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A message from the Commander:

Team Detroit,

This district has a long and storied history of providing the highest quality solutions that have strengthened our nation,
enhanced the economic vitality and quality of life of the Great Lakes region, and protected our environmental resources.
Through your efforts, and those of your predecessors, we have evolved to meet the needs of the world in which we live.
Today, that world is changing at an incredible pace. Our ability to adapt is being challenged as never before.

If we are to remain the world’s premier public engineering organization, we must continue to look into the future and
proactively address the evolving demands and expectations of our stakeholders. As part of our ongoing continuous
improvement process, several months ago the District embarked on a journey to refresh our strategic plan. We:

identified new business requirements
refined our mission

set new goals

developed our plan of execution

District employees provided their perspectives and insights through an online assessment. This information was
compiled and analyzed, forming the basis for much of the work that has since ensued. This strategic plan is the result
of many hours of dedicated effort from virtually everyone in the District. It is OUR plan!

This is not a document to be filed away. It is the action plan for our future. Many of the projects identified in the plan
have already begun — some nearing completion. | will be personally tracking our progress—we will not get sidetracked.
| am convinced that the result of this effort will enhance our position as a world-class organization poised to meet the
requirements of our stakeholders.

We are not content to follow the well-traveled road; we must take a bold approach and blaze our own trail. Take pride in
what we do. Be passionate about our mission.

We are “Great Lakes — Great Team!” Hooaah!

LTC Thomas H. Magness
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1. INTRODUCTION

The Detroit District, established in 1841, covers 88,600 square miles of land inhabited by about 14 million
people and has 4,100 miles of Great Lakes shoreline. The District continues to investigate, plan, design,
construct, operate and maintain Congressionally authorized water resource projects related to navigation,
flood control, beach erosion and other activities. The District operates and maintains the World Famous Soo
Locks, plus 92 harbors on Lakes Superior, Michigan, Huron, St. Clair and the State of Michigan portion of
Lake Erie. The Detroit District manages the Great Lakes Water Control Data System, making it a center for
hydrometeorologic and water level data collection and dissemination for the Great Lakes system.

As we move into the 21st Century, we recognize the world is changing. To remain vital and to accomplish
our mission, we must position the District as a world-class organization, poised to meet the needs of our
Region, our Nation, and the Army.

This Strategic Business Plan represents our latest effort in our quest for continuous improvement and
learning. We continue to seek methods to better serve all of our stakeholders, meeting both their existing
and future requirements.

Our strategic goals are rooted in the strategic direction provided by the U.S. Army Corps of Engineers. The
Corps Strategic foundation of People, Process, and Communication are embraced and captured in every
aspect of our plan.

The following pages represent the direct contribution and collaboration of the Detroit District leadership and
workforce. We are committed to developing and executing a plan that reflects the best efforts of the entire
Detroit District team.
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2.1.

2.2,

2.3.

THE STRATEGY, VISION, MISSION, AND VALUES

THE CORPS’ STRATEGY

The Detroit District recognizes that it is a vital member of the US Army Corps of Engineers. As such, we
ensure that while meeting the needs of our region, we develop a strategic plan and focus that is directly
aligned with the Corps’ strategic drivers: People, Process, and Communication.

OUR TEAM VISION

The US Army Corps of Engineers is the world's premier public engineering organization responding to our
nation's needs in peace and war.

A full spectrum Engineer Force of high quality, dedicated soldiers and civilians:

. A vital part of the Army

. Dedicated to public service
. An Army values-based organization
. Trained and ready

OUR TEAM MISSION

To serve our Nation in peace and war, we deliver world-class engineering and construction solutions for
national security, environmental sustainability and economic vitality, water resource management, and
emergency assistance throughout the Great Lakes Region and wherever the Army needs us.
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2.4. OURTEAM VALUES
We embrace and are guided by the values set forth by the United States Army:

Loyalty. Bear true faith and allegiance to the U.S. Constitution and the Army

Duty. Fulfill your obligations

Respect. Treat people as they should be treated.

Selfless Service. Put the welfare of the nation, the Army and your subordinates before your own
Honor. Live up to all Army values

Integrity. Do what's right, legally and morally

Personal Courage. Face fear, danger or adversity.
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3. STRATEGIC BUSINESS GOALS AND OBJECTIVES

As part of our strategic planning process, we studied lessons from the past as well as constructing our view
of the future. Our process itself is part of our commitment to be a learning organization focusing on
continuous improvement. The following strategic goals represent the high level of our process, and the
guiding themes that will ensure focus, execution, and fulfillment of our mission to be a world-class solution
provider for the Detroit District stakeholders.

The following are the District’s four strategic business goals:

Strategic Business Goal #1: Develop world-class solutions that delight our customers

Strategic Business Goal #2: Achieve organizational quality and excellence

Strategic Business Goal #3: Create a dynamic environment that fosters learning and development
Strategic Business Goal #4: Anticipate and respond to the changing needs of the Region, the Nation,

and the Army.

Once we established our strategic goals, we further defined the steps necessary in the execution of our
strategic plan. This section illustrates the specific objectives that support each of our four strategic business
goals. Additional detail can be reviewed in the attached Appendix, which includes the complete and
comprehensive Strategic Action Plan.
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3.1 DEVELOP WORLD-CLASS SOLUTIONS THAT DELIGHT OUR CUSTOMERS

It is our belief that to provide world-class solutions, we must know as much about our customers,
competitors, and other stakeholders as we know about ourselves. To that end, we continue to seek better
solutions to provide us with fact-based information that facilitates better and more effective decisions. The
objectives listed below represent the areas of focus in this effort.

Objective #1:

Objective #2:
Objective #3:
Objective #4:

Build customer profiles to clearly understand current and targeted customer
requirements.

Create customer satisfaction measurement system.
Develop corporate customer communication plan
Develop risk management plan

3.2 ACHIEVE ORGANIZATIONAL QUALITY AND EXCELLENCE

Our systems and processes must continually improve in order to maintain our vitality and achieve our stated
goals. The objectives below reflect our focus on process improvement, learning, and leveraging technology
to be the best that we can be.

Objective #1:
Objective #2:
Objective #3:
Objective #4:
Objective #5:
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Streamline key business processes

Enhance physical work environment — technologically
Enhance physical work environment — facilities

Adopt a District Quality Management Plan (QMP)
Complete PMBP implementation



3.3 CREATE A DYNAMIC ENVIRONMENT THAT FOSTERS LEARNING AND DEVELOPMENT

We recognize that the ultimate service experience comes through the abilities and commitment of our
people. To that end, we are committed to developing programs and reward systems that ensure an
optimally performing workforce.

Objective #1: Develop internal communication system that builds trust, excitement, and learning

Objective #2: Equip teams for success through training, mentoring, empowerment, and leadership
development

Objective #3: Develop teams of tomorrow through coordinated outreach, recruiting, and succession
planning

Objective #4: Enhance performance management process

3.4 ANTICIPATE AND RESPOND TO THE CHANGING NEEDS OF THE REGION, THE NATION, AND THE ARMY

It is clear that the Corps is transforming. As a responsive global organization, we will refine and acquire the
necessary skills to serve all of our stakeholders. The following objectives support our ability to be
responsive, dynamic, and vital in good times and bad.

Objective #1: Develop outreach plan

Objective #2: Create forecasting system

Objective #3: Design a flexible and adaptable workforce model
Objective #4: Become a center of expertise

Objective #5: Imagine the “Corps of the Future”

LRE 2003 Strategic Business Plan 9



4 STRATEGIC ACTION PLAN

Understanding that to ensure the full deployment and execution of our plan requires organization-wide
support and understanding, the District has further defined the actions necessary to achieve world-class
status. The attached Strategic Action Plan illustrates in detail how each Strategic Goal will be achieved.
The detail includes Key Objectives, Resource Requirements, Ownership, Initiatives, Due Dates, and

Performance Metrics.

Appendix A—Strategic Action Plan
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US Army Corps
of Engineers =
Detroit District

Management Validation & Action Planning

( Key Objectives )( Resource Allocation )( Ownership )( Initiatives )( Due Date )( Status )
ISBG 1. Develop world-class solutions that delight our customers.
1. Build customer profilesto |PM Scott Parker 1. Initiate customer, stakeholder, and 09/06/2002 In process
clearly understand current A.Q. <w.scott.parker@USACE.army.mil> competitor profile process.
and future customer Regulatory 2. Develop model to capture and report | 10/31/2002
requirements. R.E. profile data.
OTS 3. Map current products and services 03/28/2003
VCEO to each customer segment.
4. Initiate stakeholder assessments 04/01/2003

(customers 1st).

5. Conduct periodic assessments and 04/30/2003
provide trend analysis and performance

changes.
2. Create customer PM Scott Parker 1. Define custoemr segments and 12/31/2002 Preliminary segments,
satisfaction measurement A.Q. <w.scott.parker@USACE.army.mil> demographics. demographics, and
system. Regulatory 2. Select statements for assessment. 12/31/2002 statements complete
R.E.
oTS 3. Create customer feedback database | 12/31/2002
VCEO application.
4. Create customer contact list. 12/31/2002
5. Initiate first outreach. 01/31/2003

6. Conduct quarterly customer service 03/31/2003
assessments.

Virtual CEO - Management Validation & Action Planning
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( Key Objectives

)( Resource Allocation )(

Ownership )(

Initiatives

)( Due Date )(

Status

|SBG 1. Develop world-class solutions that delight our customers.

3. Develop corporate PAO Lynn M. Duerod 1. Strategic Plan 09/05/2002 Visitor Center upgrade
customer communication IMO <Lynn.M.Duerod@Ire02.usace.army.mil - PR TE—rn
plan. A.O. > Attend PAO conference in Cincinatti 09/11/2002 Civil works 101 for new
Planning -- LRD Strategic Communication Plan 09/30/2002  |congressional staff
Contracting — -
HaH 2. Initiate Corporate (project) plan 10/31/2002 Hire PAO Assistance
PM Div --LRE plan development
M p p 03/31/2003 Program CD
OM --Establish PDT for LRE plan 03/31/2003
Contracting __Determine audience District Command Brief
can 03/31/2003
AO. -- Select method of communication (i.e. | 03/31/2003 Interactive Map
Other Districts internet, town meetings, video, news
letter, etc.) District Video
-- Develop media 03/31/2003
-- Initial release 03/31/2003
-- Evaluate and modify. 03/31/2003
-- Develop formal customer feedback 03/31/2003
system.
-- Develop commucation plan template 09/28/2003
4. Develop risk management |PM Scott Parker _ 1. Initiate Risk Management Plan 10/31/2002  |Sheboygan Sect 14
plan. All departments <w.scott.parker@USACE.army.mil> process. accelerated project
Mike O'Bryan 2. ldentification 10/31/2002
<Michael.K.O'Bryan@Ire02.usace.army. 3 A Emergency management
mil> . Assessment 10/31/2002 exercise
4. Contingency 10/31/2002
5. Risk response options 12/31/2002
6. Create Risk Management template 10/31/2003
for project PMPs.
Organizational Assessment/acceptance | 10/31/2003
process.
New technologies 10/31/2003
Acquisition options 10/31/2003
Team membership 10/31/2003
Design/process requirements. 10/31/2003

SBG 2. Achieve organizational quality and excellence.

Virtual CEO - Management Validation & Action Planning
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( Key Objectives

)( Resource Allocation )(

Ownership

)( Initiatives

)( Due Date )(

Status

|SBG 2. Achieve organizational quality and excellence.

1. Streamline key business RM Dave Kurty 1. ldentify and prioritize process to be 12/16/2002 eGIS
processes. ETS <David.Kurty@Ire02.usace.army.mil> evaluated.
PPPM David Schweiger 2. Document processes. 02/14/2003
Contracting <David.L.Schweiger@Ire02.usace.army. |5 .
Counsel mil> . naly_ze and question 02/28/2003
LM tasks/logic/sequence.
HR 4. Eliminate superfluous/redundent 03/31/2003
™ subprocesses.
5. Document the optimized improved 04/30/2003
process.
6. Approve revised processes and 05/30/2003
communicate throughout District.
2. Enhancement of physical E\{II'S Mr?J Reg;r,:APDMCE?grR;\EJ LRE0? 1. Initiate technology improvement. 10/31/2002 Acc;ess to physical fitness
i . <Regan.P.McDonald. .usac - center
:o;:cehnnvc::ggyent RPPMD e.arr?]y.mi|> @ -- Define the scope of the TTs. 11/29/2002
RM -- Inventory current assets (systems: 01/31/2003
Contracting hardware and software).
LM -- Assess current and future 04/30/2003
HR requirements.
-- Address the deltas, funding, 06/30/2003
resources .....
-- Develop technology acquisition plan. 09/30/2003
3. Enhancement of physical |I§|\_I{|S V{;:. §Ot\l|v_i(};(kit ki@Ire02 |- Develop enhancement plan. 05/31/2002 Telework implemented
i . <Victor.L.Kotwicki@Ire02.usace.army.mi — : =
\gol;z esrzzgltl)fr;r:itlailtﬁ. RM > y 2. Initiate physical/facility 10/31/2002 Hub site initiative
enhaxcements y Area Offices Dick Thompson enhar?cements.
. Contracting e i -- Define scope of PFEs. 11/29/2002 Space utiliztion
Exec Office ris D.owhan-Bally . A  facilit
PAO <Chr|st|.ne.Dowhan-Ba|Iey@Ire02.usace. -- ASSess current facilities. 12/31/2002
army.mil> -- Determine deficiencies and 01/31/2003
requirements.
-- Address funding and resources. 03/31/2003

Virtual CEO - Management Validation & Action Planning
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( Key Objectives

)( Resource Allocation )(

Ownership )(

Initiatives

)( Due Date )(

Status

|SBG 2. Achieve organizational quality and excellence.

and education.

4. Adopt a District Quality All Departments Stephe Fields 1. Initiate ISO 9001 project. 09/10/2002 QMP development and
Management Plan (QMP). <n?it|§phen.W.Flelds@LREOZ.usace.army 2. Initiate Quality Management Plan 10/01/2002 implementation
’ process.
3. Review current QMP. 11/29/2002
4. Compatibility with Division QMP. 12/16/2002
5. Finalize District QMP. 12/31/2002
6. Submit for Division approval. 01/15/2003
7. Research and evaluate scope, 01/15/2003
impact, and cost-benefits of ISO
certification.
8. 1SO Decision point (pending RMB 03/31/2003
decision).
9. Develop SOW/hire contractor. 06/30/2003
10. Develop ISO Plan. 09/30/2003
11. Receive certification. 09/30/2005
5. Complete PMBP All Departments Scott Parker 1. Midnight requisition of other District's | 11/29/2002 PMBP small group
implentation. <w.scott.parker@USACE.army.mil> and Divisions best implementation discussion
Rich Dickson efforts.
<Richard.O.Dickson@LREO2.usace.arm |2. Align Chiefs of all functional areas 05/30/2003
y.mil> with those of the Project Management
team.
SBG 3. Create a dynamic environment that fosters learning and develops talented teams.
1. Develop internal All Departments Lynn M. Duerod 1. Communication current and recently | 9/13/2002 Monitors in hallways
communication system which <Lynn.M.Duerod@Ire02.usace.army.mil |past District's successes..
builds trust, excitement, and > 2. Develop internal communication 12/31/2002 | Lobby displays
learning. Yolanda McLauin plan. i .
<yolanda.c.mclauin@Ire02.usace.army. |3. Develop and introduce District 01/02/2003 | New employee orientation
mil> intranet.
4. Develop organizational education 05/30/2003 Commander's brown bag
plan. lunches
5. Develop knowledge managment 08/29/2003 AAR process
database. — institutionalized
6. Create LAN network for orgnaization | 08/29/2003

Morale events

Awards management

Virtual CEO - Management Validation & Action Planning
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( Key Objectives

)( Resource Allocation )(

Ownership

J)(

Initiatives

)( Due Date )(

Status

|SBG 3. Create a dynamic environment that fosters learning and develops talented teams.

2. Equip teams for success HR MAJ Regan P. McDonald 1. Fully utilize METL/IDP/Training 10/28/2002 Physical fithess program
through training, mentoring, |QC <Regan.P.McDonald. MAJ@LREOQ2.usac |management system.
empowerment, and focus on e.army.mil> 2. Develop team leader action plan. 10/28/2002 LDP program
leadership. Chris Dowhan-Baily PRr——
<Christine.Dowhan-Bailey@Ire02.usace. 3. Instituitionalize AAR process. 10/28/2002 | MLLDP prgram
army.mil> 4. Implement health and fitness 10/28/2002
program.
3. Develop teams of TBD Wanda Carter-Davis 1. Create a developmental assignment | (1/31/2003 Hire outreach coordinator
tomorrow through <Wanda.Carter-Davis@Ire02.usace.arm |program. Succession planning
coordinated outreach, y.mil> 2. Coordinate outreach and 02/28/2003 | Process initiated
recruiting, and succession Dave Kurty recruitment.
planning. <David.Kurty@Ire02.usace.army.mil> 3. Develop and implement succession 06/27/2003
planning program.
4. Enhance coaching and mentoring 07/31/2003
programs.
4. Enhance Performance HR Stan Jacek 1. Align TAPES with defined roles, 04/30/2003 In process
Management process. Staff Chiefs <Stanley.R.Jacek@Ire02.usace.army.mil | responsibilities, and goals.
Green Tabs > 2. Align reward systems to 06/30/2003
acknowledge behavior consistent with
District mission.
SBG 4. Anticipate and respond to the changing needs of the Region, Nation, and the Army.
1. Develop outreach plan. Business Dev Coordinator Gary O'Keefe 1. Form PDT/Org to review and revise | 10/31/2002 Engineer week
Planner <Gary.A.O'Keefe@lre02.usace.army.mil |current Outreach Plan.
Econ o > 2. Identify potential customers and new | (1/30/2003 Visitor center upgrade
PAO Specialist work with current customers. _
Area Engineer Reps 3. Conduct market analysis. 05/30/2003 Pier safety conference
Customers i i
4. Pick strategic customers. 06/30/2003 Outreach coordinator
. Publish plan.
5 Publish plan 07/31/2003 PAO strategic plan
6. Develop relationships. 09/30/2003
2. Establish forecasting Planner Gary O'Keefe 1. Form PDT/Org 10/31/2002 In process
Econ <Gary.A.O'Keefe@Ire02.usace.army.mil - -
system. Env. Specialist S ry @ Y 2. Identify focus areas (i.e. Ecology, 11/29/2002
Reall Estate Econ, Transportation, Infrastructure,
LRD etc.)
Specialists (Univ./other 3. Identify subject matter experts in 02/28/2003
Corps) each focus area.
RM 4. Feasibility 04/30/2003
Contracting 5. Collect relevent data. 06/30/2003
6. Establish baseline. 07/31/2003
7. Create model(s). 01/30/2004

Virtual CEO - Management Validation & Action Planning
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( Key Objectives

)( Resource Allocation )( Ownership )( Initiatives )( Due Date )( Status

|SBG 4. Anticipate and respond to the changing needs of the Region, Nation, and the Army.

with high-potential changes in
operations

3. Design a flexible - I;R]cf Chiofs (G Tab David Schweiger 1. Form PDT/Org. 10/31/2002 G&A staff scrub
<
adaptable workforce. ta iefs (Green Tab) ml:iigwd.L.Schwelger@lre02.usace.army. 2. Identify current core competencies, 01/31/2003 Deployment readiness
3. Utilize market analysis from 06/30/2003 program
Outreach Plan and match
competencies to needs. HR Offsite
4. Develop toolbox (skills, tech, 11/24/2003
training, contracts, etc).
5. Utilize final model. 02/27/2004
6. Update toolbox. 11/30/2004
4. Become center of E_’I\_AS Ml\i/ll(_er?'BIr%aS 5 1602 1. Form PDT/org. 10/30/2002 eGIS
i <Michael.K.O'Bryan@Ire02.usace.army. -
expertise. Contracting mil> ryan@ Y- 2. Usg markgt analysis to focus on 06/30/2003 Beneficial use of dredge
Planning potential services. . material
3. Recommend potential areas of 09/30/2003
expertise.
4. Reality check. 10/31/2003
5. Select optimum opportunity. 01/30/2004
6. Develop implementation plan (define | 04/30/2004
resources, communication, marketing,
etc.).
7. Ribbon cutting (implement the plan). | 09/30/2004
5. Imagine the "Corps of the |TBD LTC Thomas H. Magness 1. Discuss current trends re: 01/31/2003 Security exercise
Future"” <Thomas.H.Magness.LTC@LREO2.usa |transformation of the Corps and
ce.army.mil> evaluate the impact of these changes
on LRE
2. If appropriate, set up PDT to gain 02/28/2003
additional knowledge re: significant
changes to LRE
3. Create estimated timeline for 06/30/2003
significant changes
4. Develop contingency plans to deal 09/30/2003

Virtual CEO - Management Validation & Action Planning
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5. EMPLOYEE COMMUNICATION BRIEF

The Employee Communication Brief is a critical instrument. The LRE management team has made a
commitment to involve the entire District in crafting and ultimately successfully executing our strategy. This
brief is designed to not only illustrate our course of action, but also to communicate how the management
team integrates fact-based information, stakeholder feedback, and scenario analysis to support our strategic
planning process.

Appendix B—Employee Communication Brief
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Overview

US Army Corps
of Engineers &
Detroit District

* Our plan was updated and improved by the LRE
Management Team on September 3-5, 2002 in
Detroit, MI.

« Over 250 of our employees participated in a
strategic assessment providing management
with essential employee feedback on LRE’s
business performance and priorities.

* The plan sets the course for our business over
the next 1 to 5 years.

20 Great LaKes ...Great Team!



Overview

oo (cont.)

« We reviewed our mission and enhanced its
message.

 We have 4 strategic business goals with
supporting objectives and action steps.

* The plan calls for a high degree of employee
involvement and input.

21 Great LaKes ...Great Team!



Our Process

US Army Corps
of Engineers &
Detroit District - '
W  YSACE Transformation -
fal The Big Picture

i : Empowermen t
PEOPLE METL FMBP Curriculum

 We review our
progress vs. the —
previous year’s plan.

 We challenge our [  Strategic Planning in LRE
mission for “TE What's it all About?

relevance.

« We evaluate both
achievements and
Shortfa"S * Using Results tc

« We set the foundation
= 6. District Goals:
to bu ! Id on our a. Deliver products or services that meet or
successes. exceed our customers expectations

1.) Develop and Implement a District Quality
Management Plan

2.) Develop metrics on products and
services quality

3.) Integrate customers into Project
Management Plans

4.) Conduct annual lessons-learned sessions
with customers

* Improving

* Measuring Results

Where we are today

2 Great LaKes ...Great Team!



Our Team Mission

US Army Corps
of Engineers &
Detroit District

To serve our Nation in peace and war,
we deliver world-class engineering and
construction solutions for national
security, environmental sustainability
and economic vitality, water resource
management, and emergency assistance
throughout the Great Lakes Region and
wherever the Army needs us.

2 Great LaKes ...Great Team!



Our Team Vision & Team Values

US Army Corps
of Engineers &
Detroit District

Our Team Vision

The world’s premier public
engineering organization,

responding to our nation’s Our Team Values
needs in peace and war. A full v Lovalt
spectrum engineer force of high yay
quality, dedicated soldiers and v' Duty
civilians. v Respect
A vital part of the Army v Selfless Service
* Dedicated to public service v Honesty
. :Io:n fArrzy vzlue-l;ased organization v Integrity
* Trained and rea
y v Personal Courage

04 Great Lakes ... Great Team!



US Army Corps
of Engineers &
Detroit District
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LRE Key SWOT Factors

STRENGTHS
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subject matter experts
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Slow to Change
Inability to act as a team
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Good strategic location
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Congressional authorities
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OPPORTUNITIES
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Soo Lock and Great Lakes
Support for Others (SFO)
City of Detrolt work

LRE specialization = Center of
Expertise
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Corps Reform
Mo natlonal presence
Loss of jobs due to
privatization (A-T&}
Less of technical competency
due to contract work
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Adagiing to change

Trainireg and beammng

Having the right techaalagy to get

the job done

Abil arm from past failures —
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LRE Complete SWOT Ana
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Bursinuss procevs

* Havigation imp - LRE daes nat §
Agi ‘jv---ILntr" Bnowledge [idgation Inugie presencs
tramsder study R
+ Suppon for Others |
" " +  Loss of techni.
+ Gty of Detroit work du 1o conra
Lack of nawidfarant work + LRE Specialization — + Passthrough &
Expetise + Toa raliant on ©

Lack of clas
Too much

: workload priorities
i MAnaging manty

Pooe performance apprarsal system
Lack of custom FICE - SOM Jreds

Tondency 1o react vs. being proacti
f

Lack of rus

E-mail protocal and wolume

Bumout rik for 1ha "go-ta” employest
Lack of inclusiveness for field offices
Unrealistic projsct sch

Lack of coaching and
Bludget managemant system
Lack of a markaling plan

Office layo 8, o

Luck of & system fox inbo shring
Lack of web-based techaology

Recreation

Incraased ME ¢

+ Emergency prepars:
respanse

Regionalization wikin the Can

Hydro-power divailopmin a1 Soa

Fresh Water Dredging

We evaluate our Strengths,
Weaknesses, Opportunities and

Threats.

We analyze business scenarios and
challenges.

We assess the District against proven
“Best Practices”.

We assess our current environment.

We discuss passion and what it takes
to be "world-class”.

*SWOT developenant and anslysis completad Auguet 72, 2000
Red-bold bulleted &ems represent those considerations voted
Most Imporant in each category by pamiCipants.
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US Army Corps
of Engineers &
Detroit District

Organization Culture

‘Overall Score

Values Integration
Managemant Modelirg
Empawerment
Developmental Soaching
Building Effective Teams
Emplayes Orientation
Continuous Learming
Performance Management
Reward Systeme
Imfermal Communication
Organization Fesdback

Adaptability to Change

Organization Strategy

Our Process

This section of the assessment comp sanior nts
perceptions with thoze of the general workforze for Mission, Vigion,
and UserCustomer Senvice.

Executive Team and
Organization Comparison

Level of Awareness/Agreement

‘Owerall Soore.
Owerall Score

BMEmployees: 142

L 429 Focmed Pupose
. o 332 d
raeres 247 oz N
pective Fuitusre Parspective
e e N TT R sorae e I N N
Senvice 386 e - - T ]
0.00 1.00 200 3.00 400 500 6.00 % 25% S0 8% 100%
HExecutives: 22 BDont Knowiot Applicatbe B Disagree BAgree

Mote: Due to raunding, the iotal may nat exactly egual 100%

Mission, Vision, & Distinct Advantage

FREQUENCY OF RESPONSE Pozitive |Execitive Mean Score: 43
Focused Purpose el 11 2 | 3 [ a | 5 [ 5 | Scores \—|_E,..P.,,,., Mean Score: 428
r mission statement cleary arbculates our purpase. Executive B B B B R S RS S0% | )
Emgloyee | 1om] 1] am| ose] aze| amse] 1o gag| DH = Don't Knowilat Applicable
1= Strangly Disagree
(Jur mission statement is realistic. Executive &% 0% S| 14%) 3| 2% 1a4%| 45% 2= Disagr:e
Emglayes gl 1| ew] 1ste] o] 32%] 10| 429 3= Somewhat Dizagres
Our mission clearly diff our ¢ Execu on| =] ew] o] ran| aom| 1ew som| 4= Somewhat Agree
i kar government or commercial provick 1% 1| ew| sze| 2mm| 25m| 11 gy Soharee
= Strangly Agree
. This section of the assessment L = FREQUENCY OF RESPONSE Positive |Execulive Mean Score: 332
Executive Team and [perceptions with these of the general workforce for 12 Prncipal el 11 213 s | & | Scores [Employes Mean Score: 307
Organization Comparison Elements tied to: Values and Beliefs; Leadership; Human Resource T T T T T B T T I T r
Systems; and Organization Character. :
Ermployee o] am| aw| aze] 2me| s4m| dom) 4%
Level of Awareness/Agreement § r decisien-making. Exscutive | sw| 27| zaw] ame] tew]| sw 18%
Overall Seore Emglayee | 11%] 7w| Su| 12w asw| 2% 10w 3%
Values Integration Executive %l S| 27w| 3| aew| o] 5% 5%|
oyee en| 1am| 11m| tete] aim| 1aw]| ow) 2%
Managament Modelng .

Empawerment
Develapmental Coaching

Reward Systems

Building Effective Teams
Employee Crientation
Continucus Leaming

Performancs Management

Informal Communication
Organization Feedback

Adaptability to Change

[ 25% 50% TE% 100%
DExecutives: 22 Ll I = DDon't KnowNot Applicable HDisagree Dagree
BEmployees: 142 Pote: Due to rounding, the total may not exactly egual 100%

Values & Beliefs
. FRECQUENCY OF RESFONSE Pozitive (Exscutive Mean Score: 3.50

Values Integration Sl 11 21 31 a1 5 & | Scores [Employes Mean Score 372
Our organization has carefully articulated our core values and Executive sl om|  9wm] e 23] aew| %) 5%
belisfs. Employee | ex] %] ewm| re] ase] 2w 12 35| D= Don't Knowiot Applicable

1 = Strangly Disagree
All our intemal communications reinforce our values and beliefs.  Executive | om| mew] Pl 4] 1am] 0% 14%( 2= Dizagres
Emgloyee swn| ew| 12m] omw] | ram] e 18| 3= Semewhal Disagres
T — 4 = Somewhat Agree

(Our employees understand the critical importance of achieving  Executive | o] zawm] zEe| aew| se| o0 2% 5=Agres
the standards estsblished in our values and belisfs. Emglayes el em] sm] iete] am] 1ew| e 23| &= Strongly Agree
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Your input provided us with
insights into how we are
performing in 19 areas of
“Best Practice” strategic
business disciplines - as well
as which disciplines have
greater or lesser impact on our
business.

Great LaKes ...Great Team!



US Army Corps
of Engineers &
Detroit District

Our Process

our customers first,
and that we have a
strong set of values.

Degree of Impact

This report plots the Principal Elements within the Organization Strategy saction of the assessment.
The vertical axis represents the perfarmance score and the horzontal axis represents the ander of
priety, with the highest prienty to the nght  The Prioribes table reflects the Principal Elements in
order of waighted prionity, 25 determined by the group, and indicstes the perfarmance mean score

27
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You told us the District Higher Impact - Higher Score 2 Prioriies mpact } Pert.
1|Fosused Pupese TES1% 428
h t f 3| End UsenCustomer Senvica 71.84% 365
as a s rong sense o Organization Communicalion BE5T% 358
Building Effaclive Teams 5B T 328
purpose, that we put Fosisen | cleiomeamart sason | ass
’Pi“ Applied Technokagy 6T | 344
7| Balanced Oversighd & Direclion 55 T4%: 308
Fudure Perspective SAE0% 387
Walues Irtegration 5. T1% anr
o o adaptaniity 1o Charge S4.0F% azz
11| Conlinuaus Learning Eq aoag AR8
12)Synihesized Roles & Responsibiities S0BE% 3d4
Continuous 13 Informal Communication 4B B5%: aTd
= Leaming | | :"”"'ﬁ 14| Parformance Management 4545 | 3E0
s . ] p‘i ¢ 18] Develaprnental Caaching 43 7% 345
E narmal 18] Organization Feedback A0 05% b e
] Commumication End 17| Management Modeling 30.56% 337
E Ul:r.fﬂu,lnn'u:r 18] Emplayee Crientation 38.81% 330
B Performance Values S 15| Resward Systems 37 20% 307
E Hﬂi?ﬂl . ~ragtion |
IE Empoaserment
Developmental || [ | .
o (TS R o
Management . '!
Modeling Synthesized Appli Building
[ | Roles & Technalogy ~ Effective
Responsibilities Teams
| . |
Employes  Organication
Orieniation Faedback .
Adaptability Balanced
o Chahge Owersight & Direction
|
M,
3 1 Systems
Lower Impact - Lower Score Higher impact - Lower Score
Wirtual CEO Resuls & Key Findings - UZACE - Delreil District §0ng) - 28 Aug, 2002 1 2 1887-2002 Vidual CED, Inc.




US Army Corps
of Engineers &
Detroit District

Degree of Impact

Our Process

This report plots the Principal Elements within the Organization Strategy saction of the assessment.
The vertical axis represents the perfarmance score and the horzontal axis represents the ander of
priety, with the highest prienty to the nght  The Prioribes table reflects the Principal Elements in
order of waighted prionity, 25 determined by the group, and indicstes the perfarmance mean score

Lower Impact - Higher Scora Higher Impact - Higher Score #1 — Priorities Igg?;l tﬂ_g'
DouS fpnse 7 2
2| End Usencustomes Service Tigen | aes
You also told us that Crgarizstion Caneruscation sosrx | asa
. . Building Effsctive Teams sa7we | 328
organization = Empoerment ssso | 355
Technalogy 675% | 344
- L] L] " . = w - e B f—
communication, building r|Balnce Ovesigh 3 Directon e | 3
Fuiure Perspective sag0e | aET
H Walies Irtagratian ey | oare
effective teams, e et 2o | an
11| Continuais Learming 51.22% 388
empowerment! and 12| synibesized Roles & Resporeibiities sogse | 344
H TH Infomal Communication 45 85% 374
adaptability to change are e aam | ae
- 15| Developrmental Coaching 43 7% 345
very important — and that te|Orpanization Feedback aoan | 32
- - End 17| Management Modeling 38 56%: 337
we have significant room UserCustomer | 1g]Enpiapes Crsration s | 320
) Service 19] Reward Systems AT 260% 307
for improvement. "
] |
o e S T e
Management [ '!
Modeling Synihesized Apdi Building
[ | Roles & Technalogy ~ Effective
. Responsibilities Teams
;ljnlﬂﬂr_ﬂ EEME:EM
rientation Feedback
Mlph.:ilily Balanced
o Chahge Owersight & Direction
l.w.h'd u
3 d Bystems
Lower Impact - Lower Score Higher Impact - Lower Score
Wirtual CEO Resuls & Key Findings - UZACE - Delreil District §0ng) - 28 Aug, 2002 1 2 1887-2002 Vidual CED, Inc.
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Our Process

US Army Corps
of Engineers &

Detroit District Strategy
This report compares the performance scores for your arganization with three control groups: Top
Performance 10%, Bottom 10%, and oversll mean soores.
Comparison
EXECUTIVE Culture Performance | this report comgares the performance scores for your organzation with three control groups: Top p al Elamants on o8 a
SUMMARY Comparisun 105 Bakiom) ! (hG:Tend ovesaN masn Eooee) 1|Fecused Purpose. 543 | 488 | 37 481
2|Future Perspective 527 | 440 | 332 | 431
3Strategic Advantage 487 | 28 | 275 | 378
# rmipal Elements s - 4|custamer Prafile 438 | 267 | 201 | a7
1]ahies Integration 25 [ 3| 429 Slindisstry & Compeitive Arvalysis N TN ST T
2Vaues Credibiity 506 | a2 | 285 | 374 B|Ermienmental Assessment 450 | asa | 27 | 327
- Organization b 2z | s
cment Modzing 535 | 447 | 350 | 438 Pt 7|Finance so¢ | 288 | 273 | 381
Astrategic Tactical Balance 521 | 412 | 288 | 408 = |Researsh & Develoament con | 2 | 247 | 2
Values S|Empawenmeant 505 | a1 | 210 | 381 e alPreduction 26s | ags | 205 | 383
Integration i - A0 harieti a0 | aro | 283 | zes
6fDevelopmental Coan 531 | as | 288 | 415 L)
Adaptability Values |euiding Effectiva T‘:r: ) P P P Alignenant 11[5ates & Distribution: 478 | a7 | 208 | 383
to Change Credibility o s 2 — 12| Customes Servioe: 508 | 4m | 230 | 3se
- Elsclective R’"‘-"_“ 501 ) 413 ‘?‘" ?f 13| vital Direction 512 | 407 | 203 | 428
— " ’ SIEmployee Orientation S04 | 384 2.96 263 14lR ok Algnnl s88 | 38 | 282 | 348
) AmAgEnEn 10JCantinuaLs Learming 603 | 367 | 268 | 377 15|Crganization Ascountabiities 514 | 3sa | 202 | 423
P et 11|Perfarmance Maragement soa | 405 | 313 | 430 ‘Organization
o i ! 313 5 g
12|Revard Systems. 518 | a8 | 221 | 424 Incustry & Top 10%: 491
i Competd Overall Mean: 131
Ihiormal StratagicTactical 13| In[r.ﬂn.al Commurnication 510 | 4.43 380 | 444 1"“":";:‘ T =
ComminEaI ST 14)Crganization Feadback 501 | ag7 | 208 | 3s4 Battom o
15)Adaptabiily to Chargs 456 | 3.84 277 318
rganization Cultura T Environmental
o %= Assessment
Reward Empowerment Ouerall Mean:  4.00
Systems A Bottom 10%: ao0 [ 000000 - e T
[~ Finance
Design
Perfomance This report compares the performance scores
Management Perform?nce 10%, Bottom 10%, and overall mean scores.
Comparison u
Continuous 1 - L)
S gctsecven assessed the Distric
Einployes 3| entifying Core Competence
Ovienlation 4 Leveraging Core Campetence - 11 - »
Hi against 41 “Best Practice
Criteria &[Targeted Infarmation
Mngd 600 1 R IETn 7|Enterprising Systerms
—u—Top 10% i i - . Evolution 8| Apgied Technalagy - o
ol ; strategic business
—s—Bottom 10% [Synthesized Roles & Responsiiities
B—ou . Mnigd Outsource/Strat. Allances . k - . -
Synihesized Roles & o
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s I~ e
! " Over|
[ h Botf
! b
i L
i d
. . ourselves to over 230
Balanced ! :
Owersight & 3 Lz'-‘uagir: Care . .
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—
- - ough we are doing we
Technalogy Communication
i rtai |
S In certain areas, we ailso
Systems Information
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Overall Mean
——sonom 10 ana improvement.
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US Army Corps
of Engineers &
Detroit District

LRE Strategic Goals

Before

1. Deliver products or
services that meet or
exceed our customers
expectations.

2. Improve business
practices.

3. Promote a work
environment where
employees are valued
and motivated to
achieve.

4. Expand existing and
develop new markets.

THIS YEAR

Deliver world-class
solutions that delight our
customers.

Achieve organizational
quality and excellence.

Create a dynamic
environment that fosters
learning and develops
talented teams.

Anticipate and respond to
the changing needs of the
Region, Nation, and the
Army.

Great LaKes ...Great Team!



Strategic Goal I:

US Army Corps Develop world-class solutions that

of Engineers &

Dato Disc delight our customers

1. Build customer profiles to clearly
understand current and targeted customer
requirements.

2. Create customer satisfaction
measurement system.

Develop corporate communication plan

4. Develop risk management plan

31 Great LaKes ...Great Team!



Strategic Goal lI:

of Enginacro o Achieve organizational quality and excellence

Detroit District

1. Streamline key business processes

2. Enhance physical work environment —
technologically

3. Enhance physical work environment —
facilities

4. Adopt a District Quality Management
Plan (QMP)

5. Complete PMBP implementation

3 Great LaKes ...Great Team!



Strategic Goal llI:

US Army Corps

of Engners Create a dynamic environment that fosters
learning and development

1. Develop internal communication system
that builds trust, excitement, and learning

2. Equip teams for success through training,
mentoring, empowerment, and leadership
development

3. Develop teams of tomorrow through
coordinated outreach, recruiting, and
succession planning

4. Enhance performance management
process

3 Great LaKes ...Great Team!



Strategic Goal IV:

ofEngineors - Anticipate and respond to the changing needs
of the Region, the Nation, and the Army

1. Develop outreach plan
2. Create forecasting system

3. Design a flexible and adaptable
workforce model

4. Become a center of expertise
5. Imagine the “Corps of the Future”

34 Great LaKes ...Great Team!



Our Process

US Army Corps
of Engineers &
Detroit District

US Army Corps . . . .
of Engineers Management Validation & Action Planning
etroit District

Key Objectives J[Rasnume .RllocationJ[ Qwnership J[ Initiatives J[ Due Date I Measurements ]

Develop world-class solutions that delight our customers.
Greate customer, stakehalder, |PM Sooll 1. Inkele cusloenes, sakehcider, and | Qoog2moz | |Optratonsla ™ papuited
and compeditor profiles. A compatiter profis process. databass

Regulatony 2. Develop model to capture and report | 10312002

RE. profle data

OTS 3 Wap current pras

Caondractar 1o each customer

(we== === 1Hrough the process of learning
ST [ Am-—— =—— from the past, understanding our
o capabilities and constraints, and
= getting employee feedback, we
) crafted and completed our plan.
e | Tied to each Strategic Goal are:
Key Objectives, Resource
Requirements, Ownership,
Initiatives, Due Dates, and

Measurement.

Wirtisal CEO « Management Validation & Action Planning
Last Printed Date: 18 September, 2002 12:14:44 &M

Tk ment
I | - Technetea

Great LaKes ...Great Team!
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Accomplishments Since Planning Event

US Army Corps
of Engineers &
Detroit District

SBG 1: Develop world-class solutions that
delight our customers

Visitor center upgrade

Civil works 101 for new congress/staff

Hire PAO Assistant
Program CD

District Command Brief
Interactive Map
District Video
Hot Projects—

Emergency management exercise

36

| Great Lakes systems review

The Sheboygan Section 14
accelerated project

UP flood projects
Locks replacement
Bates Street outflow
Saginaw Bay task force

Great LaKes ...Great Team!



Accomplishments Since Planning Event

US Army Corps
of Engineers &
Detroit District

SBG 2: Achieve organization quality and

excellence.
* Project management database (AlS) roll-out

eGIS
Access to physical fithess center
Telework implemented

— Hub site initiative
Space utilization and acquisition

— 6t floor
QMP process initiated 6 Sept. 02
PMBP small group discussions

37 Great LaKes ...Great Team!



Accomplishments Since Planning Event

US Army Corps
of Engineers &
Detroit District

SBG 3: Create a dynamic environment that fosters
learning and development.

* Acquiring hallway monitors

- Lobby displays

 New employee orientation

« Commander’s brown bag lunches

 AAR process institutionalized

* Morale events

 Awards management

* Physical fithess program

* LD program

 MLLDP program

* Hiring outreach coordinator

« Succession planning process underway
38 Great LaKes ...Great Team!



Accomplishments Since Planning Event

US Army Corps
of Engineers &
Detroit District

SBG 4: Anticipate and respond to the changing needs
of the region, the nation, and the Army

* Engineer week (June 2003 — So0)

 Visitor center upgrade

* Pier safety conference

« Outreach coordinator

« PAO strategic plan

 G&A scrub

* Deployment readiness program

« Security exercise

39 Great LaKes ...Great Team!



How Do Our Customers Benefit?

US Army Corps
of Engineers &
Detroit District

« Service First - A provider who’s world-class

« Satisfaction - Products and services aligned with
their specific needs and requirements

* Loyalty - How we’ll be different and better:
v More responsive
v More knowledgeable
v Local support
v The right technology
v Better project management
v" A total solution

40 Great LaKes ...Great Team!



How does the District benefit?

US Army Corps
of Engineers &
Detroit District

« Competitive Advantage — focused leadership,
better customer knowledge, and stronger
employee base yields optimum solutions

* Funding — greater knowledge of the customer and
targeted resources maximizes the opportunity to
capture critical projects

« Talent — focusing on your growth and learning
secures our future

« Efficiency — working smarter not harder

 Vitality — ensures the ability to compete in good
times and bad

» Great LaKes ...Great Team!



How do you benefit?

US Army Corps
of Engineers &
Detroit District

« Alignment - career path and opportunities tied to
the District’s success

A commitment to listen — a leadership team that
will continue to seek input and feedback from its
employees

 Greater focus - better tools and better information
to enable us to be the best that we can be

* Insight — a commitment to communicate change
and personal impact

* Growth — an opportunity to grow both as a team
and as an individual

12 Great LaKes ...Great Team!



Moving Forward

US Army Corps
of Engineers &
Detroit District

* Our Motto

« Our strategic planning is an ongoing
process
— We’ll be coming back to you Q3 — Q4

* Your feedback (suggestions)
— To serve our customers
— To serve our employees
— To serve our District

» It’s about being “world-class”
 Hooaah!

1 Great LaKes ...Great Team!



Open Forum
US Army Corps

of Engineers &

Detroit District

Questions & Comments

44 Great LaKes ...Great Team!





