governance body for the SMP and directed OSD PSAs to integrate SMP strategic reviews into the routine activities of the functional governance
bodies they oversee, ensuring vertical integration of strategic objectives with performance goals, measures, and targets provided by MILDEPs.

As part of their routine activities, OSD PSAs lead a collaborative exercise to ensure vertical integration, with the participation of MILDEPs and DAFAs,
aimed at developing new or revising existing performance goals, measures, and targets. Lastly, all OSD PSAs and MILDEPs provide briefings on their SMP
progress, ensuring comprehensive oversight and alignment with strategic objectives throughout the DoD.

IMPLEMENTATION & MONITORING
About “Pulse”

The DoD is committed to using data and analytics to track progress on implementation of SMP strategic priorities
in an outcome-driven, metrics-based manner that results in improved performance. To enable the shift to a w P U L S E
data-driven approach for performance management, the PIO/DA&M, in partnership with the CDAO and USD(P), EXECUTIVE PERFORMANCE ANALYTICS
designed an executive analytics capability to measure performance called Pulse, that relies on authoritative data

enabled by Advana, the Department’s common enterprise data platform, to provide senior leaders with a strategic view of how the DoD is performing against
its top priorities.

The monitoring of SMP implementation through the Pulse dashboard enables the Department to:

+ Develop and integrate data-informed, outcome-based measures to show how the Department is performing against the strategic priorities of the
SecDef and DepSecDef.

+ Provide the SecDef and DepSecDef with the ability to proactively monitor how the Department is performing and receive notice if there are areas
where they need to engage.

+ Ensure performance improvement efforts across the Department align to the top strategic priorities and performance goals or objectives of the
SecDef and DepSecDef.

Each quarter, the PIO requests that DoD Components provide performance measure updates in Pulse, including a comprehensive narrative summary.

The request asks DoD Components to describe the root causes for unmet targets or highlight factors of success and best practices for met or exceeded
targets. This process allows DoD Components to showcase their accomplishments, describe mitigation strategies, and be accountable for their performance
progress against SMP implementation results.

These quarterly updates are reviewed at the DPIC, where senior leaders gather to review the live dashboard in Pulse. This setting provides transparency
and visibility for other DoD Components, MILDEPs, and DAFAs, facilitating the sharing of accomplishments. It also allows the lead for the strategic objective
to put forward any needs for interagency support and provide recommendations to improve performance-based outcomes.

The Pulse dashboard is a collaborative effort across the Department that will continue to evolve and mature over time. As DoD senior leaders use the
SMP in Pulse to support management decisions, the quality of the data and the maturity of available measures will increase. By using the SMP in Pulse in
management discussions at the highest levels, the Department will be able to translate core business objectives into measurable outcomes that change
behaviors and improve overall performance.
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ALIGNMENT WITH THE PRESIDENT’S MANAGEMENT AGENDA AND CROSS-AGENCY
PRIORITY GOALS

The President’s Management Agenda (PMA) establishes the Administration’s top priorities for improving how the federal government operates and performs.
Through the PMA, cross-agency teams work together to advance efforts across government organizations focusing on the most pressing management
challenges facing the federal workforce and the people and communities it serves. To deliver government solutions that strengthen our capacity to meet the
needs of all Americans, the PMA for the Biden-Harris Administration focuses on advancing the following three priorities:

1. Strengthening and Empowering the Federal Workforce.
2. Delivering Excellent, Equitable, and Secure Federal Services and Customer Experience.
3. Managing the Business of Government.

The DoD contributes, together with other federal agencies, to the implementation of PMA Priorities. The DepSecDef has served as co-lead for Priority

One: “Taking Care of our People and Cultivating the Workforce We Need,” leveraging the considerable expertise of the Department to partner with other
federal agencies in strengthening and empowering the federal workforce. Each PMA priority is supported by multiple Cross-Agency Priority (CAP) goals.
The DoD co-leads one CAP goal in support of Priority One and supports additional CAP goals across all priorities. Per the GPRAMA requirement to address
CAP goals in the SMP, Annual Performance Plan (APP), and Annual Performance Report (APR), please refer to www.Performance.gov for more detalled
information on DoD’s contributions to those goals and progress, as applicable.

Airmen practice navigation techniques during overnight
field training at the Ruby Creek training site, Washington,
November 19, 2024.
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The Defense Performance Improvement Framework

To deliver solutions to complex challenges the Department faces and to enable the successful implementation of the SecDef’s priorities, as articulated in the
NDS and SMP, the Department requires a sustained commitment to performance improvement across multiple dimensions of the defense enterprise.

The Department’s Performance Improvement Framework (DPIF), approved by the DepSecDef in October 2022, establishes a standard definition and
categories for Performance Improvement Initiatives (Pll), understood as investments the Department makes to accelerate implementation of NDS and
SMP strategic priorities. This framework also provides a consistent reporting framework to measure progress, in compliance with congressional guidance
pursuant to 10 U.S.C. § 125(a).

The PIO has partnered with the USD(C) and DCAPE to integrate the DPIF and the SMP into PPBE processes, with the goal of improving the Department’s
ability to align strategy to resourcing and execution. As a result, DoD Components are required to link Plls to SMP strategic priorities and objectives. The
diagram below depicts the conceptual framework that supports this effort.

SMP framework articulates how the Department @

...while PII are the Department's o
investments to "move the needle"
and accelerate these outcomes

plans to implement enduring advantages and
institutional management priorities

PIl are investments / Objectives of Plls /—--
geared to improve DoD
management capabilities
that directly contribute to
Strategic Objectives: OSD PSA the implementation of
through portfolio analysis enduring advantages.

» Accelerate
implementation of
enduring advantages as
articulated in the NDS

* Address management
priorities, including
enterprise-wide reform
and transformation

Pll can accelerate
Performance Goals: outcomes aligned to all
DoD Components levels of the SMP

logical framework,
depending on their scope
Performance Measures: and complexity

4§ DoD Components

Guidance: Concurrent with DepSecDef’s approval of the DPIF, the USD(C)/CFO issued addendum guidance incorporating the DPIF’s standardized
definitions and categories for Pll and all data elements required for PIl reporting into the Department’s programming and budget review guidance,
establishing a formal process that requires DoD Components to submit Pll data through the authoritative budget systems during the PPBE process. This
report contains sample data from initial implementation; the Department will continue to refine guidance, processes and systems as it adjusts to new
statutory language.
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A Letter from the Performance Improvement Officer
and Director, Administration and Management

The Department continues to mature and expand the application of performance management and
improvement into our culture, lines of business, and routine operations. Our FY24 implementation
update to the Department’s SMP for FYs 2022-2026 reflects continued substantial progress in
cultivating a data-driven culture for performance management, transforming the Department, and
advancing our strategic priorities.

This report integrates outcome-driven performance goals and measures from the OSD PSAs,
MILDEPs, and DAFAs, aligned with strategic objectives led by the OSD PSAs.

In FY24, the Department identified nearly 300 performance measures and the Deputy Secretary of
Defense (DepSecDef) and the DoD Components monitored them to assess the Department’s progress
across five strategic priorities:

Strategic Priority 1: Take Care of our People and Cultivate the Workforce We Need.
Strategic Priority 2: Transform the Foundation of the Future Force.

Strategic Priority 3: Make the Right Technology Investments.

Strategic Priority 4: Strengthen Resilience and Adaptability of Our Defense Ecosystem.
Strategic Priority 5: Address Institutional Management Priorities.

This report contains a subset of the 192 performance measures that the Department approved for
public release, of which 65 % met or exceed their target. The Department reviews all performance
measures annually to understand why some did not meet targets and whether measures are
sufficient and appropriate to meet mission performance outcomes. Our commitment to transparency,
accountability, and forward momentum in achieving our strategic priorities and objectives that build
enduring advantages remains strong and steady.

Jennifer C. Walsh

Department of Defense Performance Improvement Officer
and Director, Administration & Management
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P\/Z24) Annual

Performance Repor

The FY24 Annual Performance Report provides information on the Department’s
progress in achieving the objectives and goals outlined in the FY 2022-2026 SMP,
and it meets statutory requirements pursuant to the GPRMA and 31 U.S.C. § 1116.

This report is the result of submissions from Heads of DoD Components who, for
the first time have reported progress on a quarterly basis for all performance
goals in the SMP via Pulse, the Department’s authoritative executive analytics
performance management platform.

Additionally, this report marks a significant milestone, as it includes
progress updates on all previously identified PIlI that directly support
the advancement of SMP priorities. Furthermore, the report fullfills the
annual reporting requirements contained in 10 U.S.C. § 125a.

U.S. Army Soldiers assigned to 1st Battalion, 37th Armor Regiment, 2nd
Armored Brigade Combat Team, 1st Armored Division move to their objective in
an M1A2 Abrams Main Battle Tank during Decisive Action Rotation 20-01 at the

National Training Center in Fort Irwin, CA, October 4, 2019.



Strategic Management Framework

The FY24 Annual Performance Report highlights the Department’s progress toward achieving its Strategic Objectives (SOs) and Performance Goals (PGs)
outlined in the Fiscal Years 2022 — 2026 DoD Strategic Management Plan.

Strategic Priority 1
Take Care of Our People and

Cultivate the Workforce We Need

Strategic Priority 2
Transform the Foundation
of the Future Force

3

W

Strategic Priority 3
Make the Right
Technology Investments

Strategic Priority 4

Strengthen Resilience and Adaptability

of Our Defense Ecosystem

Strategic Priority 5
Address Institutional
Management Priorities

Strategic Objectives Strategic Objectives Strategic Objectives Strategic Objectives Strategic Objectives

1.1 Cultivate talent management through
the adoption of contemporary workforce
development and talent acquisition
approaches that positions the Department
as an employer of choice for both uniformed
and civilian service* (P&R)

1.2 Promote the health, wellbeing, and
safety of the Force and families (P&R)

1.3 Change the culture of the Department
to build a climate of dignity and respect,
eliminate stigma, prevent harmful behaviors
- including self-harm, and inculcate DEIA
principles across all DoD efforts (P&R)

2.1 Deliver, optimize, and/or enable the
Department with resilient Enterprise-Wide
Information Technology and systems,
services, and capabilities at speed of
relevance and mission effectiveness (CI0)

2.2 Drive competitive advantage by
acquiring effective capabilities to deter and,
if necessary, defeat pacing threats (A&S)

2.3 Modernize and sustain the nuclear
deterrent and protect against chemical and
biological threats (A&S)

2.4 Advance strategic readiness** (P&R)

*Agency Priority Goal.

2.5 Provide the Department with a decision
advantage over adversaries, paced to the
global challenge posed by the PRC** (1&S)

3.1 Focus on the Joint Mission by investing
in information systems and establishing
processes for rigorous, threat informed
analysis that will better enable the
Department to make informed choices in its
science and technology investments (R&E)

3.2 Create and field capabilities at speed
and scale by fostering a more vibrant
defense innovation ecosystem, accelerating
the transition of new technology into the
field, and communicating effectively inside
and outside the Department (R&E)

3.3 Invest in Interoperable, Federated
Infrastructure (CDAO)

2.6 Provide timely, relevant, highest quality
analytic decision support to improve
Department outcomes** (CAPE)

** Performance Measure information is not cleared for release.

4.1 Enhance the DoD’s Integrated Installation Resilience*
(A&S)

4.2 Ensure supply chain resilience through a modernized
Defense Industrial Ecosystem (A&S)

4.3 Ensure the foundations for research and development
by recruiting, retaining, and cultivating talent; revitalizing
our physical infrastructure; upgrading our digital
infrastructure; and nurturing stronger collaboration across
all stakeholders (R&E)

4.4 Enhance the DoD's cybersecurity posture (Cl0)
4.5 Increase the resiliency of C3 capabilities (CI0)

4.6 Deliver Capabilities for Enterprise Business and Joint
Warfighting Impact (CDAQ)

4.7 Deliver Sustainment Outcomes That Drive Integrated
Deterrence And Enable Effective Operations In Contested
Logistics Environments (A&S)

4.8 Operationalize defense intelligence and security
partnerships across the Department, U.S. Government,
Private Sector, Academia, and International Allies and
Partners** (I&S)

5.1 Accelerate the path to an unmodified audit
opinion (COMPT)

5.2 Strengthen Data Governance and Remove Policy
Barriers (CDAO)

5.3 Elevate security and counterintelligence to the
maximum extent across the Department** (I&S)

5.4 Modernize DoD Business Systems (CI0)

5.5 Optimize budget to execution and foster a high
integrity funds control environment (COMPT)

5.6 Advance data, Al, analytics ecosystem (CDAQ)

5.7 Establish a Department-wide Enterprise
Performance Management System (DoD PIO)

5.8 Strengthen OSD as a Component (DAGM)

5.9 Improve foundational data management (CDAO)
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Strategic Priority 1

HIGHLIGHTS

Workforce We Need

Of the 39 Performance Measures, 67% MET or EXCEEDED Their Target.

Best Performing Objective

* Promote the health, wellbeing, and safety of the force and their families.

Best Performing Measures

» Count of Reserve Component Service Members (RCSMs) enrolled in TRICARE Reserve Select with a
target of 25%. Result: 36%

Achieving a 36% enrollment rate in TRICARE Reserve Select for RCSMs not only exceeds the initial 25%
target but also highlights the DoD’s commitment to fostering a robust culture of safety and well-being. This
success reflects a significant step toward ensuring that service members and their families have access to
essential health care, promoting a healthier, more secure, and more resilient force.

» Improved Recruitment for the Integrated Primary Prevention Workforce (IPPW) with a target of 900.
Result: 1054

This significant achievement strengthens the capacity of the IPPW, ensuring they are well-equipped to
address and prevent harmful behaviors. By eliminating stigma and promoting a culture of dignity and
respect, the DoD enhances the overall well-being of its service members, creating a more supportive and
inclusive environment for all.

Office of Primary Responsibility (OPR): OUSD(P&R)

Noteworthy Strategic Objectives & Focus Area:
1.2 - PROMOTE THE HEALTH, WELLBEING, AND SAFETY OF THE FORCE AND FAMILIES. OUSD(P&R)

The DoD is implementing multiple initiatives to improve support to direct care staff and the childcare staffing model.
Initial indication from investments implemented to date for childcare staffing (mandated minimum wage increase
and reduced childcare fees for direct care workers) showed promising results with a net increase of 14% staffing
since 2020 impacts. While progress in meeting the childcare need is noteworthy, continued focus on improving
access to quality, affordable childcare is required and remains critical to military readiness and military family
economic security.

* No Status is indicated by measures that do not have data available

{@%o 1 Take Care of our People and Cultivate the

Family members gather for a pre-
deployment send-off for soldiers in
Worcester, MA, January 23, 2024.
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Strategic Priority 1

Take Care of our People and Cultivate the Workforce We Need

STRATEGIC PRIORITY 1: Take Care of Our People and Cultivate the Workforce We Need

The Department must continue to focus on attracting, recruiting, retaining, and training its workforce to ensure the Total Force has the right tools to
both meet and keep pace with the ever-evolving threats to our Nation. This includes personnel systems and analytics that will provide the best data to
support workforce forecasting and development. Enhancing readiness through a diverse and inclusive Total Force will foster innovation and
collaboration and enable the Force to best represent the population it is dedicated to protecting. Focusing on readiness will also require the
Department to protect the health, safety, and welfare of the Force by ensuring a safe and supportive environment for all, preventing problematic
behaviors, supporting victims, and holding offenders appropriately accountable. In particular, the Department must strive to counter behaviors - such
as sexual assault/harassment, and participation in extremist activities - that erode our force readiness. Finally, the Department recognizes the crucial
role family members play in sustaining the Total Force and will work to address their needs. In line with DoD leadership's priority to innovate and
modernize, the Department will continue to modernize our healthcare capabilities. An integrated and transformed Military Health System, with a state-
of-the-art electronic health record, will achieve the Quadruple Aim for the Total Force and military families: improved readiness, better health, better
care, and lower cost.

STRATEGIC OBJECTIVE 1.1 - CULTIVATE TALENT MANAGEMENT THROUGH THE ADOPTION OF
CONTEMPORARY WORKFORCE DEVELOPMENT AND TALENT ACQUISITION APPROACHES THAT POSITIONS
THE DEPARTMENT AS AN EMPLOYER OF CHOICE FOR BOTH UNIFORMED AND CIVILIAN SERVICE.

Strategic Objective Lead: OUSD(P&R)

Cultivate talent management through a human capital management paradigm shift - evolving the relationship between the Department, our current
workforce, and prospective talent in the marketplace through the adoption of contemporary workforce development and talent acquisition approaches
- that attracts and retains the best people to meet the challenges of the global security environment and imperatives of the National Defense Strategy
and positions the Department as an employer of choice for both uniformed and civilian service. The DoD Workforce: Military — Active, Reserve, and
National Guard — and Civilian personnel are the foundation of the Department and constitute its most valued asset. As such, DoD personnel must have
the full support of the Nation to ensure the DoD successfully accomplishes the foundational mission of defending the United States. That means the
DoD must have the right manpower and human capital resources in the right places, at the right time, at the right levels, and with the right skills to
provide for the Nation's defense, while simultaneously being good stewards of taxpayers' dollars. Recruiting, developing, and retaining a highly skilled
military and civilian workforce of diverse talent is essential for warfighting success. The budget submission is designed to strengthen our ability to
achieve a Total Force reflective of the vast diversity and talents of our Nation, and ensure the Department is prepared to provide the forces needed to
deter war and keep the Nation secure. The Department must invest in human capital initiatives to compete for, hire, develop, and retain highly skilled
experts in the ever-changing talent acquisition landscape.

Executive Summary of Progress:

The DoD aims to position itself as an employer of choice for both uniformed and civilian service through contemporary workforce development and
talent acquisition approaches. This involves recruiting, developing, and retaining a highly skilled and diverse military and civilian workforce to ensure
the nation's defense. The DoD continues to work on reducing its Time-to-Hire (TTH) and saw success in using Direct Hire Authorities (DHA) and reducing
the attrition rate. However, challenges remain in increasing the use of incentives and measuring the effectiveness of recruitment and selection. The
DoD continues to work on improving civilian hiring by establishing and monitoring Component-level Hiring Improvement Initiative (HIl) Action Plans and
fostering collaboration through Chief Talent Management Office pilots focused on process and technology innovations. The goal is to build and
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Strategic Priority 1

Take Care of our People and Cultivate the Workforce We Need

maintain a resilient and highly skilled military and civilian workforce capable
of advancing the Department’s readiness and competitive advantage. The
DoD continues work to reduce its average TTH. Though the Department made
some progress through efforts such as the Contact-to-Contract initiative, the
DoD will continue to pursue further efforts to tackle areas where TTH remains
high. The DoD was successful in furthering the use of DHA, even with the
continued use of other relevant authorities supporting DoD mission needs. The
DoD also saw success in reducing its attrition rate to below 12% for the year.
The DoD continues to find challenges in increasing its use of incentives, where
some DoD Components identified the inability to use incentives for those
leaving DoD for other federal agencies as reason for not meeting our intended
target. The Military Services concluded the FY in a much-improved position
compared to this time last FY, despite a continuously challenging and
disinterested recruitment market. At the end of September, all active DoD = A
Components’ except for the NaVy’ _met their FY recruitment acc.essmn mISS.IOFIS. U.S. Air Force Capt. Taque Patino, left) a pilot.assigned to the’.’%i\?;taAirlift Squadron,
The Navy fell short by 4,796 recruits; however, the Navy made its contracting showcases the capabilities of the C4/2:GI5BEMasterMEArde-aitcraft to the Honorable
goals but was not able to ship all 40,600. For the Reserve Components, the i Vaz"a“pﬂm“‘ Base CHagygton, 5°9t,?i=§?*? o Pt 9, 2024.

Army National Guard, Marine Corps Reserve, Air National Guard and Air Force Lt .

Reserve achieved their FY recruiting mission. The Department accessed just shy of 225,000 new recruits in FY24, over 25,000 more than FY23.

Three MILDEPs published their policy on Handling Protest, Extremist, and Criminal Gang Activities and implemented 13 of the 27 Counter Extremist
Activity Working Group recommendations.

The Department focuses efforts toward addressing and eradicating barriers to Equal Employment Opportunity and ensuring all individuals are able to
advance to their fullest potential. During FY24, the OUSD(P&R) hosted numerous Special Emphasis Program outreach events and collaborated with
non-federal organizations to support the training, professional development, and advancement of protected group personnel. The Department also
partnered with institutions to provide information on DoD employment and business opportunities. During FY24, the DoD collaborated with two
schools to host on-campus Taking the Pentagon to the People events.

“THE MODERN LABOR MARKETPLACE ENCOURAGES INDIVIDUALS TO CHANGE ORGANIZATIONS FREQUENTLY TO PURSUE GREATER JOB
FULFILMENT AND REALIZE PERSONAL GROWTH. THEREFORE, WE AIM TO CONTINUALLY MODERNIZE CIVILIAN PERSONNEL PROGRAMS,
ENHANCE PROFESSIONAL DEVELOPMENT, UPSKILL, AND RESKILL THE WORKFORCE, AND BUILD A ROBUST STUDENT PIPELINE THAT WILL

POSITION DOD FOR FUTURE SUCCESS.”

- HON ASHISH S. VAZIRANI, UNDER SECRETARY OF DEFENSE FOR PERSONNEL AND READINESS (PTDO)
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Strategic Priority 1

Take Care of our People and Cultivate the Workforce We Need

The Military Training Executive Steering Group (MTESG) demonstrated its value as a Department-wide forum for identifying training capability
deficiencies and potential resourcing and policy solutions. The MTESG's recommendations enable the Director, Cost Assessment and Program
Evaluation (DCAPE), and the other stakeholders in the Program and Budget Review (PBR) process to better understand the proposed training
investments in terms of their contribution to realistic, all-domain, joint training.

The Office of the Assistant Secretary of Defense (Readiness) (OASD(R)) continued to develop the resources to build out the Office of the Deputy Assistant
Secretary of Defense for Force Education and Training (ODASD(FE&T)) to enable more effective direction, guidance, and oversight of the Department's
training, exercise, and education programs for Service members.

Agency Priority Goal 1.1.1 - Shape an Appropriately Skilled and Ready Future Workforce: Improve Recruitment and Retention of the Civilian
Workforce.
Agency Priority Goal Lead: OUSD(P&R)

The DoD must ensure a resilient and highly-skilled civilian workforce capable of advancing the Department's strategy for readiness and competitive
advantage to deter conflict in any domain. The DoD's civilian workforce is vital to implementing strategies and priorities to ensure the Department
succeeds in achieving national security objectives. The DoD is working to improve civilian hiring by establishing and monitoring Component-level HIl
Action Plans and fostering ongoing collaboration to accomplish the objective of improving the efficiency and effectiveness of civilian hiring.

PERFORMANCE MEASURES FY 2024 Target FY 2024 Result FY 2023 Result

PM 1.1.1.1 DoD Direct Hire Authority Hire Rate 85% N/A
PM 1.1.1.2 DoD Average Time-to-Hire (TTH) 90 Days N/A
PM 1.1.1.3 Civilian Workforce Attrition Rate 12% or lower N/A
PM 1.1.1.4 DoD Civilian Hiring Selections Rate 8% N/A
PM 1.1.1.5 DoD Use of Hiring Incentives 1.5% N/A
PM 1.1.1.6 DoD Use of Retention Incentives 2% N/A
PM 1.1.1.7 DoD hiring Manager Satisfaction Scores 7% N/A
PM 1.1.1.8 Measure Representation of Employees with Disabilities Increase/Remain above baseline 14.2% N/A
PM 1.1.1.9 Demographic Representation of Civilian Retention - Women Decrease from baseline N/A
::Ic;;;.:r:)icD;ﬁzirt?::ic Representation of Civilian Retention - Decrease from baseline N/A
PM 1.1.1.11 Measure Representation of Employees with Targeted Increase/Remaln above baseline 2.6% N/A

Disabilities
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Strategic Priority 1

Take Care of our People and Cultivate the Workforce We Need

Agency Priority Goal Progress Update:

Although the Department decreased the TTH from 98 to 94 days in Quarter Four (Q4) of FY24 with an annual average of 92 days, the Department was
unable to achieve this year's target of 90 days. Reaching desirable TTH goals requires continuous collaboration amongst all stakeholders to improve
the efficiency of their role-specific contributions while optimizing their efforts to recruit, assess, select, and onboard quality talent. Efforts to reach the
DoD 85-day TTH target included maximizing the use of government-wide and DoD DHA and hiring flexibilities. In this case, the DoD increased the DHA
Utilization rate to 88.65% in Q4 from a start value of 85%. DHA usage goal was updated for FY24 from 100% to 85% to account for DoD Component
use of other hiring authorities, such as military spouse, veterans, schedule A disability hiring, interns, and merit promotions. Veteran hiring actions
continue to account for approximately half of those direct hire authority-eligible hiring actions that do not utilize a DHA.

Contact-to-Contract (C2C) is an effort to streamline completion of the requirements critical to onboarding new hires for targeted occupations after
selection. Some efforts that are known to directly reduce TTH include: robust strategic hiring plans that help hiring managers and human resources
(HR) specialists plan for upcoming workload over the FY, dedicated recruitment teams/specialists that seek out talent needed by an organization in
advance and develop relationships with hiring sources, regular communication between HR and Hiring Managers to pre-plan interview panels and
questions and plan when to expect hiring certificates. Pre-employment requirements (e.g. salary or incentive negotiations, security clearances, drug-
testing, and selectee-led delays of enter on duty (EOD) due to moving or other personal requirements) continue to be a known delay in the time it takes
to bring someone onboard. The C2C strategies will be published in the near future.

The DoD average civilian workforce attrition rate for FY24 is 2.34%. The cumulative attrition for FY24 is 9%, therefore the DoD met this year's attrition
rate target of below 12%. This suggests employee satisfaction, likely due to factors such as strong engagement, leadership support, and flexible work
arrangements. The DoD Average Civilian Hiring Selections Rate for FY24 - the DoD did not fully adopt this measure during FY24 due to challenges with
data assurance and historic trend analysis in attempting to set valid baseline and targets. Consequently, the DoD did not find this measure useful and
will consider foregoing this metric and look to establish an alternate measure instead that better addresses recruitment/selection.

The DoD did not meet its established target of 2% for use of Hiring Incentives. The 1.5% of increase in Q4 suggests a positive trend for FY25 results.
The Q4 retention rate remained consistent with previous quarters, resulting in a cumulative attrition rate within our FY24 target. The overall annual
average did not meet 1.5%; however, the ability to meet the increase for this quarter may be a positive trend for FY25 results. DoD will continue to
assess and communicate to the Components the importance of recruitment incentive usage.

The DoD Average Use of Retention Incentives for FY24 is 1%, missing its’ established target of 2%. The DoD Components intend to increase use of
retention incentives to decrease attrition yet note-the restriction of offering a retention incentive when personnel receive another federal job offer,
which limits their ability to maximize retention incentive use. The DoD Average Hiring Manager Satisfaction Scores for FY24 is 78.1% exceeding the
goal of 77%.

The Department continues to utilize DHA, targeted outreach, emphasis on EEO, and other initiatives to generate positive outcomes for this priority area.
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Strategic Priority 1

Take Care of our People and Cultivate the Workforce We Need

Performance Goal 1.1.2 - Provide Our Service Members and Civilians Relevant Education and Training to Promote Development and Engagement.
Performance Goal Lead: OUSD(P&R)

People drive the core of the Department's readiness to meet its assighed missions and represent our greatest asymmetric advantage over our
competitors. Training and education are two of the pillars for developing our service members to ensure they are prepared to address the nation's
security challenges in today's complex global environment. Training governance is essential to mitigating existing readiness risk and building a ready,
combat-credible force. Developing DoD-wide oversight over training capabilities through the newly chartered MTESG will drive implementation of the
Joint Operational Training Infrastructure strategy to ensure U.S. training capabilities meet the requirements of the NDS. Implementation of outcomes-
based military education ensures that the Department is preparing our leaders with the competencies, knowledge, skills, and abilities they will require
to successfully perform in various roles at various levels of responsibility. Improving education governance and capturing learner data will support
talent and workforce management. Improving the fidelity of the demand signal of requirements that military education programs should strive to meet
and recasting their curricula and assessment methodologies will improve the efficacy of their programs and enterprise.

PERFORMANCE MEASURES FY 2024 Target FY 2024 Result FY 2023 Result

PM 1.1.2.1 # of military education programs that utilize Outcomes-Based 0
Military Education (OBME) assessment methodologies

PM 1.1.2.2 Increase % of Financial Management workforce holding relevant 95% N/A
certifications Lead: OUSD(C)/CFO °

Performance Goal Progress Update:
During the PBR process for FY25, five lines of effort (LoEs) received partial or full resourcing for FY25, totaling 1.7 billion. This is a successful outcome
for the MTESG given that the Defense Training Governance Cycle is only in its third year of implementation.

N/A

Understanding that it is not realistic to expect all MTESG-recommended LoEs to be fully funded at the conclusion of PBR, the DTGC will continue to
refine and mature its procedures to better identify, vet, and promote resourcing LoEs.

The faculty development workshops provided significant opportunities to bring the views of senior leaders on emerging issues to those charged with
educating officers and added clarity to the demand signal.

The OASD(R) continued to develop the resources to build out the ODASD(FE&T) to enable more effective direction, guidance, and oversight of the
Department's training, exercise, and education programs for Military Service members.
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Strategic Priority 1

Take Care of our People and Cultivate the Workforce We Need

Performance Goal 1.1.3 - Recruit From the Breadth and Depth of America.
Performance Goal Lead: OUSD(P&R)

The DoD is in a competition for talent. Changes in the market labor force and population demographics, and the increasing need to be more technical,
flexible, and innovative to stay ahead of competitors and adversaries, greatly impact the DoD's ability to recruit and retain the civilian personnel
workforce it needs for the 21st century. The Department will maintain its high standards and is committed to helping those who desire to serve, meet,
and exceed the standards. The Department will continue to invest in recruiting and retaining the talented men and women who make up our All-
Volunteer Force.

PM 1.1.3.1 Increased Demographic Representation of Military: Officers (Sex) Increased representation from baseline _ N/A

PM 1.1.3.2 Increased Demographic Representation of Civilian: Race/Ethnicity Remain at baseline N/A

PM 1.1.3.3 _In.creased Demographic Representation of Military: Officers e rEpEsEEE e ks N/A

(Race/ethnicity)

PM 1.1.3.4 Increased Demographic Representation of Civilian: Sex Remain at baseline N/A
Performance Goal 1.1.4 - Expand talent management of data, analytics, and Al work roles.
Performance Goal Lead: CDAO
Broaden our data, analytic, and Al talent management strategies to attract, retain, and develop top-tier technology professionals.

PERFORMANCE MEASURES FY 2024 Target FY 2024 Result FY 2023 Result

PM 1.1.4.1- % of DoD MAJCOM billets coded in manpower systems for Data, 15% N/A
Analytics, and Al work roles.

Performance Goal Progress Update:
The FY24 target to code 15% of DoD Component-level billets for Data, Artificial Intelligence (Al), and Analytics work roles was not met, with only 3%
complete.

Beginning in Q1 FY25, the CDAO will report on two metrics tracking supply (people) and demand (billets) related to workforce coding, and two metrics
for delivering foundational education in data, Al and digital transformation for the Enterprise. The CDAO issued supplemental coding guidance in
November 2024 including analyses to streamline and aid in rapid Total Force identification. These four metrics will provide the data points necessary
to better align priorities, investments, and activities across the department to accelerate the expansion of the Defense Digital Workforce.
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Take Care of our People and Cultivate the Workforce We Need

Performance Goal 1.1.5 - Reduce TTH timelines by leveraging talent across the Federal enterprise to meet Replace with Pentagon Force
Protection Agency (PFPA) law enforcement workforce requirements through training reciprocity.
Performance Goal Lead: OPIO-ODA&M(PFPA)

Drive improvement to hire qualified personnel to meet PFPA law enforcement mission requirements.

PM 1.1.5.1- # of officers hired. 100 People _ N/A

Performance Goal Progress Update:

PFPA set a target to recruit 100 new police officers in FY24. PFPA did not meet its target. However, PFPA made significant progress in its recruiting
efforts that not only helped in achieving a total of 89 new officers in FY24, but it was able to surpass its total hired by +20 new officers onboarded this
year compared to FY23, which was not reported or tracked in the SMP. PFPA recruited a total of 69 new officers in FY23. There are several factors
that contributed to PFPA'’s not achieving its end state Performance Goal. The most important one is competition with local, state, and federal law
enforcement partners in the National Capital Region for the same source of qualified candidates to be police officers. That said, PFPA was very
creative in its outreach and recruiting efforts, visiting military bases around the country, offering hiring incentives approved by the Defense Civilian
Personnel Advisory Service and Washington Headquarters Services, Human Resources Directorate, and leveraging training reciprocities that helped
attract candidates from other federal agencies and the Military Services that are/have departed that have the requisite training.

EXAMPLES OF MILDEPS AND OTHER PSA CONTRIBUTIONS.

— Department of the Air Force

The Space Force’s first Officer Training Course (OTC) started September 2024. The OTC is the Space Force’s initial leader development course created
to produce a multidisciplinary officer corps with a broad understanding of mission concepts and a foundational baseline to synchronize effects across
the range of Space Force operational missions.

The Space Force will provide a 12-month initial skills training curriculum that delivers the necessary training in satellite, intelligence, and cyber
operations disciplines, ensuring officers learn to be a Guardian first and specialist second.

To successfully reoptimize for Great Power Competition against advanced adversaries, the Space Force is focused on developing all officers with a
broadened knowledge of military operations in the space domain, as well as joint and combined forces planning and employment.

Plans to re-introduce warrant officers to the Air Force were announced by Secretary of the Air Force