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OSD’s New Director, Defense
Procurement and Acquisition Policy
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Q
Ms. Lee, what leadership challenges as well
as opportunities for synergy do you see in
your new combined responsibility for both
Procurement and Acquisition Policy?   

A
DPAP has broad responsibility for ac-
quisition policies. Combining these two
organizations results in a very talented
group of people who will focus their en-
ergies on constantly reexamining our
policies and procedures for improve-
ment and simplification. 

Q
What can be done to improve the effec-
tiveness of the acquisition process through
this policy integration effort?

A
We think we need to focus on develop-
ing a more integrated approach to ac-
quisition policies. This means coordi-
nating several steps: identifying
opportunities for acquisition policy im-
provements; developing improvements
in an open process; preparing for train-
ing the acquisition workforce as policy
changes are developed; communicating
revised policies to people who imple-

Rob Leibrandt, DAU liaison and pol-
icy analyst in the Office of the Direc-
tor, Procurement and Acquisition Pol-
icy, Office of the Under Secretary of
Defense (Acquisition, Technology and
Logistics), interviewed Deidre Lee on
Jan. 22, 2003, to bring her priorities
and programs to Program Manager
readers. Lee now heads an office that
combines her former duties as Direc-
tor of Defense Procurement with the
added responsibility of Acquisition
Policy. 
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the basic purpose of the acquisition
system is to provide for the needs of

warfighters; get them what they
need, when they need it, at an afford-

able cost. Our credibility suffers to
the extent that we fail to meet this

basic responsibility.”

Rob Leibrandt, DAU liaison and policy analyst, interviews Deidre Lee, Director, Defense
Procurement and Acquisition Policy, OUSD(AT&L), on Jan. 22 in her Pentagon office.
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ment the policy; and monitoring the im-
plementation of revised policies to en-
sure improvement actually occurs.

In practice, this means that people in
DPAP who review acquisition strategies
need to communicate problems they
identify in acquisition policies and par-
ticipate in developing policy changes.
Also, by conducting more outreach, ac-
quisition professionals in the field will
identify problems in our policies that
we can address. 

The development of revised policies
needs to be done in an open, transpar-
ent manner. For example, we have
started publishing not only our pro-
posed procurement rules but also pub-
lic comments submitted on the rules.
This will shed greater light on all the
comments we receive and will hopefully
better explain the resolution of the com-
ments.

At the same time that policies are being
developed, we will coordinate with the
acquisition training community to de-
velop training for the new policies. This
will help identify potential implemen-
tation problems, but more importantly,
means that training will be available for
people in the field at the same time that
we publish new policies. 

Finally, we will monitor the implemen-
tation of new acquisition policies. Hav-
ing responsibility for the full spectrum
of improving acquisition policies, in-
cluding monitoring the implementation
of new policies, means that one organi-
zation can be held accountable for en-
suring the new policies result in a more
efficient and effective acquisition process.  

Q
How has your previous position as the Ad-
ministrator for the OFPP [Office of Fed-
eral Procurement Policy] affected your view
of Defense procurement? How are they the
same and how are they different? What
could DoD and the Federal Government
learn from each other? 

A
My previous position at OFPP (as well
as my position at NASA) kept me closely

involved with Defense procurement. As
you are aware, OFPP is responsible for
procurement policy on a government-
wide basis, including DoD. So, I was
not unfamiliar with Defense procure-
ment or with the highly regarded pro-
fessionals involved in working DoD-spe-
cific issues. At OFPP, I was conscious of
including the views and concerns of the
smaller agencies that could be over-
looked if one has a predisposition to-
ward DoD based on size alone. I found
that the issues facing the civilian agency
procurement officials were as equally
challenging as those faced by DoD pro-
curement officials.

I am a strong supporter of working is-
sues with my counterparts at the civil-
ian agencies. For example, I am a mem-
ber of the PEC [Procurement Executives
Council], which is comprised of senior
procurement executives assigned
throughout the Federal Government.
Among other things, the PEC is char-
tered to: create an environment that pro-
motes innovation, empowerment, and
risk-taking in accomplishing the gov-
ernment’s business; explore methods to
streamline and improve existing
processes; and share ideas, practices,
and experiences among agencies. My
involvement with the PEC and the FAR
Council ensures DoD is in a position to
guide, support, or challenge initiatives
that cut across agencies.  

Q
From your perspective as principal advi-
sor to the Under Secretary of Defense for
Acquisition, Technology and Logistics on
major weapon system contracting strate-
gies and advisor to the Defense Acquisition
Board on procurement matters, how has
the new threat of international terrorism
and the need for rapid deployment affected
contracting strategies?

A
One great lesson for us that arises from
the events of the last year and a half is
the overwhelming need for flexibility.
We can no longer reasonably expect to
be able to predict what the threats will
be over an extended period of time, nor
can we expect to know precisely what
will be needed to counter those threats. 

This need for flexibility is pervasive
throughout the acquisition process, from
requirements generation through ac-
quisition planning, contracting, devel-
opment, production, and sustainment.
From their inception, systems have to
be developed with the capability to
evolve in the face of rapidly changing
needs. We are doing a number of things
in AT&L to promote this flexibility.

For several years now, we have been
strongly promoting evolutionary acqui-
sition and spiral development. These
concepts not only allow better man-
agement of technical and cost risk, they
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preserve the ability of systems to be
adapted to changing needs.

More recently, we have undertaken a
complete rewrite of the 5000 series of
policies. This whole initiative arose from
a growing belief that the old 5000 series
was too prescriptive and did not provide
an environment conducive to innova-
tion and creativity. To a great extent, the
documents had come to be used as a
“cookbook” for acquisition planning, to
the detriment of new, potentially bene-
ficial approaches. It is not true that in-
novation and creativity were not allowed
under the old documents, but it is true
that we didn’t see much of them, prob-
ably because it was hard to be creative
and still fulfill all the prescriptions.

So, the approach to the new documents
is to remove the prescriptions to the great-
est degree possible. The old documents
required that acquisition planning meet
all statutory requirements and demon-
strate in particular ways that the acqui-
sition is planned to best meet the pro-
gram objectives. The new documents still
require that all statutory requirements be
met, and demonstrate that the acquisi-
tion is planned to best meet the program
objectives. It is in the “hows,” not the
“whats,” that the documents truly differ.

The general thrust of this work is to allow
the program manager to be innovative,
creative, and flexible in planning the pro-
gram. The old 5000 series was very pre-
scriptive regarding how a PM had to
demonstrate that the program had a co-
herent, intelligent acquisition strategy.
The new series allows the PM to demon-
strate this in ways best suited to the in-
dividual program.

Our expectation is that this flexibility in
documentation will further promote the
flexibility required throughout the ac-
quisition process. This change will have
some profound effects on the acquisi-
tion planning process. It will require pro-
gram managers to really think through
their strategies, not just complete a
checklist of documents. It will also re-
quire better and earlier coordination be-
tween programs and the MDA [Mile-
stone Decision Authority] staffs, so

PM :  JANUARY-FEBRUARY 20034

DEIDRE A. LEE
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Office of the Under Secretary of Defense
(Acquisition, Technology & Logistics)

D
eidre A. Lee as-
sumed her position
as Director of De-

fense Procurement and
Acquisition Policy on
Nov. 3, 2002. Before as-
suming this position,
she was the Director of
Defense Procurement for
two years. Lee is re-
sponsible for all acqui-
sition and procurement
policy matters in the Department of
Defense. She serves as the principal
advisor to the Under Secretary of De-
fense for Acquisition, Technology and
Logistics and the Defense Acquisition
Board on acquisition/procurement
strategies for all major weapon sys-
tems programs, major automated in-
formation systems programs, and ser-
vices acquisitions. 
Additionally, Lee is responsible for
the acquisition workforce career de-
velopment and training as well as
AT&L’s external electronic business
efforts, including support to the Fi-
nancial Management Modernization
Program. She is leading the Depart-
ment’s transformational policy initia-
tives in the Federal Acquisition Reg-
ulation (FAR), Defense FAR
Supplement (DFARS), and the DoD
5000-series acquisition regulations.
She is DoD’s advisor for competition,
source selection, multiyear contract-
ing, warranties, leasing, and all in-
ternational contracting matters. 

Prior to joining the Department of
Defense, Lee served as the Adminis-
trator for the Office of Federal Pro-
curement Policy from July 1998 to
June 2000. From March 1993 until
July 1998, she served as the Associ-
ate Administrator for Procurement at

the National Aeronautics
and Space Administra-
tion. Prior to that, Lee
served as the Deputy As-
sociate Administrator for
Procurement and the Ex-
ecutive Officer to the
Deputy Administrator of
NASA. She rose through
the ranks to become
NASA’s senior acquisition
official and has a distin-

guished record as a reformer and in-
novator. 

From 1984 until 1990, she worked
at the Johnson Space Center, as Chief
of the Space Shuttle Procurement Di-
vision, Chief of the Orbiter and STS
Integration Procurement Branch, and
Chief of the Data Systems and Air-
craft Operations Branch.

She was awarded NASA’s Outstand-
ing Leadership Medal and Excep-
tional Achievement Medal. In 1996
and 2001, she was a recipient of the
Senior Executive Service Presidential
Rank Award. In March 2001, Lee re-
ceived the Honorable Elmer B. Staats
Award for Accountability.

Lee began her career with the De-
partment of Defense where she served
in various procurement-related posi-
tions that included base procurement
in Okinawa, Japan; systems acquisi-
tion at Hanscom AFB, Mass.; and lo-
gistics procurement at Hill AFB, Utah.

She holds a Bachelor’s Degree in Busi -
ness Administration from Central
State University, Edmond, Okla., and
a Master’s Degree in Public Adminis-
tration from the University of Okla-
homa.
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strategies will be well understood ahead
of time and not derailed late in the game.
Finally, the changes will require some
changes in the way MDA staffs evaluate
strategies, forcing a renewed focus on
the real content of the strategies, not just
their form.

Q
The aging workforce is a topic affecting
DoD’s corporate knowledge base. How do
we revitalize the remaining workforce and
attract highly qualified replacements with
the right skills? 

A
President Bush has said that we need to
get the right workforce with the right
skills at the right place with the right
pay. We are working on all these areas
to address our aging workforce.

Right Workforce. We are using Human
Capital Strategic Planning to look at the
workforce we have today, the workforce
we need in the future, and the actions
we need to take to get from here to there.

Right Skills. We have transformed the
Defense Acquisition University to take
our training to where our customers are;
we are in the midst of transforming the
certification training for each of the
AT&L disciplines, concentrating on PM,
Contracting, and Logistics; we are ex-
amining how to recognize commercial
professional certifications (such as those
given to logisticians, project managers,
and contracting officers) so that we can
attract people from industry at the jour-
neyman level.

Right Place. We are piloting a branding
campaign at Edwards Air Force Base to
attract, hire, and retain people so we can
replace those who have served us so well
and have earned their retirement. We will
use the knowledge we gain at Edwards
to expand the campaign Department of
Defense-wide.

Right Pay. The Acquisition Workforce
Demo has developed and implemented
a pay-for-performance system along with
pay bands. We plan to expand the Demo
to the entire DoD-wide AT&L work-
force. 

Q
Your new organization directs the Defense
Acquisition Regulations Council and de-
velops policy for contract pricing and fi-
nancing, contract administration, interna-
tional contracting, and training of
contracting personnel. What policy im-
provements have been made recently? What
can we expect in the future?

A
Within the past few months, we’ve is-
sued a number of changes to the FAR
[Federal Acquisition Regulation] and
the DFARS [Defense Federal Acquisi-
tion Regulation Supplement] that are
geared toward improving the way we
do business. Some of these changes in-
clude: strengthening of requirements for
competition in the placement of orders
for services under Federal Supply Sched-
ules and other multiple award contracts;

adoption of “best value” procedures for
the acquisition of commercial software
and related services through the use of
Enterprise Software Agreements with
contractors who offer favorable terms
and pricing; providing foreign military
sales customers more visibility into the
development of contracts that we award
on their behalf; and exception from the
Buy American Act for acquisitions of
U.S.-made end products in acquisitions
subject to the Trade Agreements Act. 

Some of the changes that we’re presently
working on include: requirements for
contractors to submit, and DoD to
process, all payment requests electron-
ically; and requirements for more up-
front review of acquisition strategies to
prevent unnecessary or unjustified con-
tract bundling. We’ve also initiated a
DFARS “transformation” project, which
will involve a comprehensive review of
the DFARS to identify opportunities for
reducing procurement cost, cycle time,
and administrative burden. We’re plan-
ning an aggressive schedule for com-
pletion of the review and for subsequent
use of the results to transform the
DFARS into a more effective document.

A lot of our current work in the Inter-
national area is focused on Domestic
preferences in one way or another. Let
me say right off that we do not oppose
any of the current statutes per se. We
are interested, however, in clarifying
some aspects of the statutes and in get-
ting some flexibility into the process.
Also, through the establishment of rec-
iprocal MOUs with individual countries,
we are working to open up trade in De-
fense in both directions. We expect that
these efforts will promote interoper-
ability and standardization, increase
competition, and increase U.S. access
to foreign markets. 

Q
You often say that Defense Procurement
“works” for the field contracting officer.
What tools and policies are working? What
is still needed? 

A
Communication is key—we want to
make things better for our people in the
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field. Working on the right things—is-
sues of importance to them. The first
step is outreach. An example of our vir-
tual outreach program is the new De-
fense Procurement and Acquisition Pol-
icy Web site [http://www.acq.osd.mil/
dpap]. The site contains links to Acqui-
sition Today, which provides real-time
notice of policy changes that affect field
personnel. Personnel can sign up to au-
tomatically receive the notices. About
85,000 people receive notices this way.

In addition to this virtual presence, the
DPAP staff maintains a very robust
speaking schedule that is not limited to
the Washington D.C., local area. Every
year we try to reach out to acquisition
and contracting personnel worldwide.
At each speaking opportunity we ask
the audience to describe any barriers
that prevent them from doing their jobs.
Those become action items for DPAP
staff—and the field activity gets an an-
swer back as to what we are going to do
about eliminating the perceived barrier.

The last outreach and communication
area that I want to mention today is en-
suring all new initiatives are clearly com-
municated to field activities via orga-
nized, structured, focused presentations.
We have begun writing training mate-
rials at the same time that changes in
acquisition rules are developed, with
the intent of having good training mod-
ules ready for deployment when the rule
changes become final. We have estab-
lished quite a portfolio of free online
training modules that are available at
the continuous learning DAU Web site
[http://clc.dau.mil/kc/no_login/portal.
asp]. These modules are available to any-
one, including our industry counter-
parts!

In order to ensure that the training ma-
terials resonate with the field personnel,
we are in the process of conducting
focus groups to understand how to bet-
ter describe the impact of the changes
and how to better connect with mid-
level personnel who have completed
their basic training courses.

Continuous feedback from our cus-
tomers is vital to ensure that we pro-

vide effective and timely training—
thus fulfilling our goal of having the
best trained contracting and acquisi-
tion workforce in the world. A well
trained workforce with the right
business tools at their fingertips is
vital for ensuring our soldiers, sailors,
airmen, and Marines get the most out
of every defense dollar.

Q
If we recognize that Defense industry de-
serves to make reasonable profits, how can
the acquisition process be improved to in-
crease the attractiveness of the government
as a customer? What is a reasonable profit
and who decides that? 

A
When discussing contractor profit, it is
important to remember that about two-
thirds of what we buy is bought com-
petitively. We are also relying more and
more on commercial items to fulfill our
needs. For competitive and commercial
items, we rely on the marketplace to
generate fair and reasonable prices. Con-
tractors are assumed to have priced a
reasonable profit into their prices, based
on market conditions. Thus, for com-
petitive and commercial items, we don’t
examine costs and profit; instead, we
look at price.

For the remaining sole-source, non-com-
mercial items, we employ a structured
profit policy that is designed to ensure
an integrated assessment of the busi-
ness, technical, and financing risks as-
sociated with each contract. It provides
contracting officers with a structured
way to consider profit by focusing on
the factors that DoD believes are most
appropriate for each contract. We have
made adjustments to those factors over
the years when necessary to address
changed conditions in the defense in-
dustrial base. For example, in the year
2000 we introduced a technical risk fac-
tor that allows contracting officers to
recognize higher profit objectives for
those contractors that are incorporating
state-of-the-art technology into our re-
quirements.

In the past, since profit objectives are
based on costs, when a contractor pro-

posed a reduced cost base we often re-
duced our profit objective. This made
no sense. In effect, we punished the con-
tractor for becoming more cost-efficient. 

We therefore revised our profit policy
about a year ago to create a new cost-
efficiency factor that enables contract-
ing officers to increase profit objectives
by up to an additional four percent for
contractors who have a proven track
record of reducing costs. We also in-
creased the relative weight we accord to
the technical and management risks as-
sociated with contract performance.
These adjustments to our profit policy
will enable us to retain and attract ven-
dors capable of addressing our need to
obtain cutting-edge technology at prices
we can afford.

Q
The Honorable Edward C. “Pete” Aldridge,
Under Secretary of Defense for Acquisition,
Technology & Logistics, outlined five major
goals for acquisition. In your opinion, on
his first goal, how can we show Congress
that we are credible and effective in exe-
cuting the acquisition and logistics process?
Where have we failed in the past and where
can we do better?

A
We always have to remember that the
basic purpose of the acquisition system
is to provide for the needs of warfight-
ers; get them what they need, when they
need it, at an affordable cost. Our cred-
ibility suffers to the extent that we fail
to meet this basic responsibility. 

There are a number of things being done
that greatly enhance our prospects for
success. One of these is the emphasis
on evolutionary acquisition and spiral
development. We all know the old say-
ing, that “better is the enemy of good
enough.” Through evolutionary acqui-
sition we can provide significant capa-
bilities sooner, rather than not provid-
ing anything until all of the Weapon
Systems requirements are met. Risk
management and cost estimating are
also enhanced.

Along these lines, we are now insisting
on using the most realistic cost estimates
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available for budgeting purposes, so that
programs will have the resources nec-
essary to succeed. There is one other
very important thing we could do to
help programs succeed; impart real sta-
bility to the program. This applies in
two areas—cost and requirements. Once
a program is on contract, we should in-
sist that the Services fund it as initially
planned. This would at least allow the
program a fighting chance at perform-
ing as expected.

Similarly, requirements changes should
be severely restricted, at least within an
ongoing spiral. Rather than disrupting
ongoing development efforts, emerging
requirements should be held for the next
spiral. There is wide agreement that
these initiatives will greatly improve our
ability to execute acquisition programs
more successfully. However, problems
do arise in practice. Due to heavy de-
mands on scarce resources, there is al-
ways a temptation to take money out of
a program for other uses. We must
maintain strong discipline in resisting
these temptations.

Q
Secretary Aldridge’s fifth goal aims to lever-
age technologies to “create the warfighting
capabilities, systems, and strategies of the
future.” Can you describe efforts you and
your staff are making to help the acquisi-
tion community support this goal? 

A
My staff is working hard to address this
goal. To transform how the Department
acquires weapon systems, goods, and
services to support warfighting strength,
technological capabilities and efficien-
cies must be brought to bear to a far
greater degree than in the past. Elec-
tronic business or eBusiness implements
business technologies and transforms
business processes. The Under Secre-
tary of Defense for Acquisition, Tech-
nology and Logistics directed the es-
tablishment of an eBusiness office within
AT&L to be the engine of change. The
eBusiness office focus will be twofold—
external and internal. 

The external focus eBusiness office,
under my purview, will lead the trans-

formation of the acquisition/procure-
ment business environment of the AT&L
enterprise and external business part-
ners through electronic business gover-
nance, the application of technology,
and alignment within the Department’s
business modernization programs and
within CIO [Chief Information Office]
initiatives. The office will support the
President’s Management Agenda and
eGovernment initiatives, including the
Federal Acquisition environment. It will
establish:

• eBusiness guidelines and standards to
create an accessible, efficient, effec-
tive, seamless, and collaborative ac-
quisition process.

• The governance of eBusiness across
the DoD acquisition community to
support the integrated acquisition end
state and the forthcoming Federal
Management Enterprise Architecture.

• The review, approval, and enforce-
ment of standards, constraints, guide-
lines, processes, and products for use
within the acquisition community.

Much of the effort required of the ac-
quisition, technology and logistics work-
force in supporting this goal involves
understanding what tools, programs,
and policies are already in place to help
them. There are a number of tools that
we have fielded under eBusiness. 

The Standard Procurement System is
one that we are working hard to im-
prove while we continue to implement
it. Wide Area Workflow is a tool for elec-
tronic invoicing that helps speed the
process of paying vendors for goods and
services that they have delivered. Be-
yond these examples of tools that di-
rectly help our people in the field, we
have several projects that operate be-
hind the scenes making the eBusiness
systems work better. Everything we do
is oriented to supporting our workforce.

In early November last year, my staff
jointly conducted a workshop with the
Director, Defense Research and Engi-
neering called “Leveraging Technology
in an Evolutionary Acquisition Envi-
ronment.” The workshop objectives
were to obtain feedback from DoD and
industry participants on the draft ver-
sion of our soon-to-be-published guide,
A Managers Guide to Technology Transi-
tion in an Evolutionary Environment: A
Contact Sport, and to identify and de-
velop recommended actions addressing
significant issues associated with the
technology transition process.

The workshop was a huge success and
the guide was published on Jan. 31,
2003. An outreach and communication
strategy was developed and training ob-
jectives targeted as follow-on efforts to
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support the release of the guidebook
and further help the workforce. There
is a great deal of interest in the tech-
nology transition area, and we are com-
mitted to supporting the workforce with
the tools necessary to help make the
process better.

Q
Secretary Aldridge mentions access to bet-
ter training opportunities and more move-
ment among the Services and between the
field and headquarters staffs as being keys
to success. Would you care to comment on
your role in this?

A
I am working closely with DAU to en-
sure that our training products are global
in their reach and focused on career-
long learning. We coordinate the edu-
cation of over 129,000 students world-
wide. DAU has responded and has
forward-deployed over 260 faculty po-
sitions into five regions near our cus-
tomers’ work centers. The university has
also established strategic partnerships
with over 44 organizations, institutions,
and private associations to help meet
customer total learning needs.

DAU is now providing targeted perfor-
mance support with subject matter ex-
pertise to major weapon system program
offices such as: Joint Strike Fighter, Fu-
ture Combat System; DD-X; Precision
Munitions; and Missile Defense. Tech-
nology has not only expanded the reach
of training, but also enabled the AT&L
community to have access to some 40
continuous learning modules, numerous
communities of practice linking experts
and best practices, and an AT&L Knowl-
edge Sharing System (AKSS). All of these
have become integral parts of our total
learning solutions in support of the learn-
ing needs of the workforce.

For years DAU has provided certifica-
tion and assignment-specific training
for our workforce. That training has
been successful—and DAU is building
on that success by moving to empha-
size critical thinking skills and case-
based training. But, we need to go be-
yond certification to provide Web-based
continuous learning so that our work-

force, both those who have been certi-
fied and those who are not in certifica-
tion disciplines, can keep current with
the Department’s emerging policies and
new initiatives. 

My office is responsible for developing
some of that continuous learning train-
ing as part of our outreach and com-
munication process. In addition, my of-
fice is pursuing expanding our central
referral system for open critical acqui-
sition positions in OSD and the Defense
Agencies (where employees can see po-

sitions in other agencies and apply for
those positions) to all acquisition, tech-
nology, and logistics positions DoD-
wide. We are also looking at several dif-
ferent intern and rotational programs to
provide developmental opportunities
across the Department.

Q
Secretary Rumsfeld often says that prepar-
ing for the future requires transforming the
operational force and the way it operates.
Is it necessary to transform the existing ac-
quisition workforce to be successful in the
transformed future Rumsfeld foresees, and
if so how do we determine the new skill re-
quirements?

A
Today’s acquisition workforce is dedi-
cated and talented, and everyone rec-
ognizes that changing mission and pro-
gram requirements associated with
transformation impact the capabilities
needed in the future workforce. The
forecast of increased retirements during
the next five years exacerbates the im-
pact. We view the intersection of these
two events as an opportunity to shape
the acquisition workforce to add even
greater value to the changing missions
and programs. 

Two years ago, we began focusing lead-
ership attention and resources on human
capital strategic planning—the compo-
nent of organizational strategic planning
that focuses on the workforce. Human
capital strategic planning enables lead-
ers to identify the workforce capabili-
ties (characteristics such as occupations,
academic disciplines, and level of ex-
perience; behaviors, such as innovation
and risk-taking; and values, such as will-
ingness to take risks, and fortitude to
speak truth to power) that the leaders
believe their organizations need to ac-
complish their mission or programs—
their strategic intent; and contrast the
future desired distribution of the needed
capabilities in the workforce with the
current inventory projected into the fu-
ture, assuming continuation of current
human resource management policies
and practices. That comparison enables
them to identify gaps between what they
need and what they will have by default. 
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Finally, human capital strategic plan-
ning identifies an aligned set of human
resource management policies and prac-
tices, and resources and authorities that
leaders believe will close the gaps and
produce the workforce they need to ac-
complish their strategic intent. We call
this a business case analysis of the work-
force needed to accomplish the leaders’
strategic intent. Human capital strate-
gic planning is a radical departure from
the way we do the people business today,
and we are in the early developmental
stages of a time-phased plan to develop
a mature human capital strategic plan-
ning capability. 

Q
Secretary Rumsfeld expects the Depart-
ment to develop a culture of innovation—
a willingness on the part of commanders
and subordinates to take risks and try new
methods and ideas to be successful in the
future. What is being done to develop this
culture of innovation within the acquisition
workforce?

A
Changing culture is one of the most dif-
ficult leadership challenges. It is partic-
ularly difficult for a large and complex
organization like the Department of De-
fense. As I mentioned earlier, we are fo-
cusing leadership attention on human
capital strategic planning, and cultural
shaping is one aspect of it. Again, this is
a new organizational activity and we are
in the early developmental stages on a
long path to developing a mature human
capital strategic planning capability.

Our time-phased plan focuses on iden-
tifying the competencies needed to con-
duct cultural shaping and developing
those competencies in small teams next
year. Developing a culture of innovation
will require extensive, unrelenting senior
leadership attention and devoted re-
sources. 

Q
Are you expecting any legislative changes
that will help the DoD AT&L community?

A
We have several very bold legislative
proposals and a supportive leadership.

They have not yet been cleared, so I can-
not discuss them in detail. These pro-
posals are designed to increase flexibil-
ity by minimizing prescriptive practices,
encouraging innovative solutions by our
acquisition professionals, and reward-
ing success. Stay tuned.

Q
You rose through the ranks to become
NASA’s senior acquisition official and you
have a distinguished record as a reformer
and innovator. What has allowed you to be
a successful innovator and reformer and
what are the pluses and minuses of this role? 

A
I thoroughly enjoy my contracting ca-
reer. Working in a number of different
locations on a broad array of programs
was a terrific opportunity. I cannot tell
you the number of times something
would come across my desk and I would
ask, “Why do we do this?” and the an-
swer was less than satisfying—“That’s
the way it’s always been done,” or “See
the 1969 memo.” Yet, I quickly learned
that these things could be changed, and
a proactive contracting officer could re-
ally make a difference.

My goal for DPAP is to facilitate the in-
novativeness of the people in the field.
We want to hear their ideas and con-
cerns and take action. The biggest plus
is that we can change things—the minus
is the time it often takes to make these
public policy changes.

Q
What can DAU do to better serve the needs
of the DoD AT&L community?

A
DAU is providing learning resources 7
days a week, 24 hours a day—the con-
cept of anytime, anywhere learning or
getting the right information to the right
employee at the right time. This con-
cept helps new employees gain job-crit-
ical skills and provides current em-
ployees with the new skills necessary to
meet the challenges of tomorrow.

DAU re-engineered its curricula to take
advantage of today’s e-learning practices
and technology. They have optimized

certification training, performance sup-
port, communities of practice, and con-
tinuous learning opportunities. DAU is
now transforming Contracting training
to provide the right mix of case-based
training and critical thinking to replace
“cookbook” answers. 

Through the CLC [Continuous Learning
Center], DAU provides a “toolbox” of
electronic performance support that pro-
vides access to the “right” knowledge to
perform in a rapidly changing workplace
with flexible and adaptable solutions. 

In FY 2003, DAU is reengineering its lo-
gistics and sustainment curriculum along
the tenets of the FLE [Future Logistics
Enterprise]. This reengineered logistics
curriculum will not only benefit the lo-
gistics workforce but is intended for in-
corporation in other workforce areas, par-
ticularly program management, con-
tracting, systems engineering, and busi-
ness and financial management. FLE ad-
vancement and DAU logistics curricu-
lum reengineering go hand-in-glove.
DAU is moving out rapidly on new ini-
tiatives, particularly in assisting the ac-
quisition workforce to implement the
new DoD 5000 policy on total life cycle
systems management and performance-
based logistics.

Q
What is the best piece of career develop-
ment advice you were ever given? 

A
Be flexible, mobile, and energetic. Know-
ing the rules is certainly necessary, but
not sufficient. Focus on the end result
and work well with others to ensure suc-
cess.

Q
What do you hope will be your legacy? 

A
I hope my legacy will be an acquisition
workforce recognized for their business
excellence.

Editor’s Note: To learn more about
DPAP’s activities and programs, visit the
new DPAP Web site at http://www.
acq.osd.mil/dpap.
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