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SUBJECT: DoD Civilian Personnel Management System: Civilian Strategic Human Capital
Planning (SHCP)

References: See Enclosure 1

1. PURPOSE

a. Instruction. This instruction is composed of several volumes, each containing its own
purpose. The purpose of the overall instruction, in accordance with the authority in DoD
Directive (DoDD) 5124.02 (Reference (a)), is to establish and implement policy, establish
procedures, provide guidelines and model programs, delegate authority, and assign
responsibilities regarding civilian personnel management within the DoD.

b. Volume. In accordance with the authority in Reference (a), this volume:

(1) Reissues Volume 250 of DoD Instruction (DoDlI) 1400.25 (Reference (b)), and
incorporates and cancels Under Secretary of Defense for Personnel and Readiness (USD(P&R))
memorandums (References (c) and (d)).

(2) Updates policy, assigned roles and responsibilities, and procedures for DoD

Components to implement SHCP across DoD.

2. APPLICABILITY

a. This volume applies to OSD, the Military Departments, the Office of the Chairman of
the Joint Chiefs of Staff and the Joint Staff, the Combatant Commands, the Defense Agencies,
the DoD Field Activities, and all other organizational entities within the DoD (referred to
collectively in this volume as the “DoD Components”).

b. Pursuant to Appendix 3 to Title 5, United States Code (U.S.C.) (also known as the
Inspector General Act of 1978 (Reference (e)) the Office of the Inspector General of the
Department of Defense (O1G DoD) may follow the provisions of this instruction as a guide, but
is not required to comply with its provisions or obtain departmental approval of its workforce
plan. The OIG DoD will submit its plan to DoD for informational purposes only.
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3. POLICY. Itis DoD policy that:

a. SHCP provides a prescriptive methodology to assess the current state of the workforce,
identify skill and competency gaps and strengths, and forecast emerging and future workforce
requirements to support the DoD mission.

b. SHCP addresses all U.S. citizen appropriated fund positions, including those in the Senior
Executive Service, Senior Level, Scientific or Professional and wage grade positions.

c. OSD functional community managers (OFCMs) and DoD Component functional
community managers (DoD CFCMs) are responsible for SHCP for assigned occupations within
the civilian workforce.

d. SHCP is a structured competency-based approach implemented throughout the DoD that:
(1) Applies job analysis methodologies compliant with part 1607 of title 29, Code of
Federal Regulations (also known and referred to in this volume as the “Uniform Guidelines on
Employee Selection Procedures (UGESP)”) (Reference (f)).
(2) Meets the requirements and objectives of the USD(P&R) Fiscal Year 2012-2016

Strategic Plan (Reference (g)), section 300.103 of Title 5, Code of Federal Regulations
(Reference (h)), and section 115b of Title 10, U.S.C. (Reference (i)).

4. RESPONSIBILITIES. See Enclosure 2.

5. PROCEDURES. See Enclosures 3 through 6.

6. INFORMATION COLLECTION REQUIREMENTS. The Defense Competency Assessment
Tool (DCAT), referred to in section 2 of Enclosure 5 of this instruction, has been assigned report
control symbol DD-P&R(BE) 2475 in accordance with the procedures in Volume 1 of DoD
Manual 8910.01 (Reference (j)), and DoDI 8910.01 (Reference (k)).

7. RELEASABILITY. Cleared for public release. This volume is available on the Internet
from the DoD Issuances Website at http://www.dtic.mil/whs/directives.

8. EFFECTIVE DATE. This volume is May 27, 2016
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ENCLOSURE 1

REFERENCES

(@) DoD Directive 5124.02, “Under Secretary of Defense for Personnel and Readiness
(USD(P&RY)),” June 23, 2008

(b) DaD Instruction 1400.25, Volume 250, “DoD Civilian Personnel Management System:
Civilian Strategic Human Capital Planning,” November 18, 2008 (hereby cancelled)

(c) Under Secretary of Defense for Personnel and Readiness Memorandum, “Framework for
Department of Defense (DoD) Civilian Strategic Workforce Planning and Enterprise
Competency Management,” October 27, 2011 (hereby cancelled)

(d) Under Secretary of Defense for Personnel and Readiness Memorandum, “Enterprise
Civilian Competency Management Framework Implementation,” November 23, 2011
(hereby cancelled)

(e) Appendix 3 to Title 5, United States Code (also known as the Inspector General Act of
1978)

(F) Part 1607 of Title 29, Code of Federal Regulations

(9) Under Secretary of Defense for Personnel and Readiness, Fiscal Year 2012-2016 Strategic
Plan, February 2011*

(h) Section 300.103 of Title 5, Code of Federal Regulations

(i) Section 115b of Title 10, United States Code

(1)) DoD Manual 8910.01, Volume 1, “DoD Information Collections Manual: Procedures for
DoD Internal Information Collections,” June 30, 2014, as amended

(k) DoD Instruction 8910.01, “Information Collecting and Reporting,” May 19, 2014

() DoD Directive 5100.01, “Functions of the Department of Defense and Its Major
Components,” December 21, 2010

(m) Defense Human Resource Board Charter, August 6, 2014,
http://www.dtic.mil/whs/directives/corres/pdf/512402p.pdf

(n) DoD Instruction 1430.16, “Growing Civilian Leaders,” November 19, 2009

! Available at:

http://www.dod.gov/pubs/foi/Reading_ Room/Administration_and_Management/11 F 1420 FY?2012_ 2016Strategi
c_Plan_Final.pdf
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ENCLOSURE 2

RESPONSIBILITIES

1. USD(P&R). In accordance with Reference (a), the USD(P&R) has overall responsibility for
overseeing the DoD Strategic Workforce Plan (SWP) and competency-based SHCP.

2. ASSISTANT SECRETARY OF DEFENSE FOR MANPOWER AND RESERVE AFFAIRS
(ASD(M&RA)). Under the authority, direction, and control of the USD(P&R), the
ASD(M&RA) has overall responsibility for the development of DoD civilian personnel policy
covered by this volume.

3. DEPUTY ASSISTANT SECRETARY OF DEFENSE FOR CIVILIAN PERSONNEL
POLICY (DASD(CPP)). Under the authority, direction, and control of the ASD(M&RA), the
DASD(CPP):

a. Supports the development of civilian personnel policy covered by this volume.

b. Develops SHCP implementation guidance in coordination with the DoD Components and
the functional communities, and monitors its execution by the DoD Components.

c. Oversees a dedicated Strategic Human Capital Planning Division (SHCPD) to guide and
assist OFCMs, DoD CFCMs, and component integrators (CIs) in the execution of SHCP,
consistent with the procedures in Enclosure 4 of this volume.

4. DIRECTOR, DoD HUMAN RESOURCE ACTIVITY (DoDHRA). Under the authority,
direction, and control of the USD(P&R), the Director, DODHRA, provides support to the
DASD(CPP), as appropriate, in execution of duties and responsibilities of this volume.

5. OSD PRINCIPAL STAFF ASSISTANTS (PSAs). The OSD PSAs appoint OFCMs for their
respective functional communities in accordance with DoDD 5100.01 (Reference (1)).

6. DoD COMPONENT HEADS. The DoD Component heads:

a. Develop, manage, execute, and assess each Component’s SWP, including manpower
allocations and resources.

b. Designate DoD CFCMs and Cls to support career program management and to assist the
OFCMs with community management issues.

6 ENCLOSURE 2
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c. Ensure that their DoD CFCMs and Cls are trained and have the capabilities to perform
assigned responsibilities.

d. Develop, implement, and operate job analysis programs that meet the requirements and
objectives of References (g) and (h), and comply with Reference (i). The specific job analysis
methodology must align to DoD policy established in this volume.

e. Integrate competency-based SHCP into the full spectrum of civilian life-cycle talent
management within their Component.

f. Require that a cadre of trained human resources (HR) consultants are available to advise
the DoD CFCMs on recruitment, compensation, retention, and development strategies needed to
address identified competency gaps.

g. Confirm that manpower and financial management consultants are available to advise the
DoD CFCMs on requirements and issues related to SHCP.

7 ENCLOSURE 2
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ENCLOSURE 3

SHCP

The SHCP process:

a. Aligns with DoD’s strategic planning, budget process, performance management goals,
and metrics to ensure the appropriate workforce mix and skill sets to accomplish the mission.

b. Identifies current and projected civilian manpower requirements, including expeditionary
requirements within the context of total force planning, needed to meet the DoD’s mission.

c. ldentifies critical skill gaps (e.g., recruitment in the existing or projected workforce), and
develops strategies to manage the civilian workforce to address those gaps.

d. Develops, validates, implements, and assesses DoD-wide competencies for occupational
series using the DoD taxonomy outlined in Enclosure 5.

e. Compares competency proficiency levels against target proficiency levels at enterprise
and individual levels to identify competency gaps and gap closure strategies, for competencies
needed now and in the future.

f. Develops a competency-based approach to SHCP that enables DoD Components to
incorporate competencies in recruitment and retention tools such as position descriptions,
vacancy announcements, selection assessment questionnaires, and employee training and
development plans.

g. ldentifies career paths that provide a competency-based road map for employees to aid in
their career planning and professional development.

h. Assesses the DoD’s progress in implementing its SWP using results-oriented performance
measures.

8 ENCLOSURE 3
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ENCLOSURE 4

PROCEDURES

1. SHCPD. The SHCPD:

a. Oversees and integrates DoD Component SHCP, including workforce capability and
readiness efforts, within the framework of total force planning in collaboration with the Director,
Total Force Planning and Requirements.

b. Analyzes and monitors the strategic environment, workforce trends, staffing and
competency assessments, and gap analyses to verify that recruitment, retention, and development
initiatives address DoD current and future mission requirements.

c. Facilitates the development of DoD policy, guidance, strategies, and reporting
requirements for competency-based SHCP and staffing gap forecasting.

d. Provides oversight for issues relating to competency-based SHCP and staffing gap
forecasting.

e. Establishes a common taxonomy for DoD competencies to meet DoD-wide SHCP needs
and to facilitate life-cycle management of the DoD civilian workforce.

f. Implements a five-point rating scale, illustrated in Figure 2, to be uniformly applied
throughout DoD in order to measure competency proficiency level requirements.

g. Establishes an enterprise competency data repository, validation, and assessment tool to
conduct workforce competency assessments and to monitor gap closure integrated with HR life-
cycle systems and processes.

h. Oversees data collection of civilian workforce and capability requirements.

i. Informs DoD leadership of HR external agency initiatives (governmental and non-
governmental), partnering with proponents on human capital efforts as appropriate and
applicable.

j. Develops DoD guidance governing the selection and training of OFCMs and DoD
CFCMs.

k. Confirms that OFCMs and DoD CFCMs are trained and have the capability to perform
the responsibilities outlined in this enclosure.

I. Requires that Cls are trained and have the capability to liaise with and provide advice to

the OFCMs and DoD CFCMs and are integrated with HR, manpower, and financial management
functions in carrying out their responsibilities identified in this enclosure.

9 ENCLOSURE 4
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m. Distributes guidance for meeting the reporting requirements in Reference (h) and any
other SHCP-related reporting requirements.

2. OFCMs. The OFCMs:

a. Work with DoD CFCMs to monitor and track the implementation of this volume in their
respective communities, DoD-wide, against mission requirements.

b. Monitor the integration of competency-based SHCP into the full spectrum of life-cycle
management of employees (in executing these responsibilities) within the functional
communities, and confer with the SHCPD, OSD or command leadership, manpower authorities,
DoD CFCMs, Cls, HR, manpower and financial management consultants.

c. Monitor current and projected mission requirements (both expeditionary and non-
expeditionary), environmental influences, recruitment, attrition and retirement trends, and
workload forecasts to identify current and future functional community manpower requirements.

d. Conduct an analysis of the numbers in the community against projected manpower needs
to identify workforce gaps.

e. Facilitate the development and assessment of DoD-wide competencies for employees
within their functional communities against those needed for successful mission accomplishment
to identify competency gaps.

f. Develop and implement strategies to mitigate the identified workforce and competency
gaps, including training and development, career paths and applicable career roadmaps.

g. Assess the effectiveness of the strategies in reducing gaps.
h. Assess functional strategies to direct closure of identified competency gaps.

i. Monitor and report the status of the application of competency-based SHCP within the
DoD Components as defined in paragraph 2.b. of this enclosure.

J. Review and provide input to strategic workforce planning requirements established by the
DASD(CPP) and any other reporting requirements in Reference (k).

k. Review DoD Component SHCP solutions, to ensure alignment with budget planning (e.qg.,
competency models, hiring methods, and training programs), to avoid duplication and leverage
efficiencies through functional community-wide solutions.

3. Cls. The Cls:

10 ENCLOSURE 4
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a. Support and assist the DoD Component heads in fulfilling functional community
management responsibilities and DoD SHCP initiatives within the DoD Component (e.g.,
workforce activities are aligned to budget and staffed to achieve workforce planning outcomes).

b. Facilitate responsibilities of the DoD Component heads as outlined in this volume.

c. Analyze DoD Component workforce data against projected manpower needs to identify
workforce gaps.

d. Collaborate with the SHCPD, OFCMs, and DoD CFCMs to provide reports to support the
SWP from DoD Components.

e. Coordinate and leverage DoD Component, functional community, and interagency best
practices.

f. Facilitate timely report submissions to meet component and OSD missions.
g. Advocate for regulatory and statutory changes, when necessary.

h. Assemble and engage a collaborative team of DoD CFCMs, HR, manpower, financial,
and others to support SHCP.

I. Assess functional training and other strategies to ensure closure of identified workforce
gaps.

J. Review analyses of current and projected mission requirements, environmental factors,
attrition and retirement trends, and workload forecasts to identify current and future Component
manpower and total force mix requirements.

k. Act as single point of contact on strategic human capital management (SHCM) issues at
the DoD Component level.

4. DoD CFCMs. DoD CFCMs work with the OFCMs to ensure their respective communities
are resourced and staffed with employees at the competency and proficiency levels needed to
support the mission. Collaboration with SHCPD, OFCMs, Cls and DoD CFCMs is essential to
ensure timely reports are provided in support of the SWP from DoD Components. DoD CFCMs
are designated as appropriate to represent one or several DoD Components.

5. HR PROFESSIONALS TRAINED TO SUPPORT SHCP. The HR professionals trained to
support SHCP:

a. Provide advice and guidance to the functional communities on strategies to achieve SHCP
goals.

11 ENCLOSURE 4
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b. Consult on the planning and requirements process to obtain manpower resources, such as
full time equivalents required to support operations and meet mission requirements.

6. FINANCIAL MANAGEMENT PROFESSIONALS TRAINED TO SUPPORT SHCP. The
financial management professionals trained to support SHCP consult on the DoD budget and
financial resource acquisition processes, such as the Program Objective Memorandum and the
Future Years Defense Program.

7. SUPERVISORS WHO MANAGE DoD CIVILIAN EMPLOYEES. Supervisors who
manage DoD civilian employees confirm occupational series competencies; participate in the
assessment of their employees’ proficiency levels; identify target proficiency levels within each
competency their employees perform; and ensure employees have current individual
development plans to support gap closure.

12 ENCLOSURE 4



DoDI 1400.25-V250, June 7, 2016

ENCLOSURE 5

COMPETENCY MANAGEMENT

1. ENTERPRISE COMPETENCY MANAGEMENT FRAMEWORK

a. A competency-based approach will be instituted throughout DoD that supports SHCP.
The SHCPD is responsible for the development, management, and oversight of DoD’s
competency management process, referred to as the DoD Competency Management Framework.

b. The core precepts for the DoD Competency Management Framework are based on
aligning mission outcomes with expectations for employee behaviors, providing a meaningful
and consistent structure within which to define and assess workforce competency needs and
gaps, and providing employees and supervisors with observable, transparent, and measurable
indicators associated with successful job performance.

c. The DoD Competency Management Framework:

(1) Provides a common language and structure to manage and assess workforce
competency gaps, proficiency levels, and guide SHCP strategies for gap closure, training,
recruitment, and succession planning.

(2) Establishes an inventory of DoD competencies by occupation (defined as
occupational series, groups of like occupations, or functions that cut across occupational series),
(e.g., acquisition) that can be incorporated into the full range of life-cycle management practices
(from accession through separation) and will be comprised of technical and non-technical
competency requirements.

(3) Establishes a common taxonomy for DoD-wide competency management that drives
standardization across the DoD while enabling DoD Component flexibility where necessary.
The competency taxonomy includes the format of occupational competency models and
individual competencies.

(@) The DoD Competency Management Framework, illustrated in Figure 1, consists
of five tiers and includes technical and non-technical competencies. These tiers categorize and
organize competencies within and across occupations and differentiate between mission-based
competency requirements. An explanation of each tier is provided.

1. Tier 1 competencies apply across the DoD (e.g., DoD Civilian Leadership
Competency Model).

2. Tier 2 competencies are occupational series or function specific (i.e., one or

more functionally-related occupations that share distinct, common technical qualifications,
competencies, career paths, and progression patterns, for example, acquisition career fields).

13 ENCLOSURE 5
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3. Tier 3 competencies are unique to sub-occupational specialties (e.g., a set of
geo-technical competencies within the civil engineering occupation).

4. Tier 4 competencies are unique to a specific DoD Component based on the
context or environment in which the work is performed.

5. Tier 5 competencies are required for or unique to a position (e.g., a specific
civil engineer position may require financial management competencies).

Figure 1. DoD Competency Management Framework

Tier 1: Core Competencies

Apply across DoD regardless of DoD Component or occupation (e.g., DoD
leadership competencies).

Tier 2: Primary Occupational Competencies

Apply across discrete occupational series and or functions (i.e., one or more
functionally related occupations that share distinct, common technical
qualifications, competencies, career paths, and progression patterns).

Tier 3: Sub-Occupational Specialty Competencies

Unique to sub-occupational specialty (e.g., a set of geo-technical competencies
within the civil engineering occupation).

Tier 4: DoD Component-Unigue Competencies

Competencies so unlike any of the other competencies identified that they exist
at the component level and are unique to the context or environment in which

the work is performed.

Tier 5: Position-Specific Competencies

Required for a particular position within an occupation and are not addressed in
the tiers above (e.g., a specific civil engineer may require financial management
competencies).

14 ENCLOSURE 5
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(b) Individual competencies, illustrated in Figure 2, contain:

1. Competency Title. The short name used to identify a competency.

2. Competency Definition. The competency definition conveys the work
required to perform job tasks and is typically written as a statement of an observable, measurable
pattern of knowledge, skills, and abilities. Definitions should also include behaviors associated
with job performance.

3. Proficiency Level lllustrations. DoD uses a five-point rating scale with
standardized proficiency level definitions. Illustrations further define the level of proficiency
and provide behavioral examples that are demonstrated, repeatable, and observable. While the
definitions are broad, the illustrations provide specific examples of the level definitions.

4. Job Tasks. Specific position-based work activities and outcomes. Multiple
tasks can be linked to a single competency.

5. Proficiency Level Requirement. This is determined by an aggregate
assessment based on individual supervisor determinations of position-based competency
requirements.

(c) For tracking and management, a competency developed for DoD-wide
implementation should also include:

[

. Functional community.

N

. Occupational Series and Tier 1, 2, 3, 4, or 5 designator.

3. Relevant performance level for associated competency information (e.g., entry,
mid, and full-performance levels).

4. Current or future importance (5 years from now).

15 ENCLOSURE 5
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Figure 2. Competency Taxonomy

Competency Title

Competency Definition

— Proficiency Level

Definition/ Illustration lel e

Proficiency Levels (tied to assessments) indicate the
degree to which employees performed a competency.
Level 1 = Awareness

Level 2 = Basic

Level 3 = Intermediate

—> - Level 4 = Advanced

Level 5 = Expert

(d) Ensures that the standard job analysis methodologies used comply with the
UGESP.

(e) Provides the basis for current and forecasted competency gap analysis through
analysis of the multiple factors including but not limited to:

1. Employee and supervisor assessment of employee competency proficiency.

2. Supervisor assessment of importance of competency for current and emerging
mission and requirement for competency upon entry into position.

3. Forecasted workforce competency proficiency based on employee
development, hiring, and attrition trends.

4. Forecasted workforce competency proficiency requirements based on
manpower and strategic planning analysis.

2. DCAT. The DCAT replaces DoD Component-specific tools to ensure a consistent approach
to assess and report workforce competency gaps and proficiency levels. The DCAT:

a. Is the repository for DoD competencies to manage an inventory of confirmed civilian
workforce technical and non-technical competencies.

b. Is the tool for assessing individual and workforce competency gaps. The assessment
results inform employee development, succession, and knowledge management decisions.
Assessments will be conducted via DoD occupational assessment surveys.

16 ENCLOSURE 5
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c. Interfaces with the Defense Civilian Personnel Data System.
d. Provides civilian employees access to their competency records to:
(1) ldentify competencies relevant for their current position.
(2) Determine competency importance for their series and their position.

(3) Indicate their competency proficiency level for all competencies using the five-point
competency proficiency scale.

e. Provides supervisors of civilian employees the ability to:
(1) ldentify competencies relevant for their employees’ current positions.

(2) Indicate employees’ competency proficiency levels and target proficiency levels for
all competencies using the five-point competency proficiency scale.

(3) ldentify competencies needed at the time of appointment, and competencies needed
in the future (5 years).

(4) ldentify the best method for developing proficiency in the competency (e.g.,
instructor led-training, distance learning, on-the-job-training, and developmental and challenging
work assignments).

17 ENCLOSURE 5
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ENCLOSURE 6

SHCM GOVERNANCE STRUCTURE

The DoD SHCM governance structure is comprised of the Defense HR Board (DHRB), in
accordance with its charter (Reference (m)), Strategic Human Capital Management Executive
Steering Committee (SHCM ESC), Functional Community Advisory Group (FCAG), and
Competency Management Advisory Group (CMAG).

a. The DHRB:
(1) Is chaired by the USD(P&R).
(2) Will promote and facilitate improved DoD-wide total force management, both
current and future, through the improved alignment of statutes, policy, business practices,

information technology, and resources.

b. The SHCM ESC:

(1) Membership consists of OFCMs and the Cls.

(2) Is chaired by the DASD(CPP).

(3) Will review and recommend appropriate functional community structure, mission
critical occupations, and resources for functional community planning to better manage the total
force. Will elevate issues to the DHRB as appropriate.

c. The FCAG:

(1) Membership consists of OFCM and CI designated individuals.

(2) Is chaired by the Division Chief, SHCP.

(3) Will study workforce planning needs and issues and assess progress, and will
develop policy proposals and recommendations for implementing functional community
management and workforce planning strategies. Will elevate SHCP issues to the SHCM ESC, as
appropriate.

d. The CMAG:

(1) Membership consists of subject matter experts from OSD, DoD Components, and as

needed functional or technical experts (e.g., labor relations or information technology

representatives).

(2) Is chaired by the Division Chief, SHCP.

18 ENCLOSURE 6
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(3) Is a functional advisory group that supports the implementation and sustainment of
enterprise competencies.

(4) Provides expert advice and recommendations to ensure a common strategic approach
to enterprise-wide competency management.

19 ENCLOSURE 6
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GLOSSARY

PART I. ABBREVIATIONS AND ACRONYMS

Assistant Secretary of Defense for Manpower and Reserve Affairs

component integrator
Competency Management Advisory Group

Deputy Assistant Secretary of Defense for Civilian Personnel Policy
Defense Competency Assessment Tool

Defense Human Resources Board

DoD Component Functional Community Manager

DoD Directive

DoD Human Resources Activity

DoD Instruction

Functional Community Advisory Group

human resources

OSD Functional Community Manager
Office of the Inspector General of the Department of Defense

strategic human capital management

Strategic Human Capital Management Executive Steering Committee
Strategic Human Capital Planning

Strategic Human Capital Planning Division

Strategic Workforce Plan

Uniform Guidelines on Employee Selection Procedures
United States Code
Under Secretary of Defense for Personnel and Readiness
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PART Il. DEFINITIONS

Unless otherwise noted, these terms and their definitions are for the purposes of this volume.

competency. An observable, measurable pattern of knowledge, abilities, skills, and other
characteristics that individuals need to perform work roles or occupational functions
successfully. They are categorized by:

non-technical. Demonstrate the “soft skills,” (ability to relate to others) or personal attributes
associated with successful performance of current and future job tasks or mission requirements
as defined in DoDI 1430.16 (Reference (n)).

technical. Associated with a specific occupation or function to successfully perform the job
tasks required. These competencies reflect domain-specific requirements and are associated with
analysis of occupational job groups or families, occupational series, DoD critical functions
particular groups of jobs. These competencies also refer to specific occupational skills gained
from education or training or which are based on a particular area of expertise.

competency-based management. A systematic approach to developing, evaluating, and aligning
employee competencies with mission and job requirements throughout the DoD life-cycle talent
management framework.

DoD CFCM. Senior executive level leaders responsible for supporting the execution of this
volume in their respective DoD Component career field by working with DASD(CPP), SHCPD,
and command leadership, manpower and financial management representatives, OFCMs, and
HR consultants.

DoD CI. Senior Executive Service member from HR who is the single point of contact on
SHCM issues at the DoD Component level.

DoD Life-cycle Career Management Framework. A comprehensive process for managing the
workforce planning process that encompasses recruitment, assessment, compensation,
development, retention, and succession management.

functional community. A group of one or more occupational series or specialties with common
functions, competencies, and career paths to accomplish a specific part of the DoD mission.
Functional communities engage in workforce planning to ensure mission accomplishment by
preparing for emerging missions and changing work requirements; developing competency
models, assessing workforce competencies, and identifying mission-critical workforce gaps;
identifying recruitment, development, and retention strategies to fill workforce gaps; providing
career roadmaps with a “line of sight” for employee career development; and advocating
individual competency assessments and development plans to help employees progress and meet
professional standards.

human capital. An inventory of skills, experience, knowledge, and capabilities that drives
productive labor within an organization’s workforce.
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human capital planning. A structured competency-based approach that applies job analysis
methodologies compliant with the UGESP and is used to identify current and future civilian
workforce requirements, including those of an expeditionary nature, as part of total force
planning.

job analysis. The process of identifying and defining the duties and responsibilities of a job in
terms of both tasks and employee competencies needed to perform those duties and
responsibilities. The competencies derived from the job analysis demonstrate a link to the tasks
or duties of the job.

OFCM. Senior executives in OSD Components responsible for working with the DoD
Components to monitor and track implementation of this volume for a designated community by
working with the SCHPD, command leadership, CFCMs, manpower, financial management, and
HR professionals.

taxonomy. The classification, categorization, or grouping of similar items or things (e.g.,
competencies).

Total force. All active and reserve military, civilians, and contractors of the DoD.
UGESP. A uniform set of principles adopted by the Equal Employment Opportunity
Commission, Office of Personnel Management, Department of Justice, and Department of Labor

to govern employee selection procedures in the public and private sectors consistent with
applicable legal standards and recognized validation standards.
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