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FORT DRUM HISTORY

The postds history dates back to 1907, when the N)
Camp Hughes on 800 acres of land on the Black River opposite Felts Mills.

In 1908, Brigadier General Frederick Dent Grant, son of General Ulysses S. Grant, arrived to train with
10,000 Soldiers on land leased from the Watertown Chamber of Commerce. He found the Pine Plains to be an ideal
place to train troops, and the War Department purchased the land the following year. Pine Camp was established as a
permanent National Guard training facility.

In 1935, the camp was in the national spotlight,
to that point were conducted here by the First U.S. Army. For almost two days, over 36,500 Soldiers from through-
out the Northeast conducted tactical exercises judged to be so successful that the War Department purchased another
9,000 acres of land.

With the outbreak of World War Il, Pine Camp was selected for a major expansion. An additional 75,000
acres of land was purchased. With the land purchase, 525 Families were displaced and five entire villages were
eliminated. In a period of 10 months, between 1941 and 1942, and at a cost of $20 million, an entire complex of bar-
racks, mess halls, storehouses, quarters, headquarters and recreational buildings, guardhouses and a hospital were
constructed.

The 4th Armored Division was activated at Pine Camp in 1941 and joined the 45th Infantry Division, 5th
Armored Division, and seven separate battalions training on the expanded Army post. During World War I, the
post served as a prisoner of war camp. Of those prisoners who died while here, one Italian and six Germans remain
buried in the Sheepfold Cemetery.

In 1951, Pine Camp was redesignated Camp Drum, in memory of Lieutenant General Hugh A. Drum, a
commander of the First U.S. Army in the early days of World War Il. The installation continued to host Reserve
Component summer training and shietm Regular Army unit training, including mass tactical parachute drops by
the 11th, 82nd, and 101st Airborne divisions. The 278th Regimental Combat team, a federalized Tennessee National
Guard unit, was posted here from 1951 to 1953.

In 1974, the Army redesignated t he Firousdttraiding mis-i on A F
sion, and a permanent garrison staff was assigned. The post was a summer training site for approximately 50,000
Active and Reserve Component Soldiers and an additional 20,000 on weekends throughout the year.

In 1984, the Army announced Fort Drum would be the new home of the 10th Light Infantry Division. The
unit was activated in February 1985 and the unit was renamed the 10th Mountain Division (Light Infantry).

By 1990, the installation was home to approximately 10,000 Soldiers and 15,000 Family members. The
construction of 130 new buildings, 35 miles of roads, and 4,272 units of Family housing was completed at a cost of
$1.3 billion, making Fort Drum one of the most modern and attractive military installations in the world. Wheeler
Sack Army Airfield was later expanded to include a 10;f2@@ main runway capable of supporting the largest mili-
tary and civilian aircraft and a rapid deployment facility for efficient processing of passengers and cargo. The train-
ing range complex continues to evolve, providing a combination of virtual training facilities, outdoor aficklive
ranges.

Since 1990, the 10th Mountain Division (Light Infantry) has deployed units to combat and peacekeeping
operations in Somalia, Haiti, Bosnia, Kosovo, the Horn of Africa, Afghanistan and Irag. Fort Drum has also been
the mobilization and deployment site for almost 27,000 Soldiers in 985 Reserve Component units from throughout
the U.S. in support of the Global War on Terror.

Today, Fort Drum is capable of rapidly deploying forces anywhere in the world. As the Army grows and
transforms to address current and future requirements, the installation remains an exceptional training and living en-

vironment.
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This edition of The Fort Drum Installation Strategic Plan symbolizes our continuing que
be AThe Armyodés Best Kept Secret. o The
members at every level to continuously improve operations and establish Fort Drum as
premier worldclass sustainable installation. Initially developed in 1996, the plan is re-
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viewed and updated annually by the Garrison Executive Council (EC). This update to the

plan has been prepared to set Fort Drum solidly as a leader of Army installations and a
world-class Power Projection Platform.

In March 2010, the Commander of the Installation Management Command (IMCOM) r¢g
leased version 1 of the IMCOM Campaign Plan (IMCP), followed by version 2 in Octob
2010. The Fort Drum EC reviewed and refined this Strategic Plan and developed a co
nated and unified approach in identifying links to the IMCP, and determining the steps
sary to align with the IMCP. To ensure a coordinated approach, the EC designed the u
of our Installation Strategic Plan in concert with the IMCP Vision, Mission, and Goals, 3
well as the Army Sustainability Campaign Plan (ASCP), the four Army Strategic Imperg
ARFORGEN, and the Army Family Covenant.

Fort Drum IMCP Process

Additional guidance
NERO 10-005

Updating Strat Plan 4/26-27 IMCP WFB
Fort Drum Public
EC votes to appoint Garrison staff conduct Affairs Guidance
LOE Leads Cross walk to ISP (PAG) released
Do Plan 4/6/10
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Updating Stra>>laﬂofﬂomMB

LOE Leads former ISP
Goal Owners conduct
cross walk

EC approves complete
IMCP alignment
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INTRODUCTION

Continued

This Strategic Plan sets forth our collective installation path for the future. Using soung
prudent business practices, we established-teng goals and measures for the entire in-
stallation. With the solid direction stated in the Installation Strategic Plan we can best j
vide outstanding service to customers, as well as be fully prepared to meet challenges
future.

and

Dro-
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The most recognized means to accomplish this end is through the Army Performance Im-

provement Criteria (APIC). APIC, which is modeled after the Malcolm Baldrige busineg
model, provides specific guidance on how we need to lead, proceed, plan, and measur
business performance to ensure our customers are satisfied now and into the future.

Planning, executing, and evaluating are critical in achieving our mission and providing
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cellence in installation management in a climate of continual change. Each of the Sustain-

able Strategic Goals has subordinate objectives and action plans for which various dire
ates are ultimately responsible. Additionally, we will have Supporting Strategic Objecti
and Actions (SSO & SSASs), which are Objectives or Actions not specifically addressed
IMCP alignment, that the EC decided need to be continued from our previous Action P
Annex. It is the successful completion of these subordinate tasks that enable us to ma|
vision a reality. Armed with the vision, goals, and objectives outlined in this plan, we at
committed to delivering quality services to Soldiers, Civilians, and Family members.
Included with our Strategic Plan is a diagram of our Leadership System. The Leadersh
System is a model that depicts the Ar my
(ACOE) characteristics of leadership.

Through our emphasis on leadership, continuous improvement, public responsibility, el

ctor-
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erment, flexibility, and agility, we are poised to meet the challenges of today and tomorfow.
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SOLDICRS « FAMILIES - CIVILLANS

Wi A The fony t s

INSTALLATION MANAGEMENT COMMAND @
! We are lM(l:L.FOM
THE ARMY’S HOME

Installation Management Campaign Flan

Wi i The Aomy & o

Purpose and Scope

This document describes the vision of the Installation Management Community to bring
effective and efficient services, programs and infrastructure to bear on the challenges
faced by Commanders, Soldiers, Civilians and Families in a fluid operating environment,
and my Campaign Plan for achieving that vision. It lays out our strategy, through Lines
of Effort and Keys to Success, and metrics by which we will track progress. This plan
will be updated semiannually as we make adjustments along the way. LTG Lynch

Mission

Owur mission is to provide Soldiers, Civilians and their Families with a quality of life
commensurate with the quality of their service.

Vision

Army installations are the DoD standard for infrastructure quality and are the provider of
consistent. quality services that are a force multiplier in supported organizations’
mission accomplishment., and materially enhance Soldier and Family well-being and
readiness.

Commander’s Intent

Sustain, Support, Defend

Soldier, Family and Civilian
Well-Being

Soldier, Family and Civilian
Readiness

= A deployable mindset across the enterprise
= Resiiency and Balance — Mind, Body and Spirit
= Responsive serwvices that meet fluid ARFORGEN
requirements
= Best walue &

ble the
requirements
= Training Support Services in support of Soldier
readiness

Army’s training

= Standardized programs & services for Soldiers,
Families and Gvilians

= Excellence in schools, youth services & chid care
= Fadlities, programs & serwvices that support
reareation, leisure, travel & single Soldiers

= State and i t &

= Well-being pr B to meet

Family & Civilian needs throughout the entire
deployment cyde

Leader and Workforce
Development

= Multi-skilled and adaptive leaders
- Cx Cati and
feedbadk

*, pr = ie & servioe

inall things

- An Fo d on
=

= Continuis

opportunities
=Ar

and

Installation Readiness

= Sustainable infrastructure that supports Senior
C requin
- i Army C ities of
= Installation boot prints streambined and
tramsformed
- Enhanced capabilities through partnerships
=The Army’s i e & and
sustainable
= Bnvironmental stewardship
= Quality Housing and Barradks
=Safe & C

<, Ci &

for iers, Family

Assets

The Sustainable Army Community of Excellence
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Installation Management Campaign Plan (IMCP)
Lines of Effort (LOE)

LOE1 LOE 2

b

IMCOM

Objective

- 8 13 . .
o . . . @ = Ensure Soldiers, Families and
2E Sglldlers, Famrl]llesr?r}:j C|V|I|ar;s dare gg Civilian employees are being cared
E E al eto meetc} ﬁ CA?len%essN e- E ﬁ for, and our programs and services
L ployment and the O G ) E 2 enhance community life, foster
eyl Process through proper training, e readiness, promote mental and
!i responsive services, and communi- o8 physical fitness, and deliver a
E ties of excellence % 3 quality working and living envi-
00 6O  ronment.

LOE 3 LOE 4

%

IMCOM

% Objective

IMCOM

Objective

Installations are platforms of readiness
supporting Senior
rent and future requirements through
regular modernization and new con-
struction of standardized facilities to
maintain efficient and sustainable op-
erations and enable the provision of
effective services to Soldiers, Families
and Civilians.

Sustain a multi-skilled Installation ommand
Management workforce with the
knowledge, capabilities, skills and
opportunities to successfully and
innovatively deliver our products
and services to Soldiers, Families

and Civilians around the world.

LOE 5 LOE 6

% Objective

IMCOM

Objective

Commanders and leaders will lead the way
in changing behavior to prevent accidents,
and will empower Soldiers, Families and
Civilians at all levels to speak up when they
see someone ignoring safety rules or doing
something risky. Saffet
ness and it is our responsibility to ensure
safe performance in all we do. Everyone
will be held accountable for accident pre-
vention.

Create energy and water efficient in-
stallations by holding users account-
able, modernizing facilities, installing
new technologies, and leveraging part-
nerships that will provide Senior
Commanders an increased level of
energy and water security leading to
sustainable and resilient infrastruc-
ture and mission assurance.

and Security

Energy and Water Efficiency




FORT DRUM GARRISON

Garrison Mission
USAG Fort Drum provides Best in Army services and infrastructure for
our Soldiers, Families and Civilians who support our Nation during
a time of persistent conflict.

Garrison Vision Statement
A Garrison Team, as a learning organization, that provides Best in Army services
to our primary stakeholderssoldiers, Families and Civilianswhile fostering an
environment where all are treated with respect and are committed to sustaining
Fort Drum as the premiere installation in the United States Army.

OUR MOTTO

' FortDrumd The Ar myos
~
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VALUES

We honor and respect the Army Values. The Army Values are accepted and adopted as
t he Garrisonbés Values. Central to the devel

LOYALTY: BEAR TRUE FAITH AND ALLEGIANCE TO THE ARMY,

ITS LEADERSHIP, AND FORT DRUM, AND ULTIMATELY TO THE

SOLDIERS, FAMILY MEMBERS AND THE CIVILIAN WORKFORCE
THAT WE SERVE

DUTY: FULFILL OUR OBLIGATIONS

RESPECT: TREAT OUR CUSTOMERS, FELLOW WORK-
ERS AND SUPERVISORS WITH DIGNITY AND VALUE;
JUST AS WE EXPECT TO BE TREATED

SELFLESS SERVICE: PUT THE WELFARE OF CUSTOMERS,
PARTNERS AND SUBORDINATES BEFORE OUR OWN

HONOR: PERFORM TO THE FULL EXTENT OF OUR
ABILITIES

INTEGRITY: DO WHATO6S RI GHT, LEGAI
ALLY

PERSONAL COURAGE:FACE THE CHALLENGE OR
ADVERSITY (PHYSICAL OR MORAL), AND ACCOM-
PLI SH THE AHARD RI GHTO WI T

- 0 @D W g TR -
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KEY AND SUPPORT PROCESSES

The Garrisonbds Key Processes |ink closely
do well to be successful for our customers while fulfilling higher headquarters' missions. Supp
Processes guarantee accomplishing and sustaining our Key Processes

to ou
DIt

Train the Force \
NMobilize the Force

Deploy the Force

Promote Well Being

Provide a Safe and Secure
Envircnment

INnfrastructure \

Logistics

Information Technology
Resource VManagement
Safety

Security

Acqquisition

HR IWVianagement
Community Relations &

Environment /

KEY RELATIONSHIPS

STAKEHOLDERS: Our stakeholders are all groups that are or might be affected by our actio
success. Stakeholders also include representatives from the other Services (Air Force, Navy,
rine Corps) since they use Fort Drum training facilities in support of their missions.

ns and
and Ma-

Department of Defense & Major Commands
Installation Management Command
Commanders/Tenants

Surrounding Communities

Environmental Organizations

\
e Units (Active, Reserve & National Guard)
e Individual Soldiers
e Military Family Members
e Civilian Workforce (Appropriated Fund, Non-
Appropriated Fund & Contract Employees)
_d
~
e Retirees
e Coalition Partners
o

CUSTOMERS: Our customers are the reason we exist. It is important that we understan
needs and requirements. We always work to partner with them to maintain cooperative relatic
Customers depend on our information, services, and products.

0 their
pnships.
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KEY SUPPLIER GROUPS

Facilities Support

Logistics Support

Education

Communications

Emergency Medical Services
Human Resources

Information Technology
Utilities (Water, Electric, & Sewage)
Facilities

All Classes of Supply
Equipment

A

SUPPLIERS: Suppliers are defined as those groups that provide a service or product in exchange
for payment. Suppliers most frequently work on or under contracts via credit cards and may be re-
placed if the work or relationship is not satisfactory.

KEY PARTNER GROUPS

e New York State Dept of Environmental B
Conservation (NYSDECQC)
e Ducks Unlimited
e Environmental Protection Agency
e U.S. Fish and Wildlife
=

e Tri-Care Providers
e MEDDAC & DENTAC
e FDRHPO Partners

=
Defense Commissary Agency \

Army Air Force Exchange Service (AAFES)
General Service Administration

Defense Finance and Accounting Service
Civilian Human Resource Agency

Corps of Engineers

Army Contracting Agency

Army Material Command

Network Enterprise Center

Criminal Investigation Command
Defense Logistics Agency

OSHA /

Civilian Aide to the Secretary of the Army
Federal, State and Local Agencies

Fort Drum Mountain Community Homes
Fort Drum Regional Liaison Organization
Institutions of Higher Learning

EDLC

CSX Rail

11



PLANNING ASSUMPTIONS

Pl anning assumptions refer to those fifacts of
the way we conduct dap-day business. We operate in a climate of continual change, and we must

be prepared to meet a multitude of challenges. Planning assumptions are reviewed annually. The EC
conducted its last review in December 20Tr planning must take into account the following: cus-
tomer expectations will continue to exceed our resources, the customer base will remain constant or
increase, increased security will continue, the costs of goods will be more expensive today than yester-
day and cheaper than they will be tomorrow, limited funding will continue impacting already deterio-
rating infrastructure, and there will be changes in operations and/or funding due to external constraints
on service delivery, cost management and force protection guidance.

STRATEGIC PLANNING PROCESS

The strategic planning process is a cyclical systematic process involving the command group, primary
staff, goal champions, and goal leaders. The diagram below illustrates the strategic planning process
used to build and update this plan. The process starts with guidance received from headquarters
which is translated by the commander into mission, vision statements, and emphasis of enduring val-
ues. The mission helps establish key process planning and triggers SWOT analysis by the EC. Goals
are developed and ownership assigned by the EC. Goal champions form teams and create objectives
and actions necessary to accomplish the goals. Goals and objectives are put before the EC for concur-
rence and then to the Garrison Commander (GC) for approval. Once approved, the goals and objec-
tives are documented in the Strategic Plan and deployed for action. The action plans are created at the
team level and reported to the EC as required. Customer feedback provides input which helps set the
stage for measuring performance against the plan and adjusting the way ahead.

12



SWOT ANALYSIS

An important element of our strategic planning process is our Strengths, Weaknesses, Opportunities, and

Threats (SWOT) Analysis. After our Vision, Mission, and Planning assumptions are developed or are
identified, a SWOT analysis is conducted by key garrison staff, subject matter experts, and appointed
action officers. SWOT analysis is a situational or environmental scan of our organization. Itis anin
depth study of our current internal strengths and weaknesses, as well as external opportunities and

threats. Generally, &WOT analysis is an annual review, but is also conducted after major changes such
as Changes of Command. Once our Mission, Vision, Planning assumptions are identified, the completed

SWOT Analysis provides a clear starting point to build or revise our Strategic Plan.
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STRENGTHS (internal)

WEAKNESSES (internal)

OPPORTUMITIES (extern THREATS (external)

-Capable of deploying forces by air,
land & sea

-Taking Care of Soldiers & Families
-Fully integrated into the north country
community

-Unit Movements

-Quality Customer Service

-Army Covenants
-Anti-terrorism/Force Protection
-Quality of Life

-Interaction with Tenant Units

-Aging workforce

-Log Support / Services Facilities to
support a transformed force
-Manpower Shortages

-Lack of sufficient quality housing in
communities surrounding Fort Drum

-Partner with local agencies to optimize use of
community

-Fort Drum Mountain Community Homes
-Partnership with AMC/NETCOM

- ACUB

-Growth and Stationing

-Smart Growth

-School Board Elections

-Installation Management Command Community
Campaign Plan (IMCP)

-Strong Strategic Communications

-Security threats to force protection and
cyber terrorism

-Fear of the North Country Climate
-Encroachment

-Impact of Frequent Deployments to
Combat

-Continued Stove-Piping of Garrison
Support Functions (MICC, NEC, AMC)
-Diminishing Capabilities & Services for
Mutual Aid/EMS

-Strong master planning and subsequent
ability to grow and expand

-Deployment and Redeployment processes
are finely tuned, well honed

-Environmental Awareness
-Safety/Security

-Cultural Resource Program
-Inter-Directorate Collaboration

-Access Control Capacity

-Current Training Level of 15t Line
Supervisors

-Lack of Automated Staffing Capability
-Tendency to abbreviate our own
processes

-IMCP-EA / ACOE

-Learn Six Sigma

-Sustainability

-Enterprise Performance Management Availability
-FDNY CAMPLAN

-GFEBS

-Dependency on limited number of
highly skilled employees

-Cyber terrorism

-Lack of Integrated Data for
Performance Management

-Fluid ARFORGEN Requirements

-Conserving and maintaining the
environment

-Quality and experienced workforce
-Ability to Adapt to changing customer
needs

-Award Winning Programs

-Organizational Self-Awareness
-Internal Communications

-Collaborative Community Partnerships
-Capitalize on Army transformation initiatives
-Lessons Learned from other Sustainable
Installations

-Civilian Education System

-Mandatory Training i Online

-Internal Communications

-Institutional Army is not transformed to
support the operational Army
transformation

-Strong congressional and state support
-Dedicated Workforce

-Many, varied, strong Community
relationships
-Leverage

Ot her Peopl

-Increased security requirements place
additional burdens on mission
accomplishments

- Work force instability caused by hiring of
Term and Temps

- Lack of organic Level Health Care (Level |
Trauma)

-Training & Range Complex Acreage
-Inadequate Energy Conservation Controls

-Optimize use of resources and technology to
improve readiness and well-being

-Newly elected federal and state officials

- Partnerships

-Growth

-Northeast Region Joint Training Center of
Excellence

-Increased energy consumption and
cost

-Monthly allocation/just in time funding;
funding shortfalls

-Decreasing budgets

-Lack of TDA Requirements /
Authorizations

-Unfunded Mandates
-Manpower/Hiring Restrictions

-Food Services

-Lack of Enterprise Level Solutions to
Automation Systems

13




STRATEGIC MANAGEMENT PROCESS

The management process consists of two strategic layers (goals & objectives) and a tactical (key actions/
action plan) layer. The GC and EC members develop the strategic goals and review them annually or as
required pending mission changes. It is understood that strategic goals are most generally long range
(sustainable) in nature, providing a clear direction, and rarely needing change at that level. Goal Own-
ers, appointed for each goal by the GC, develop core teams and start the work of developing supporting
objectives. Objectives are developed at the core team level and must be approved by the GC & EC be-
fore appointing team members to work objectives. The objectives are developed as required and re-
viewed, formally, at least annually. EC meetings, Performance Management Reviews (PMR), and In
Progress Reviews are allowable venues to review objectives. Once objectives are approved, goal leaders
put together teams to work those objectives by establishing action teams. Action plans with measures
are developed, tracked, and reported as required. Actions are at the tactical level. Those actions required
to support an objective need only be approved by the goal leader and goal champion. It is common to
have multiple action teams working toward the same objective. Strategic goals and objectives are docu-
mented in the Fort Drum Installation Strategic Plan. The actions supporting those goals and objectives
will be documented and updated in an annex to the plan. The Fort Drum Plans, Analysis & Integration
Office (PAIO) has oversight responsibility for Strategic Planning and the associated documents. PAIO
will support teams with analysis, facilitation, collating changes, managing final documents, and coordi-
nating reporting.

DISSEMINATION OF THE STRATEGIC PLAN

The Strategic Plan is communicated and distributed to the entire installation and other interested parties
through: (1) publication of the same, (2) postin
ther distributed by the chain of command. The Fort Drum community is thereby informed regarding our
mission, vision and values. This enhances their understanding of their respective role(s) in achieving
organizational goals and objectives. Measurable results used to track the progress of goal attainment are
posted throughout the command. The local community has participated in the events leading up to the
creation of this strategic plan. I't is Fort Dru
our strategic initiatives. Every means possible will be taken to accomplish that end.

com.

SOLDICES - FAMILICS - CIVILL

14 We fire The Army ' Home




GARRISON LEADERSHIP SYSTEM

The Fort Drum EC has graphically presented what they do eveiiyldagD! By depicting our

Leadership System in this manner, we encapsulate the complexities of leadership yet accurately
portray our system of leadership in one picture. This graph shows the steps leaders at all levels take
to provide for our customers, take care of our employees, and continuously improve our processes. It
is based on the plan, do, check, act phases of leadership and is based on four common characteristics
of successful leaders: the ability to INVOLVE people in the process of accomplishing goals, the

ability to COMMUNICATE those goals, the ability to VALIDATE our work, whether successful or

not, through meaningful measurements, and the ability to INNOVATE or look for new and unique

ways to get the job done.

Personal Courage Lfﬂdem’ltﬂ System  Seffless Service
- - Si
WHAT ARE WE MISSING? Coimwouty ) 5% ARE WE DOING THE
=< RIGHT THINGS?

Customer
Innovate Requirements Involve

and
Expectations Duty

Organize, Plan

Learn and -
and Align

Improve Units, Soldiers,
Family Members,
Retirees, Tenants,
Local Community, ) )
Staksholders, Communicate

Motivate || Derelop, Analyze Perform to

Revard,

Recognize Pfrl’urmm:;n Han Loyalt:
ARE WE DOING THINGS
RIGHT?
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GARRISON LEADERSHIP SYSTEM
Continued

The elements of the Leadership System are:

Involve. The act of involving others requires actparticipation with employees, Famitgembersand
community. Our leaders actively participate with those around them, demonstrating the Army Values in
their work and their lives. Our leaders also involve our employees and community by empowering them
to make important decisions.

]

Communicate. Fort Drum leadership promotes employee well being by sharing information with em-
ployees and stakeholders. Listening and learning are an integral paritofdigyoperations. Lead-
ership monitors employee satisfaction through our informal and formal survey methods. Both internal
and external customers give feedback through the Interactive Customer Evaluation (ICE), which pro-
videscritical comments to assess both workforce and customer well being. Our listening and learning
approaches foster twway communication at all levels. We use communiigle forums such as the

Fort Drum Information Town Hall Meeting (FDITHM) and Community Leader Information Forum
(CLIF) to communicat®n-postactivities to Family members and community members, and broadcast
the meetings locally to ensure maximum exposure and availability to the information. Fort Drum sup-
ports fair and equitable treatment of all employees and operates in an open and trusting work environ-
ment.

Validate Our leaders are using performance measurement and improvement tools such as Perform-
ance Management Reviews (PMR), Army Performance Improvement Criteria)(AMCP

Employee Assessme(iMCP-EA), and the Installation Status Report (ISR) to capture and assess our
performance data. With these tools, our leaders stress accuracy and the ability to prove performance
Everyone has a vested interest in assuring accurate reports, peak productivity and efficiency. After all,
our integrity and dedication to service is on the line! It is this high level of personal integrity demon-
strated by our |l eaders and employees, that has
whether it be deploying the troops in record time or preparing an annual budget. This dedication to
duty coupled with integrity is ingrained in our work culture. Personal integrity of the workforce, when
coupled with loyalty, builds mutual respect.

]

Innovate. Our leaders are continuously looking for ways to improve the organization. They are never
satisfiedwith the status quo. They are open to any and all ideas. Toolasl&an Six Sigma, Cus-

tomer Management Service (CMS), ICE, and the Army Suggestion Pregnaower our community

to present better ideas to our leadership. Our leaders, therefore, are adept at taking an idea and imple-
menting it. It is one thing to think of an idea, but implementatites leadership and buy in from all
parties involved. It takes personal courage and
leaders serve as the change catalyst to improve the organization.

16



Units, Soldiers, Family Members, Retirees. . .

Our customers and stakeholders are at the center of all that we do. Our customers include units (active
and reserve component), individual Soldiers, Family members, retirees, employees and tenant activities.
Stakeholders also depend on our service and support. Leaders strive to build strong and positive bonds
with all customers and stakeholders and are continually looking to meet or exceed customer expectations
by fully understanding customer needs and requirements.

Customer Requirements and Expectations

Our leaders take great pride in being personally involved with our customers and stakeholders. They
encourage twavay communications through a variety of mechanisms. They document and follow up on
evolving customer needsonstantly looking for innovative approaches to improve customer service.
Stressing the ongoing process of continuous improvement, we look at both short and long term goals.
Automated systems such as ICE, IMER, and CMS allow our leaders to identify new opportunities in
customer requirements and expectations acting on customer influence.

Set Direction

Upon the assumption of command, our GC sets our direction using his vision and philosophy consider-
ing the IMCOM and current Strategic Plan/garrison vision. If the current vision needs updating, it is ac-
complished as soon as possible through our established EC meeting process and shared with all as we
recognize that the foundation of any organization is a shared vision. Our leaders know and communicate
our vision to all employees and stakeholders. Simply put, our vision is to help ForbBmawognized

as the Ar myds prhievisibndsrshared etiveeh dll kevels a Rort Drum and is included

as action items in employee performance standards, indicating and ensuring persamahblusuccess.

Organize, Plan and Align

Leaders provide the energy and the impetus to assist the workforce in achieving the vision. Leaders de-
velop plans, both lonterm and shofterm, to serve as a road map for success and continuous improve-
ment. Plans allow leaders to align resources toward mission accomplishment, while allowing for flexi-
bility within an ever changing environment. Leaders encourage innovation through empowering em-
ployees and directing organizational energy into efficient and effective goal and mission accomplish-
ment.

Perform to Plan

Leaders communicate plans throughout the organization and transform plans into action. Actions are
the physical outcome of welleveloped and prepared plans and enable the group to move toward mis-
sion accomplishment and the leader to manage operations in an environment rife with change. Our Stra-
tegic Plan is ingrained in the organization by including performance measures, in the performance stan-
dards of our employees. Leaders at all levels take ownership of their piece of the Strategic Plan and en-
able their employees to meet the goals of the plan through empowerment and teamwork at all levels.
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Develop, Reward, Recognize

We recognize and reward success at all levels in the organization. Leaders celebrate victories, both large

and small, and recognize those that move the organization closer to the overall goal through their
achievements. Leaders mentor their employees to help them achieve personal improvement in their
work and to develop new leaders for the future.

Learn and Improve

We know that when individuals improve, the organization improves. Leaders view challenges as oppor-
tunities and learn from various sources. Leaders provide training opportunities to employees and chal-
lenge to use new skills. Leaders know that they can learn from those around them and share knowledge
with all to improve the organization.

SUSTAINABILITY

In May 2010, the Army Sustainability Campaign Plan (ASCP) was published. IMCOM guidance will
focus on efforts at the AEnterpriseo | evel. No
tions. We will strive to ensure our Strategic Plan continues to support the efforts of the ASCP.

The Fort Drum Installation Strategic Plan is o
Lined (Mission, Community, Environment) + Econ
long-term, strategic perspective and underscore the fact that Army installations are not independent is-
lands, but a part of a larger regional environmental, economic, and social system. The concept of sus-
tainability is the interdependence between the Army mission, community, and environment. The Army
defines a sustainable Army as one that simultaneously meets current and future mission requirements
worldwide, safeguards human health, improves quality of life, and enhances the natural environment.
This plan attempts to meet that intent and reach beyond the fence line of the installation to look at re-
gi onal i ssues and trends that could i mpact our
principles of sustainability are the guiding compass for existing management programs and the vision to
move beyond a reactive posture. Sustainability
and fimeanso must come from individual and col |
tive plans both on the installation and off.
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